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Conifer Health Solutions Employee Handbook

About Your Handbook

This Handbook has been prepared to provide all of our employeesan overview of basic Company policies,
practices and benefits. We believe that understanding the Companyand howit works is animportant step
in developing and maintaining productive employer/employee relationships. Please take the time to read
this Handbook. It contains importantinformationthat will affect you every day.

The term "facility”, “business unit”, or “Company” as used throughout this manual refers to any divisions,
subsidiaries, offices, facility buildings, client sites, or other Conifer-ownedor operated locations. This
Handbook applies to all employees of Conifer, exempt and non-exempt, managerial and non-managerial.
Please rememberthat this Handbookisnot a contract of employment, that your employment with Conifer
at all timesis at-will, and that either you or Conifer can terminate the employment relationship at any time,
with orwithout cause or notice. If youremployment is governed bya Collective Bargaining Agreement
(“CBA”), any provisions inthe CBAwhich are inconsistent with this Handbook will govern.

Company Policies

The policies outlined inthisHandbookreflect the usual way of handling various situations. Itis important
foryoutounderstand these policiesin orderto be a well-informed employee. Management, however,
reserves therightto deviate from existing policies inits discretion because of individual circumstances or
special needs. Therewill also be situations that require a change from time to timein policies, practices and
benefitsdescribed in this Handbook. Accordingly, except with respect to the employment-at-will policy

and the mutual agreement to arbitrate disputesrelating toyour employment, the Company reservesthe
right to modify, add, delete or revise any provisions containedin this Handbook and/or Handbook
Supplement atany timeasit deems necessary orappropriate inits sole and absolute discretion. We will
periodically distribute updatesto you as policiesand benefitsare changed and updated. Also, please refer to
the policies inthisHandbook in conjunction with the most up-to-date policies applicable to your business unit
oniCon orthrough your Human Resources Representative.

Your Supervisor

Each new employee is assignedto a supervisor who willhelp youadapt to your department’s work routines
and procedures. Supervisorsalso offer guidance and may assist you in communications with management,
aswell as encourage your career growth and development.

Department managers and department directors are also available to help youand your supervisor
maintain a productive relationship with each other and with the Company. Ifat any timeyou have
questions, concerns or suggestionsabout your work, Company policiesor the operation of your business
unitin general, feelfreeto sit down and discussthem with your supervisor oraHuman Resources
Representative. Whileyour supervisoris notauthorized to modify oramend a policy noris asupervisor's
interpretation of a policy or procedure final and binding, your supervisor's insight may be helpful to you.
Should you have questions or concerns about a policy after speaking with your supervisor, you should seek
further guidance fromyour Human ResourcesRepresentative. OQur goalisto share withemployees the
Company’s mission of providing high-quality healthcare services while promoting asincere prideinthe
workplace. We can onlydo this by working closely together.
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Orientation/Re-Orientation

You are required to undergo an orientationat the timeyou begin work. Your Human Resources
Representative will work withyour supervisor to schedule your orientation. Certain businessunit
employees maybe requiredto complete an annualre-orientation.

YourHuman Resources Representative

Your Human Resources Representative provides employees with information and necessary assistance to
understand our Company'shumanresources policies and to promote a positive work environment. Your
Human Resources Representative is available to helpyou with any problemsor concerns during your
employment.
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EmployeeRelations

We strive to make the work conditions, wages and benefits we offer to our employees competitive with
those offeredby other employersin this industry. If you have questions or concernsabout work conditions
orcompensation, you are strongly encouraged to talkwithyour supervisor.

Ourexperience hasshown that when employees work with supervisors, the work environmentcan be
exceptional, communications can be clear, and attitudescan be positive. We believe that the Company has
demonstrated, and will continue to demonstrate, our commitment to employees by responding effectively
to employee questions and issues.

Equal Employment Opportunity

The Company believes a strong commitment to equal employment opportunityis morethan alegaland
moral obligation —italsoisasound business practice to realize the potential of every individual. In order to
provide equalemployment andadvancement opportunities toallindividuals, employment decisions with
the Company will be based on merit, qualifications and abilities. Except where required or permitted bylaw,
employment practices will not beinfluenced or affected by an applicant's oremployee's race, color, religion,
sex, sexual orientation, national origin, age, disability, geneticinformation, or any characteristic

protected bylaw. This policy governsallaspects of employment, including selection, jobassignment,
compensation, counseling, discipline, termination, access toemployee services, benefits and training. As
required by law, the Company will make reasonable accommodationsfor qualified individualswith
disabilities.

If you have questionsand concernsabout any type of unlawful discrimination in the workplace, youare
strongly encouragedto bring these issuesto the attention of yourimmediate supervisor or your Human
Resources Representative. You can raise concerns and make reports without fear of reprisal. Anyone found
to be engagingin any type of unlawful discrimination will be subject to corrective action,up toand
includingtermination of employment.

Sexual and Other Unlawful Harassment

We are committed to providing aworkenvironment free from discrimination and unlawful harassment.
Actions, words, jokesor comments based onanindividual'ssex, race, ethnicity, age, religion, sexual
orientationorany otherlegally protected characteristic will not be tolerated. As an example, sexual
harassment (bothovert and subtle) is aform of employee misconductthat is demeaning to another person,
undermines theintegrity of the employment relationship, andis strictly prohibited. Anyone engaging in
sexual orother unlawful harassment will be subject to corrective action, up to and including termination of
employment.

Examplesof unlawful sexual harassmentinclude, but are notlimitedto, unwelcome sexual advances,
requests for sexual favors where:

® Submissionto such conductisanimplied or expressed condition of employment; or

® Submissionto orrejection of such conductis the basis for employment decisions affecting the
individuals.
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Also, verbal, visual or physical conduct of a sexual nature where the conduct has the effect of interfering
with an individual's work performance or creating an intimidating, hostile or offensive work environment
can constitute unlawfulharassment.

Any employee who wants to report an incident of alleged sexual or other unlawful harassment should
promptly report the matterto his or her supervisor. Ifthe supervisor is unavailable orthe employee
believes it would beinappropriate to contact that person, the employee should immediately contact
his/her Human ResourcesRepresentative. Employees may raise concernsand make reports without fear of
reprisal.

This policy applies to allemployees, including supervisors, managers and department heads. This policy
also may, under certain circumstances, applyto agentsand non-employeeswho have contact with our
employees.

If you have any questions concerning this policy, please feelfree to contact your Human Resources
Representative atany time.

Immigration Law Compliance

The Company is committed to employing only United Statescitizens and an alienauthorized to workin the
United States and does not unlawfully discriminate on the basis of citizenship and national origin.

The Company complies with the Immigration Reform and Control Act of 1986, and all employees will be
required to completean|-9form as required by law.

Employment Application

The Company relies upon the accuracy of information contained inthe employmentapplication, as well as
the accuracy of other data presented throughout the hiring process and employment. Any
misrepresentations, falsifications or material omissions in any of this information or data may resultinthe
Company’s exclusion of theindividual from further consideration for employment or, ifthe person has
been hired, termination of employment.

Verification of Licenses

All positionsrequiring licenses or certification and/or educational degreesrequire verification during the
pre-employment process. Employees who are licensed professionals must present verification of licenses
when requestedduring the hiring processand, if hired, annually or as required thereafter. Continued
employmentis conditioned on having all necessary licenses or certifications activeand in good standing.
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Federally-funded Healthcare Program Exclusion / Sanction

To protect the nation’s elderlyand poor certain individualsare barred from participatingin federally-
funded healthcare programs, such as Medicare, Medicaid, TriCare/ CHAMPUS, Railroad Retirement
Benefits,and other healthcare programs. Being barred from participation isalso knownas “exclusion”.
This means that federal dollars cannot be used to pay forany services oritems provided by an excluded
individual. The U.S. Department of Health and Human Services Office of Inspector General (OIG) and U.S.
General ServicesAdministration (GSA) maintain two databases containing information about excluded
individuals.

To ensure that employeesare not excluded, the Company will screen each prospective employee against
these databases. In addition, allemployees are screened against these databasesannually. If you are
found to be excluded or sanctioned, you will be immediately removed fromany position responsible for or
involvedin providingservicesrelated to federal health care programs. You will also beimmediately
removed from any position where your compensation derives, whether directly orindirectly, from federal
dollars. Thiswillbein effect untilsuch time as you are reinstated into participation infederal programs.
You will be given an opportunityto provide documentation showing that you are not excluded.

Once you are an employee, youare also under a continuing obligation to immediatelyinform your
supervisor, orthe Company’s Compliance Officer, ifyou findout orare informedthat you are excluded,
debarred, sanctioned, or suspendedfrom participation.

If we discover that you have beencharged with a crime which may resultin exclusion, we will take
appropriate actionsto ensure that quality of care providedto a patient does notsufferand/orthat any
claims submitted are accurate.

Staff Rights

When working ataclient’s site you may request not to participatein an aspect of our clients’ patientcare,
includingtreatment, dueto a perceived conflict with your cultural values, ethics, or religious beliefs or as
otherwise provided by law.The Company will make every reasonable effort to approve suchrequests, so
long asthe approval of such request will not negatively affect our clients’ patient'scare, including
treatment, and so long as there isan appropriate alternative method or methods of service delivery.
However, if adequate staffing cannot befound, orifthisrequest cannot be granted without negatively
affecting our clients’ patient care, including treatment, the employee will be requiredto participateinsuch
care and treatment. You must submitaRequest Not to Participate Form to your supervisor at the time of
hire, oras soon as possible after you are notified that you may be required to participatein suchaspect of
patient care or treatment. You may befloatedto a position in another department for which you are
qualified, or may be askedto leave work while the Company brings in other staff to provide patientcare.
See your Human Resources Representative for the form and further information.

Hours of Work and Work Schedules

Hours of work and work schedules for employees vary throughout the Company. Your supervisor will advise
you of yourindividual workschedule according to the Business Unitspecific procedures. Staffing needs and
operational demands may necessitate variations in starting and ending times, as well as variations in the
total hours that may be scheduled each day and week. The Company will strive to give you adequate
advance notice of schedule variations.

10
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Please ask your supervisor or Human Resources Representative for your Business Unit's hours of workand
workschedule.

Meal and Rest Periods

Meals and rest periods will be provided according to applicable state lawand will be scheduled according to
the Company’s procedures, toaccommodate our clients’ needsor other businessrequirements.

Please ask your supervisor or Human Resources Representative for details regarding meal and rest periods.

Employment Categories

The Company provides definitions of employment classifications sothat you understand your employment
status and benefits eligibility. These classifications do not guarantee employment for anyspecified period
of time. Accordingly, youorthe Companyhavethe right to terminate the employment relationship at will
atanytime.

Employeesare designated as either nonexempt or exempt. Nonexempt employeesare entitled to overtime
pay under specific provisions of federaland state laws. Exempt employees are excluded fromthe overtime
provisionsof theselawsand are not eligible for overtime pay. Exempt employeesare expected to work
whatevertimeis necessary to meet definedjobresponsibilities.

Inaddition to belonging to one of the above categories, you will also belong to one ofthe following other
employment categories:

* RegularFull-Timeemployeesare those who are notinatemporary status and who are regularly
scheduled to worka full-time schedule of 30hours or more per week. Generally, regular full-time
employees are eligible for the Company’s benefit package, subject to the actual terms, conditions
and limitations of each benefit program's plan documents.

e RegularPart-Time employees are those who are not assigned atemporary status and whoare
scheduled toworklessthan afull-timeschedule. Theymay not be eligible forsomeorall of the
Company’s benefit programs, subject to each program’s plans. Generally, individuals are
considered "Part Time(1)"if they are scheduled to work 24 hours per weekor more, and "Part
Time (2)"if theyare scheduled to work lessthan 24 hours per week.

® PerDiememployees, sometimes referred to as “pool,” are those who workon an "as-needed"
basis. The Company offersthis categoryin limited classifications and to limited numbers of
employees.

* Temporary employees are those hired as interim replacementsto temporarily supplement the work
force ortoassistin the completion of a specific project. Employment assignmentsin this category
can be eitherfull-or part-timeand are of alimited duration, usually no more than sixmonths.
Employment beyondany initially statedtime period does notinany way imply achange in
employment status. Temporary employees retainthat status unlessand until notified of achange.

Individuals inthe categories listed above are considered eligible for Social Securityand Workers’
Compensation purposes.

11
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AttendanceandPunctuality

To maintain asafe and productive workenvironment, regular and punctual attendance isan essential
function of your job,and the Company expects you to bereliable and punctualin reporting for scheduled
work. Absenteeismand tardiness place a burdenon the Company and other employees. If you are not able
toreporttowork as scheduled, you should notify your supervisor as soon as possiblein advance or as
required by Company policy. Either excessive absenteeism or tardiness will lead to corrective action, up to
and includingtermination of employment. Please remember:

®*  Youare expectedto reporttowork during inclement weather conditions pursuant to your business
unit’s specific policy. Please refer to your business unit’s specific policy.

* |fyouare absentfromwork fortwo (2) consecutive days without giving proper notice to the
Company, you will be consideredto have voluntarily resigned.

* |fyoureporttowork without proper equipment orinimproper attire,you may not beallowed to
work.

* Ifyoureportforworkinacondition deemed notfit for duty, whetherforillness orany other
reason, you willnot beallowed to work.

PerformanceEvaluations

The Company strongly encourages you andyour supervisor to discuss job performance and goals on an
informal, day-to-day basis. A formal performance evaluation may be conducted after your first 90 days of
employment (initial evaluation period) or transfer or promotion into a new position. Additional formal and
informal performance reviews are conducted to provide both you and your supervisor the opportunity to
discuss job tasks, encourage and recognize strengths, identify areas forimprovement, and discuss positive
and specificapproaches to meetperformance goals. Formal performance evaluations normallyare
scheduled every 12 months.

Transfers and Promotions

The Company believes in transferring and promoting qualified employees to positions of increased
responsibility whenever that action is most appropriate. Transferand promotion decisions are based on
long-term business goals, employee performance, and the employee's potential for successin the new
position. Promotions andtransfers shall be offered to employeesat the sole discretion of the Company.

You may access information regarding current vacant positions through your Human Resources
Representative orthroughon-line postings. Internal candidatesshall be given preference for promotional
opportunities over external candidates when training, skills and ability for the position are otherwise equal.

If you wish to be considered foran open position either within or outside of your present department, you
must discuss the request directlywithyour supervisor or departmentdirector. If you want to applyfora
particulartransfer, contact your Supervisor or Human Resources Representative for the appropriate
process.

12
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You should be inyour present position for a minimum of twelve months to be eligibleto apply fora posted
position. Ifyou are currently engaged ina Performance Management plan, you are not eligible to applyfor
a posted positionat thistime.

The Company hasestablished guidelines for transfer and promotion policies. Please consult with your
supervisor or Human Resources Representative for more specific details.

Employment of Relatives

The employment of relatives inthe same area ofan organization may cause serious conflicts and problems
with employee morale. In addition to claims of partiality in treatment at work, personal conflicts from
outside the work environment can be carried into day-to-day working relationships. Due to the potential
conflict, members of the Management Teamand Human Resources Department should notemploy
relatives in the business unit that falls under their scope of responsibility.

Except where prohibited bylaw, relatives of persons currently employed by the Company may be hired only
if they willnot be working directly for or supervising arelative or willnot occupy a position in thesameline
of authority within the organization. This policy applies to any relative, higher or lowerinthe organization,
who has the authorityto review employment decisions. You cannot be transferred intosuch areporting
relationship.

Forthe purposesof this policy, relatives are defined to include spouses, legally recognized domestic
partners, parents, children, brothers, sisters, brothers-and sisters-in-law, sons- and daughters-in-law,
fathers- and mothers-in-law, stepparents, stepbrothers, stepsisters, stepchildren, step grandchildrenor
anyone elserelated by blood or marriage or whose relationshipwiththe employeeis similar to that of
persons who are relatedby blood or marriage. This policy also may applyto individualswho are not legally
related but whoreside with another employee.

If the relative relationship isestablished after employment, the individuals concerned will decide who is to
be transferred. Ifthat decision is not made within 30 calendar days, management will decide. In other cases
where a conflict orthe potential for conflict arises, even ifthere isno supervisory relationshipinvolved, the
parties may be separatedby reassignment or terminated from employment.

Outside Employment

You may hold an outside job as long as you meetthe performance standards of your jobwith the Company.
You should consider theimpact outside employment mayhave on your health and physical wellbeing. All
employees will be judged bythe same performance standards and will be subject to the Company’s
scheduling demands, regardless of any existing outside work commitments.

If the Company determines that your outside work interferes with your performance or your abilityto meet
the requirements of your business unitas they are modifiedfrom timeto time, you may be asked to
terminate the outside employment if you wish to remainemployedby the Company.

Outside employment that constitutes a conflict of interest is strictly prohibited. You may not receive any

income or material gain fromindividuals outside the Companyfor material produced or services rendered
while performingyour jobwith the Company.

13
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Any employee who holds a managerial positionshould disclose any other employment, including consulting
relationships outside of Conifer, and obtain prior approval from senior management.

Shared Employment

We follow very strict and specificguidelines regarding employeeswho are concurrently employed by more
than one of the Company's facilities, including any of Tenet Healthcare’s facilities. The Company will
aggregate on one payrollsystem all hours worked by employees for the purpose of administering overtime
pay, the Company retirementplan and other benefits. No current employee mayalso work foranother
employerathisorherhomefacility. No current employee may work as temporary agency/registryforany
other Company or Tenet facility. Further,no current company employee may also work as an independent
contractorforthis orany other Tenet facility. This policy applies to allemployees except when thereis an
express written agreement approved bythe appropriate Legaland HumanResources departments.

Access to Personnel Records

The Company’s HumanResources De partment maintains a personnel file on each employee. The personnel
file includes suchinformationas your job application, resume, records of training, documentation of
performance appraisals andsalary increases, and other employment records.

Personnel files are the property of Conifer and are confidential. If youwishto reviewyourown file,you
should contact your Human Resources Representative. Asa current employee, with reasonable advance
notice, you may reviewyour ownpersonnel file during normal business hours and inthe presence of a
Human Resources Representative. State andfederal laws will be followed as applicable

Personnel Data Changes

The Company strives to maintain current and accurate records on allemployees. To assist in this endeavor,
you are required to promptly submit any changes affecting your personnel records to your Human
Resources Representative and to notifyyour supervisor of suchchanges.

Types of informationyou mustinform usaboutinclude, butare not limitedto, changes in name, address,
telephone number, changesinbeneficiary, changesinlicensure status,and any other significant
information. Your Human Resources Representative can provide you withthe formsneeded to
communicate thisinformation.

Employment Verification

All requests foremployment verifications andemployee references must be directed promptly to The Work
Number (TALX). Informationis located oniCon or available from your Human Resources Representative.

14
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Performance Management

You are expected to meet the Company’s performance expectations and standards of your job. If your
performance or conduct does notmeet Company’sexpectations and standards, the Company will use a
positive performance management and progressive corrective action approach whenever possible to
encourage you to participate directlyin theresolutionof such situations. We believe that such an approach
fosters your understanding ofand commitment to correct a performance or conduct problem and increases
the likelihood of a satisfactory resolution. However, circumstances may arise which make itinadvisable or
inappropriate to followthe general performance management and progressive corrective action
procedures. When circumstanceswarrant, Company management may decide, in its sole discretion, that
some orall of the stepsin the performance management processshould not befollowed and that
immediate corrective action, includingtermination of employment, is necessary. Employment with the
Company orany of its business unitsis at will,and either you or the Company may terminate the
employmentrelationship at any time, with or without notice.

This policyisintended to complement and not conflict withor replace other policies and procedures
pertaining to employee conduct and performance, including the Open Door and Fair Treatment Policy and
the Employee Conduct and Work Rules policy.

If you have any questions regarding the performance managementprocess, please speakto your supervisor
oryour Human Resources Representative, or reference the performance management policy.

Resignation and Separation of Employment

Separation of employment, either voluntaryorinvoluntary, is an inevitable part of personnel activity within
any organization. Itis the policy of the Companyto approach each employee termination with fairness, both
tothe employee and the Company. Since employment withthe Companyis basedon mutual consent,

both the employee and the Companyhave theright to terminate employment at will, withor without cause,
atanytime.

All accrued, vested benefits that are due and payable at termination will be paid. Some benefits may be
continued atyour expenseifyou so choose. You will be notifiedin writing of the benefitsthat may be
continued and theterms, conditions and limitations of such continuation. Your final pay will be distributed
inaccordance with applicable state law.

Inthe case of voluntary separation of employment, non-management employees are expected to notify
theirsupervisortwo(2) weeks in advance oftheirlast expected day of work. Those employeeswith
management responsibilitiesare expectedto give four (4) weeks’ notice.

Please be sureto keep usinformed of any address changes within the following year afteryou leave the
facility. Thiswill ensure proper and timely handlingof formssuch as W-2s.

Exit Interview

An opportunity for an exit interview, which may include written questions regarding ethics and compliance,
will be provided for employees who are leaving voluntarily or involuntarily. The exit interview may be face-
to-face, online, bymail oratelephoneinterview.

15
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Return of Company Property

You are responsible forall Company property, materials or written informationissued to you orinyour
possession or control. You must return all Company propertyinsatisfactory conditionimmediately upon
request orupon voluntary orinvoluntarytermination of employment. Where permitted by law, the
Company may withhold fromyour current or final paycheck the cost of any items thatare not returned
when required. The Company may also take allactiondeemed appropriate to recover or protect its
property.

Reductionsin Force and Severance Pay

The Company strives to avoidreductions inwork force whenever possible. However, changing economic or
business circumstances may require a reduction inthe work force. If areductionin force becomes
necessary,the Companywill follow an orderly procedure to reduce its work force and to assure adherence
tothe Company’s strongcommitment to providingthe highest-quality service and patient care at all times.
Inthe event of areduction in force and as economic conditions permit, the Companymay electinits
discretion to provide severance paybenefitsto employees whose positionsare eliminated.

Rehire and Reinstatement

The Company will consider you for either rehire or reinstatement, depending upon your prior work history
with the Company. If you were away fromthe Company for no more than oneyear, and you had atleast 1
year of continuous service prior to leaving the Company, you may beeligible for reinstatement. If youwere
away from the Company for more than oneyear, you may beeligible forrehire. Rehiredemployees will be
treated as new employees. Please consult your Human Resources Representative for more specific
information.

16
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PaydaysandPaychecks

Paydays are establishedand paychecksare issued according to the Company’s procedures. Each paycheck
willinclude earnings forallwork performedthrough the end of the previous payroll period. The Company
strives to provide competitive and equitable pay for all positions. Please ask your supervisor or Human
Resources Representative for any business unit-specific procedures on paydaysand paychecks.

Timekeeping

Accurately recording time worked is an important responsibility. Your Companyreliesonyou torecord the
time you begin and endyour work,and the beginning and ending time of each meal period accurately and
inaccordance with your business unit’s specific procedures. Youshouldalso record the beginning and ending
time of any split shift or departure from workfor personal reasons. Overtime workshould always be
approved inadvance beforeitisperformed.

Itis yourresponsibility to verifyyour timerecord to certify theaccuracy of alltime recorded. Your
supervisor will review and then initial the time record before submitting it for payroll processing. If
corrections or modifications are made to the timerecord, both youand your supervisor mustverify the
accuracy of the changes by initialing the time record. The actual time employeesshould report to work and
leave workis determined by their supervisors according to their business unit's specific procedures.

You should not certifyatime record thatis inaccurate. Changing, falsifying, tampering with time records, or
recording time on another employee's timerecord will resultin correctiveaction, upto and including
termination of employment. If youfail to submit accurate and complete timerecordson atimely basis, you
may delay the processing of your paycheckas permitted byapplicable state law. Your continuedfailure to
submit accurate and complete time records or failure to follow Company proceduresin this regard may
resultin corrective action up to and including termination of employment.

Please ask your supervisor or Human Resources Representative for any additional information about the
timekeepingpolicy.

Overtime

In business units where mandatory overtime ispermitted by law, youmay be scheduled to work overtime
hours when operating requirements or other needscannot be met during regular working hours. When
possible,advance notification of these mandatory assignments will be provided. Overtime assignments will
be distributed as equitablyas practicalto allemployees qualified to performthe required work. A failure to
work scheduled overtime may result in corrective action, up to and including termination of employment.

Underany circumstances, you should receive your supervisor’s prior authorization to work overtime. If you
work overtime without proper authorization from your supervisor, you may be subject to corrective action,
up toandincluding termination of your employment, even thoughyou will be paid for all such time worked.

Overtime compensation is paid to all non-exempt employees inaccordance with applicable federal, state,
and local wage and hour requirements. As required by law, overtime pay is based on actual hoursworked
anditcannotbe waived. Time off for sick leave, vacation leave or any leave of absence will not be
considered hours worked for purposes of performingovertime calculations.
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If you need additional information on the Company’s policy on overtime contact your supervisor or Human
Resources Representative.

Administrative Pay Corrections

The Company takesall reasonable steps to ensure that you receive the correct amount of payin each
paycheck and that you are paid promptly on the scheduled payday.You should, however, reviewyour
paycheck closelyupon receiving it and checkitforaccuracy. Inthe unlikelyevent that there isan errorin
the amount of pay, you should promptlybring the discrepancyto the attention of your supervisor so that
corrections can be made as quicklyas possible. As permissible under applicable law, once under payments
are identified, theywillbe corrected inthe nextregular paycheck, and overpaymentswill also be handled in
the same manner. Where thereis asubstantialamount owed, the employee mayrequest a different
repaymentschedule.

Working off the Clock

If you are anon-exempt employee, you are not to perform work, including checking your email or
voicemail,if youare not clocked in. Thisincludes, butis notlimited to, before/after work and meal
breaks. The time spent performing these functionsis considered “worked” time. If you are discovered to
be working off the clock, youwill be paid forall time worked butyou may be subject to disciplinary action,
up to andincluding termination of employment.

Pay Deductions

The law requires certain deductions be made from your compensation. Among these are applicable
federal, stateand local income taxes. The Company offers programsand benefits beyond those required by
law. If you are an eligible employee, you may voluntarily authorize deductions fromyour pay to cover the
costs of participationin these programs. Please ask your supervisor or Human Resources Representative for
furtherinformation regarding othervoluntary deductions.

Wage Attachmentsand Garnishments

You are responsible for managing your financial commitments to avoid the inconvenience of wage
attachments and garnishments forbothyou and the Company. In the event situationsarise in which awage
attachmentorgarnishmentisorderedby an official state, local or federal agency, the Company will honor
and fulfillallgarnishments and other wage attachmentorders as required by law.
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Health and Welfare Benefits

Conifer provides employees withmore thanjustbasic pay. Our comprehensive benefits program includes
basiclifeand AD&D coverage, the employee assistance program,and businessaccident travel insurance—
all atno cost to employees. Optional benefits include medical, dental, vision, supplemental life and AD&D,
disability, 401(k), spending accounts, ollege savingsplan, long-term care, and legal. Most benefitsbegin
at/after30days of service so new employees must enroll withinthe first 30days of service.

Learn more about your health and welfare benefitsoniCon.

Benefits Continuation (COBRA)

The federal Consolidated OmnibusBudget Reconciliation Act (COBRA) gives youand your qualified
beneficiariesthe opportunityto continue coverage under the Company’s medical, dental, visionand health
care spending account planswhen a “qualifying event” would normallyresultinaloss of benefits. Common
qualifying eventsinclude resignation, termination of employment (except termination for gross
misconduct), death ofan employee, areduction in workhours, an employee's divorce or legal separation,
ora dependent childwhono longer meets eligibility requirements.

Under COBRA, you oryour beneficiary pay thefull cost of coverage at current group rates plusan
administrationfee.

You will be provided with written information describing rights and obligations grantedunder COBRAwhen
you become eligible for coverage under the Company’s health insurance plan.

Employee Assistance Program (EAP)

Coniferoffersall employeesand their families afree, confidential resource to help deal withpersonal
development, mental,emotional, legal, and financial issues, and more, through its Employee Assistance
Program (EAP). EAPservices include professional assessment, counseling and referral toappropriate
outsideresources.

For more information about EAP, please visitiCon.

Leaves of Absence

The Company recognizesthere may be times when you may need to be away fromyour job foran extended
period of time. Situations that may require you to request aleave of absence from work include a

personal medical disability, personal emergency, military duty, jury duty, witness duty, bereavement or
family obligations arising fromthe birth oradoption of a child, serious illnessorinjuryinvolving afamily
memberon activedutyorafamily member’scall to active military duty. Except where prohibited by law,
requests for General Leaves of Absence will be considered on the basis of your length of service,
performance, responsibility level, reason foryourrequest,and the Company’sability to obtaina
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satisfactory replacement during thetime you will be absent fromwork. Unlessotherwiserequired bylaw,
leaves of absence are limited to a maximum oftwelve (12) months.

Allrequests for leavesof absence must beinitiatedthrough HumanResources,and they will coordinate the
leave with your supervisor. Your Human Resources Representative will direct youto the appropriate forms
to complete forleave,and they are available to answer your specific questionsconcerning length of service
and the status and availability of employee benefits, includinghealthand otherinsurance benefits.

Familyand Medical Leave Act

The Company grants Familyand Medical Leave inaccordance with the Family and Medical Leave Act
(FMLA). This leave may be paid, unpaid or combinations of paidand unpaidleave, depending on the
circumstances of the leave. The Companywillcomplywith the FMLA and the accompanying regulations.
Any protected leave available under state law will be handledin compliance with the state lawand willrun
concurrently with FMLA if permitted. Questions regarding FMLA eligibility should be directed to your HR
Representative.

The following information is provided directly from the Department of Labor’s Employee Rights and Responsibilities
under the Family Medical Leave Act. You may also refer to the Company’s FMLA Policy for additional information.

BasicLeave Entitlement

FMLA requires covered employers to provide upto 12 weeks of unpaid, job-protected leave to eligible
employees forthefollowing reasons:

* Forincapacity due to pregnancy, prenatal medical care or child birth;
* Tocare forthe employee’s childafter birth, or placement for adoption or foster care;

® Tocare forthe employee’sspouse, sonordaughter, or parent, who has a serious health condition;
or

® Foraserious health condition that makes theemployee unableto perform theemployee’sjob.

Military Family Leave Entitlements

Eligibleemployees with aspouse, son, daughter, or parent on active duty or call to active duty statusinthe
National Guard or Reserves insupport of a contingency operation may usetheir 12-weekleave entitlement
to address certainqualifying exigencies. Qualifying exigencies may include attending certain military events,
arranging for alternative childcare, addressing certain financial and legal arrangements, attending certain
counselingsessions, andattending post-deployment reintegration briefings.

FMLA alsoincludesaspecial leave entitlement that permits eligible employees to take up to 26 weeks of
leave to care foracovered service member duringa single 12-monthperiod. A covered service memberisa
current member of the Armed Forces, including a member of the National Guard or Reserves, who has a
seriousinjury orillnessincurred inthe line of duty on active duty that may render the service member
medically unfitto perform his or her dutiesfor which the service member is undergoing medical treatment,
recuperation, ortherapy; orisin outpatient status; oris on thetemporary disability retired list.
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Benefitsand Protections

During FMLA leave, the employer must maintain the employee’s health coverage under any “group health
plan” onthe same terms as ifthe employee had continuedto work. Upon return from FMLA leave, most
employees must berestored to their original or equivalent positions withequivalent pay, benefits, and
otheremploymentterms.

Use of FMLA leave cannot resultin the lossof any employment benefitthat accrued prior to the start of an
employee’sleave.

Eligibility Requirements

Employees are eligible iftheyhave worked for a covered employer foratleast oneyear, for 1,250 hours
overthe previous12 months, and if at least 50 employees are employed by the employer within 75 miles.

Definition of Serious Health Condition

Aserious health conditionisanillness, injury, impairment, or physical or mental condition thatinvolves
eitheran overnight stay inamedical care facility, or continuing treatment by a health care providerfora
condition that either prevents the employee from performing the functions ofthe employee’sjob, or
preventsthe qualified family member from participatingin school or other daily activities.

Subject to certain conditions, the continuing treatment requirement may be met bya period of incapacity of
more than three (3) consecutive calendar days combinedwithat leasttwo visitsto a healthcare provider or
one visitand aregimen of continuing treatment, orincapacity dueto pregnancy, orincapacity duetoa
chroniccondition. Other conditions may meet the definition of continuing treatment.

Use of Leave

Anemployee doesnot needto use thisleave entitlementinone block. Leave can be taken intermittently or
onareduced leave schedule when medically necessary. Employees must make reasonable efforts to
schedule leave for planned medical treatment so as not toundulydisrupt the employer’soperations. Leave
due to qualifying exigencies may also be taken on an intermittent basis.

Substitution of Paid Leave for Unpaid Leave

Employees may choose oremployers may require use of accrued paidleave while taking FMLA leave. In
orderto use paid leave for FMLA leave, employees mustcomply with the employer’s normal paidleave
policies.

Employee Responsibilities

Employees must provide 30 days advance notice of the need to take FMLA leave when the need is
foreseeable. When 30days notice is not possible, the employee mustprovide notice as soonas practicable
and generally must complywith an employer’s normal call-in procedures.

Employees must provide sufficient information for the employer to determine if the leave may qualify for

FMLA protection and the anticipated timing and duration of the leave. Sufficient information may indude
that the employeeis unable to performjob functions, the familymemberis unable to perform daily

23



Conifer Health Solutions Employee Handbook

activities, the need for hospitalization or continuing treatment by a health care provider, or circumstances
supporting the needfor militaryfamily leave. Employees alsomustinformthe employerif therequested
leaveisforareason for which FMLA leave was previously taken or certified. Employeesalso may be
required to provide acertificationand periodic recertification supporting the needforleave.

Employer Responsibilities

Covered employers mustinform employeesrequesting leave whether theyare eligible under FMLA. If they
are, the notice must specify any additionalinformation requiredas well as the employees’ rightsand
responsibilities. If they are not eligible, the employer must provide areason for the ineligibility.

Covered employers mustinform employees ifleave will be designated as FMLA-protected and the amount
of leave counted againstthe employee’s leave entitlement. If the employer determines that the leaveis not
FMLA-protected, the employer must notify the employee.

Unlawful Acts by Employers

FMLA makes it unlawful forany employer to:
* Interfere with, restrain, or denythe exercise of any right provided under FMLA;

® Discharge ordiscriminate against any personforopposingany practice made unlawful by FMLA or
forinvolvementin any proceeding under or relating to FMLA.

Enforcement

An employee may file acomplaint with the U.S. Departmentof Labor or may bring a private lawsuit against
anemployer.

FMLA does not affect any Federal or State law prohibitingdiscrimination, or supersede any State orlocal
law or collective bargainingagreement which providesgreater familyor medical leaverights.

FMLA section 109 (29 U.S.C. § 2619) requires FMLA covered employers to post the text of this notice. Regulations29
C.F.R. §825.300(a) may require additional disclosures.

Medical Leave —Non-Occupational and Occupational

When FMLA does not apply, the Company may provide continuous Medical Leaves of Absence without pay
toeligible employeeswho are temporarily unableto work dueto their own serious health condition. A
serious health condition is anillness, injury,impairment, or physical or mental condition which involves in-
patient care in afacility, hospice, or residential medical care facility, or continuing treatment by a
healthcare provider and which does (or could ifuntreated) resultin a period of incapacity ofthree (3) or
more consecutively scheduled work days.

If you are absent from work duetoillness or disability for three (3) or more consecutively scheduled work
days, you must request and receive approval fora Medical Leave of Absence. A Medical Leavethatis
granted will begin onthefirst dayof yourillnessordisability. If leaveis unforeseeable and exceeds three (3)
ormore consecutively scheduled work days, you must request and return the leave request paperwork
within 10 calendar days of first day of absence. A Non-FMLA Certification of Healthcare Provider form must
be submitted, verifyingthe needfor Medical Leave andits beginning and expected ending dates.

Full-time and part-time 1 employee may be eligible fora Medical Leave of Absence without pay once they
have completed their first 90 days of employment, unlessotherwise required by law. Exceptionsto the
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service requirement will be considered to accommodate disabilities. You should make requests for Medical
Leave toyour HR Representative at least30daysin advance of the leave oras soon as possible.

Except where required by law, no combination of Medical Leave and Family Leave may exceed 12 months
induration. If the initial period of approved Medical Leave proves insufficient, consideration will be given
toarequestforan extension uptothe maximum/limit.

The company willmake every effort to reasonably accommodate the disabilities of employees who are
released for dutyfrom a Medical Leave, as required bylaw. If the companycannot reasonably
accommodate you when you areready and ableto return to work, you will be offered the next suitable
positionthat becomes available for which you are qualifiedand can be accommodated. If such a positionis
not available within a 30-day period, you will be terminated.

The following information relates to Medical Leaves due to confirmed work-related injuries and/or illnesses.
Occupational

Employeeswho sustain work-relatedinjuries are eligible for a Medical Leave for the period of disabilityin
accordance with all applicable laws covering occupational disabilities. Such leave runs concurrently with
FMLA if the employee iseligible. You will beretained on an extended Medical Leave for work-related
disabilitiesuntil one of the following events takes place:

® Youarereleased forduty;

* Thefacility receivessatisfactory medical evidence that you will not be ableto return toworkinany
capacity;

® Third Party Administrator indicates that you have engaged inactivitieswhich negate your
claim/status;

®* Youdirectlyinform the facility that you willnot be ableto ordo notintend to returnto work;

* Youindirectlyinformthe facility that you do notintendto return to work byaccepting other
employment, moving out of state, or other such conduct.

Benefits fora Medical Leave for work-related disabilities will be coordinated with Workers' Compensation
accordingto Plan provisions, and any other benefits providedto you in an effort to minimize the impact of
the leave for both you and thefacility. These benefits will be coordinated insuch a mannerthat you may
receive nomorethanregularearningsfromallsources.

Please consult with your Human Resources Representative forinformation on the documentation you must
submitwhenyourequestand return fromaMedical Leave.

General Leave

All full-time and part-time 1employees may be eligible fora General Leave of Absence without pay once
they have completed their first 90 days of employment, although certain requests for General Leaves of
Absence may be granted withinthe first 90 days of employment when required by law.

The General Leave of Absence may be grantedfora period of up to 30days. A General Leave is granted for
reasons otherthan your own serious health conditionor disability or your needto fulfill family obligations
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relating directly to childbirth, adoption or placement of a foster child;to care forachild, spouse or parent
with aserious health condition; to care for child, spouse or nextof kin with an injury resulting fromactive
duty oramember’s call to active military dutyfor the Military Reserves or National Guard. Employees
requiring leave for those reasons should apply for Medical Leave or Family Leave.

Requests for General Leave must be submitted inwriting and must be approved in writing by your Human
Resources Representative before the leave begins.

General Leavesof Absence may not be used to extend vacations, other leaves or other paid time off.

Aneffort willbe madeto returnthe employeeto the same position when theleaveends, ifitis available, or
toasimilarposition,for which the employee is qualified; however, reinstatement insuch circumstances
cannot be guaranteed unlessrequired by state law.

Jury Duty Leave

Coniferrecognizes thatyou have an obligation to serve juryduty. Please give the Company reasonable
advance notice ofyourobligation to serve. The Company will comply withthe jurydutypolicyand all
applicable state laws.

Military Leave

Certain employeeshaverights under the Uniformed Services Employment and Reemployment Rights Act
(USERRA), and the Company will provide leavein compliance with USERRA. The employee should provide
notice of the serviceas farin advance asis reasonable under the circumstances. A MilitaryLeave of
Absence will begrantedin theeventan employeereceives a call to dutyfrom the appropriate military
authority orthe National Disaster Medical System orthe Commissioned Corpsof the Public HealthService.
The company willalso grant unpaid time off to meet weekly, monthly, orannualtraining obligationsin the
Reserves. Anemployeeinvolvedin periodicreserve trainingis notrequired to useaccrued PTO, but may
choose todosotoreplace payforhourslost.

The Company reinstates an employee returning fromMilitary Leave to hisor her same position orthe
positiontheemployee would have obtained with reasonable certainty if the employee:

®* provides documentation of the satisfactory completion of service;

®* timelyapplies withinthe time periods prescribed by USERRA.;and

* theemployee’s separation or dismissal from service was not disqualifying.

Itisthe employee's responsibility to report to work at the end of an approved Military Leave within the
time limits imposed by USERRA. Otherwise, the employee will be considered to have voluntarily
terminated employment.

Please consult the Company’s militaryleave policy oryour HumanResources Representative for more
informationon Military Leaves and USERRA.
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Witness Duty Leave

Employeeswho are required by lawto appearincourt as witnesses may take time offwithoutpay (PTO
may be available)for such purpose, provided you give the Companyreasonable advance notice. Employees
who appear as witnesses on behalf of the Company will receive their regular pay duringsuch time.

BereavementlLeave

Inthe event of adeathin theimmediate family, all eligible employees will be allowed three consecutively
scheduledshiftsoff with pay (toa maximum of 24 hours), immediately following the death, to arrange or
attend the funeral.Bereavement Leave must be taken within the seven day period following the death.

"Immediate family" isdefined as: spouse, domestic partner (asdefined by Coniferin Criteria for Domestic
Partnership Status), children, parents, siblings, grandparents, grandchildren, and correspondingstep and in-
law relationships or closerelative livingwith the employee. This definition may also include individuals
who are notlegallyrelated butwho reside withthe employee. Additional days beyond three may be used
fromaccrued PTO.

Returning From Leaves of Absence

Unless specifically provided inthe particular policy affecting the employee's leave request, the grantingof a
leave of absence bythe Companydoes not mean that the employee's position willbe held openduring the
leave, orthatthere will be a positionavailable for the employee at the end ofthe leave. These
considerationswillnot prevent an employee from receiving aleave of absence thatis required bylaw.

An employee whoaccepts otheremploymentduring an approved leave, works in a mannerinconsistent
with the approved leave orat the conclusionof an approved leave will be considered to have voluntarily
resigned his/her employment. An employee failing to return to work promptly on the nextregularly
scheduledworkday following the expiration of his/her leave of absence will be consideredto have
voluntarilyresignedhis/heremployment

Sothatanemployee's return to workcan be properly scheduled, an employee on leave of absenceis
requested to provide the Company with two weeks (2) advance notice ofthe date he/she intends to return
towork.

Unless required by law, the Company reservesthe right to fillyour position. Reinstatementfollowing a
leave ofabsenceis notguaranteed.

If an employee's former positionis unavailable when he/sheis ableto return fromaleave, effort willbe
made to place the employeeinacomparable positionfor which he/she is qualified. If no such positionis
obtainedwith a30day period, theemployee willbe terminated. An employee who does not accepta
positionoffered by the Company will be considered to have voluntarily resigned employment.
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Workers' Compensation

The Company provides Workers' Compensationinsurance coverage for allemployees who maybe injured
orbecomeillasaresult ofawork-related incident. This coverage providesfor medical care and partial
wage replacement, depending on the extent of theinjuryand other legal requirements. Thereisno costto
you and the coverage beginsimmediately.

Any work-related injury orillnessmust be reported to your supervisorimmediately. The delivery of
benefitsinatimelymanneris based on prompt notificationto the Workers' Compensation carrier.

Liability and Malpractice Insurance

There is an excess professionaland general liabilityinsurance policy that protectsthe facility and all
employees on our payroll from liability arising from the performance of their jobduties. It applies only to
employees'jobs with the Company and doesnot applyto any other employment or circumstance. Your
Human Resources Representative will be glad to discuss this coverage inmore detailon request. The entire
costof thisinsurance ispaid by the Company

Paid Time Off

Please refertothe company policy oniCon foracomplete description of paid time off.

Seminars and Special Training

See your DepartmentManager or Human Resources Representative.

401(k) Retirement Savings Plan

The Company offersTenet's 401(k) Retirement Savings Planto helpemployees save for retirement by
investingin avariety of optionsoffered through Fidelity. All employees (full-time, parttime and per-diem)
may participate inthe 401(k) Plan after 90 days of service.Employees choose how much to contribute—
from 1% to 75% of eligible pay, up to the IRS-set annual limits. Before-or after-tax contributions may be
made through convenient payroll deductions.
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Contact Fidelity at 401k.com to enroll or make changes to your401(k) at any time during theyear.
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No Solicitation /No Distribution Policy

This policy covers the distribution of literature and solicitation thatisnot workrelated; unrelated to the
Company’s business; or unrelated to any Company-sponsored activities. Generally, solicitation is the act of
seeking, urging, persuadingor petitioning somebody to do something, while the distribution of literatureis
the act of delivering or passing out of written materials.

Persons Not Employed By the Company

Persons who are not employed bythe Company may never distribute literature or solicit employeesforany
purpose on Companyor client premises, including building interiors, parking lots, driveways, or any other
Company orclient property unless such access is otherwise required by state law or statute. However, this
prohibitiondoes notapply to approved charitable activities or Company-sponsored activities directly
related to our employee benefits package.

Company Employees

Company employees may never distribute literature or solicit any person, including fellow employees,
duringtheirworking time or during the other employee's working time. "Working time" meansthe period
of time scheduled for the performance of job duties, notincluding mealtimes, break-times or otherperiods
when anemployeeis properly not working. The distribution of literatureis never permittedin any work
area.

Neitherthedistribution of literature nor the solicitation ofany person is permittedin any workareaor
patient care area.

Any employee who violates our Policy will be subject to disciplinaryaction up to and including termination

No-Access Policy

Off-duty employees may access the Company or client’ssite only as expressly authorized by this policy. An
off-dutyemployee is any employee who has completed or has notyet commenced his/herassigned shift.

When based inaclient’s site, off-dutyemployeesare not allowed to enter or re-enter the interior working
areas of the Company orclient site orany work area outside the Company or clientsite excepttovisita
patient orto receive medical treatment.

Any employee who violates this Policy will be subject to disciplinaryaction up toand including termination.

Visitorson Conifer Property

In orderto assure the safety and security of Conifer employees, its visitors, and its property and to ensure
that only authorized personnel have access to Conifer’s facilities, all visitors must check in and indicate the
party whothey are to see. The receptionist will verify their authorization to have access to the business
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unit. Unauthorized visitors failing to obtain avisitor'sbadge or proper authorization will be askedto leave
the premises. Ifyou have personal visitors youmust accompany thevisitors at all timesand should limit
business unitaccessto breakrooms and other designatedareas.

Bulletin Board Policy

The postingof notices or writtenliterature on Companybulletinboardsis restricted to the postingof
Company designated documentsand notices andfederal, state and local requiredlegal postings. Any other
written materialto be posted on the Company’sbulletin boards must be approvedin advance by Human
Resources. Unless specificapproval isobtained, the posting of such written materialis in violation of this
Policy. Additionally, posted material found anywhere otherthan on Companydesignated bulletin boards
will be removed immediately unless such posting has beenapproved inadvanceand in writing by Human
Resources.

Confidential Information

The protectionof confidential business information and trade secrets is vital to the interest and success of
the Company. You may berequired to signa non-disclosure agreement as a condition of employment.
Whether or not you sign a non-disclosure agreement, if you disclose trade secrets or confidential business
information, you will be subject to corrective action, up to and including termination of employment, even
if you do not actually benefit from the disclosed information.

Disclosing confidentialinformation could be an invasion of employee privacy, have negative effects on the
Company’s positionand business operations, and may result in adverse legal and financial consequences
forthe organization. Healthcare organizations by their very nature are privyto sensitive, confidential
information, suchas, but not limitedto, patientinformation, clinical protocols, research and development
and marketing strategies, scientificand technical data andformulae, customer lists, financial information,
compensation and benefitsdata, inside publications, employee data, policiesand procedures, and forms.

In no case should confidential information be conveyedto individuals outside the organization, including
family or associates, or evenother business unit employees who do not needthe information in performing
theirjob duties. Any sensitive subject matter should be discussed onlyon a"needto know" basis.
Employees should not seek out sensitive information. Employees without a "need to know" who become
aware of confidential information should use discretionto protect the confidentiality of such information.
The duty to protect confidentialinformation, proprietary information, and trade secrets extends after your
employmentends.

Smoke-FreeWorkplace

The Company providesasafe, healthfuland comfortable work environment for all employees, customers
and visitors by prohibitingsmoking inthe workplace. The Company believesthat asmoke-free policyis
consistent with our leadership rolein the healthcareindustry and contributesto employee health, wellness
andproductivity.
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This policyapplies to all Companyemployees and visitors and is ineffect 24 hours a day. Smoking is defined
as carrying, holdingorusingalightedcigarette, cigar or pipe of any kind or emitting or exhaling smoke of
any kind.

Smokingis prohibited inall interior and exterior areas of the Company’s offices and facilitiesexcept where
specifically authorized by Company policy. Violation of thispolicy will be regardedas any other violation of
Company policy and may resultin corrective action, up to and including termination of employment.

Drug-FreeWorkplace

Itis the Company’s desireto provide adrug-free, healthful and safe workplace. To promote this goal, you
are required toreportto work in appropriate mental and physical condition to performyourjobin a safe
andsatisfactory manner.

While on Company or client’s premises and while conductingbusiness-related activities off premises, you
may not use, possess, distribute, sell or be under the influence of drugs oralcohol or engagein the unlawful
distribution, manufacture, dispensing, possession or use ofillegal drugs. Violations of this policy maylead
to corrective action, upto and includingimmediate termination of employment, and/or required
participationin asubstance abuse rehabilitation ortreatmentprogram. Theftor diversion of drugs by an
employeeisaseriousviolation of work rulesand will lead to termination of employment. Suchviolations
may also have legal consequences.

The legal use of prescribed drugs ispermittedon the job onlyif it does not impairan employee's abilityto
performthe essential functions of the job effectivelyand in a safe manner, and does not endanger other
individualsinthe workplace.

Inkeeping with the goals established by this policy, as discussed below, employees and pre-placement
employees may berequired to provide bodysubstance samples (e.g., blood, urine) to determine theillicit
use of drugs. The Company will attempt to protect the confidentiality of all drug test results.

Drugtests may be conducted in any ofthe following situations:

* Pre-Placement Testing: As a condition to assuming any position that has been offered, apre-
placement employeeis required to provide a body substance sample for drug testing. This occursin
connection with the pre-placement process.

® Post-Accident Testing: Any current employee whois involved inaseriousincident or accident while
onduty, whetheron orofftheemployer's premises, may be asked to provide a bodysubstance
sample.

®* Fitness-For-Dutyor Reasonable Suspicion Testing: This test may berequired if significantand
observable changes in employee performance, appearance, behavior, speech, etc. provide
reasonable suspicion of his/her being under the influence of drugs and/or alcohol. A fitness-for-
duty evaluation mayinclude thetesting ofa body substance sample.

® Random Testing: An employee whotests positiveand whosuccessfullycompletes a rehabilitation
program may be subject to unscheduledtesting for atwelve (12) month periodfollowing
reinstatement.
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Subject to any limitations imposed bylaw, arefusal to provide abody substance sample, under the
conditions described above, is consideredinsubordinationand may resultin corrective action, up toand
includingtermination of employment.

Employees, their possessions, and facility-issued equipment and containers, including but not limited to
desks and lockers, under employee controlare subject to search and surveillance at all times while on
Company premises or while conducting Company business. Employeesbelievedto be under theinfluence
of drugs, narcoticsoralcohol will berequired to leave the premises.

Please consult the Company’s Drug Free Workplace and Drug Testing Policy or your Human Resources
Representative for moreinformation onthis subject.

Medical Examinations

Pre-placement medical examinations may be required for some business unitsafter a conditional offer of
employmenthas beenmadeand beforethe individual starts work. As required by law, fitness for duty
examinations and/or medical monitoring may be required in certain situations. All medical examinations
are performed by a qualified health professional of the Company’s choice. An offer of employmentand/or
subsequent assignment of dutiesis contingent upon satisfactorily completing the medical examinationto
Company standards. A transfer between Tenetor clientfacilities willnot normally necessitate a medical
examination.

All medical examinationsconducted at the request of the Companywill be scheduled at reasonable times
and performed at the Company’s expense. Information ona pre-placement employee or employee's
medical condition or history is kept separate from other personnel information and maintained
confidentially. While examination results remain the property ofthe Company, a current employee may
review their medical examination records on Company premisesduring regular business hours by
contacting your Human Resources Representative to schedule areview.

Safety

The Company provides periodic workplace safetytraining andinformationto employeesand complies with
all applicable laws regarding healthand safety inthe workplace. Our success inadministering this policy
dependsonthealertness and commitment of all. Failure to adhere to safetyresponsibilities mayresultin
corrective action, upto and including termination of employment.

Use of Equipmentand Vehicles

When using facility property, you are expected toexercise care, performrequired maintenance, and follow
all operatinginstructions, safety standardsand guidelines including but notlimited to use of cell phones and
any other mobile electronicdevices.

You are required to notify your supervisor if any equipment, machines, tools or vehicles appear to be
damaged, defective orin need ofrepair. The improper, careless, negligent, destructive or unsafe use or
operation of equipment will resultin corrective action, upto and including termination of employment.
Company vehicles shall be usedfor official business only and shall be operated within the limits of traffic
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law and safety regulations. Each employee whodrives a Company vehicle must possess a valid state driver’s
license orchauffeur’slicense, as appropriate.

You will be personally responsible forany fines incurred as a result of driving or parkingviolation while
operating a Companyvehicle.

TheftPrevention

We urge you to be alertforthe entry of unauthorized persons inyour office or work area whenever you are
onduty. If you see anyone in the office orwork areathat doesnot appearto be anemployee orwhois
outside theirregular working area without permission, please offer assistance and direct them to their
destination. If you see anyone actingsuspiciously, notify your supervisor or Security Department
immediately

Security Inspections

The Company maintainsawork environment thatisfree of illegal drugs, alcohol, firearms, explosivesor
otherimproper materials. In administering this policy, the Company prohibits the possession, transfer, sale
oruse of such materials on itspremises. The Companyrequiresthe cooperation of allemployeesin
administeringthispolicy.

Desks, lockers and other storage devices may be provided forthe convenience of employees butremains
the sole property of the Company. Accordingly, they, as well as any articles found within them, may be
inspected byany agent orrepresentative of the Companyatany time, either with or without prior notice.

The Company strictly prohibits theft or unauthorized possession of the property of employees, patients,
visitors and customers. To facilitate enforcement of this policy, the Company orits representative may
inspect not onlydesks and lockersbut also personsentering and/or leaving the premises and any packages
orotherbelongings

Workplace Monitoring

Workplace monitoring may be conducted bythe Companyto ensure employee and patient safety, quality
control, security and client satisfaction.. If youregularly communicate with patients, vendors or customers,
you may have yourtelephone conversations monitored or recorded. Telephone monitoring is usedto
identifyand correct performance problemsthrough targetedtraining. Improved job performance enhances
the image of our Companyas wellas our clients’ satisfaction with our service.

Computers furnished to employeesare the property of the Company. Assuch, computer usage and files
may be monitoredoraccessed.

The Company may conduct video surveillance of non-private workplace areas. Video monitoringis usedto

identify securityand safety concerns, maintain quality control, detect theft and misconduct, and discourage
or prevent acts of harassment andworkplace violence.
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Use of Information and Technology Systems

Computers, including portable computers, computers files, terminals, internet-connected terminals, the e-
mail system, the voice-mail systemand software furnishedto you are facility property and intended for
businessuseonly. Theseinformation systems, together with the Internet, assist the facility inconducting
businessinternallyand externally. The equipment thatmakesup these systemstogether with the data
stored inthe systems, are and remain at all times, the property of the Companywhetherthey are located in
your home, ataremote location orin the office. As such, all messages orinformation created, sent, received
orstoredinthe systems as wellas all information and materials downloadedinto Companysystems

are and remain the property of the Company. You should not use a password, access afile, orretrieve

any stored communication without authorization. To ensure compliance with this policy, computer and
e-mail use may be monitored.

The Company strives to maintain aworkplace free of harassmentand sensitive to the diversity of its
employees. Therefore,the Company prohibitsthe use of voice-mail, computers,and the e-mail and
Internet systemsinways that are disruptive, offensive to others, or harmful to morale. Further, you are
expressly prohibitedfrom abusing the Company’s information systems.

Any non-workrelated use ofthe systems is prohibited. Examples of inappropriate use of the systems
include, but are notlimitedto, the following:

® Threateningorharassing otheremployees;
® Usingobscene orabusive language;

* Creating, displaying or transmitting offensive or derogatory images, messages, or cartoons
regarding sex, race, religion, color, national origin, marital status, age, physical or mental disability,
medical condition or sexual orientationor which in any wayviolate Conifer’s policy prohibiting
employment discrimination and harassmentinemployment;

®* (Creating, displaying or transmitting “junkmail” such as cartoons, gossip, or “joke of the day”
messages;

® (Creating, displaying ortransmitting “chain letters”; and

* Solicitingor proselytizing othersfor commercial venturesor for religious, charitable or political
causes. Thisincludes “forsale” and “for rent” messages or any other personal notices.

You should not expect privacy with regard to the Company's information systems. Any communications
which is private confidential or personal should not be placed on the Company's information systems. The
Company expressly reserves theright to intercept, read, review, access, anddisclose all e-mail messages, to
intercept, tolisten, review, access, anddisclose all voice mail messagesand to intercept, read, review,
access, and disclose allcomputer files, including, but notlimited to internet usage and web sites that you
have accessed. Every timeyou useorlogon to these devices you are consenting to such action. The reasons
for monitoringinclude, without limitation, to investigate wrongdoing, todetermine whether security
breaches have occurred, to monitor compliance withpolicies and to obtainwork product needed

by otheremployees.

The Company purchases and licenses the use of various computer software for business purposes and does
not own the copyright to thissoftware oritsrelated documentation. Itis the Company's policy to acquire
software through legitimate means and respect agreements concerning the use and copying of software.
You may not use software on morethan one computer or use any personallyacquired software onthe
Company’s computer without expressed approval and authorization of the Information Systems Director or
Department.
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Security of the Company'sinformationsystemsis a priorityand the responsibility of all employees. You
must sign off the computeryouuse when awayfrom the computerforextended periodsand at the end of
each workday. Computerlog-inlds and passwords for networkaccess, e-mail, voice-mail, and other
applications should never berevealed to anyone unless requested by authorized Conifer personnel.

You should notify yourimmediate supervisor, Information Systems Department, orany member of
management uponlearning of violations of this policy. While not allinclusive, any breach ofthe policies
informationand technology systems may resultin corrective action up toand including termination of
employment.

Camerasand Recording Devices

In orderto protect the privacy of Conifer, our employees and customer information, cameras and recording
devicesshould not be usedin work areas, restrooms, locker rooms, conference rooms, private offices and
other confidential areas. Cameras and recording devices may only be used in the Business Unit withthe
consentof Management.

Violenceinthe Workplace

Your safety and securityare of vitalimportance. Acts or threats of physical violence, including intimidation,
harassment and/or coercion, which involve or affect the Company, or which occuronCompany property,
will NOT be toleratedfrom anyone. The prohibition against threatsand acts of violence applies to all
personsinvolvedin the operation of Coniferand any business units inwhich we operate, including, but not
limited to Company personnel, contract and temporary workers andanyone else onCompany property.
Violations of this policy byany individual will result in corrective action, up to and including termination of
employment, and/or legal action asappropriate.

Workplace violence is any intentional conduct which is sufficiently severe, offensive orintimidating to cause
anindividualto reasonablyfearfor his or her personal safetyorthe safetyof hisor her family, friends and/or
property such thatemploymentconditions are altered or a hostile, abusive or intimidating workenvironment
is created. Examples of workplace violenceinclude, but are not limited to, the following:

®* Threatsoractsof violence occurring on Company premises, regardless of the relationship between
the Company and the partiesinvolved in theincident.

* Threats oracts of violence occurring off Company premises involving someone who is actingin the
capacity of arepresentative ofthe Company.

® Threatsoracts of violence occurring off Company premises involving an employee ofthe Company
asavictimif the Company determines that the incident may lead to an incident of violence on
Companypremises.

®* Threatsoractsresultingintheconviction ofan employee oragent of Company, or of anindividual
performingservicesfor Company on a contract or temporary basis, under any criminal code
provisionsrelating to violence or threats of violence which adversely affect the legitimate business
interestsof Company.
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An employee's unlawful or unauthorized possession, display or use of a dangerousor deadlyweapon,
including but not limited to allfirearms, in the workplace is prohibited under the Employee Conduct and
Work Rules Policy and may subject the employee toimmediate corrective action, up to and including
terminationofemployment.

Specificexamplesof conduct, which may be, consideredthreatsor acts of violence under this policy
include, but are notlimitedto the following:

* Threatening physical or aggressive contact directedtowardanother individual.

* Threateninganindividual or his/her family, friends, associates or property with physical harm. ®
The intentional destructionor threat of destruction of Company propertyoranother's property.®

Harassing or threatening phone calls.
®  Surveillance.
®  Stalking.

* Veiledthreats of physical harm or like intimidation.

You should report any acts or threats of physical violence, including intimidation, harassmentand/or
coercion, which involve or affect the Company, or which occur on Company property, to yourimmediate
supervisor, to Security staff, or Human Resources Representative, as appropriate to the situation.
Additionalinformation is available in the Company’sViolence Workplace policy.

AppearanceandHygiene

You are required to present aclean and neat appearance and dress according to the requirements of your
position. Whenyou are intheworkplace, or representing the Company outside of the workplace, please
rememberthefollowing:

®* Youarerequestedtobe aware of and conscientiousabout your personal hygiene, neatnessof
attire and cleanliness of apparel. Strong odorsor excessive use of perfumes or cologne are
inappropriate. Your good judgment, with periodicassistance from peers and supervisors should,in
most instances, be sufficient to define appropriate dress and hygiene.

* |fyoufail tofollow personalappearance and hygiene guidelines, you willbesenthomeand
directed toreturntoworkin properform.Undersuch circumstances, non-exempt employeeswill
not be compensated forthe time away fromwork.

® The Company reserves the right to determine the appropriatenessof your attire andappearance
and implement more specific policies. Continued failure tocomplywiththis policy or your business
unit’s policy may resultin corrective action, up to and includingtermination of employment.

If you have any questions please consultant your Supervisor or Human Resources Representative.

TelephoneUse

The telephone system iscritical to the daily operation of the Company. Execute appropriate telephone
courtesy atall times. You are requested to keep all personal phone callsto aminimumand, unless thereis
an emergency, shoulddiscourage relatives and friends fromcalling you duringworking hours. Please keep
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your conversations brief. Under no circumstances should an employee make or charge alongdistance or
toll phonecall to the Company unless the call iswork-related. Abuse of Company telephones may be
grounds fortermination of employment.

Use of Company Name

The use of the name ofthe Company or use of Company stationery for other than official Company
business must be approved by the seniorleaderin yourbusinessunit.

Travel on Company Business

Some positions may require an employee to travel for business purposes. Ifyou are injured while traveling
on Company business, you may be eligible for Workers' Compensation benefitsto pay for your medical
treatmentandto replaceaportion of lost earnings, ifapplicable. Ifyou are involvedin an accident on
Company business while driving your personal vehicle, your personal automobile insurance policy would be
responsible fordamages to yourvehicle, the other party's vehicle and any injuries to the other party. You
must advise the Companyimmediately in the event ofan accident. The Company will compensate you for
the use of yourauto for businesstravel but does not insure your personal auto.

Voting Time

Polling hours allow sufficient time forvoting before orafter work. If youneed extra time off to vote
because of unusual circumstances, check with your supervisor. The Company will alsofollow state lawon
thissubject.
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Conifer’sEthics and Compliance Department isresponsible for the Company's values-based ethics program.

Conifer’sEthics and Compliance Program promotes decisions thatsupport our Mission and Values as
outlinedin Conifer’s Standards of Conduct. Because these values are so critical, following the Standards of
Conductis acondition ofemployment for every Conifer employee. The Standardsalso apply to our
corporate Board of Directors, governing boardsand contractorswhen they are acting on behalf of Conifer.

Two significant activitiesthat support thisfocus are the Ethics Action Line (EAL) and the annual ethics
sessions heldforallemployees and the board of directors.

To obtain more information, contact your Conifer Compliance Officer or Human Resource Representative.

Employee Conductand Work Rules

To provide the best possible work environment for employees and to assure orderly business operations for
ourfacility, the facility expects you to follow rules of conduct that will protectthe interests and safetyof all
patients,employees, and thefacility. Conduct that is offensive to patients or fellow employees, discredits the
Company, interfereswithbusinessoperations, orany other conduct which, in the Company’s judgment,
isadverse tothe Company’s interest, will not be tolerated. Except to the extent addressed by any applicable
agreement, employment with the Company isat the mutual consent of the Company and you, and

either party may terminate that relationship at will, at any time, with or without cause, and with or
withoutadvance notice.

Itis not possibleto listall forms of behavior considered unacceptable in the workplace. However, the
following are examples of improper orinappropriate conduct that may resultinimmediate corrective
action, up to and including termination of employment:

® Failure tocomply with federal and state lawsand regulations and other requirements and Conifer’s
policiesandprocedures.

® Violation of Conifer’s Standards of Conduct;
® Theftorinappropriate removal or possession of Company or facility property;
® Falsification of timekeeping records or other facility documents or records;

® Providingfalseinformationinconnectionwith any Company or government investigation oraudit
orworkers' compensation claim;

® Failure toreport overpayment of wages, benefits or perquisites;
* Reportingtowork orworking under theinfluence ofalcohol orillegal drugs;

® Possession, distribution, sale, transfer or use of alcoholorillegal drugs in the workplace, while on
duty, or while operating employer-owned vehicles or equipment;

* Unauthorized possession, display or use of a dangerous or deadlyweapon inthe workplace;
®*  Fightingorthreateningviolencein the workplace;

® Boisterous ordisruptive activity in the workplace;

®* Negligence orimproper conduct leading to property damage;

®* Insubordination or other disrespectful conduct;
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e Violation ofsafety or health rules;

e Sexual orotherunlawful harassment;

® Excessive absenteeism, tardinessorabsence without notice;

* Unauthorized absence from work station during the work day;
® Unsatisfactory performance orconduct;

¢ Dishonesty;

* Sleeping, orgivingthe appearance of sleeping while onduty.

Violations ofthese conduct and work rules will lead to immediate counseling and corrective action, up to
andincluding termination of employment. Any corrective actionrequiring the employee to refrainfrom
reporting to work fora period oftime may be without pay.

Professional Relationships with Patients

You are expected to maintaina professional relationship with patientsat all times in order to provide the
highest quality of patient care.

The following are examples of typesof improper orinappropriate conduct that can resultinimmediate
corrective action, upto and including termination of employment:

® Engaginginsexualactivity with a current patient.

®*  Knowingly socializing orengagingin sexual activity with prospective, current or former psychiatric
or chemical dependency patients, orany member of theirfamily whois or was participatingin any
family-orientedtherapyor treatment.

®* Engaginginany activities and/or relationships with patients that violate Conifer’s Standards of
Conduct

®* Abusinga patientthrough emotional or physical means such as slapping, hitting, kicking or biting,
or using abusive or provocative language with, orinthe presence of, apatientora memberof the
patient'sfamily.

® Usinganytype of restraint otherthan those prescribed and approved by the physician.

®  Failingto maintain the confidentiality of any patientinformation.

* Individuallyaccepting gifts fromor giving gifts to a patient orany member ofthe patient's family.

Providing unauthorized or un-prescribe drugs, alcohol orrelated paraphernalia to a patient.

Taking Care of Patients

The patientis entitled to exceptional courtesies and kindness and should be treated accordingly. Please
follow these basicrules atall times:

® Release of information without a patient's consentis not only improperbutalso illegal which can
subjectyou and the companytofines. Make itarule notto discuss the patient's condition, on or off
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duty, with the exception of authorized professional exchange of informationon a need-to-know
basis.

® Patients must be protected at all timesfrom invasion of privacy. Those employees who talk with
patientsin connection with their job dutiesshould keep their conversation specific, warmand
cheerful. Gossip and unwarranted involvement can be damagingand isalways discouraged.
Unauthorized visiting by other facility personnel should be avoided completely.

* Servicesorgoods may not be purchasedfor patients orsoldto them.
®  Potential safety hazardsto any patient must be reported immediately.

® Mailisimportant to our patients. Give the patient's mail all possible protection.

®* Thefacilityisaquietenvironment. You mustkeep thisinmindfrom thetime you begin work until
you leave. Modulate your voice and be considerate of patientcare and comfort.

* Valuablesof patients require extra care because the patient's room is usually not secure.

False Claims Laws

The foundation of our success issecured byan unrelenting commitment to ethical behavior and compliance
with the laws that regulate ourindustry. Accordingly, in theimportant areas of federal and state laws
pertaining tofalse claims and false statements, we make every attempt to never present claims for
payment orapprovalto any publicor private payorsthat are false, fictitious, exaggerated or fraudulent. We
make every attempt to billonly for goodsor services that were actually provided, as wellas to properly
code every good orservice. If personal knowledgeis requiredto filloutaform, we fillit out only if we have
that personal knowledge. If we see a claim, bill or code that contains a possible error, we have an obligation
toinvestigate the potentialerrorand, if possible, correct the error prior to the bill or claim’s submission. If
we cannot resolve the problem or needfurther clarification on the applicability of often complexbilling or
coding rules orsimilarregulations, we reportit,as appropriate, to our supervisors or to the Ethics and
Compliance Department or the Ethics Action Line (EAL) at 1-800-8-ETHICS. Conifer’s substantial
commitment of qualified personneland other resources to developing and implementing arobust and
effective compliance program enables us proactively to review and investigate, as appropriate, the
compliance questions or concernsyou report to us. We urge you to use these compliance program
proceduresifyou haveany concernsin thisarea. Further, our non-retaliationcommitment will protect
Coniferemployees who faithfully discharge their dutyto helpus ensure that Conifer’s operationsare
consistentlyconducted inaccordance with our Standards of Conduct and all applicable laws.

Federal Civil False Claims Act

The federalcivil False Claims Act (FCA) protects federal government programsincluding Medicare, Medicaid
and TRICARE (the military health plan) fromfraud andabuse. Thislaw prohibits a provider from knowingly
presenting, or causing to be presented, afalse orfraudulent claimto the federal government (orto oneof its
programs) for payment. It also prohibits the knowing use or creation of afalse record or statement to get

a false or fraudulent claim paid by the federal government. In addition, it prohibitsthe knowing concealment
orknowingand improperavoidance or decrease of an obligation—includingan overpayment not

reported and returned after sixty days—to payortransmit money or property to the federal government.
Honest mistakes are not violations of the FCA. To violate the FCA, a health care provider must
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have actual knowledge that the claimsare false, or must act withrecklessdisregard or deliberateignorance
astotheirtruth orfalsity. Federal officials may file lawsuits against a provider that theybelieve knowingly
submitted afalse claim, seeking three times the amount ofthe government’s damages and a significant
monetary penaltyforeachfalse claim. Federal officials may seekfurtherreliefunder additional
administrative provisions prohibitingsimilar conduct as well as the omission of materialinformationina
claimfor payment.

The FCA also containswhat are commonly known as “whistleblower” or quitam provisions. This part of the
FCA authorizesprivateindividuals, under certain circumstances, to file a lawsuit in federal court on behalf of
the United Statesgovernment ifthose individuals have direct and independent knowledge about the
knowing submission of false claims. These individuals must be the original source of such information. Such
alawsuit will remain confidential for a limited period while the government reviews the merits of the
lawsuitand decides whether it will take over primary responsibility for the case. Ifthe government decides
nottojoin (or “intervene”)in thelawsuit, the whistleblower can continue with the lawsuit at his or her own
responsibility and expense. If the lawsuit is successful, the individual is entitled to a portion of the United
States’ monetary recovery. The amount of the individual’s share of the recovery will vary based ona
number of factors, includingwhether the federal government joined in the action. The FCAalsoprovides
employees with protection against retaliationin the workplace.

Coniferconsidersits Standards of Conduct and corporate compliance program to beits first line of defense
against behavior that would undermine our basic values and threaten non-compliance withour legal
obligations. We need each of our employees to support our efforts in this regard. The types of inappropriate
operational conduct addressed bythe false claimslawsdescribed inthis Handbook can

usually bestbe addressed at the outset through Conifer’sown internal compliance process. Coniferis
committed toits compliance program for detecting and preventing fraud, waste and abuse. Asa Conifer
employee, you have an obligationto report compliance concerns to us. We believe use of Conifer’s internal
compliance process isthe best practical option to help ensure compliance becauseit enables us to move
quickly to address potentialissues. If yousee something of concern, talk to us.
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State False Claims Laws

Alabama:

In addition tothe federal FCA, somestateshave enacted their own false claims statutes. There isno similar
civil action by relators currently authorized under Alabama law. However, under Alabama law, prosecutors
may bring criminal actionsagainst any personwho knowingly makes or causes to be made orassistsin the
preparation of any false statement, representation or omission of a material factin anyclaim orapplication
for payment, regardless of theamountfrom the Medicaid Agency with theintent to defraud or deceive.
Criminal penaltiescaninclude both fines and imprisonment.

Pursuanttothe Alabama Medicaidregulations, when there has been fraudor abuse against the Medicaid
program, in additionto the criminal penaltiesdiscussed above, restitution ofimproper paymentsmay be
pursued and administrative sanctions maybeimposed. Administrative sanctions include,among other
things, warning letters, pre-payment claim review, suspension of Medicaid payments, suspension of
Medicaid participation, and termination of Medicaid participation. The Medicaid program definesfraud for
these purposes as “an intentional deception orintentional misrepresentation made by a person withthe
knowledge that the deception could resultin some unauthorized personal benefit or unauthorized benefit
tosome other person. Fraudis dependent upon evidence that must substantiate misrepresentation with
intenttoillegally obtain services, payment, or other gains.” Examples of fraud include the following:

* billingforservices orequipmentthatthe patient did not receive;

® chargingrecipients forservices overand above that paid for by Medicaid;

® double billing or otherillegal billing practices;

® submitting false medical diplomasor licenses inorder to qualifyas a Medicaid provider;

®  orderingtests, prescriptionsor procedures the patient does notneed;

* rebatingoracceptingafeeoraportionof afee foraMedicaid patient referral;

* failingtorepayor make arrangements for the repaymentof identified overpayments; and

® physical, mental,emotional or sexual abuse of a patient.

Suspected fraud and abuse may bereported tothe Alabama Medicaid Agency Program Integrity Division by
calling 1-866-452-4930 or by writing the Alabama Medicaid Program Integrity Division at Post Office Box
5624, Montgomery, Alabama 36103-5624. The report may be anonymous and the information will be kept
confidential. Reports of suspected provider fraud and abuse maybe referred to the Medicaid Fraud Control
Unit of the Alabama Attorney General's Office.

Unlike the federal FCA, Alabama law does notcontain quitam orrelator provisions. Thereisalso no
provision for a private citizen to share a percentage of monetary recoveries.

Alabama law does prohibit state employers from retaliating, discriminating, or harassing state
governmental employees who report aviolation of state law in sworn testimony orinan affidavit.

Alabamalaw does not contain similar protectionsfor non-governmental employees.
The Alabama Medical Licensure Commission may suspend, revoke, or restrict any license to practice

medicine or osteopathyorplace on probation or fine any licensee whenthe licensee files a false or
fraudulent claim with the Medicaid Agency. California:
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California law prohibits conduct similar to that addressed under the federal FCA.

California Government Code Sections 12650-12656 (commonly known as the California False ClaimsAct or
CFCA), prohibit any personfrom submitting a false or fraudulent claim totaling over $500to the state or
local government. The CFCAalso makesitillegalforany person who benefitsfrom afalse claim, and later
discoversthe falsity of the claim, to failto disclose the false claim to the applicable state orlocal
government. The CFCAdoes notapplyto workers’ compensation claims, tax claims, or claims against public
entities and employees. California officials may file alawsuit against a suspectedviolator of the CFCA, or
alternatively, a privateindividual, such as an employee, may filea qui tam lawsuiton behalf ofthe
government. California officials maychoose to participateinthe qui tam lawsuit or allow the individual to
proceed aloneonthestateorlocal government’s behalf. If the case is successful, the individual isentitled to
aportion of the government’'s monetaryrecovery. Employeeswho assist or participatein an action
underthe CFCAare protected from workplace retaliation. The CFCAimposesa civil penalty of upto $10,000
foreach separate violation of thelawand violators mustrepay the applicable state or local government an
amount equal to threetimes thevalue of thefalse claim.

California Welfare & Institutions Code Section 14107 prohibitsfraudinvolving funds of the state’s medical
assistance programs, including Medi-Cal. This statute establishes grounds for both criminal and civil actions
againstany person who knowingly defrauds Medi-Cal or other state medical assistance programs by
submittingfalse claims or making false representations. Actions under this statutory provision may only be
brought by state officials. Private individuals cannot file quit tam lawsuits under this provision, although the
state may offer monetary rewards of up to $1,000to individuals who provide information leading to
recovery of fraudulently-obtainedfunds. Penalties for a violation of thisstatuteinclude imprisonment
and/orafine not exceeding three timesthe amount orvalue of the fraud.

California Insurance Code Section 1871.7 (commonly known as the California Insurance Frauds Protection
Act) imposes civil penaltiesfor violations of California Penal Code Section 550, which prohibits knowingly
presentingafalse claim for a health care benefit to a privateinsurer. Actions under this statute may be
brought by the districtattorney or California Insurance Commissioner. Alternately, a qui tam lawsuit may
be filed on behalf of the state by a private individual or entity, such asan employee orinsurer. The state or
district officials may choose to participatein the quitam lawsuit or allow the individual to proceedalone on
the state’s behalf. If the case is successful, the individual isentitled to a portion of the state’smonetary
recovery. Employees who assist or participateinan action under this statute are protected from workplace
retaliation. Penalties for a violation of this statute include a civil penalty between $5,000to $10,000, plus
anassessment not exceeding three times theamount of each fraudulent claim. Inaddition, theremay be a
separate criminal prosecutionfor the violation of California Penal Code Section 550. Penaltiesfor violation
of Penal Code Section 550include imprisonment of up to five years and afine of the greater of $50,000 or
double theamount ofthefraud.

Florida

Floridalaw prohibits conduct similarto that addressed under the federal FCA, but the Florida prohibitions
apply to the submission of false or fraudulent claims that wouldbe paid from state government funds.
State officials may file a lawsuit directly against someone they believe submitted a false claim to a state
program, or a private individual, such as an employee, may file a qui tam lawsuiton behalf of the state.
State officials may choose to participatein the quitam lawsuit or allow the individual to proceedalone on
the state’s behalf. If the case is successful, the individual isentitled to a portion of the state’s monetary
recovery. Employees who assist or participateinan action under Florida’s False Claimslaware protected
from workplace retaliation. Additional false claims laws in Florida apply specifically to Medicaid provider
fraud. These statutesestablishgroundsfor criminal actions against any person who knowingly defraudsthe
state Medicaid program. A violation constitutes either afirst, second or third degree felony, depending
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upon the monetaryamount ofthe false claim atissue,and also subjects the violatorto amandatory
statutory fine. Privateindividuals cannot file qui tam lawsuits under these provisions; criminal actions may
only be brought by state officials.

Georgia:

Georgiafalse claimslaw prohibits conduct similar to that addressed under the federal FCA, but the Georgia
prohibitions pertainto the submission of false or fraudulent claims when payment would be made
specifically by the state’s Medicaid program. The law allows state officials to seek criminal penalties for
violations. A provider can also beliable foracivil penalty of three times theamount of any excess payment
made by the state's Medicaid programsand significant monetary damagesper false claim. However, if the
person committing the violation meets certain requirements by reportingtheviolationand cooperating
with any subsequentgovernment investigation, damages will be limited to two timesthe amount of actual
damages suffered by the state Medicaid program.

A civil false claims action may be brought by the state Attorney General or by a private personinthe name
of the State of Georgia to which the Attorney General may elect to intervene. The Georgia false claims law
also includes whistleblower protection against workplace retaliation for civil actions brought by or assisted
by anemployeeunderthelaw.

Missouri:

Missouri's fraud and abuse laws prohibit conduct similar to that addressed under the federal FCAand Anti-
kickback Statute but the Missouri prohibitions apply to the submission of false or fraudulent claims when
payment would be made specifically througha Missouri state funded medical assistance program (“MAP”),
such as Medicaid. No personshall knowingly destroy or conceal records that are considered necessary. The
state Attorney General may seek criminal penalties including imprisonment and a fine in addition to
repayment of the fundsunlawfully obtained, andinvestigative and prosecution costs. The state Attorney
General may also bring acivilaction againstany personwho receives a healthcare payment under a MAP as
aresult of afalse statement, representation or concealment. Recovery may include civil penalties, plusup
tothree times the amount of theinappropriately received funds and costs. Only the state Attorney General
can bring such actions; private individuals cannot file qui tam lawsuits under these provisions. Any person
who discovers aviolation by himself or herself or such person's organization and whoreports such
informationvoluntarily before such information ispublic or known to the attorneygeneral shall not be
prosecutedforacriminalviolation. Missourifraudand abuse lawsinclude whistleblower protections
against workplace retaliation and allow for original source whistleblowers toshare in the recovery unless
the whistleblower participated in the act constituting the violation.

Nebraska:

Nebraska law prohibits the knowing submission of false or fraudulent claimsfor payment of funds
specifically by the state's medical assistance programs (“MAP”). Nebraska's False Medicaid Claims Act
further prohibits the failure to disclose a benefit received as the result of the submission of afalse claim.
Specifically, Nebraska law provides that a person wholater discovers that he or she has benefited
inappropriately from the submission of a false claim, but does not disclose the false claim to the state
within sixty daysof that discovery isin violation of Nebraska’s False Medicaid Claims Act. Anyone who,
acting on behalfof a provider, knowinglycharges, solicits, accepts, or receivesanything of value in addition
tothe amountlegally payable underthe MAP subjects themselvesto civil liability under the False Medicaid
Claims Act. A personalso violatesthe False Medicaid ClaimsAct, and subjects themselvesto civil liability
and damages by knowinglyfailing to maintain or to disclose or by destroyingnecessary records within six
years after the date on which payment was received. The state Attorney General may bring an action
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seeking substantial civil penaltiesas well as triple recovery of excessive payments by the state’s MAP plus
the state's costs and attorney’s fees. Only the state Attorney General can bring such actions; private
individuals cannot file qui tam lawsuits under these provisions. A civil action under the False Medicaid
Claims Act shallbe broughtwithinsix years after the datethe claimis discovered and in any event, no more
thantenyears afterthe date on which theviolation of the act was committed. The only express
whistleblower protection statutes in Nebraska prohibit agencies of state government fromretaliating
against state employeeswhoreport wrongdoing in state government to the proper authorities.

Nebraska requires all providers who meet the definition of "entity" to complywith the requirements of
1902(a)(68) of the Social Security Act, P.L. 109-171. Also known as Section6032, this section appliesto
Nebraska Medicaid providers whoannuallyreceive payment of at least $5 millionfrom the Nebraska
Medical Assistance Program (Medicaid). Nebraska will monitor thisrequirement by identifying entitieswho
have received in any federalfiscal year payments of at least S5 million. Nebraska will validate compliance
by sampling theidentified entities annually.

New Mexico:

New Mexico law generally prohibits conduct similar to that addressed under the federal FCA, but the New
Mexico prohibitionsapply to the submission of false statements or fraudulent claimsthat would be paid
specifically by state funds. New Mexico law generally prohibits a personfrom knowingly delivering less
property or moneyowed to the state than indicated on areceipt or otherwise delivering a receipt falsely
representingmaterial characteristics of the related property. New Mexico law generally prohibits persons
having discovered thefalsity of a claim fromfailing to disclose the false claim to the state withina
reasonable time after that discovery. Further, New Mexico law prohibitsa personfrom knowingly
submittingfalse statements or misrepresentations of material factin order to certify facilities under the
Medicaid program. Notably, New Mexico law prohibitsan individual from knowingly presenting, or causing
to be presented, to an employee, officer or agent of the state orto a contractor, grantee or otherrecipient
of state funds afalse or fraudulentclaim for payment orapproval.

The U.S. Department of Health and Human Services Office of Inspector General (“OIG”) recently issued
guidance stating that New Mexico law failsto complywith certain requirementsunder the federal DRA.
Specifically, that guidance indicates that New Mexicolaw doesnot provide an “original source” exception
providedby federal law,and thusitisnot at leastas effective infacilitating and rewarding qui tam actions as
the federal FCA. Further, recent amendments to the federal FCA removed the requirement that claims

be presented to an officer or employee of the government. Although OIG hasnot opined on this aspect of
the New Mexicolaw, itisalso likely that this provision is notincompliance with DRA requirementsfor state
false claimsstatutes.

For purposesof New Mexico law, “knowingly” meansthat a person hasacted with actual knowledge of the
truth orfalsity of theinformation,indeliberate ignorance of the truth or falsity of the information, orin
reckless disregard of the truthor falsity of theinformation. Proof of specificintent to defraud is not
required.

A person may fileaqui tam civilaction individually and on behalf of the state. The state may opt to
intervene ordeclineto proceedwiththe action. Inthelatter case, the qui tam plaintiff may proceed. If the
state proceeds withthe action, the state has the primary responsibilityfor the action and the individual
may continue as a party, subject to certain limitations. Other than the state, no one may intervene or bring
arelated action based on the factsof a pending quitam action.

Persons violating the New Mexico false claims laws may be liable for treble damages, civil penaltiesand
costs of actions brought to recover damages, includingattorneyfees. Ifacivil claimis successful, a quitam
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plaintiff may be entitledto a portion of the state’smonetary recovery plus reasonable expenses and
attorney fees. Employees who assist or participateinan action under New Mexicolaware protected from
workplace retaliation.

New Mexico Fraud Against Taxpayers Act civil actions may notbe brought against conduct occurring prior
toJuly 1, 1987. Actions underthe Medicaid False Claims Act must be brought within four years. Unless the
state determines otherwise, quitam actions may not be based on allegations ortransactions thatare the
subject of acriminal, civil oradministrative proceedingsin which the state isalready a party.

New Mexico state lawallows officialsto seek criminal penaltiesagainst any person whoknowingly makes a
misrepresentation of material fact under the Medicaid programor against any person who knowingly
submits false orincomplete information for the purpose of receiving Medicaid benefits. Privateindividuals
cannot file quitam lawsuits underthese provisions; criminal actions may only be brought by New Mexico
state officials. Criminal actions under the New Mexico Medicaid Fraud Act must be brought within five
years from the date theaction accrues.

North Carolina:

Pursuantto both the Medical Assistance Provider False Claims Act (N.C. Gen. Stat.§§108A-70.10, et. seq.)
and the False Claims Act (N.C.Gen. Stat. §§1-605, et. seq.), North Carolina law prohibits conduct similar to
thataddressed underthefederal FCA. However, North Carolina prohibitions apply to the submission of
false orfraudulent claims that wouldbe paidfrom either or both the state’s medical assistance programs
specifically orthe State generally.

Underthe Medical Assistance Provider False ClaimsAct, only the state Attorney General may file alawsuit;

a private individual may not file alawsuit under that Act (otherwise known as a qui tam complaint) on behalf
of the state. However, under the North Carolina False Claims Act, the Attorney General may file a suit

on behalf ofthe state,and just like the federal FCA so may a private individual with actual knowledge of the
alleged false claim(s). When a private individual bringsa claim under the North Carolina False Claims Act
that claimis broughtinthe name of the state of North Carolinaand the individualis referredto asa qui tam
plaintiff.

A provider whoisfound to haveviolated either Act may be liable for civilmonetary penalties up to $11,000
perfalse claim, plus threetimesthe damagessustained by the State orthe Medical Assistance Program.
UndereitherAct, a provider can also be held liable for the costs of a civil action brought to recoverany such
penalties and damages and can be excluded from participationin both stateand federal health care
programs.

Individuals whoact lawfully inthe support ofa claim brought against a provider under either Act orwho
bring an action under the quitam provisions of the North Carolina False Claims Act are protected from
workplace retaliation (for example, discharge, suspension, demotion, harassment, etc.) and the individual
may pursue an action against the provider forany such retaliation.

The North Carolina Medical Assistance Provider Fraudstatute (N.C.Gen. Stat. §108A-63) allowsNorth
Carolina officials to seek criminal penalties against providers whodefraud the state Medicaid program by
submittingfalse claims or making false representations. The statute also makes it unlawful for a provider of
medical assistance to conceal or failto disclose any fact or event affecting itsentitlement to paymentorthe
amount of payment due.

56



Conifer Health Solutions Employee Handbook

North Carolina may have laws which are triggered by the submission of afalse orfraudulent claimto athird
party payorincludinginsurance fraud (see, forexample, N. C. Gen. Stat.§58-2-161), mail fraud, and wire
fraud.

Pennsylvania:

Pennsylvania law prohibitsthe knowing submission of false or fraudulent claims for paymentof fundsby or
receipt of benefits from the state’s medical assistance programs. More specifically, it prohibits the knowing
presentation ofafalse claim, the knowing presentation of a claim for medically unnecessary services, the
knowing submission of false information to obtain an excessive payment, and the knowing submission of
false information to obtain authorization or certification to provide such servicesor merchandise under the
state’s medical assistance programs. Pennsylvania law also prohibits an individual from knowingly making a
false statement, failing to disclose a material fact, or concealing an event regarding such person’s eligibility
formedical assistance benefits. State officials may seek criminal penaltiesfor violations of these laws. In
addition, upon conviction, the trial court must order repayment of the excessive payments orimproperly
obtainedbenefits. A provider convicted of submitting false claims must alsopay an amount of up to three
times the amountof excessive payments andisineligible to participatein the state’smedical assistance
program forfiveyears. A person improperly obtaining benefitsis subject to termination or restriction of the
individual’s medical assistance benefitsand a $1,000 penaltyforeachviolation. Only state officials can
bring such actions; private individuals cannot file qui tam lawsuits under these provisions. Pennsylvania
false claims laws donot include whistleblower protection against workplace retaliation; however a state
whistleblower law generally prohibits an employer fromdischarging, threatening, or otherwise
discriminatingor retaliating against an employee who makes a good faith report about an instance of
wrongdoing or waste, oran employee who participates inaninvestigation, hearing, orinquiry. The
remedies/penaltiesfor violating the whistleblower law may include: civil action for injunctive reliefand/or
damages; reinstatement ofthe employee; payment of backwages; full reinstatement of fringe benefitsand
seniority rights;actual damages; and payment of the whistleblower’s attorney fees and witnessfees.

South Carolina:

South Carolinafalse claims law (S.C. Code Ann. §43-7-60) prohibits conduct similarto that addressed under
the federal FCA, but the South Carolina prohibitionsapplyto the submission of false or fraudulent claims
when payment would be made specifically by the state’s Medicaid program. The lawallows the South
Carolina Attorney General to seek criminal penalties and to bring a civil action seeking triple recovery of the
fraudulentlyreceivedfunds, as well as two thousanddollarsfor each false claim. Only the state Attorney
General can bring such actions; private individuals cannotfile quitam lawsuitsunder these provisions.
South Carolinafalse claims law does not include whistleblower protection against workplace retaliation.

The South Carolina Presenting False Claims for Payment statute (S.C. Code Ann.§38-55-170) providesfor
criminal penalties and fines ifa person knowingly causes, assists, solicits, or conspires to present a false claim
forpaymentto aninsurer, a health maintenance organization, orto any personorthe State of South Carolina
providing benefits for health carein South Carolina. The South Carolina Medicaid False Application

Statute (S.C. Code Ann. §43-7-70), Computer Crime Act (S.C.Code Ann. §16-16-10et seq.), Insurance Fraud
and Reporting Immunity Act (S.C. Code Ann. 38-55-510et. seq.), and the South Carolina Department of Health
and Human Services Administrative Sanctions Against Medicaid Providers Regulations (S.C. Code Reg. 126-
400 et. seq.) also provide criminal, civil, andadministrative penaltiesand sanctions for providers and
otherindividuals whomakefalse statements, submit false claims, and engage in other abusive or fraudulent
actsrelated to healthcare billingand reimbursement.
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Tennessee:

Tennessee has astate False Claims Act (Tenn. Code Ann. §§4-18-101, et. seq.), (the “Tennessee FCA”) and a
Medicaid False Claims Act (Tenn. Code Ann.§§71-5-181, et. seq.) (the “Medicaid FCA”). Both laws prohibit
conduct similartothataddressed underthe federal FCA. The Medicaid FCA, however, prohibitsthe
submission offalse or fraudulent claims that would be paid specificallyfromstate Medicaid funds, including
underthe TennCare program. The Tennessee FCA prohibits the submission of false or fraudulent claims that
would be paid from state funds exceptto the extent suchconductis already prohibited under the Medicaid
FCA.The Tennessee FCA differs fromthe Medicaid FCA inthat underthe Tennessee FCA,a person

may be liableif the person (a)is a beneficiary of an inadvertent submission of a false claim to the state, (b)
subsequently discovers that the claimisfalse,and (c) failsto disclose the false claimto the statewithina
reasonable time after discovery of the false claim. The Tennessee FCA alsodoes not apply to any claim less
than $500 invalue, norto any claims, records or statements made pursuantto workers’ compensation
claims orunderany statute applicable to any tax administered by the Tennessee Department of Revenue.
Both laws allow state officials to file alawsuit, or a private individual, such as an employee, to filea qui
tam/whistleblower lawsuit on behalf of the state. State officials may choose to participatein the qui
tam/whistleblower lawsuit or allow the individual to proceed alone on the state’s behalf. If the case is
successful, theindividualis entitled to a portion of the state’s monetaryrecovery. Employees who assist
state officials or participatein an action under either the Tennessee FCAor the Medicaid FCAare protected
from workplace retaliation. Relieffor employees who areimpermissibly retaliated againstincludes
reinstatement with the same senioritystatus, up to twotimes theamount of back pay (plusinterest) and
compensation for any special damages sustained including litigation costs and attorneys’ fees. Relief under
the Tennessee FCAmay also include punitive damageswhere appropriate. Tennessee has alsoadopted
several other false claims statutesthat are intended to prevent fraudand abusein the TennCare program
(Tenn. CodeAnn. Sec. 71-5-2501, et. seq. (the “TennCare Fraudand Abuse Reform Act”); Tenn.Code Ann.
Sec. 71-5-2601, et. seq. (“Prevention of Fraudand Abusein TennCare”)). These lawsgenerally prohibitthe
filing ofany false or fraudulent claimor documentationin order to receive compensation from the
TennCare program. Theselaws also allow state officials to seekcriminal penalties against any personwho
knowingly defrauds the state Medicaid/TennCare program by submitting false claims or makingfalse
representations. Private individuals cannot file quitam/whistleblower lawsuits under the provisions of
these laws;criminalactionsmay only be brought by state officials. However, under the TennCare Fraud and
Abuse Reform Act, the Tennessee Office of Inspector General is authorizedto pay amonetaryreward for
informationthatleads tothearrestand convictionof any person or entity that has engaged in TennCare
fraud.

Texas:

Texas law prohibits conduct similar to that addressed under the federal FCA, but the Texas prohibitions apply
to the submission of false or fraudulent claims or statements that would be paid specifically by the

state’s medical assistance programor would qualifya provider to receive payment thereunder. Further,
Texas law prohibitsa person fromknowingly submittingfalse statements or misrepresentations of material
factin orderto certifyfacilitiesunder the Medicaid program. A private individual, such as an employee, may
file a qui tam lawsuit on behalf of the state government; although, a person may not file a qui tam

lawsuit based on publicinformation unlessthe person bringing that actionisan original source of the
information.

The state officials may choose to participate inthe qui tam lawsuit or allowthe individual to proceed alone
onthe state’s behalf. If the state proceeds with the action, the state has the primaryresponsibility for the
action and the individual may continue as a party, subject to certain limitations. Other than the state, no
one may intervene orbringarelated action based on the facts of a pending qui tam action.

58



Conifer Health Solutions Employee Handbook

If the case is successful, the individualis entitled to a portion of the state’s monetaryrecovery plus
reasonable expenses, reasonable attorney’s fees, and costs that the courtfindsto have been necessarily
incurred. Employees, contractors, andagents whoassist or participateinan action under Texas' False
Claims law are protected from workplace retaliation. To prevailin a civil oradministrative proceeding, proof
of specificintent to knowinglyfile or submitafalse claimisnot required. Additional state law allows state
officials toseek criminal penalties against any person who knowingly defrauds the state Medicaid program
by submitting false claims or making false representations. Private individuals cannot file qui tam lawsuits
underthese provisions; criminal actions may only be brought state officials.

The U.S. Department of Health and Human Services Office of Inspector General (“O1G”) recentlyissued
guidance statingthat Texas false claims provisions fail to comply with certain requirementsunder the
federal DRA due to recent amendments to the federal FCA. In part, OlG noted that Texaslaw does not
establish liabilityforthe same breadth of conduct as theamended FCA. Further, OIG recognized that Texas
law does not provide similar statute of limitations provisions and containsa more restrictive definition of
“original sources” of information thanthe federal FCA. Whilethe State hasmade certainrevisions toiits
false claimsprovisions since OlGissued its guidance, including certainrevisionsto penaltiesdeemednot to
be DRA-compliantinthat guidance, OlG has not yet concluded that the revised state law complieswith the
DRA. As aresult, Texas False Claims provisions may be further revised inorder to comply with federal
funding requirements.

Texas Medicaid guidance requires that entities receivingannual Medicaid payments of at least $5,000,000
to establish written policies addressing employee roles in preventing and detecting waste, fraud, and abuse.
These written policies must address Texas civiland criminallawsrelating to false claims. In addition,
policies and procedures must addressemployee whistleblower protections.

Hlinois: (applicable to Saint Louis University Facility)

Illinoislaw prohibits conduct similar to that addressed under the federal FCA but the Illinois prohibitions
apply to the submission of false or fraudulent claims that are paidorapproved by the State. Underthe
Whistleblower Reward and Protection Act either a private person(as a quitam plaintiff) or the Attorney
General mayfileacivil actionagainsta person violatingthe Act. The State may elect to intervene and
proceed with theaction. The quitam plaintiff may receive a percentage of the proceeds of the actionor
settlement of the claim.The Act alsoprovides protection for quitam plaintiffsby makingitaviolation to
discharge, demote, suspend, threaten, harass orinany other manner discriminate against an employee for
disclosing informationto agovernment orlaw enforcement agency orin acourt, at an administrative
hearing, before alegislative commission orcommittee orin another proceeding. These protections allow for
several typesof relief, including reinstatement, double back paywithinterest and compensation for special
damages, such as litigation costs and attorneys’ fees. lllinois has alsoenacted a Public Assistance

Fraud Act. Under this statute, itisillegal fora person, firm, corporation, association, agency, institutionor
otherlegal entity to willfully make a false statement or representation or conceal a material fact to obtain
medical assistance benefits. Persons violating these provisions may be ordered to pay monetary restitution,
and may also be held criminallyliable. This statute does notinclude any quitam provisions.

Mississippi: (applicable to Saint Francis Facility)

The State of Mississippi has not adopted any false claims acts or statutes that contain qui tam or
whistleblower provisions that are similarto those found in the federal False Claims Act. Mississippilaw does
broadly prohibitindividuals or entities from intentionally obtaininganything of value by means of a false
claimin connection withthe delivery of or payment for any insurance claim. See Miss. Code Ann. § 7-5-
303. The Insurance Integrity Enforcement Bureau is responsible for enforcement of this prohibition, and
various individuals and entities, including health care providersoranyone with a beliefthatafalseclaim
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was submitted, may report this information to the Bureau. The Bureau has sole discretion to determine
whether ornot to pursue prosecution of the potential violation. Furthermore, there are nowhistleblower
protections forinformants who report to the Bureau, and no provisions permitting the government to split
monetary recoveries withinformants whose information leadsto claims that are ultimately successfully.

Mississippihas also adopted a generally applicable Medicaid Fraud Control Act that makes itunlawful fora
person to submitfalse and fraudulent claims to the Mississippi Medicaid program. See Miss. Code Ann.43-
13-201. Violationsof the Act are both civiland criminal offensesand are punishable by imprisonment and
significantmonetary penalties.

New Jersey: (applicable to Hahnemann University Facility and St. Christopher’s Facility for Children)

New Jersey hasa False Claims Act that prohibits conduct similarto that addressed underthefederal FCA.
The False Claims Act prohibits the submission of false or fraudulent claimsto any State agency. Eithera
private person(as aqui tam plaintiff) or the Attorney General may bringan action foraviolationof the Act.
The Attorney General may elect to intervenein or, in some cases, take over a privateindividual’s qui tam
action. If the Attorney Generalintervenes and prevailsin an action broughtby a person under the Act, the
qui tam plaintiff may be entitled to receive a portion of the proceeds of the action. The Act also affords
protection from retaliation for people who file quitam lawsuits pursuant to the Act. It statesthat any
employee who isdischarged, demoted, suspended, threatened, harassed, orinany other manner
discriminated againstinthetermsand conditions of employment because of lawfulaction taken in
furtherance of aquitamactionis entitledto recover damages.He or she is entitled to “all relief necessary
to make the employee whole,” including reinstatement with the same seniority status, twice the amount of
back pay (plus interest),and compensationforany other damages the employee suffered as aresult ofthe
discrimination. The employee also can be awarded litigation costs and reasonable attorneys’ fees.

New Jerseyalso enacted the Medical Assistance and Health Services Act, which specifically addressesfraud
inthe context of its Medicaid program. Liability may attach for knowinglyand willfully submitting afalse
claimtothe Medical Assistance program, for makingfalse statements in order to obtain Medicaid benefits
or payments, or for concealing or failing to disclose information that would affect a person’scontinuedright
to receive benefitsor payments,among other things. Violations of the Act can lead to civilmoney
penaltiesand criminal penalties. There are no qui tam provisions relating to this Act.
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EmployeeHandbook Acknowledgement

I acknowledge that | have accessed and reviewed an electronic copy of the Handbook. | have also received
information abouthowtoaccessanelectroniccopyoftheHandbook viathe Company’sintranet. |understand
that | may print all or parts of the Handbook for my use and | may also receivea hard copy of the Handbook from
Human Resources. | further understand that the Handbook contains important information about the Company’s
general personnel policies and about my privileges and obligations as an employee. | further understand and
acknowledge that | am governed by the contents of the Employee Handbook (to the extent that they are not
inconsistent with any collective bargaining agreement that may otherwise govern my employment) andthatlam
expected to read, understand, familiarize myself with and comply with the policies contained init.

| also understand that the Company may change, rescind or add to any of the policies, benefits or practices described
in the Employee Handbook, except the employment-at-will policy, inits sole and absolute discretion, with or without
prior notice. | also understand that the Company will advise employees from time to time of material changes to the
policies, benefits or practices described in the Employee Handbook.

Furthermore, | understand, acknowledge and agree that the Employee Handbook is not a contract of employment,
that my employment with the Company is not for a specified term and that employment with the Company is at the
mutual consent of the employee and the Company. Therefore, | hereby acknowledge that either | or the Company can
terminate my employment relationship at will, with or without cause or notice, except to the extent that any applicable
collective bargaining agreement provides otherwise.

YOU WILLELECTRONICALLY SIGN AND DATE VIATHE REDCARPET TASK

Employee Signature Date

Employee Name (please print)

A copy of the Employee Handbook can be found in the Document Library or oniCon.
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