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(TTA) Article 1 — Recognition — Parties have agreed to the Union's proposal dated November 13 |
2025 (TTA on language, no meeting of the minds regarding Section 1.06)

A
(TTA) Article 3 —~ Management Rights — Sharp agrees to Union's supposal dated December 23, fj*/}/ 2
2025 — See attached draft of supposal which clarifies parties' agreement ’

(TTA) Article 4 — Patient Care Advocacy, Supervision and Professional Responsibility — Sharp ¢
maintains/holds its proposal dated November 12, 2025

AHEEESURNEREEE - Sce attached supposal dated January 8, 2026
2025 \‘g
r~7
DY .

(TTA} Article 8 — Corrective Action — Sharp holds on its proposal dated November 19, 2025
(added Union's clarifications to Section 80x)

(TTA) Article 9 — Grievance and Arhitration — Sharp holds on its proposal dated November 19,
2025 {agrees to Union's clarification in Section 905)

(TTA} Article 13 — Work Stoppages — Parties have agreed to Sharp's supposal dated December

23, 2025 hb ]‘D
Wi ﬂ/ww\

(TTA) Article 14 — Hours of Work and Qvertime — Parties have agreed to Sharp's proposal dated
November 18, 2025 gal

(TTA) Article 17 — Leaves of Absences — Sharp holds on its proposal dated November 19, 2025 W
(incorporates Union's praposed revision from 11/18)

(TTA) Article 18 — Health, Dental and Insurance Plans - Parties have agreed to Sharp's proposal
dated November 18, 2025

(TTA) Article 27 — Floating and Cancellations — Parties have agreed to Union's proposal dated
November 13, 2025

(TTA) Article 28 — Technology — Parties have agreed to Sharp's proposal dated November 5,
2025
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(TTA) Article 30 — Access to Agreement — Parties have agreed to the Union's proposal of
November 13, 2025

Article 31 ~ Duration — Parties have agreement on all language except for effective date

801349 14w}




Sharp HealthCare — SPNN-UNAC/UHCP
Memorandum of Understanding - July 23, 2025

The parties agree to change all ganderad pronouns to gender-neutral pronouns {i.e. change
“he/she” to "they,” change "his/her” to “their,” etc.) when reccnciling the Tentative
Agreements and drafting the finalized collective bargaining agreement between the parties.
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SPNN-UNAC/UHCP package proposal 20251113

ARTICLE 1
RE NITION AND COVERAGE

Section 1.01  Parties:

As used in this agreement, “Employer” shall refer to Sharp HealthCare, and “Assaciation” shall refer to
Sharp Professional Nurses Network (“SPNN”), SPNN is affiliated with the United Nurses Associations of
California/Union of Health Care Professionals, the National Union of Hospital and Health Care
Employees, the American Federation of State, County and Municipal Employees, and the American
Federation of Labor-Congress of Industrial Organizations,

Section 1.02  (TTA) Bargaining Unit:

The Employer recognizes the Association as the exclusive collective bargaining representative, for
purposes of wages, hours and other terms and conditions of employment, of all employees employed in
the following bargaining unit:

Including: All Full-time and regular Part-time Registered Nurses, including per diem Registered Nurses,
employed in classifications for which a Registered Nurse license Is required and who waork at the
following facilities: Sharp HealthCare, 8695 Spectrum Center Court, 5an Diego, California; Grossmont
Haspital, 5555 Grossmant Center Drive, La Mesa, California; Sharp Chula Vista Medical Center, 751
Medical Center Court, Chula Vista, Califarnia; Sharp Corenado Hospital and HealthCare, 250 Prospect
Place, Coronado, California; Sharp Mary Birch Hospital for Women and Newhorns, 3003 Health Center
Drive, $an Diego, California; Sharp Memorial Hospital, 7901 Frost Street, San Diego, California; Sharp
Mesa Vista Hospital, 7850 Vista Hill Avenue, San Diegg, California, and its El Cajon and University Heights
sateliite facilities; Sharp Memorial Qutpatient Pavilion, 3075 Health Center Drive, San Diego, California.
Also included are all Home-Health-Registered-Nueses; Hospice Registered Nurses, and Registered Nurses
employed at all skilled nursing facilities offered through the aforementioned facilities.

Excluding: All other professional employees, physicians, non-professional employees, technical
employees, business office clerical employees, skilled maintenance employees, guards, and supervisors
as defined in the Act,

All Bargaining Unit employees, hereinafter called “employees” or “Bargaining Unit,” shall be covered by
this Agreement. Registered Nurses working at clinics shall not be covered by this Agreement.

Section 1.03  New Operations or Facilities:

The Emplayer shall notify the Union upon the introduction or acquisition of any new facilities or
operations during the term of this Agreement. The parties shall meet and discuss issues relating to
possible extension of the terms of this Agreement to such new operations or facilities. If the parties
agree that the new operations or facilities are properly accreted into the Bargaining Unit, then the
employees in the accreted unit shall become a part of the Bargaining Unit and covered by this
Agreement, If the parties are unable to resolve such issues as a result of the discussions, each party
shall have the right to pursue any remedies available to it before the National Labor Relations Board.
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Section 1.04  Affiliations Not Parties To Agreement:

The sole parties to this Agreement are the Employer and the Assaciation. No other entity or person
affiliated with the Employer or the Association shall be bound to this Agreement or subject to the
pravisions hereof, unless otherwise spetcified in this Agreement.

Section 1.05  Change of Name:

This Agreement shall be binding upon the Emplover regardless of whether it changes its name, its legal
status or its management.

Section 1.06  Closing of Operations:

In the event the Employer discontinues or reduces the scope of any eperation or facilities; experiences a
reduced need far the services of nurses; or sells, transfers (including by subcontracting), or leases any
business operations or facilities in which employees within the bargaining unit are employed, or any
portion of such operations or facilities, hereinafter collectively referred to as “discontinued or reduced
operation”, the Employer shall provide the Union with a list of all vacant bargaining unit positions.
Except in the case of an emergency or a business transaction requiring confidentiality, the Employer
shall provide the Union advance natice of the permanent closure of a unit/department/facility at Sharp
HealthCare in which Bargaining Unit members are employed, as soon as practicable, but no later than
sixty (60) calendar days prior to such closure. The notice shall include the date of the closure and a list
setting forth the name, shift, status and date of hire of Bargaining Unit members in the affected unit. -In
the course of a reduction in force, the Bargaining Unit employees affected by the discantinued or
reduced operation will be those employees whose positions are being eliminated based upon the
specific facility, unit and shift in which the layoff is occurring. -Bargaining unit employees whose current
positions are eliminated as the result of the discontinued or reduced operation shall be offered
employment in any vacant position for which the employee is qualified.- In determining whether the
employee Is qualified for a vacancy, the Emplayer shall take all factors into cansideration, including past
performance, education, relevant certifications, recent relevant experience, communication skills,
critical thinking and judgment and customer satisfaction.- If two or more displaced employees are
equally qualified for the position, the most senior of the employees will be selected. The Employer will
also make reasonable efforts to train employees who are not qualified for any current vacant position,

provided such training is consistent with the efficient delivery of quality patient care gnd can be o E Formatted: Highlight

completed within the same amount of time as the Transition In Practice Program for that unit.

Employees who are not placed in a position shall have preferential hiring rights for the next vacancy for

which they are qualified,_with the training referenced above.- In determining whether an employee is /[ Formatted: Highlight

qualified, the same factors set forth above will be considered. Employees whao are placed into a vacancy
within three hundred and sixty-five {365} days of the date their position is eliminated, including those
employees who are placed in a position for which training is being provided, shall have their bargaining
unit seniority, service credit, benefit eligibility and accrued unused Extended Sick Insurance (ESI)
restored. All rights under this Section 1.06 shall expire at the end of three hundred and sixty-five {365}
days of the elimination of the employee’s position or when the employee declines to fill a vacancy for
which sfhe-isthey are qualified within seven (7) days of written confirmation of the offer {e-mail or
letter) sent to the employee’s most recent address contained in the Employer’s files, whichever occurs
first.
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Section 1.07  Full-time, Part-time and Per Diem Status For Benefit Purposes:

“Eull-time” as referred to in this Agreement shall be defined as employees who are regularly assigned to
work 60 hours or more per pay period. “Part-time” as referred to in this Agreement shall be defined as
employees who are regularly assigned to work less than 60 hours per pay period. “Per diem” as referred
to in this Agreement shall be defined as an employee who is available to work to supplement staffing
needs. To the extent “Full-time,” “Part-time,” and/or “per diem” status is defined differently in any
benefit plans referenced in this Agreement or otherwise applicable to employees covered by this
Agreement, the definitions and eligibility requirements of such plan(s) will supersede the definitions set
forth above.
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Sharp HealthCare Proposal to UNAC/UHCP-SPNN — july 23, 2025

ARTICLE 2
COURTESY

Section 201. Courtesy:

The Employer and the Union agree to encourage all employees, including Sharp em ployees, Union
employees and physicians, regardless of positlon or profession, to perform in an efficient, courteous,
and dignified manner when such individuals interact with employees, patients, and the public.
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/) Section 3.01 Management Rights: /.-"“\q,CLVLMcAL gﬂ\g\_’ %y
1 N

. The Employer retains, solely and exclusively, all rights, powers,’and authority that are no
\j)/ specifically abridged by an express provision of this Agreement. Without limiting the generility , ,}7—\,
of the foregoing, examples as to the rights, powers and authority retained exclusively by the (%7, ™ .
Employer, and which may be exercised in its sole discretion unless abridged by an express &

provision of this Agreement, include but are not limited to the following:

1, to manage, direct and maintain the efficiency of its business and personnel; /M
2. to maintain and control its departments, buildings, facilities and operations;
3 to determine methods, processes, means, scope and places of quality patient care

delivery and services;

| 4. to create, change, combine, or abolish jobs, departments and facilities in whole or in ' N\J\D
part;
5. to subcontract or discontinue work for economic, technological, operational or other
reasons;
6. to direct the work force;
7. to increase or decrease the work force and/or determine the number of Bargaining Unit

employees and other employees to be hired or retained and how they are to be assigned;

8. to hire, transfer, promote, demote, suspend, discharge, and to lay off employees;

9. to determine staff and establish work standards, schedules of operation and work load;
10. to specify or assign work requirements, overtime, or on-call responsibilities;

11. to assign work and decide which employees are qualified to perform such work;

12. to schedule and change work hours, shifts and days off;

i3. to adopt, revise or delete Employer policies governing the employment of employees,

including but not limited to rules of conduct and safety and for penalties for violations thereof;

C
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14. to establish and revise performance standards and evaluation tools;

15. to determine the type and scope of work to be performed and the services to be
provided;

16. to determine the methods, processes, means and places of providing services, including
determining the location and relocation of any services; and

Section 3.02

Any disputes arising out of the Employer's exercise of its rights enumerated in Section 3.01 are not

subject to the provisions set forth in Article 9 — Grievance and Arbitration. However, this shall not

preclude the Association from filing a grievance ar arbitration contesting whether the Emplover's

actions or inactions are within the rights enumerated in Section 3.01. @ &A/

Nothing in this Article shall be construed to modify the Employer's legal obligations to bargain with the
Association over the impacts and/or effects of any changes made pursuant to this Article,

b -
@
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Sharp HealthCare Counter Proposal #4 to UNAC/UHCP-SPNN

November 12, 2025

ARTICLE 4
PATIENT CARE ADVOCACY, SUPERVISION AND PROFESSIONAL RESPONSIBILITY

Section 401. Staffing Ratios:

The Employer shall comply with all staffing requirements mandated by federal and state laws and
regulations, including Title 22 of the California Administrative Code. The Employer and the Association
shall work together in good faith to implement appropriate staffing levels for all patient care units
covered by the California Department of Public Health (CDPH) staffing ratio regulations, and to
implement appropriate staffing levels in non-covered units. The Association and the Employer shall have
the option to reopen this Section only for additional negotiations relating to staffing issues should
staffing requirements mandated by law change during the term of this Agreement, or for any other
staffing-related issue if the Parties mutually agree to do so. Should the Association and/or the Employer
elect to do so, all other terms and conditions set forth in this Agreement, including Article 13, shall
remain in full force and effect. Should the parties agree to reopen Section 401 for additional
negotiations, and fail to reach agreement, the parties agree to submit the dispute to mediation with the
Federal Mediation and Conciliation Services (FMCS) or another mediation service. If the parties fail to
reach agreement, after mediation has concluded, the Employer will maintain compliance with all legally
mandated staffing requirements, provided that the Employer will not increase the nurse-to-patient ratio
above the Title 22 requirements as of August 31, 2022.

Section 402. Patient Needs Staffing System:

The Employer will have a staffing system based on assessment of patient needs in conformance with the
accreditation requirements of the Joint Commission on Accreditation of Hospitals and Title 22 of the
California Administrative Code. Concerns regarding staffing ratios and acuity issues shall be addressed
by the appropriate Registered Nurse Advisory Committee (RNAC) if they cannot be resolved by the
Patient Classification System Committee. The staffing system shall be designed to establish staffing
requirements by unit, patient, and shift, and shall include (1) a method to predict nursing care
requirements of individual patients; and (2) a method to determine staff resource allocations based on
nursing care requirements for each shift and each unit. The system shall include physical observation
and assessment of each patient by an appropriate health care professional. The California Department
of Public Health (CDPH) mandated staffing ratios shall provide minimum nurse staffing levels, and all
units shall be staffed accordingly and in compliance with Title 22 of the California Administrative Code.

Section 403. Patient Classification System:

As part of the staffing system, the Employer shall maintain a patient classification system (PCS). All
patient care classifications shall be visibly displayed on patient care assignments or on the unit. The PCS
will be applicable in all areas as required by Title 22. The PCS will be accessible to Registered Nurses.
The PCS will include, but not be limited to, the following elements: individual patient care requirements;
the patient care delivery system; generally accepted standards of nursing practice; and elements
reflective of the unique nature of the Employer’s patient population. In the event the scheduled staffing
is insufficient to meet the required staffing levels, the facility will make every effort to procure
additional personnel. Documentation of the PCS shall be provided to each appropriate RNAC upon
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request. The Employer will take all necessary steps to ensure safe patient care, including the
establishment of a system to ensure safe patient care in those units where a PCS is not required by Title
22

Section 404. Patient Classification System Committee:

The Employer shall maintain a PSC Committee at each facility, as required by Title 22, with at least half
of the Committee consisting of bargaining unit Registered Nurses. The Employer shall notify the
appropriate RNAC and Association of any Registered Nurse vacancy on the Committee and the RNAC
and the Association shall have the opportunity to recommend a candidate for the vacancy. The
Committee and RNAC will be responsible for reviewing the reliability and validity of the existing PCS, and
for recommending modifications or adjustments to assure accuracy in measuring patient care needs.

Section 405. (TTA) Composition of RN Advisory Commitiees:

A separate Local RN Advisory Committee shall be established for Memorial/Outpatient Pavilion, Mary
Birch, Mesa Vista, Grossmont, Chula Vista, Coronado, Non-Hospital Groups, Home Health and Hospice.
Issues relating to SRN, and/or Sharp HealthCare shall be addressed through the Non-Hospital Groups RN
Advisory Committee. The Memorial/OPP and Grossmont Local Committees shall be composed of up to
five (5) Bargaining Unit members frem-thespecificentity chosen by the Association and up to five (5)
members of nursing management chosen by management; the Association will endeavor ensure that at
least one (one} Bargaining Unit member from the specific entity is in attendance. Each of the other
Local Committee shall be composed of four (4} Bargaining Unit members from-thespecificentity chosen
by the Assaciation and four (4) members of nursing management chosen by management; the
Association will endeavor ensure that at least one (one} Bargaining Unit member from the specific entity
is in attendance. AQne representative of the State Association whe-shal-be-a-Registered-Nurse and one
Sharp Labor Relations/Human Resources Representative may also be present at the Committee
meetings. Additionally, there shall be established a System RN Advisory Committee. The System
Committee shall be compaosed of nine (9} Registered Nurse members chosen by the Association and nine
(9) nursing management members chosen by management.

Section 406. (TTA) Purpose of RNAC (Sharp Proposes moving Section 406 above Section 405) :

It is recognized by the stakeholders of this contract that collabaration and a collective sense of
responsibility for the direction and performance of the organization is essential for individual and
collective job satisfaction, and the success of the organization.

The purpase of the RN Advisory Committee (RNAC) is to provide a mechanism that supports
management and Bargaining Umt Regnstered Nurses to engage in Jomt problem solvmg and planning
regarding nursing issues—n-a 7 0 agen h VO
selvingissues that affect several or more units wnthm the entlty Issues affectmg a smgle nursing unit
only should be decided at the unit level unless the unit Registered Nurses cannot come to an agreement
that resolves the issue.

The System RNAC meeting agenda should be focused on the review of rursing practice issues, policies,
or contract interpretation issues which have a system-wide impact, and should not include issues
relating to individual employees, or practices or policies which are not applicable on a system-wide
basis.
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Joint chairs, both of whom shall be licensed Registered Nurses, will provide leadership for each RNAC.
The joint chair positions will be held by one (1) member of management and one (1) staff Bargaining
Unit member. The joint chairs will be responsible for setting meeting locations, planning the agenda in
advance for each meeting, facilitating meetings, parliamentary duties, assigning responsible parties for
follow-up assignments and/or other work supporting the goals of the committee, communicating
changes regarding meetings, and ensuring minutes are taken and distributed.

Section 407. (TTA) Meetings of RNACs:

The Local Committee shall meet monthly. Bargaining Unit Registered Nurses who are members of the
Local Committee shall be paid at their normal straight-time rate, excluding all differentials or other
premiums, for time spent during the meetings of the Committee, up to a maximum of four (4) hours per
meeting. In the event that the parties agree to meet for longer than four (4) hours or more than once
per month, as necessary to cover agenda items, pay shall be provided.

The System Committee shall meet quarterly. Should either the Association or Sharp believe a special
meeting of the System RNAC should be scheduled to finish an agenda item that was not completed
during the quarterly meeting, that party shall natify the other party, in writing and within seven (7) days
of the quarterly meeting, of the issue and the desired outcome. When-mutuaiivagread-upen, The
parties shall then schedule a special meeting of the System RNAC to address the agenda item, which
meeting shall be held within 45 days of the quarterly meeting. The Bargaining Unit members of the
System Committee shall be paid at their normal straight-time rate, excluding all differentials or other
premiums, for time spent during the meetings of the Committee, up to a maximum of four (4) hours per
meeting. In the event that the parties agree to meet for longer than four (4) hours or more than
quarterly, as necessary to cover agenda items, pay shall be provided, consistentwith-thetermsofthis
section. Both parties reserve the right to bring a guest in order to address a specific meeting agenda
item. Each party will notify the ather party’s chair of the RNAC at least twenty-four (24) hours prior to
the meeting oftherequest for a guast attendance. The parties will not unreasonably deny the other

party’s request.

Section 408. Responsibility of RNACs:

The Committee will review, discuss, and resolve if possible, professional staffing matters and
professional staffing issues. Topics within the responsibility of the Committees shall include, but not be
limited to:

=

Staffing levels

Employee safety

UNAC Staffing Objections Forms and ather recurring problems
The use or scheduling aof Per Diem Nurses

Registry and/or traveler utilization

Floating concerns

Qualifications

Care delivery systems

Workload

G2 50 ] el 5o [ [
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10. Policies and procedures relating to Nurse Practice
11. Evaluation tools

12. Staffing ratios

13. Patient classification

14. Quality of care

34:15.  Technology, including Artificial intelligence

In considering these issues the Employer shall ensure that it is in compliance with the requirements of
Title 22. The Committees shall have no authority to add to, subtract from, or maodify in any way the
express language of this Agreement, nor shall the Committees have the authority to expand its
jurisdiction beyond that expressly granted by this Agreement. All matters and issues subject to review
and discussion by the Committees shall be excluded from consideration, resalution or arbitration under
Article 9 of this Agreement. An Local RNAC or System RNAC agenda item which has nat been fully
discussed may be carried over to the next meeting_at the discretion of thejeint either chairs. Any
agenda item issue-which has been addressed by the Committee shall not thereafter be placed on the
agenda or discussed for six (6) months except by agreement of beth-partiesthe joint chairs; provided
that an issue that has been addressed by a Local Committee but has not been resolved to the
satisfaction of joint Chairs beth-parties-may then be placed on the agenda of the System RNAC.

An issue relating to staffing ratios or patient classification that has been addressed by the System RNAC
but has not been resolved to the satisfaction of both parties may be placed on the agenda of the System
Nursing Review Committee as described in Section 409 below.

Section 409. [TTA) System Mursing Review Committee:

If the System RNAC cannot resolve an issue relating to patient classification or staffing ratios and
management then lawfully and/or appropriately implements its decision(s) relating to such issues, the
Association may refer the disagreement to the System Nursing Review Committee (“NRC”). The NRC will
be specially formed to resolve the dispute and shall include one bargaining unit nurse assigned to the
involved nursing unit and who shall be selected by the bargaining unit nurses assigned to that unit, one
bargaining unit nurse selected by the Association who shall not be from the local entity where the
dispute arose, two members of nursing management (at least one of whom shall not be from the local
entity where the dispute arose), and one additional person selected by the other committee members
who shall be employed in the Sharp HealthCare system. The NRC shall review the issue, make
recommendations thereon, and/or fashion an appropriate remedy. The determination(s) of the NRC
shall be final and binding. The NRC shall have no authority to add to, subtract from, or modify in any way
the express language of this Agreement, to award backpay, or to make organizational decisions that
have regulatory, legal or significant economic impact.

Section 410. (TTA) Information:

The Employer shall provide the Association with all relevant information concerning matters within the
scope of the Committee’s authority.

Section 411. Performance of Supervisory Duties:

Bargaining Unit Registered Nurses shall not be responsible to regularly perform supervisory functions
with respect to other employees, including non-Bargaining Unit Registered Nurses. Bargaining Unit
Registered Nurses shall have no authority to hire, transfer, suspend, lay-off, recall, promote, discharge,
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reward, or discipline other Registered Nurses, nor shall they have the authority to adjust employee
grievances. In accordance with Section 2(11) of the National Labor Relations Act, the routine delegation
of clinical tasks, the monitoring of the performance of clinical tasks by others, holding an Advanced
Clinician position, acting as a preceptor, and/or the non-regular performance of Charge Nurse
responsibilities in the absence of a Lead and/or Clinical Supervisor serving as Charge Nurse for the shift
shall not disqualify the Registered Nurse from being included in the Bargaining Unit as a non-supervisory
employee. However, nothing in this Section or this Agreement shall preclude or restrict the Employer
from requiring, or a Bargaining Unit employee from performing, all duties deemed necessary by the
Employer to ensure delivery of quality patient care. It is agreed and recognized that persons whose
duties include regularly acting as Administrative Liaisons, Leads and/or Clinical Supervisors are not part
of the Bargaining Unit and shall not be covered by this Agreement.

Section 412. Delegation of Duties:

The individual Bargaining Unit Registered Nurse shall have the authority to determine those aspects of
patient care which are to be delegated to non-Bargaining Unit employees based on their assessment of
the patient’s needs or condition(s), subject to and in accordance with the directives and policies of the
Employer. The Employer shall maintain a record of the credentials of non-Bargaining Unit employees in
order to assist the Bargaining Unit Registered Nurse in delegating tasks under this Section.

Section 413. Performance of Non-Nursing Functions:

The Employer will make reasonable and continuing efforts to not assign non-nursing functions
supportive to nursing care such as housekeeping, dietary, clerical functions, laboratory functions not
commonly performed by Bargaining Unit Nurses in their specific unit, or the transport of supplies or
stable patients, except as necessary to ensure the provision of safe patient care.

Section 414. Patient Care Responsibility:

Bargaining Unit Registered Nurses are accountable to the organization for meeting its needs in relation
to quality patient care and are accountable to the patient for the care provided by the Registered Nurse.
A key responsibility in meeting patient care goals is applying the nursing process through assessment,
planning, implementation and evaluation in the patient care setting. Professional standards, strong
patient care values and critical thinking are the underlying role aspects of the Registered Nurse in
patient care management.

Section 415. Performance of Bargaining Unit Work By Others:

It is understood and agreed that non-Bargaining Unit personnel employed by the Employer, including
Leads, Clinical Supervisors, and other supervisory personnel, may occasionally perform clinical duties
also performed by Bargaining Unit Registered Nurses. Nothing in this Agreement shall prohibit the
performance of Bargaining Unit work by persons not in the Bargaining Unit; provided that the
assignment of such work to personnel of the Employer employed outside the Bargaining Unit shall not
result in the involuntary loss of hours for any member of the Bargaining Unit.

Section 416. Protection of Bargaining Unit Hours:

It is the intent of the parties that assignment of work to personnel of the Employer employed outside
the Bargaining Unit shall not be for the purpose of reducing hours for Bargaining Unit Registered Nurses.
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The Association or any employee who believes that the Employer has violated this Section 416 may refer
such claim to the RN Advisory Committee. Such claims shall be subject to arbitration under Section 906
of this Agreement,

Section 417. BRN Probation:

The Employer shall make a good faith effort to accommodate probationary requirements placed on a
Bargaining Unit Registered Nurse by the State of California Board of Registered Nursing, taking into
account the particular circumstances surrounding the probationary requirements, including unit staffing,
availability of supervision and other resources, and the Registered Nurse’s documented past
performance. If the Employer determines that the requirements cannot be reasonably accommodated,
it shall notify the Registered Nurse of its determination, and shall also notify the Association if
authorized to do so by the Registered Nurse.

Section 418. Resource Nurses:

Within six (6) months after ratification of the Agreement, no more than ten (10} Bargaining Unit
Registered Nurses/Association Representatives, chosen by the Association, and no more than ten (10}
members of management, chosen by management, will meet to discuss a pilot program regarding the
nlacement of Resource Nurses in no fewer than ten (10) units system-wide. The parties will meet at
least three (3) times subsequent by the first anniversary of ratification of the Agreement for no more
than two (2] hours each session unless by mutual agreement.
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UNION MEMBERSHIP
Section 5.01 Membershig: JJ

I, &
All current employees covered by this Agreement shall have the right to become and/or remain Kyj\/w
members of the Association, or to refuse to become and/or to resign membership in the W e

W Assaciation at any time. Notwithstanding the above, all current employees, whether
.5
%

Association members or not, may be responsible to pay monies to the Association as requure
by Section 5.04 below.

Section 5.02 New Hires:

All Registered Nurses covered by this Agreement and hired on or afterits ratlﬁcanon date shaII J/
as a condition of employment and within thirty-one (31) calendar days following the beginning Q(Qﬁn%
(& of such employment become and remain a member of the Association in good standing during w

the term of this Agreement. ‘
I’K For purposes of this Section 5.02 only, membership in good standing is satisfied by: W
\\&/ 1. Joining the Association and paying uniform and customary initiation fees, periodic dueiéw/

assessments and other fees as may be required of members by the Association; or

2. Refralmng from joining the Association and instead paying service fees wh&sh-shall—be

aetiviﬁeS; or

A
= -
3. Contributing through payroll deductions to a nen-religlous non-labor 501{c}{3) charitable
organizations an amount equal to the periodic dues uniformly required as a condition of /\/VP

membership, if the Registered Nurse has a religious or conscientious objection to joining
or financially assisting a labor organization.

Section 5.03 Exercise of Rights:

] The Employer shall not discriminate against any employee on the basis of his-erhertheir
Association membership, Association activity, or for engaging in Association or other concerted
@ activity protected under the National Labor Relations Act and otherwise allowed under the
terms of this Agreement; provided, however, that nothing in this Section shall prevent the
Employer from disciplining any employee as permitted under this Agreement or from taking
any other action permitted or authorized under this Agreement. The Association shall not

Page 1 0f8
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discriminate against any employee who falls or refuses to become an Association member,
resigns his-er-hertheir Association membership, or fails or refuses to participate in Association
activities protected by the Natianal Labor Relations Act and allowed under this Agreement;
provided, however, that nothing in this Section shall prevent the Association from lawfully
enforcing any valid union security clause or from taking any action permitted or authorized
under this Agreement.

Section 5.04 Maintenance of Membership:

Each employee in this Bargaining Unit who is or becomes a member of the Association shall, as
a condition of continued employment, either remain a member of the Association or satisfy the

Mewmg financial obhgatnons outlmed in Sectuon 5. OZ—Hﬁ-paymeﬁt—ef-peﬂedr&duesaﬂd

teta&e*peﬂdme&—that-eappeft—mweseﬂtaheﬁakam The Employer shall also apply thls

provision to every employee who becomes a member of the Bargaining Unit due to
reassignment or transfer.

Section 5.05 Enforcement:

[Modifled to track Union proposall Upon written notice of the Assoclation, and after the
Association has counseled the Registered Nurse, the Employer shall be responsible for %

enforcing the requirement that Registered Nurses fulfill their dues or service fee
obligations/charitable contribution. The Employer shall discharge any employee who fails to W
satisfy their financial obligation under Section 5.01 and 5.02 of this Article upon 30 days’

written notice from the Associate to the Employer of the request to terminate the Registered @
Nurse due the Registered Nurse's failure to maintain their financial obligation. However, it is

understood that the Association will make all reasonable efforts to correct the situation before ? <
notifying the Employer and requiring the Registered Nurse's discharge.

Section 5.06 Check-Off: M

Dues and fees required by Sections 5.02 or 5.04 above may be made by authorized payroll [/
deduction check-off method; provided that said monies shall be deducted only after all f)
deductions required by law or otherwise authorized by the employee have previously been

deducted. The Association shall provide to each employee required to tender to the \bm
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Association monies required by Sections 5.02 or 5.04 above an appropriate payroll deduction
check-aff form that is written by the Association. The Association shall continue to provide to
all Registered Nurses, including New Hires, the Voluntary Deduction Autharization form in use
by the Assaciation as of August 8, 2022 which is included in Appendix A,

The Employer shall remit collected fees to the Association no later than the twentieth (20th) of
each month following the month for which deductions have heen made. The Employer will
continue to remit collected fees upon a Registered Nurse's return to work following a leave of
absence or a transfer from one department to another provided they remain in a Bargaining
Unit position. The Employer’s obligations under this Section 5.06, and-anv-pavrell-deduction
autherization-signed-by-any-emplevee: shall automatically expire upon the expiration of this

Agreement, and any employee may revoke their payroll deduction authorization by submitting
a request in writing to Human Resources. Electronic signatures will have the same force and
effect as handwritten signatures.

Section 5,07 |ndemnification:

The Association shall defend, indemnify, and reimburse the Employer with respect to any and
all claims, demands, suits, grievances, or other liability {including reimbursement for reasonable
attorneys’ fees incurred by the Employer) that arise out of or by reason of reasonable actions
taken by the Employer pursuant to this Article 5.

Section 5.08 Association Representation:

When a Registered Nurse is hired by Sharp Healthcare or transfers intoin a position represented
by the Association, the new employee shall be informed that the Association is the recognized
bargaining representative.

Section 5.09 Voluntary Political Action Fund:

The Employer will honor written assignment of wages to the Asscciation’s federal political

action committee fund, where such assignments are submitted on a form provided to the

Employer and will remit such contributions to the Association. Electronic signatures will have

the same force and effect as handwritten signatures. @

Section 5.10 Access to New Employee Orientation:

An Association representative shall-be permitted to have access to newly hired bargaining unit
Registerad Nurses for thirty {30) minutes during new employee orientation to discuss union
membership, the Collective Bargaining Agreement and related Association issues. Attendance

by the Association Representative and newly hired Registered Nurses who choose to attend the
discussion shall be voluntary and shall not be on paid time; provided that newly hired

bargaining unit Registered Nurses shall not be released from new employee orientation until

the Association representative has been introduced. The Association shall not set up or staff a \
table outside of the room where new employee orientation is being held. The Employer wnII Q
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not have any management representatives present while the Association meets with
employees during new hire orientation.

Section 511. Bargaining Unit List

Management will continue to provide the Association with a list of all newly hired Registered

Nurses (including existing Sharp employees who have now promoted into the bargaining unit);
this list will include each attendee's name, facility, unit and cost center, reporting location, FTE

status, date of hire and whether the individual is a rehire. The Employer will continue to
provide such [ist in a timely fashion.
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Memorandum of Agreement ("MOU")
Regarding Post-Ratification Transition Dues Enforcement

Following ratification of the 2025 CBA, all current Bargaining Unit Nurses hired on or after

December 8, 2016, who did not Opt-Out (if that option was available to them under the 2016~

2019 and 2019-2022 Collective Bargaining Agreements), did not join the Association, or
otherwise have not complied with the Membership provision in the CBA at the time of that

Bargaining Unit Nurse’s hire (hereinafter, collectively referred to as “Impacted Nurses”), must

abide by Section 501 in the 2025-2028 CBA or be subject to Enforcement as outlined below.

Bargaining Unit Registered Nurses hired before December 8, 2016, are-net-subject-to-the
enforcementlanguage-set-forth-in-Articte-b-and are not subject to this dues enforcement MOU
and the parties will continue to honor the decision by these "legacy” Bargaining Unit Registered
Nurses who elected not to join the Union or

i or pay service fees.

Within the six (6} months following ratification, the Association will work with Impacted Nurses
to bring them into compliance, including by sending a series of communications explaining the
impacted Nurse’s obligations. If. after six (6) months and at least three written attempts to
communicate with the iImpacted Nurses, all Impacted Nurses who are still not in compliance
with Section 5.01, shall be subject to enforcement under Section 5.05.

During this six {6) month period, the parties will work together to ensure that both parties
agree on the list of impacted Nurses to ensure that no Bargaining Unit Registered Nurses who

properly Opted-Out are terminated as a result of Association enforcement action.

The Association agrees that it will not require any Impacted Nurses to pay the Association any

back dues or fees which accrued prior to the date of ratification of the 2025-2028 CBA. [Note:

We will agree to delete this paragraph upon recelpt of the Assoclation's e-mail communication
confirming a grace period of one vear from ratification of this Agreement during which the @
Association will not seek back dues arising prior to ratification of this Agreement from an

Registered Nurse impacted by this MOU.}
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Sharp HaalthCare Proposal to UNAC/UHCP-SPNN = July 23, 202

ARTICLE 6
ON-DISCRIMINATION

Section 601. Prohibition of Plscrimination:

The Employer and the Unlon agree that there shall be no discrimination or harassment against any
amployee because of any characteristic or status that Is protected by federal, state, or local law
applicable to the Employer, including but not limited to race (Including, but not Hmited to, hair texture
and protective halrstyles such as bralds, locks, and twists), color, religlan, creed, national origin,
ancestry, sex, gender (including pregnancy, chlidbirth, breastfeeding or related medical conditions),
gender expression, gender identity, medical condition, genetic infarmation, age, physical disabllity,
mantal disability, military or veteran status, marital status, sexual arlentation, union activity or
mambership, or employment status.

Section 602. Lactation Accommodations:

The Emplover agrees o abide by the foltowing minimal obligations with respect Lo providing lactation
accommodations te employees expressing breast mill. The Employer shall provide a reasonable
amount of break time and breaks to accommadate an employee, The employee shall endeavar to take
lactatlon breaks cencurrently with meal and rest peried breaks.

The Employer shall provide the employee with a room or other location that is not in a bathraom to
express milk In private (l.e., a room with a lock), and will make reasonable efforts to ensure that the
space Is in ctose proximity to the employee’s work area. This may be the employee’s normal plage of
work if it otherwise meats the requireme f this provislan and of all applicable laws. The Employer
shall ensure that the employee has agnéf:’uc::lean, running water angd re;r\l:;;ayon 0 store pumping
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SHARP HEALTHCARE — COUNTER PROPOSAL #5 TO SPNN-UNAC/UHCP

November 12, 2025
Sharp Holds on it Proposal from September 30, 2025

ARTICLE 7
ASSOCIATION REPRESENTATION

Section 7.01 (TTA) Solicitation/Distribution/Access By Employee Representatives:

No employee shall solicit or promote support for any cause or organization during his/her
working time or during the working time of the employee or employees at whom such activity
is directed. No employee shall distribute or circulate any written or printed material on the
Employer’s premises at any time; provided that distribution or circulation may occur in
cafeterias and employee lounges so long as it is not directed at employees during their working
time; the distribution or circulation is being done by an employee during his/her non-working
time; and the distribution or circulation is not directed to patients or visitors. Off-duty
employees shall be allowed to take access to non-patient care areas to engage in union-related
activities, provided there is no interference with the work of any employees and so long as
those activities are consistent with this Section 7.01.

Section 7.02 (TTA) Bulletin Boards:

Employer bulletin boards are reserved for the exclusive use of the Employer, provided that the
Employer shall provide the Association with access to designated bulletin boards/bulletin board
space for the exclusive use of the Association. Any issue relating to the availability or location
of bulletin boards shall be addressed by the appropriate RNAC. In breakrooms in each unit
where bargaining unit nurses work, provided space permits, the Employer will maintain a wall
space of at least two feet by two feet reserved for the Association to post materials, provided
that the size of any current such space shall not be reduced. All material to be posted by the
Association will indicate it was issued by the Association, and the Association will be solely
responsible for material placed on its designated bulletin board/space. The Employer shall
have the right to remove any communications posted on any builetin boards which do not

confarm with this Section 7.02 erwith-the-terms-ofthis Agraement.

Section 7.03 {TTA) Association Representatives:

The Association shall have the right to designate a reasonable number of Association
Representatives who are bargaining unit Registered Nurses subject to this Agreement. The

Association shall, in writing, advise the-Humar-Resources{“HR }-Directorfor-thefacility-where
cach-designated-Association-Representative-werksSharp Labor Relations via e-mail

{labor.relations@sharp.com) of the designation. The Association’s designation will be effective
after the written notice is given. Both Association Officers and non-officers may serve as
Association Representatives. Written notification may be provided electronically.
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The functions of Association Representatives include, but are not limited to, the authority on
behalf of the Association (1) to settle or assist in settling problems arising in connection with
the application or interpretation of this Agreement, (2) to resolve grievances during the
grievance procedure, and {3) to serve as an Association Representative for investigatory
meetings.

Section 7.04 (TTA) Investigatory Interviews:

The Employer recognizes the right of employees under law and this Section to representation in
connection with investigatory interviews. When the Employer elects to conduct an
investigatory interview, the Registered Nurse heing investigated willmust be naotified of their
Weingarten Rights and the subject matter under investigation. The Employer shall give an
employee at least twenty-four (24) hours’ advance notice, excluding Saturday, Sunday, and
Holidays, prior to conducting an investigatory interview from which discipline of the employee
being interviewed may be reasonably anticipated. If the Employer does not give at least
twenty-four {24) hours’ notice, the employee’s right to be represented shall include release of
an Association Representative with pay. In the latter case, through efficacious scheduling and
exchange of information the Employer, the employee, and the Association Representative will
use their best efforts to limit the time for which the Association Representative is compensated
to one (1} hour for time actually spent preparing for and attending the interview. if in the latter
case the Association Representative cannot be released from work because of patient care
requirements, no interview shall be conducted until the Association Representative is available.
Should the employee request representation, the Employer agrees to cooperate with the
Association when scheduling investigatory interviews, provided the Association makes a
representative available with a reasonable timeframe. The provisions of this Section 7.04 shall
also apply to any meeting with an employee conducted pursuant to the interactive process
requirements of federal and state law relating to an employee’s medical condition.

Section 7.05 (TTA) State Association Representatives & Access Rights:

All parties recognize the legitimate needs of the Association to communicate with members of
the Bargaining Unit and management regarding issues of concern to the bargaining unit. All
parties also recognize the legitimate needs of the Employer and patients to have an employee’s
working time devoted to delivery of patient care. Accordingly, a reasonable number of non-
employee designated State Association Representatives shall be permitted reasonable access to
nonpublic, non-patient care areas for purposes of meeting with bargaining unit employees
and/or management subject to the following conditions:

1. Notice of intent to take access shall be made at least twelve (12} hours prior to the time
at which the State Association wishes to take access; however, failure to provide a full
twelve {12) hours’ notice shall not be grounds for denying access if circumstances
beyond the control of the Union prevented such notice. Notice of intent to take access
during the weekend will be given by Friday at 5:00 p.m. Notice of intent to take access
shall set forth the time that access will be taken. Access shall be limited to eight (8)
hours at each entity during a 24-hour period.
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2. Notice shall be given to Sharp Labor Relations via e-mail (labor.relations@sharp.com)the

ot B e () ”

ik e il and iated-facility for-al CNO{s) CNO assi s)
and-HR-Director{s}: The Employer shall notify the Association, in writing, of any
changes to the contact information within five (5) calendar days of the change. Access
shall be permitted except under unusual or emergency situations or during
accreditation surveys, e.g., CMS, JCAHO, Magnet.

3. Employee(s) shall be free to meet with the State Association Representative during
access so long as the meeting does not occur during the working time of the
employee(s).

4, The Employer shall furnish State Association Representatives identification badges,
using the same process as any other third-party vendor in accordance with the current
practices and safety policies. Identification badges shall include the State Association
Representative’s photo, full name and shall identify them as a Union Representative.
The identification badge will be green.

5. The Union shall provide the Employer with written notice of all authorized State
Association Representatives authorized to take access under this Section 7.05. No more
than two (2) authorized State Representatives shall take access during any 24-hour
period at any one facility.

Except as provided in this Section 7.05, no non-employee State Association Representatives
shall take access for purposes of conducting Association or other business. Except as otherwise
provided in this Agreement, employee Association Representatives shall not conduct
Association business during their working time or the working time of the employee(s) with
whom they are discussing Association business.

As outlined in Article 2, the Employer and State Association Representatives agree to treat each
other each other in a courteous and respectful manner.

Section 7.06 Association Business:

Any Bargaining Unit employee may request time off for Association business. Approval for such
time off shall be granted subject to operational considerations. Employees receiving time off to
attend to Association business shall be required to utilize accrued PTO for the time off;
provided that Association officers shall be permitted the option of foregoing the use of PTO due
to scheduled absences for days spent in face-to-face collective bargaining with the Employer
over a successor agreement to this Agreement, which option shall expire upon the expiration of
this Agreement. Benefit accrual during the time off to attend to Association business will be in
accordance with Article 18 of the Agreement.

80004650v]



Section 7.07 (TTA)} Union Convention:

Bargaining unit employees may request time off to attend the Union’s biennial convention and
other Union related conferences and conventions and such time shall be granted subject to
operational considerations.

Bargaining unit employees shall have the option to utilize accrued PTO for attendance at the
Union’s biennial convention, but shall not be required to do so. Unpaid leave to attend the
convention shall not be denied on the basis that the employee does not have accrued PTO
available for the leave.

Section 7.08 (TTA) Use of Facility Conference Rooms:

The Employer shall provide the Association reasonable access to one Employer on-site
conference room per Hospital, for a maximum of four (4) hours per day, for the purpose of
Assaciation business with bargaining unit member(s} meetings, subject to the Empioyer’s
standard scheduling/reservation process.

Section 7.09 (TTA) New Jobs:

Should the Employer create a new non-supervisory job classification requiring an RN license
during the term of this Agreement, the Employer shall immediately submit the job description
in writing to UNAC/UHCP and the position shall not be posted for at least seven (7) calendar
days thereafter. The Employer and the Association will meet and confer regarding the
inclusion of the newly created position in the Bargaining Unit, including, but not limited to the

content of the job description and salaryratewhetherthe positionbelongsen-the Clinical Nurse
er-Advanced-Clinician-banded-wage-schedule, and attempt to resolve aII issues mvolvmg the

Agreement. If the parties cannot agree on the inclusion/exclusion of the job from the
Bargaining Unit, the Union shall have the right to seek a unit clarification determination from
the NLRB notwithstanding any other terms of this Agreement.
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Sharp HealthCare Counter Proposal #5 to UNAC/UHCP-SPNN

November 19, 2025

ARTICLE 8
CORRECTIVE ACTION AND DISCIPLINE (TTA)

Section 801. Basis for Discipline:

The Employer shall not discipline employees without just cause.

Section 802, Just Culture:

The Employer is committed to creating a just culture work environment for all employees. Change in
healthcare is constant and requires that staff delivering care continuously adapt to the complex
environment and dynamic conditions presented by patients, technologies, information, and processes.
As such, healthcare delivery presents safety risks to both patients and staff. To manage these risks, the
Employer should strive to be a learning organization; preoccupied with learning from every close call,
error and adverse event; where employees recognize risks that are present in systems and processes,
and are committed to making those systems as safe as possible. The ability to identify systemic risks
and implement sustainable mitigations requires transparency and trust. Staff must feel safe sharing
information about the conditions of work and the challenges they face delivering care, including the
investigation of errors, adverse outcomes, and close calls should be used to transparently assess work
systems and processes to identify gaps and flaws that contribute to unintended adverse outcomes.

Section 803. (TTA) Performance Improvement Process {Coaching):

The Employer, the Association, and the employees covered by this Agreement recognize that
performance issues are generally best approached and addressed through a collaborative process in
which both management and the employee whose performance may have become an issue work
together towards addressing the issue. As part of this coaching process, the manager shouldwill clearly
indicate to the nurse that the conversation is a coaching, define the performance or behavioral issue,
and-remind the employee that they havehe/she-has a personal responsibility to meet professional

standards of performance and behavior,_and provide specific guidance to correct the performance issue.
The manager and the employee should use the coaching process to collaboratively problem solve the

issue(s), clarify expectations and explore and seek agreement on behavioral changes.- The coaching
session is not part of the corrective action/disciplinary pracess, and should not be used as such, but
matters relating to the coaching session may be relied upon in initiating the corrective
action/disciplinary process if coaching does not have its intended effect. Any documentation generated
as the result of the coaching process shall not hecome part of the employee’s personnel file.- Corrective
action/discipline should generally be initiated when utilization of coaching to address performance or
behavioral issues has failed.

Section 804. (TTA) Progressive Corrective Action/Discipline Process:

#tis theintent-oftheThe Employer te-will utilize progressive corrective action/discipline as-appropriate
to the offense, taking into account the particular circumstances surrounding the offense and employee’s
record of service. Corrective action/discipline shall normally not be utilized unless the Performance
Improvement Process described in Section 803 above has been attempted without achieving the desired
result. However, all parties to this Agreement recognize that the Performance Improvement Process
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and/or

progressive caorrective action/discipline need not be followed where the employee may have

engaged in misconduct which constitutes a serious departure from established standards af nursing
practice, or which otherwise constitutes gross misconduct. Gross misconduct includes, but shall not be

limited

to: theft, patient abuse, fraud, falsifying personal information, intentional damage to property,

insubordination, intoxication, drug diversion, deliberate violation of patient confidentiality policies or
requirements. Components of the corrective action/discipline process may include any of the following:

1.

80024886v1

Written Clarification of Expectations for Performance: Written clarification of expectations for
performance is part of the progressive corrective action/discipline process and may be utilized if
the employee’s performance or behavioral issue(s) continue following the performance
improvement process. The employee’s supervisar will meet in a private setting with the
employee to clarify the need for the employee to meet established standards of performance
and/or behavior, and the supervisor and employee shall cellaboratein-discuss the developinga
written clarification of expectations to address the issue(s) discussed. Additionally, the
Employer and the Union recognize that an Association representative who is familiar with the
employee’s working unit can oftentimes assist the-coHaberative-processin the discussion
between management and the employee ega rdlng m—develept-ng-the awritten clar|f|cat|0n of
expectationss 3 anta M 3
Uaitand may pamerpate-attend m—the—eellaberatwe—pmee&s—ali meetlngs between the
supervisor and the nurse regardmg the written clanﬂcatlon of expectatlons if so requested te-de
s0-by the employee ar ,
delay—and#er—negatwe%mpae&paﬂent—eare—delwew A written cla rlflcatlon of expectatlons shall
be prepared by the supervisor in-eenjunction-for review with the employee which outlines the
expectations of performance and/or behavior for the employee, verifies the employee’s
commitment to meeting the expectations, and establishes an appropriate time frame (which
may be immediate} for achievement of the expectations. The statement will also inform the
employee that if improvement is not shown, the employee may be subject to formal corrective
action. The employee will be asked to sign the statement as an expression of commitment to
the written clarification of expectations. The written clarification of expectations will not be
retained in the empioyee’s personnel file and shall not be used in any future arbitration unless
the performance or behavioral issue(s) subsequently result in formal corrective action. {tis-the

efthe-statement- The written clarification of expectations shall not be subject to the grievance-
arbitration provisions of Article 9 of this Agreement.

Written Warning (TTA}]: A written warning will be utilized for more serious or repeated cases of

rule infractions or continuing unacceptable performance. The written warning will describe the
unacceptable performance and specify the improvement and actions required of the employee,
including a specific time period in which the improvement and actions are to be accomplished.

(CCL) The written warning may be a final written warning; provided that a final written warning
shall not be issued based solely on a no-call/no-show (First failure to report for scheduled day).




4, Discharge: Discharge from employment.

Section 80x — (TTA) Investigatory Administrative Leave

An investigatory administrative leave {suspensieny-from work may be used to investigate a work related
issue when management determines that the employee should not be at work during the investigation.
Investigatory Aadministrative leaves shall not be used in an arbitrary, abusive, callous or punitive
manner. The Employer shall not place an employee on an investigatory administrative leave under the
pretext of not being able to conduct an investigatory meeting if an Association Representative is
available on site, but may otherwise place an employee on an investigatory administrative leave prior to
conducting an investigatory interview. The investigatory administrative leave shall be without pay;
provided that any employee who is not terminated erdoesnotreceive-afinalwritten-warning as the
result of the investigation shall be retroactively compensated at their regular rate of pay for those hours
the employee normally would have worked during the period of the leave. When a Registered Nurse is
placed an investigatory administrative leave, the Registered Nurse shall receive in writing the reason for
the leave, the anticipated length of the leave, and the date, time and location of when the parties are
expect to reconvene a follow-up meeting te-the-extentknown. The Emplover may provide verbal notice
of the investigatory administrative leave, provided the notice is followed up with a written notice within
three days (excluding weekends and holidays) of the verbal notice/commencement of the leave.

Section 805. (TTA) Written Notice of Suspension or Discharge;

The Employer shall provide written notification of suspension and/or discharge to the employee
receiving the discipline. The employee shall have the right to rebut in writing any such notice. An
employee may also review theirkisther personnel file upon reasonable request.

Section 806. {TTA) Notification of Termination:

The Employer shall notify the Assaciation of a discharge within seven (7) workdays stating the reason for
the action taken. -Such notice may be made hy telephone, with written confirmation to be made as soon
thereafter as is reasonable. In the event an Association Representative is present during the
termination, the Association will be deemed to have been notified.- Receipt by the Association of the
Notice of Disciplinary Action will constitute notification as referred to in this paragraph.

Section 807. (TTA} File Materials:

Registered Nurses shall personally receive and sign for copies of all corrective action/disciplinary notices
placed in their personnel files and shall have the right to rebut in writing any corrective
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action/disciplinary notice. Such rebuttal shall be attached to the corrective action/disciplinary notice
and placed in the personnel file. Any materials relating to corrective action/discipline, including
materials relating to coaching prior to initiation of corrective action/discipline, for which there has been
no recurrence for one (1) year (except for materials relating to discipline for harassment, discrimination,
health or safety issues, or substantiated patient care issues) shall not be used as a basis for progressive
corrective action/discipline in any future matters and shall upon request of the employee be sealed
after the expiration of said one (1) year period and shall not be used in any future arbitration. With
respect to the exceptions listed above, the materials relating to corrective action/discipline for which
there has been no recurrence for two (2} years shall not be used as a basis for progressive corrective
action/discipline in any future matters and shall not be used in any future arbitration. All corrective
action/disciplinary materials relating to matters for which there has been no recurrence within the time
periods specified above will be removed from the personnel file upon request of the employee after two
(2) years from the date of the notice and shall not be used in any future arbitration.
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SHARP HEALTHCARE COUNTER PROPOSAL #6 TO SPNN-UNAC/UHCP

November 19, 2025

ARTICLE 9
GRIEVANCE & ARBITRATION PROCEDURE

Section 901. (TTA) Intent:

It is the intent that every reasonable effort be made between the parties to resolve differences at the
earliest possible step.

Section 902. (TTA) Initiation of Grievance Process:

Any complaint or dispute arising between a Registered Nurse and/or the Association and the Employer
concerning conduct by the Employer or the Union alleged to be in violation of an express provision of
this Agreement and not otherwise excluded from the grievance-arbitration procedure by another
provision of this Agreement shall be resolved by the filing of a grievance in accordance with this Article;
provided, however, that only employees who have been employed in the Bargaining Unit for at least
ninety {90) days shall have the right to grieve whether or not a discharge was for just cause.

Assaciation grievances filed on behalf of a group of employees and discharge cases will be filed directly
at Step B.

Association grievances filed on behalf of a group of employees in more than one Sharp HealthCare
facility will be filed directly at Step C.

Section 903. (TTA) Time for Filing:

All grievances must be submitted in writing by the aggrieved party to the other party not later than
twenty (20} calendar days after the date the grieving party knew or should have known of the events
giving rise to the grievance. Grievances initiated by the Association ertheRegistered-Murse shall be
submitted in writing to labor.relations@sharp.com. Grievances initiated by the Employer shall be
submitted in writing to Xpo¢@unac-uhep-org the Association's designated e-mail address. Email

addresses may be updated by either party with five (5) days written notice to the other party.

Section 904. (TTA) Procedures:

In order to assist the parties in patential resolution, the written grievance must include a statement of

the facts or events giving rise to the grievance sfsufficient-detaitioallew-inguiry-or-investigationto-be

initiated; the date upon whlch the event occurred; the specific provisions of the Agreement alleged to

witnesses to the facts or events giving rise to the grievance and a-deseriptionof the remedy requested.
Nothing in this Section 904 will preclude the Asseciation-parties from identifying additional witnesses
during Steps A-C of the grievance process.

STEP A (TTA):
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Within fourteen {14) calendar days after the grievance is filed in writing by the aggrieved party with the
other party, the Association and the Employer shall meet and attempt to settle it. For the purpose of
this Step A, the Employer's representative may be the employee’s Nurse Manager. The non-grieving
party receiving the grievance shall respond to the grievance in writing within fourteen (14) calendar days
after the meeting.

STEP B (TTA):

If the grievance is not settled in Step A, the Associationorindividualgrievantmoving party may appeal
the unresolved grievance tothe ENO-of the facllity-where-the-employeeisiwas-employed- to the other

Party's designee not later than fourteen (14) calendar days after receipt of the non-grieving party’s Step
A response or expiration of the period in which the response is to be given, whichever is sooner. Within
fourteen (14) calendar days after the appeal is filed in writing by the aggrieved party with the other
party, the Association and the Emplayer shall meet and attempt to settle it. The non-grieving party
receiving the appeal at this Step B shall respond to it in writing within fourteen (14) calendar days after
the meeting.

STEP C{TTA}):

If the grievance is not settled in Step B, the Asseciatien-erindividualgrievantmoving party may make a
further written appeal of the unresclved grievance te-the Vice-President-of Human-Resourcesor

designee-to the other Party's designee not later than fourteen (14) calendar days after receipt of the
non-grieving party’s Step B response or expiration of the period in which the response is to be given,
whichever is sooner. Within fourteen (14} calendar days after the appeal is filed in writing by the
aggrieved party with the other party, the Association and the Employer shall meet and attempt to settle
it. The non-grieving party receiving the appeal at this Step C shall respond to it in writing within
fourteen (14) calendar days after the meeting.

Section 905. (TTA) Grievance Meetings: Time limits may he extended by mutual agreement of the
parties. Any step of the grievance procedure may be mutually waived by a writing signed by both
parties; however, no matter may be appealed to arbitration without having first been processed
through Step C of the grievance procedure.- For all meetings held pursuant to this Article, each party will
be limited to three attendees, in addition to the individual grievant=-£For group grievances no more
than three representatives of the group shall participate in addition to the three attendees.

If the Employerresponding party does not act within the time limits provided at any step of the

grievance procedure, the Asseciationmoving party shall proceed to the next step as it elects, Any
grievance not filed or appealed timely is automatically considered settled. The date used to determine

the timeliness of an appeal shall be the date efthe-postmark-or-the-datethe email is received by the
Empleyerreceiving party. The date used to determine the timeliness of the-Employers-a party’s
response shall be the date of the pestmark-erthe-date-email received by the Asseciationreceiving party.

Section 90x, (TTA) Mediation
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The parties may agree to use mediation in an attempt to resolve the grievance after Step C. Both parties
must mutually agree to use mediation and neither party may require that any grievance bhe sent to
mediation. Mediation shall not be considered a step in the grievance process and may be pursued
concyrrently with the filing, selection, and processing of an arbitration submission unless the parties
mutually agree to stay timelines. Both parties shall split the costs, if any, of mediatienthe mediator;
however, each side will be responsible for costs associated with presenting their own case, including

attendance of each party’s chosen representatives.

Section 906. (TTA) Arbitration:

If the grievance is not satisfactorily settled at Step C, the Asseciatien-moving party may, within fourteen
(14) calendar days of its receipt of the written answer or expiration of the period in which the response
is to be given, whichever is sooner, refer the grievance to arbitration by (a) notifying the other party in
writing of its intention to submit the grievance to arbitration. The parties shall mutually agree to an
Arbitrator. Following the appeal of a grievance to arbitration, the parties may upon mutual agreement
schedule a pre-arbitration meeting for the final evaluation of facts and conducting related business. The
moving partyies shall have thirty {30) days from notice of appeal to arbitration to initiate the process of
selecting an Arbitrator. The parties shall work together to mutually agree upon an Arbitrator. If the
parties cannot agree to an Arbitrator, the party bringing the grievance shall request a panel from the
Federal Mediation and Conciliation Service (“*FMCS=") and will request California-based arbitrators with
health care experience. If FMCS is unable to provide a panel of arbitrators within four {4) weeks the
parties will in good faith discuss using alternative options, such as the American Arbitration Association
(“AAA”). The parties will select an Arhitrator by alternately striking names from the FMES-list until one
(1) Arbitrator remains.- The parties will have one year from selection of an Arbitrator to commence the
arbitration. The parties understand and agree that each of them and the Arbitrator may occasionally
reschedule arbitrations for good faith reasons, by mutual agreement.

Section 907.  (TTA} Arbitrator’s Authority and Decision:

The Arbitrator shall have jurisdiction and authority only to interpret, apply or determine compliance
with the express language of this Agreement and the issue submitted to himfherthem. The Arbitrator
shall not have the power to add to, subtract from, or modify in any way the express language of this
Agreement. The Arbitrator shall have no authority to and shall not add to or modify in any way the
Employer's responsibilities or duties under this Agreement, nor may the Arbitrator impose upon the
Employer an obligation, responsibility or duty which is not expressherequired of the Employer by an
express pravision of this Agreement. The Arbitrator shall have no authority to award damages other
than back pay and benefits required by the Agreement. No back pay or benefits may be awarded for
any period of time prior to the Employer’s violation of the Agreement (if so found by the Arbitrator), and
shall be reduced by all interim earnings and benefits received by the grievant as determined by the
Arbitrator. Any decision within the jurisdiction of the Arbitrator shall be final and binding on all
concerned. The expenses and salary incident of services of the Arbitrator shall be shared equally by the
Employer and the Association. Each party will be responsible for the cost of its representation and
witnesses,

The Grievant shall be permitted time off work to attend the arbitration proceedings. Said time shall be
without pay; however, the Gnevant shalkm y utilize accrued PTO for the time off if avallable if the
Grievant so chooses-urile : : : histhe - =

with-another—qua-hﬁed—umt—empleyee In addltlon, any approved time off gra nted for arbltratlon
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preparation shall be without pay; however, the Grievant shall utilize accrued PTO for the time off if
available unless the Grievant arranges coverage for hisfhertheir scheduled shift by switching shifts with
another qualified unit employee.

Section 908. [TTA) Nan-Arbitrability:

No grievance shall be submitted to arbitration under Section 906 unless the time limits set forth in this
Article have been strictly complied with. Any grievance submitted after the time limits have expired
shall be deemed forfeited and waived by the aggrieved party. No grievance shall be considered by the
Arbitrator unless all steps of the procedures provided herein have been followed or, if not, waived or
extended by both parties in asigred-writing. Sheuld-arbitrabilityof a-prievance be atissue a-separate
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parties-agree-atherwise. Should any party dispute the arbitrability of a grievance under this Agreement,
it shall so notify the other party in writing within fourteen (14) calendar days of its receipt of notification
of the ather party’s intention to submit the grievance to arbitration. Upon such notification the other
party may still require that the grievance be arbitrated; however, the party who has given notice shall
have thereby reserved its right to challenge a finding of arbitrability by the Arbitrator in any subsequent
court proceeding to review the Arbitrator’s decision, which decision shall be subject to de novo review
by the court. The normal standard of review of an arbitrator’s decision shall apply to court review of the
merits of the arbitrator’s decision.
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SHARP HEALTHCARE — COUNTER PROPOSAL TO SPNN-UNAC/UHCP

August 14, 2025

ARTICLE 10
PROBATION AND EMPLOYEE EVALUATIONS

Section 10.01 Probationary Period:

Each newly hired employee, each employee re-hired after a ninety {(90) day break in employment, and
those employees who transfer from a position outside of the Bargaining Unit or any accretion thereto,
will serve a basic ninety (90) calendar day probationary period. Only employees who have been
employed in the Bargaining Unit for at least ninety (90) days shall have the right to grieve whether or &_
not a discharge was for just cause. Upon completion of forty-five {45) days of employment and at the
request of the employee, the employee’s immediate supervisor will meet with the employee to discuss
the employee’s progress. Following the meeting the immediate supervisor shall indicate, in writing,
whether the employee is progressing as expected. Employees who are rehired into their former
position during the period in which they have preferential hiring rights under Section 1.06 or the period
in which they are eligible to have their benefits restored under Section 1701(4} shall not be subject to
the probationary period specified by this Section 10.01.

Section 10.02 Registered Nurse Qrientation Period:

Orientation for Registered Nurses in their probationary period will begin within the first seven (7)
calendar days of employment, the purpose being to better acquaint the employee with the Employer’s
operations as an aid in developing the best employment relationships.

Section 10.03 Employee Evaluations:
All Registered Nurses will be reviewed within-thirn-{30}-calendardays-of-Novemberdannually in

alignment with Sharp's common review period. The Registered Nurses will be given the opportunity ta
read and comment upon formal performance evatuations prior to the placement of such in their
personnel files. A copy of such material shall be given to the Registered Nurse at the time such
documents are issued. The Registered Nurse may indicate any agreement or disagreement on the
evaluation form and attach comments regarding such agreement or disagreement to the evaluation
form. Any area indicated as improvement needed in the evaluation form wilt be re-discussed with the
concerned Registered Nurse, at the latest, approximately six (6) months after the issuance of the
evaluation. The Registered Nurse shall sign and date such material only as proof of receipt. The
evaluation form is to be utilized to document the employee’s level of performance during the evaluation
period and to provide notice to the employee of areas in which improvement is indicated. It is not the
intent that performance evaluations are to be used for disciplinary purposes; however, an employee’s
performance rating and areas in which improvement is needed may reflect disciplinary issues. Behavior L//
standards expected of Registered Nurses shall also be expected of all other Sharp employees including
managers. A Bargaining Unit employee may provide written input to histhertheir second-level
supervisor in conjunction with the annual evaluation of hisfhertheir first level supervisor.
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Section 11.01 Definition:

August 28, 2025
ARTICLE 11 /‘p(

SENIORITY

The seniority of any Part-time or Full-time empleyeeRegistered Nurse shall be determined by

the |n|t|al date of hire by the Employerﬂe—a—Fﬁl—tme—e%Mne-bargamng#nﬁ-pe&ﬂen

Sentorityfer For the first two vears of employment by Sharp HealthCare, per diem
emplayeesRegistered Nurses' seniority shall be calculated at the rate of ¥ vear for every year

worked as a per diem. andempleyee&we#kmgexeluswelﬂh&e&gh—&taﬁﬂngﬂeseweeﬂetwe#k

Feeeme—senmmy—eﬁedat—ef—.é—year—ete Upon completmp; twao years of emplovment at the

Employer, the per diem Registered Nurse's seniority shall be determined by the initial date of
hire by the Employer.

to Job Bidding and lob Security. %ﬂ-ﬂv
Section 11.02 Loss of Seniority: éﬁ _
An employee shall lose seniority for any of the following reasons: C\f Do

;] Y Yy \’ E; {‘::;'tj,v\£g1¢4 ] E

mﬂh

1. Voluntary termination, absent return within 365 days.
=
2. Discharge. W | P 9@ ' W Q
3. Failing to return within 365 days fallowing the end of all authorized leave(s) of absence
or authorized time off, without prior notification to the Employer. Qﬂ/{i
4. Lay-off/position elimination (upon expiration of any rights under Section 1.06).
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SHARP HEALTHCARE — COUNTER PROPOSAL #3 TO SPNN-UNAC/UHCP

September 30, 2025
ARTICLE 12 4;6( N 6 p/V‘ ﬂ/

JOB POSTINGS & FILLING VACANCIES

Section 1201, (TTA}Job Postings: «-:\‘ X =
p
All Registered Nurse job vacancies in classifications covered by this Agreement will be posted \ Zﬁ - i

for seven (7) calendar days In the unit for which there Is such vacancy as well as on the

Employer's website and in the Workday application. Registered Nurses may sign up for alerts /""f——
to recelve individuallzed notices for posted positions. The posting will include a description of -
the open position, the requirements of the position, the qualifications necessary to be /

considered for the position, the unit, shift, status (l.e., Full-time/Part-time/per diem), and the
date the position was posted. The Human Resources Department will alsa notify the Unlon of
all postings. In all cases, jab requirements shall be reasonably related to the work performed.

Section 1202. Agplication Process s | rormatten: strixethtough, Highiight / ]

Any Registered Nurse interested in filling a posted vacancy must submit an application far the
position on the Employer’s website during the seven (7) day posting period. The Employer will \
select the most qualified bargaining unit applicant for the position amongst those appl _.-( Formatted: No%ﬂlght ]

who applied within the seven {7} day posting period. The Employe;' shall take all factors into
consideratlion, including past performance, education, relevant certifications, recent relevant

experlence, and communication skills. If two or more applicants are equally qualified for the

position, the applicant currently emplayed in the unit will be selected, If two or more

applicants currently employed in the unit are equally qualified or if two or more applicants from

outside the unit are equally qualified, the appllcant with the most seniarity as a bargaining unit

Registered Nurse will be selected. If no qualified bargaining unit employee submits an 046 4

application for the position within the seven (7) days posting period, the Employer may seek
outside candidates for the position,

The process described In this Sectlon 3202 does not affect or change the intra-unit transfer / ‘
process described in Section 1209. E; A
-

Section 1203. 50/50 Registered Nurses and lob Application:

If a Registered Nurse In a 50/50 job position, as documented In their Status Form, applies for a
posted position within elther of the units where they are required to work per their 50/50
agreement and/or Status Form, the Registered Nurse shall be recognized as an employee in
each of the units far the purpose of determining the awarding of the position.

Section 1204. Preference for Cuirent Emploveas:
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The Employer shall give preference to current bargaining unit Registered Nurses over outside
candidates when filling vacancies, provided the Sharp candidate and the outside candidate are
equally qualifled for the position. Prior to determining whether the outside candidate Is equally
qualified, the Employer shall consider whether a current employee wha Is interested in the
vacancy will be made equally qualified by avallable training, provided such training is consistent
with the efficient delivery of quality patlent care. The Employer will also make reascnable
efforts to traln current employees by seniority to fill vacant positions, provided such tralning is
canslstent with the efficlent dellvery of quality patient care. If all abave criterla is met, then
consideration will be given to the gutside candidate.

Section 1205, Review Of Salection Decislon:

Any applicant who was not selected who believes that she/he was the most qualified applicant,
or was as qualified for the position as a junior applicant who was selected, or for any other
reason believes that Sections 1202, 1203 and 1204 has been misapplled, may pursue the matter
through all levels of the grievance procedure; and such grievance may be subject to arbitration
under Section 906 of this Agreement.

Sectlon 1206, (TTA) Trial Period:

Registered Nurses who are selected to fill a vacancy or transferred to anather assignment shall
undergo a new job trial period of sixty (60) calendar days for Full-time Registered Nurses and
forty (4D) warking days for Part-time Registered Wurses. Should the Registered Nurse fall to
quallify for the position, or elect to return to the former position during the trial period, the
Registered Nurse shall be returned to the former Job assignment, If avallable. if the same
assignment is not available, the employee will be offered an asslgnment of equivalent status
and shift if avallable and the employee is gualified for the assignment; provided that the
Employer shall have no obligation to create a vacancy of equivalent status and/or shift by
bumping or otherwise. If no equivalent position is available, the employee will be offered any

vacant position for which shefhelsthey are qualified._If a Registered Nurse returns to their { Formattesd: Mot Highlight

prior unit within the trial period, they will retain their departmeatal seniority, and their { Farmatted: Hot Higniight

departmental seniority will be considered "continuous” for purposes of Section 1209,
Section 1207. Notification Regarding Transfer Request:

Registered Nurses who have applied for a posted vacancy will be notified in writing,
glectronically or telephonically within seven (7) days after the position has been filled as to the
selection decision. The interviewing manager will communicate with the Registered Nurse the
above optlons at the time of the interview,

Section 1208, Registered Nurse Vacancies:

If a Reglstered Murse position under this Agreemeant becomes vacant and the Employer intends
elther to not fill the posttion or to fill It with @ non-Reglstered Nurse employee, the Employer

shall notify the State Assoclation of such decision within fifteen (15) days of the date the
{ Formatted: 1eft
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decision is made to aflow the position to remaln vacant. In the event the Employer falls to
notify the Association as outlined above, the Human Resources Department for the facility will
personally meet with the Assoclation, upon its request, to discuss the reasons for such, and the
reason why the Association was not timely notified. The Employer will also notify the
appropriate Local RN Advisory Committee if a position has been vacant for thirty (30} days
without having been posted.

Section 1209. Intra-Unit Transfers {Shif-Bid/ATE-Rid):

When an opening occurs on a speclfic shift in a department, the position will be posted in the
department for a seven {7} day period.

The Registered Nurse:

Q

o wha is the most senior bargalning unit Registered Nurse emptayed In the «-- Farmatted: Buleted + Level: 2 + Aligned at: 0.75" + tndenq
department; alt ¢

o with a minimum of one year's continuous senlority in the department

o_. who meets the requirements and qualifications of the position; and

o wheo applies far the opening within the saven {7) day posting period

shall be selected to fill the vacancy.

If no employee with more than one year's seniority in the department applles for the open
position, qualified Registered Nurses with less than one year’s seniarity in the department may
apply and be awarded the open position based on bargaining unit seniority before the position
Is open to candidates outside of the department. In the case of openings covered by this
Section, the position shall not be open to candidates outside the department unless no
qualified employee currently employed in the department applies for the position within the
seven (7} day intra-department posting perlod.

1369271
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SHARP HEALTHCARE CONFIDENTIAL OFF THE RECORD
SUPPPOSAL TO SPNN-UNAC/UHCP
December 23, 2025

ARTICLE 13
ECONOMIC-ACHONNO STRIKE/NO LOCK-OUT

Section 1301. Economic Action:

During the term of this Agreement, neither the Association nor the Employer shall either jointly or
severally authorize, permit, cause, engage in, sanction, or assist in any work stoppage, boycott, strike,
lockout or other farm of economic action against the other, nor shall any employee engage in, sanction,
assist, or otherwise observe a picket linelegalorillegal; established on erareund the premises of the
Employer, nor otherwise engage in a sympathy strike. Any employee who violates this Sectian shall be
subject to discipline pursuant to Article 8 of this Agreement.

Section 1302. Employer Action:

The Association agrees that a violation of Section 1301 shail cause the Employer irreparable harm or
damage and injury and that in the event the Association or any employee covered hereby violates said
Section, the Employer may obtain an appropriate temporary restraining order and/or injunctive relief in
addition to any other relief to which it may be entitled. By seeking relief under this Section 1302, the
Employer is not precluded from taking disciplinary action pursuant to Section 1301 against any
employee who violates said Section.

Section 1303. Association Action:

In the event of a breach of Section 1301, the Assaciation, its officers and representatives, shall do
everything within their power to end or avert such activity.
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SHARP HEALTHCARE CONFIDENTIAL OFF THE RECORD - g
SUPPOSAL TO SPNN-UNAC/UHCP
ECONOMIC PACKAGE — PROPOSED AS A COMBINED PACKAGE WITH NON-ECONOMIC PACKAGE

January 8, 2026

SUPPOSAL :
VoV S Hay AUl
Q\XU Articles 14, 15, 16, 17, 18, 20, 25, 31, Appendix B, Slej.e er rey Attendance

HOURS OF WORK & OVERTIME {TTA]

Section 14,01 {TTA) Payroll Period:

ﬁ—m—ea-the-seeeﬂd-feuevﬂﬂg—Sa%ufday— The Em plover shall follow the Iaw in terms of deflnmg pavroll

eriods. The Emplover shall not redefine, alter, or manipulate the established workweek, workda
ayroll period for the purpose of avoiding overtime ar premium pay obligations under this Agreement or

applicable law. E‘,
Section 14.02 (TTA) Work Period:
A work period of fourteen {14) consecutive days in lieu of a workweek of seven (7) consecutive days -

shall be utilized for computation of weekly overtlme for all employees working a regular schedule of
eight (8) hour shifts. Fhefourtean-d arlod-shall-begin F-SH 0

Ffl i A work period of seven (7) consecutwe days shall be utrlrzed for
computation of weekly overtime for aII emplovees worklng a regular schedule of nine (9) or more hours W

per shift. :
following-Saturdays

Section 14.03 [TTA) Shift Differential:

Registered Nurses who work at least half of their scheduled shift during either of the following time
periods will receive the applicable shift differential for all hours worked during the shift. Registered
Nurses who are not working a day shift schedule (a shift which begins anytime between 5:00 a.m. and
11:00 a.m.) and who do not satisfy the condition established in the preceding sentence but who work a
block of four (4) or more hours during either of the following time periods will receive the applicable
shift differential for all hours worked during the following time periads.

Hours Differential MM‘%&W

3:00 p.m. - 11:30 p.m. (Evening} $2.753.25

11:00 p.m. - 7:30 a.m. (Night)
{Slyearsafeperiense:

54.75 Begistered-Murceswith-Hareefd)-or
msteyearsefexperdence:

80083338v1 1
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Section 14.04 ({TTA) Schedules and Posting:

The Employer will have a monthly, or four (4) week, work schedule reflecting holidays and days off, and
the Employer will use its best efforts to past the schedule at least two (2) weeks in advance. The
primary responsibility for scheduling rests with the individual Nurse Supervisors. However, the
Emplayer shall assign to the Nurse Manager the responsibility to monitor scheduling of individual
nursing units. Nothing in the faregoing shall preciude the Association from discussing scheduling
matters at the Registered Nurse Advisory Committee meetings.

Registered Nurses will not be scheduled far both day shifts and night shifts within-the-same-workweek
unless the Registered Nurse self-schedules for such shifts or has accepted a variable shift position.

Section 14.05 Vacation Scheduling:

Vacation scheduling will be based on the current unit/department practices in place. Nothing in this
Section will prohibit the Emplover from making improvements in vacation scheduling processes
including moving to web scheduling or improving timeliness and efficiency of the scheduling and
approval process. The Employer shall make reasonable efforts to respond electronically or in writing to
the Registered Nurse's time off request within fourteen (14) calendar days of submitting, unless the
current unit/department practice in place specifies otherwise. Reguests will nat be unreasanably
denied. Once granted, time off cannot be changed without mutual agreement between the Registered
Nurse and the Department Director or Unit Manager.

A vacation tracking document or electronic system that tracks vacation scheduling will be made
available in each unit/department for Registered Nurses. The Employer will make a good faith effort to
accommodate vacation reguests allowing multiple bargaining unit Registered Nurses off during the
same period of time.

Management will not require Registered Nurses ta utilize the process set farth in Section 14.06, pricr to
granting vacation requests under 14,05

Section 14.06  Shift Replacement (TTA):

Requests for time off submitted by a Registered Nurse who finds histhertheir own replacement for a

shift rmay-be-granted-at-the-Moanagers-diseretionwill not be unreasonably denied if: 1) the replacement
Registered Nurse is qualified, equally competent and meets the staffing needs of the department/unit;

2) if the replacement is not on premium/overtime hours; and 3) has not made a previous commitment
to the Employer to be scheduled for the shift.

Section 14.07 Daily Qvertime: @

Employees who are working an eight (8) hour schedule shall receive one and one-haif (1%) times their W
regular rate of pay for all consecutive hours worked after the first eight {8) consecutive hours.

Employees wha are working a ten (10} hour scheduie shall receive one and one-half (1) times their PQ/
regular rate of pay for all consecutive hours worked after the first ten (10) consecutive hours. All i
employees shall receive two (2) times their regular rate of pay for all consecutive hours worked after the N

first twelve {12) cansecutive hours. .
: LQ éﬁ/‘«
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Section 14.08 Weekly Overtime:

Employees who are on a seven (7) day wark period shall receive time and one-half (1%) for all hours
worked over forty (40} in one such period. Employees who are on a fourteen (14) day work period shall
receive time and one-half (1)4) for all hours worked over eighty (80) in ane such period.

Section 14.09 Consecutive Hours:

For purposes of calculating daily and weekly overtime, all hours worked consecutively shall be credited
toward the day, week, or pay period during which the employee commenced work. Periods of work
separated by a break of less than six (6) hours shall be deemed consecutive, excluding call back hours.

Section 14.10 Education/Training/Committee Time:

If attendance at a committee meeting ar educational or training program is mandatory and the
Registered Nurse cannot attend without incurring eligibility for overtime pay due to work assignments
made by management, then such time of attendance will be considered as time worked for overtime
pay purposes.

Section 14.11 [TTA) Weekend Scheduling:

Every Registered Nurse shall be regularly scheduled with at least every other weekend off._A Registered
Nurse may volunteer to work weekends more frequently. Nothing in this Section requires a Registered
Nurse to be scheduled every other weekend if gperational needs do not necessitate it, Should an
employee be required to work on consecutive weekends, the employee shall be relieved of work on a
subsequent weekend the employee otherwise would have been scheduled to work. Weekend shifts for
employees on a 12-hour schedule include shifts which begin between 7:00 p.m. Friday evening and 6:59
p.m. Sunday evening. Weekend shifts for employees on an 8-hour schedule include shifts which kegin
between 11:00 p.m. Friday evening and 10:59 p.m. Sunday evening. Employees working the night shift
may designate whether the unit’s weekend shall be Friday-Saturday or Saturday-Sunday; all other shifts
will be considered weekday shifts. Nothing in this Section 14.11 is intended to modify current practices
in those units in which individual employees working the night shift are currently allowed to designate
which days will be their weekend (Friday-Saturday, Saturday-Sunday, or Friday-Sunday), provided all
shifts are properly staffed. Bargaining unit Registered Nurses may voluntarily choose to work every
weekend or one (1} shift every weekend.

Section 14,12  {TTA) Holiday Premium:
Registered Nurses who work on Martin Luther King Jr. Day, Memorial Day, Labor Day, July 4th, )
adp

Thanksgiving Day, Christmas Day or New Year’s Day will be entitled to be paid for such time at one and

one-half (1%) of their base rate of pay, subject to the provisions of Section 14.19 of this Agreement.

Registered Nurses wha are on-call and are called back to work on a holiday shall be paid at two (2) times

their base rate of pay for all cail-back hours worked on a holiday. For purposes of this premium,

Christmas Day and New Year’s Day shall be considered to be from 5:00 p.m. the day before the holiday

until 7:00 a.m. the day after the holiday. All other halidays shall be considered to be from 11:00 p.m. /

the day before the holiday until 7:00 a.m. the day after the holiday. |f more than half of the Registered %\
Nurse’s hours for the scheduled shift occur during the holiday, the Registered Nurse will receive one and

one-half times (1%} their base rate of pay for all hours worked during the shift. The holiday premium W

may be paid for up to two {2) shifts for the Christmas Day holiday and for up to two (2} shifts for the
by s gqa K ege




New Year’s Day holiday, providing all other eligibility requirements of this Section 14.12 are met. The
holiday premium shall anly be paid for one shift per holiday pericd for all other holidays.

Section 14.13  (TTA) Holiday Scheduling:

When required to involuntarily schedule Registered Nurses to work on halidays, the Employer, by
department, shall attempt to schedule Registered Nurses in an equitable manner with the goal of
providing one minor holiday (Martin Luther King Ir. Day, Memarial Day, July 4th, Labor Day) and one
major holiday (Thanksgiving Day, Christmas Day, New Year's Day) off in each year.

Section 14.14 Mandatory Qvertime:

The Employer and the Association recognize that acceptance of overtime and additional shifts beyond a
bargaining unit Registered Murse’s regularly scheduled shift{s) shall be voluntary, except in the case of
an external or internal emergency. An external or internal emergency, for the purpases of this Section,
is defined as an unpredictable or unavoidable occurrence at unscheduled intervals relating to healthcare
delivery requiring immediate action.

Section 14.15 Rest Periods:

Each employee shall be granted a paid rest period in accordance with State and Federal law, including
any exceptions thereto relating te union representation and/or this Agreement. Should a Nurse
anticipate the inability to take a required rest break, he/she shall make all reasonable efforts to notify
the responsible management representative. Should the Employer be unable to provide a required rest
break as described abave, it shall comply with applicable state law governing Employer responsibilities
when the break is missed. Under current law, employees are entitled to a paid ten (10) minute rest
period for each four (4} hours worked or major fraction thereof,

Section 14.16 [TTA} Meal Periods:

Each employee shall receive meal period{s) in accordance with State and Federal law, including any

exceptions thereto relating to union representation and/or this Agreement, Unpaid, unworked meal

periods shall not be counted as hours worked in calculating overtime to be paid under any provision of

this Agreement. Should a Nurse anticipate the inability to take a required meal break, hefshethey shall

make all reasonable efforts to notify the responsible management representative. Should the Employer

be unable to provide a meal break as described above, it shall comply with applicable state law

governing Employer responsibilities when the break is missed. Under current law, employees who work

a shift of eight (8) hours are normally entitled to be provided with a thirty (30) minute meal period

which begins prior to the fifth hour of the employee’s shift; employees who wark a ten {10) or (12} hour

shift must be provided with two unpaid meal periods, the first of which is to be provided so that it
begins prior to the fifth hour of the employee’s shift; and employees who work a shift of ten {10} to CA{
twelve (12) hours are allowed to waive one (1) of their two {2) meal periods but must be provided with a

thirty (30) minute meal periad during the course of their shift. Employees shall not take their Employer O (\(\
provided telephones with them an their meal or rest breaks.

For shifts of less than six (6} hours worked, the Employer and the Union agree to a universal waiver of W
the thirty (30) minute meal period for all Bargaining Unit employees. Employees may, in writing, revoke i

the agreement at any time. To the extent possible, an employee wishing to revoke the waiver is

encouraged to communicate this revocation to management at the earliest ible t but in no case
later than at the beginning of the shift for scheduling purposes. In the event an employee revokes the
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alver, mana have the discretion to add a half hour of tim he emplovee’s scheduled
shift.

For shifts consisting of more than ten {10} hours worked, the Employer and the Union agree to a
universal waiver of one of the employee’s two thirty (30) minute meal periods for all Bargaining Unit
empioyees. Employees may, in writing, revoke the agreement at any time. To the extent possible, an
emplovee wishing to revoke the waiver is encouraged to communicate this revocation to management
at the earliest possible time, but in no case later than the beginning of the shift for scheduling purposes,

in the event an employee revokes the waiver, management shall have the discretion to add a half hour
of time to the employvee's scheduled shift.

H-aA Registered Nurse working a shift of twelve {12) hours has-signed-an-appropriate-meal-walverthe
Registered-Nurse shall be provided with the opportunity to begin histhertheir meal period no later than

the start of the eighth hour of the shift. If the opportunity to begin the meal period is not provided by
the beginning of the eighth hour of the shift, the Registered Nurse will be entitled to a meal break
penalty measured by one hour’s wages at the Registered Nurse’s rate for that shift. Any Registered
Nurse who is provided with the opportunity to begin hisfhertheir meal period prior to the beginning of
the eighth hour of histhertheir shift and who declines the opportunity shall not be entitled ta the
penalty. The Registered Nurse who declines the meal period will indicate on a form provided by Sharp
specifically for the purpose of tracking meal breaks that have been declined by Registered Nurses.

Section 14.17 No Pyramiding of Overtime:

There shall be no pyramiding of overtime pay, special premium pay or the float override for the same
hours worked. A Registered Nurse shall receive either overtime pay or special premium pay (if
applicable), whichever is higher.

Section 14.18 Reporting Time Pay:

An employee who physically reports to the workplace but is not put to work or is furnished less than half
of the employee’s usual or scheduled day’s work, will receive the base rate of pay for half of the usual or
scheduled day’s work, not to be less than two (2) hours nor more than four (4) hours. In lieu of
repoiting pay, the Employer may assign the employee to other duties, as qualified, normally performed
by Bargaining Unit employees. The reporting pay shall be paid at the premium rate if applicable.

Section 14.19 Alternative Schedules:

Before making a proposal for an alternative workweek schedule, management shall notify UNAC/UHCP
and the Local RN Advisory Committee of the contemplated proposal and the reasons why management
believes an alternative workweek schedule would be preferable to current unit practice. The Local RN
Advisory Committee shall review management’s concerns and explore alternatives to an alternative
workweek election. If it is determined that an alternative workweek election is still necessary, the
procedure for alternative workweek elections required under Wage Order 5-2001, Section 3(C), shall be
followed, as modified below:

1. The vote shall be by secret ballot, administered by HR and a representative of the local affiliate,
among alt Full-time and Part-time unit employees, and all Per Diem employees assigned to the
unit and who have also worked at least 500 hours in the unit during the 6-month period prior to
the vote. The alternative schedule will be adopted If it is approved by a vote of 66 2/3 % of th
affected emplayees. In the event the vote results in the employees’ wishing to remain on the
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elght (8) hour work schedule, only one (1) additional vote can be scheduled during the twelve
(12} months immediately following the first election {(no mare than two (2) votes in any twelve
(12) month period).

Unit employees who do not wish to continue to work in a unit because the schedule has been
changed as a result of the vote shall be offered employment in any vacant position for which the
employee is qualified. In determining whether the employee is qualified for a vacancy, the
Employer shall take all factors into consideration, Including past performance, education,
relevant certifications, recent refevant experience, communication skills, critical thinking and
judgment and customer satisfaction. If two or more such employees are equally qualified for
the position, the most senior of the employees will be selected. The Employer will also make
reasonable efforts to train such employees who are not qualified for any current vacant position
provided such training is available and consistent with the efficient delivery of quality patient
care.

If after implementation of the new schedule, and absent mutual agreement, the new schedule
shali remain in effect for a minimum of twelve (12) months. If management then believes that
the new schedule does not meet business necessity or patient care requirements, management
shall notify UNAC/UHCP and the Local RN Advisory Committee of the reasons why it believes the
new schedule is not meeting those needs. The Local RN Advisory Committee shall review
management’s concerns and explore alternatives to reinstatement of the prior schedule. Ifitis
determined that reinstatement of the prior schedule is necessary, the unit employees shall be
given at least 30 days’ notice prior to reinstatement of the prior schedule. Any unit employee(s)
whao transferred from the unit or resigned employment as a result of the conversion shall be
offered reemployment in the unit in any position within the unit for which the emplovee Is
qualified and which is posted within one-hundred eighty (180) days of the employee’s transfer
or resignation.

After a lapse of twelve (12) months, and absent mutual agreement, upon a petition of 33 1/3%
of the Full-time and Part-time employees assigned to the unit and Per Diem employees assigned
to the unit and who have also been scheduled to work at least 500 hours in the unit during the
6-month period prior to the submission of the petition, a new vote by secret ballot shall be held
and a vote of 66 2/3% of the affected employees will be required to reverse the alternative
schedule. If the schedule is revoked, the Employer shall comply within forty-five (45} days.

All employees assigned to a 12-hour schedule shall receive time and one-half (1%) for the 37th
through 40th hour worked In a workweek. A fourth shift within the workweek for employees
assigned to a 12-hour schedule shall be paid at time and one-half for the first eight (8) hours and

double time for the next four (4) hours. M

All Full-time, Part-time and unit-based per diem employees who float to a unit with an _
alternative workweek schedule will be paid in accordance with the pay practice in their home Om
unit. SRN employees will be paid in accordance with the pay practice for the shift they are

requested to work. W

A report of the results of all elections conducted pursuant to this Section 14.19 shall be .
forwarded to the Association. W
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Section 14.20 Distribution of Qvertime:

The Employer shall attempt to distribute overtime work among Registered Nurses, subject to
gualifications, in each unit, on each shift on an equitable basis.



