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10.

11.

11.

DEFINITIONS

. “Agreement” or “this Agreement” means this Agreement or any letter of

understanding between the Union and Local 1000 adopted pursuant to this
Agreement or entered into or made effective during the period of this Agreement.

“‘Anniversary” means the date and each succeeding annual date on which an
employee accepted his/her current job classification.

“‘Campaign” means that period of time when Local 1000 is involved in either a
certification/decertification, membership, contract ratification, political,
internal/external organizing or any other campaign as determined by Local 1000.

“Classification” means a separate job title containing duties, eligibility requirements
and salary range.

“‘Days” means calendar days. The time in which an act provided by this Agreement
is to be done is computed by excluding the first day, and including the last, unless

the last day is a holiday or other day on which Local 1000 is not regularly open for

business, and then it is also excluded.

‘Dependent” means an employee’s family member pursuant to the Federal Patient
Protection and Affordability Care Act of 2010, or who is the employee’s domestic
partner as defined below.

‘Domestic Partner” means two adults of the same sex who have chosen to share
their lives in an intimate and committed relationship; who reside together and intend
to do so permanently; who are mutually responsible for the cost of basic living
expenses; are both at least the minimum age of consent in the state in which they
reside; neither is married to anyone else or is a member of another domestic
partnership; who have submitted to Local 1000 an affidavit provided by Local 1000
attesting, under penalty of perjury, to such a relationship.

“Eligibility” or “Eligible” means possessing the minimum requirements to be
considered for a classification.

“‘Employee” means any employee of Local 1000 who is a member of the bargaining
unit unless the Agreement specifically provides otherwise.

“‘Exempt Employee” means an employee who is exempt from the overtime
provisions of the Fair Labor Standards Act (FLSA).

“Grievant” means any party initiating or pursuing a grievance and the grievant’s
designated representative.

‘Intermittent Employee” means an employee who is hired for casual work on an as
needed basis as determined by Local 1000.
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12.“Lack of Funds” means a lack of funds allocated by Local 1000 and available within
such allocation to pay the salary or salaries of any employee or employees.

13.“Lack of Work” means either the elimination by Local 1000 of a program or programs
which utilized employee(s) or a reduction in services required in a particular
functional or geographical area, as designated by Local 1000.

14.“Lateral Transfer” means a lateral change from one classification to another
classification which has a maximum salary within four percent (4%) of the previous
classification.

15.“Letter of Understanding” means any written agreement between the Union and
Local 1000 entered into or specifically made effective during the term of this
Agreement.

16.“Nonexempt Employee” means an employee who is not exempt from the overtime
provisions of the Fair Labor Standards Act (FLSA).

17.“Part Time Employee” means an employee whose normal work week is less than
forty (40) hours.

18.“Pay Period” means a fourteen (14) consecutive twenty-four (24) hour periods
beginning at 12:01 a.m., Saturday, and ending 12:00 midnight, Friday.

19.“Permanent Employee” means an employee who has successfully completed the
probationary period and has gained permanent status.

20.“Position” means a group of duties and responsibilities assigned to a single
employee.

21."Probationary Employee” means a newly hired employee who has not achieved
permanent status and who, in order to achieve such, must successfully complete a
probationary period.

22.“Probationary Period” means the period that a newly hired employee is on probation.

23.“Promotion” means a change from one classification to another classification which
has a maximum salary more than four percent (4%) higher than that of the previous
classification.

24 “Selection Criteria” means specific tasks, knowledge and skills within the duties of a
classification which are utilized in the selection of a candidate for a position in Local
1000.

25.“Transfer” means a change in work assignment which requires a change in the
employee’s residence.



26.“Temporary Employee” means an employee who is hired on a temporary basis for a
period of up to twelve (12) months to replace employees absent on authorized leave,
temporarily reassigned, or to work on a campaign for that period.

27.“Trial Period” means the period of time during which a permanent employee is on
trial in a classification which is equivalent to or higher than the employee’s last
classification.

28.“Vacancy” means a position within a Local 1000 classification which is to be filled on
a permanent basis through promotion or outside recruitment.



ARTICLE 1
RECOGNITION AND COVERAGE

SECTION 1 — RECOGNITION

(A) The Service Employees International Union Local 1000 (hereafter referred to as
Local1000) hereby recognizes United Automobile, Aerospace, and Agricultural
Implement Workers of America, AFL-CIO Local 2350 (hereafter referred to as the
“Union”) as the exclusive bargaining agent for the employees of Local 1000,
except as specifically excluded in Sections 3 and 5 of this Article. It is further
understood and recognized by the Union that Local 1000 shall be the exclusive
employer.

(B) As the sole and exclusive representative, the Union is entitled to act for and
negotiate agreements covering all employees of Local 1000, except as
specifically excluded in Sections 3 and 5 of this Article.

SECTION 2 — COVERAGE

The bargaining unit to which this Agreement is applicable consists of all employees of
Local 1000, except as specifically excluded in Sections 3 and 5 of this Article.

SECTION 3 — EXCLUSIONS FROM COVERAGE

(A) Excluded from the unit shall be supervisors and confidential employees. Upon
the Union’s request, Local 1000 shall inform the Union, in writing, of the positions
and titles of any excluded employees. Local 1000 shall provide the Union with
notice of additional excluded employees within thirty (30) days of their
employment.

(B)Local 1000 may, at its sole discretion, create or delete supervisory or confidential
positions, provided that such positions are supervisory or confidential within the
meaning of the National Labor Relations Act. No position in the bargaining unit
on the effective date of the Agreement shall be made into a supervisory or
confidential position.

SECTION 4 — COVERAGE OF AGREEMENT

Local 1000 and the Union agree that the terms and conditions of this Agreement apply
to all employees in the bargaining unit.



SECTION 5 — OTHER EXCLUSIONS
(A) Excluded from the unit shall be students attending institutions of higher education
employed by Local 1000 for twenty-five (25) hours or less per week during the
academic year and for up to forty (40) hours per week during vacations.

(B) Excluded from the unit shall be active Local 1000 members, paid or unpaid.

Upon request, Local 1000 shall inform the Union of all such paid members or
unpaid members who are on release time for one (1) month or longer including
the following:

Date of assignment;
Area of assignment;
Total number of hours to date, upon request.

(C)Excluded from the unit will be agency employees employed in temporary
positions. Upon request, Local 1000 shall provide the following information:

(1) Local 1000 shall, on a monthly basis, provide information to the Union of all
such agency employees hired.

(2) The work is not performable with normal staffing.

(D)Excluded from the unit shall be staff of other labor organizations on temporary
loan to Local 1000 for the period of their temporary work.

(E) No such employment or work, as described in this Section, shall displace or
cause the layoff of any person employed in the bargaining unit.
SECTION 6 — CONTRACTING OUT
Local 1000 may contract out bargaining unit work only if:
(A) The work is for temporary employees employed under Section 5 of this Article; or
(B) The work requires specialized equipment which cannot be purchased by Local
1000, or if it can be purchased, such purchase is impractical because of costs or
limited use; or
(C) The work is highly specialized, requiring professional personnel whose services

are not obtainable for limited periods of employment and is to be performed in
one project; or



(D) The work is time sensitive and management determines that the work cannot be
performed by existing staff within required time limits.

(E) No such contracting out shall displace or cause the layoff of any person
employed in the bargaining unit.

(F) If a layoff becomes necessary subsequent to the contracting out of work in
accordance with the provisions of Subsections (B) and (C) above, the contracts
in force at the time of the layoff may continue to completion.

SECTION 7 — JURISDICTION

The Union shall have jurisdiction over work performed by Local 1000 employees
provided that it is work as defined below.

(A) The work is of the kind currently or normally performed within the bargaining unit
classifications listed In Article 13, Section 1.

(B) Performance of such work, whether by presently or normally used processes or
equipment or by new or modified processes or equipment, shall be bargaining
unit work and covered by this Agreement.

(C) Local 1000 employees within the bargaining unit shall remain in the unit
notwithstanding their assignment by Local 1000 for temporary periods for work
with other organizations.

(D) Nothing in this Section shall preclude excluded persons as defined in Sections 3
and 5 of this Article from supplementing the efforts of bargaining unit employees
provided that the exercising of this right shall not displace or cause the layoff of
any person employed in the bargaining unit, nor cause any bargaining unit
position of a similar nature to remain unfilled.



ARTICLE 2
UNION SECURITY AND CHECKOFF

SECTION 1 — AGENCY SHOP

(A) Local 1000 shall require as a condition of employment that within thirty (30) days
of their initial employment with Local 1000, all employees shall either become a
member of the Union or shall pay to the Union a monthly service fee in an
amount equal to the current dues for the class of Union membership for which
the employee is eligible as determined by the Union.

(B) If a bargaining unit employee is certified in writing by the Union to Local 1000 not
abiding by Subsection (A) (above), such employee shall be terminated by Local
1000 within thirty (30) days after such notice unless the employee becomes and
remains a member by tendering the required dues and initiation fees or signs a
wage assignment for a monthly service fee within that period.

(C)The Union shall indemnify and hold Local 1000 and its agents harmless against
any claims made of any nature and against any suit instituted against Local 1000
from the Union’s failure to comply with legal and procedural requirements related
to Sections (A) and (B). Local 1000 shall indemnify and hold the Union harmless
against any claims made of any nature and against any suit instituted against the
Union arising from Local 1000 failure to comply with legal and procedural
requirements related to Sections (A) and (B).

SECTION 2 — WORK RELATIONSHIPS

The Union shall not, during the term of this Agreement, take any action to interfere with
any employee in the bargaining unit coordinating or directing the work of other
employees, provided that this Section shall not prohibit the Union or any employee from
bringing a grievance for violation of the Agreement arising out of such work. Nothing in
this Section is intended to affect the internal discipline procedures of the Union. Local
1000 shall not, during the term of this Agreement, assign bargaining unit employees
duties beyond those of coordination and direction of other employees.

SECTION 3 — CHECK-OFF

(A) Local 1000 agrees to accept written wage assignments from employees on a
form supplied by the Union, approved by Local 1000, providing for bi-weekly
payroll deductions from their earnings for the Union initiation fee, special
assessments, dues and/or agency fees to the extent authorized by the Union.
Local 1000 shall, wherever practicable, supply employees with the wage
assignment form. The Union shall be responsible for remitting the completed
form to Local 1000. Local 1000 shall deduct all sums so authorized on each pay
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date and shall remit same to the Union within ten (10) days thereof for the period
commencing with the effective date of this Agreement in the case of employees
who were members on such date and otherwise on the effective date of
membership.

(B) A Union member may revoke a wage assignment in writing provided that the
revocation is delivered to Local 1000 by certified or registered mail, return receipt
requested, within a fifteen (15) day period beginning thirty (30) days prior to the
expiration date or anniversary date of this Agreement.

(C) Any wage assignment will be cancelled automatically if a Union member ceases
to be employed in the bargaining unit covered by this Agreement, or if any
applicable collective bargaining agreement expires without having been renewed
or extended.

(D) Local 1000’s obligation to remit sums to the Union is limited to the sum or sums
authorized to be deducted.

(E) The Union shall indemnify and hold Local 1000 and its agents harmless against
any claims or demands made of any nature and any suits or other forms of
liability against Local 1000 arising out of reliance on the correctness of any dues
schedule, list, notice or assignment furnished by the Union or any employee
under this Article.

(F) The Union shall promptly file with Local 1000 the dues schedules. Such dues
shall be deducted from the employee’s earnings in accordance with Section (A)
above, and the Union dues schedule furnished by the Union. Such schedule may
be amended by the Union at any time, but Local 1000 shall not be required to
implement the change on less than thirty (30) days’ notice. An employee’s
written assignment shall remain in effect in accordance with its terms. A copy of
the form is attached thereto.



ARTICLE 3
MANAGEMENT RIGHTS

SECTION 1 — RIGHTS RESERVED TO MANAGEMENT

Local 1000 reserves all rights unless limited by clear and explicit language of a specific
provision of this Agreement. All rights Local 1000 had prior to this Agreement are
retained. Should Local 1000 not exercise certain rights or authorities, such condition
shall be deemed neither a waiver nor forfeiture of said rights or authorities.

SECTION 2 — UNIFORM APPLICATION

Any rule or procedure issued under the Management Rights clause shall be uniformly
applied to all affected employees and those similarly situated. The matters mentioned
herein Section 2 shall be subject to the Grievance and Arbitration articles of this
Agreement.

SECTION 3 — ENCOURAGEMENT OF COMMUNICATION

Should any employee have just reason to believe that the application of this Article is
having unintended consequences on the effective performance of his/her duties and
responsibilities, such employee is encouraged to openly discuss the matter with his/her
supervisor for the purpose of promoting mutual understanding and cooperation but in no
way limiting management from exercising reserved rights.



ARTICLE 4
NO STRIKE - NO LOCKOUT

SECTION 1 — NO STRIKE

The Union agrees that during the life of this Agreement neither it nor its agents will
encourage, initiate, participate or condone any strike, work stoppage, slowdown, or
other withholding of service on the part of a bargaining unit employee or group of
bargaining unit employees which would harm or adversely affect the operations or
missions of Local 1000 nor will it condone any such activity by failing to take affirmative
action to prevent or stop it.

SECTION 2 — NO LOCKOUT

Local 1000 agrees that it will not lockout any bargaining unit employees during the life of
this Agreement.

SECTION 3 — DISCIPLINE OF PARTICIPANTS IN CONCERTED ACTIVITY

Local 1000 retains the right to discharge or otherwise discipline employees in the
bargaining unit who have given direction to, either negatively or positively, or have in
any manner and to any extent committed acts prohibited by provisions of this Article.
Local 1000 shall have the right to discipline all or any employees and to administer
different penalties, or to refrain from taking such disciplinary action for violations of the
provisions of this Article. The Union shall have the right to protest and appeal any
action constituting discipline administered to an employee by Local 1000 under this
Section.

SECTION 4 — OTHER CONTROVERSIES AND DISPUTES

It shall not be a violation of this agreement, nor shall it be cause for discharge or
disciplinary action, if an employee or group of employees refuse to enter upon the
property of an employer, other than Local 1000, involved in a primary labor dispute with
the UAW, one of its local unions or any other trade union at which a primary picket line
has been placed. This section shall not apply to disputes between Local 1000 and the
Union and shall not in any way affect the rights or obligations of the parties as set forth
in Sections 1 and 2. Employees who refuse to enter upon the property of an employer
involved in a primary labor dispute shall notify their supervisor immediately and take
reasonable and appropriate action to ensure that representational services are
adequately provided.



SECTION 5 — LIABILITY

(A)Local 1000 retains the right to recover from the Union such damages as it may
suffer by reason of a violation of the provisions of Sections 1 and 4 of this Article
through the Grievance and Arbitration procedures as established by this
Agreement and/or through legal procedures as provided by law.

(B) The Union retains the right to recover from Local 1000 such damages as it may
suffer by reason of a violation of the provisions of this Article through the
Grievance and Arbitration procedures as established by this Agreement and/or
through legal procedures as provided by law.

SECTION 6 — EXCEPTIONS

Neither the violation of any provision of this Agreement nor the commission of any act
constituting an unfair labor practice or otherwise made unlawful by any federal, state or
local law shall excuse employees, the Union or Local 1000 from their obligations under
the provisions of this Article, except a strike or lockout may be used to enforce an
Arbitration award.

SECTION 7 — PROHIBITION OF SELF HELP

All employees shall follow the peaceful and orderly procedures provided for under
Articles 10 and 11 (Grievance and Arbitration Procedures) to resolve any and all
questions or disputes with Local 1000 and shall not engage in any act(s) of self help
except as permitted under Article 18 (Safety). Any act(s) of self help except as permitted
under Article 18 (Safety) on the part of any and all employees shall result in the
employee(s) being disciplined or discharged.



ARTICLE 5
EMPLOYMENT PRACTICES

SECTION 1 — TYPES OF EMPLOYEES

Personnel Transactions Documents provided by Local 1000 shall identify employees as
at least one of the following:

Probationary
Permanent
Temporary
Part-Time
Full-Time
Intermittent

SECTION 2 — PROMOTIONS

(A) Local 1000 offers promotion equally to all of its eligible employees on the basis of
merit, efficiency and fitness and informs them of promotional opportunities as
they arise.

(1) All_.bargaining unit vacancies shall be posted by publishing them in a
STAFF INFO memorandum for a period of fourteen (14) days. Such
posting shall be distributed to each staff member electronically with a copy
sent to the union. The announcement shall contain classification title,
eligibility requirements, and selection criteria. Vacancies shall be posted
weekly until filled or otherwise removed.

(2) Al employees who meet the eligibility requirements in the specification for
a promotional opportunity may apply for a posted position.

(3) All employees who meet the eligibility and application requirements shall
be considered.

(4) Selection shall be based upon the candidate’s overall qualifications,
including selection criteria. Candidates shall be ranked by the selection
criteria established by Local 1000 for the position.

(B) An employee promoted pursuant to this section shall receive a salary increase of
at least four percent (4%) provided that such increase does not take the
employee’s salary above the top of the salary schedule for the new classification
as provided in Article 13 of this Agreement.



SECTION 3 — CONDITIONAL CLASSIFICATION CHANGE TO FILL A VACANCY

If fewer than two (2) applicants are found to meet the eligibility requirements, Local
1000 may, at its sole discretion, provide promotional opportunities or lateral transfers to
employees who do not meet all eligibility requirements. Local 1000 shall review
applications to fill vacancies through conditional classification changes prior to filling a
vacancy from outside the bargaining unit.

(A) Such conditional classification change shall be for a specified period. Local 1000
shall notify the applicant of this period at the time of offer.

(B) Any employee granted a conditional classification change shall be considered to
be within the trial period until the end of the period specified in subsection (A)
above or the end of the normal trial period for the job, whichever is longer.

(C)Any employee during the period specified in subsection (A) above may, at the
option of the employee or Local 1000, be returned to his/her former classification.
Any employee returned shall have all rights and guarantees provided for in the
Agreement as he/she would have had if he/she had not been granted the
conditional classification change.

(D)Any employee promoted pursuant to this section shall receive a salary increase
of at least four percent (4%) provided that such increase does not take the
employee’s salary above the top of the salary schedule for the new classification
as provided in Article 13 of this Agreement.

(E) The Employer shall notify the Union of each conditional classification change
within five (5) days of such employees’ appointment.

SECTION 4 — RECRUITMENT FROM THE OPEN MARKET
Local 1000 may recruit qualified applicants from the open market to fill any vacancy in a
permanent position.
SECTION 5 — LATERAL TRANSFERS
At any time Local 1000 may consider filling any position through a lateral transfer. In
the case of nonexempt employees, Local 1000 will consider using lateral transfers for

the purpose of enhancing career mobility. This Section shall not be subject to the
arbitration procedures of this Agreement (Article 11).
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SECTION 6 — TEMPORARY UPGRADE

Local 1000 may, as the need arises, either use training and development assignments
pursuant to Article 6, sections 2, 3 or 4 or elect to assign people who meet the eligibility
requirements on a temporary basis to a higher classification.

(A) When an eligible employee is assigned by Local 1000 to work in a higher paid
classification, the employee shall receive the minimum salary of the higher
classification or four percent (4%) pay differential increase, whichever is higher
provided that such increase does not take the employee’s salary above the top of
the salary schedule for the new classification as provided in Article 13 of this
Agreement.

(B) Except as provided in Article 6, such temporary upgrade shall be used to fill a
specified temporary need and shall not be used to circumvent the provisions of
section 2 of this Article.

(1) Except as specified in subsection 6(B)(2) below, no position may be filled
in this manner for more than sixty (60) work days.

(2) When replacing an employee granted an authorized leave, the position
may be filled in this manner for the duration of said leave, not to exceed
twelve (12) months.

SECTION 7 — INTERMITTENT AND TEMPORARY EMPLOYEES

(A) Intermittent employees may be employed to balance workload fluctuations. The
use of intermittent employees shall be limited to non-exempt classifications as
listed in Article 13 of this Agreement. No intermittent employee may be
employed for more than one thousand forty (1040) hours during any consecutive
twelve (12) month period. The use of such intermittent employee shall not
displace or cause the layoff of any persons employed in the bargaining unit nor
cause any bargaining unit position of a similar nature to remain unfilled.

(B) Before hiring a temporary employee for other than an entry level position,
consideration will be given to using a training and development assignment or a
temporary upgrade.

Except as otherwise provided herein, temporary employees shall not be entitled
to holidays with pay, vacations or sick leave.

(C) Temporary employees may be employed for a period of up to twelve (12) months
to replace employees absent on authorized leave or, those temporarily
reassigned for that period, or to work on campaigns. Appointments of temporary
employees shall be designated with specific beginning and planned ending
employment dates. The hiring of temporary employees shall not cause the layoff
of any employees in the job classification in which the temporary appointment is

11



made. Such temporary employee shall not be entitled to vacations, but shall be
entitled to holiday pay and sick leave as set forth in Article 12, sections 1 and 5.
Temporary employees hired under this subsection shall be eligible to enroll in
Health and Welfare Benefit plans as set forth in Article 14, on the first day of the
third (3rd) month of employment, except for the Long Term Disability Plan (Article
14, section 4).

(D) Intermittent and temporary employees other than as provided in section 8(C)

above shall not be eligible for the Health and Welfare Benefits as provided in
Article 14 of this Agreement.

(E) Intermittent and temporary employees shall be credited with seniority points for

their intermittent/temporary service, pursuant to Article 20 of this Agreement if
such employees apply for and are hired in a position in the classification in which
the employees served as an intermittent or temporary employee and do not have
a break in service. This time will not count towards probation, as defined in
Article 5, section 10.

(F) Intermittent and temporary employees may apply for any full time position for

which they are eligible.

(G) Intermittent and temporary employees shall not acquire permanent status.

Intermittent and temporary employees shall be credited with service for purposes
of vacation accrual and the qualifying six (6) months of employment for vacation
usage if they are hired into permanent positions and do not have a break in
service. A break in service is defined as thirty (30) consecutive days of non-
employment. Service prior to a break in service shall not count for any purpose.
For purposes of computation, only actual time worked shall be counted. Nothing
in this section shall operate to take away any benefits currently received by
temporary employees who are employed on the effective date of this Agreement.

(H) Local 1000 shall notify the Union of each intermittent and temporary employee

within five (5) days of such employees’ appointment.

(I) Intermittent and temporary employees shall be provided with Article 5, Section 7

of the current Collective Bargaining Agreement.

SECTION 8 — CLASSIFICATIONS

Classifications shall be established or revised by Local 1000.

If Local 1000 establishes a new classification or revises an existing classification, Local
1000 will provide the Union with this information. Within fifteen (15) days, the Union

may request to negotiate the impact of the new classification or changes to the existing
classification. If no request to negotiate is received within fifteen (15) days, Local 1000
will be free to implement the new classification or changes to the existing classification.
In the event of either side declaring impasse, the dispute may be mediated. Mediation
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must be completed no later than forty-five (45) days after impasse has been declared. If
no agreement can be reached in mediation, Local 1000 will be free to implement the
new or revised classification.

SECTION 9 — CLASSIFICATION SPECIFICATIONS

(A) In establishing or revising existing specifications for employee classifications,
such specifications prepared subsequent to the date of this Agreement shall
include the title, duties, eligibility requirements and salary range.

(B) Local 1000 shall provide to the Union, upon its request, documentation verifying
that employees appointed to any position by virtue of any employment
transaction, meet the minimum qualifications of that position.

SECTION 10 — PROBATIONARY PERIOD

All exempt employees shall be on probation for a period of one (1) year from the date of
initial employment. All non-exempt employees shall be on probation for a period of six
(6) months from initial employment.

(A) Exempt probationary employees shall receive written performance evaluations
between the fifth (5th) and sixth (6th) month of employment and shall also
receive written performance evaluations between the tenth (10th) and eleventh
(11th) month and prior to movement to permanent status. Non-exempt
employees shall receive written performance evaluations between the third (3rd)
and fourth (4th) month of employment and prior to movement to permanent
status.

(B) A probationary employee may be rejected from probation at any time during the
probationary period and no negative comments shall be made on any reference
checks. A rejection during probation is not a disciplinary action pursuant to
Article 8, section 1, and may not be grieved.

(C) Failure to terminate a probationary employee prior to the end of the probationary
period shall give the employee permanent status in his/her job classification.

SECTION 11 — TRIAL PERIOD

(A) Any employee granted a promotion or a lateral transfer to a new job classification
shall have a trial period. This trial period shall be six (6) months for employees
promoted to or accepting a lateral transfer to a non-exempt position and twelve
(12) months for employees promoting to or accepting a lateral transfer to an
exempt position.
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(B) During the trial period, an employee may, at the option of the employee or Local
1000 be returned without cause to the last classification in the same geographic
location in which he/she held permanent status. An employee so returned shall
not be eligible to apply for the same higher rated job for a period of one (1) year.

(1) If employee is rejected during the trial period, the reasons for such
rejection shall be given to the employee.

(2) Any employee returning to the last classification in which he/she held
permanent status shall return with all contractual rights, salaries, and
benefits he/she previously enjoyed.

SECTION 12 — MOVEMENT TO AND FROM THE BARGAINING UNIT

Any employee in the bargaining unit moving to a nonbargaining unit position during the
term of the Agreement may, at the option of the employee or Local 1000, and within
twelve (12) months following the date he/she began work in the nonbargaining unit
position, be returned to a position, in the former classification, in the bargaining unit with
no loss of rights, including but not limited to seniority rights, and benefits by the
provisions of the Agreement; after twelve (12) months in a nonbargaining unit position
there shall be no right of return.

SECTION 13 — PROHIBITION ON PARTICIPATING IN LOCAL 1000 ELECTIONS

All employees are prohibited from advocating for or against candidates for any Local
1000 elective office. No employee shall be required to render service in support or
opposition of any particular candidate for any Local 1000 elective office. Violation of
this section by an employee is considered to be a most serious offense, subject to
severe discipline.

SECTION 14 — RESIGNATION

An employee who resigned from employment is considered to be terminated as of the
effective date of the resignation with respect to the accrual of all benefits covered by this
Agreement, including, but not limited to wages, benefits and retirement credits; provided
such resignation shall be subject to the grievance and arbitration provisions of this
Agreement (Articles 10 and 11) as set forth in subsections (A) and (B) below.

(A) No resignation shall be set aside unless the employee files a grievance within
five (5) days following the effective date of the resignation and subsequently
establishes that the resignation was obtained pursuant to, or by reason of, fraud,
duress or undue influence.

(B) The standards set forth in subsection (A) above shall be binding on the arbitrator
in any arbitration proceeding concerning an employee’s resignation.
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SECTION 15 — ABSENCE WITHOUT LEAVE

Absence without leave for five (5) consecutive working days is an automatic resignation
from employment.

(A) Any request for reinstatement shall be in writing and shall be presented to the
Executive Director, or their designee within fifteen (15) days of the notification to
the employee by Local 1000 of his/her termination from employment.

(B) Notification to the employee Local 1000, if by mail, shall be made to the
employee’s last known address and shall be deemed effective upon mailing.
The employee shall be permitted an additional five (5) days to request
reinstatement if notified of his/her termination by mail.

(C) Reinstatement shall be granted if the employee makes a reasonably satisfactory
explanation to the Executive Director, or their designee as to the cause of the
absence and of the reasons for his/her failure to obtain leave therefore.

SECTION 16 — TRANSFER, DEMOTION OR TERMINATION FOR MEDICAL
REASONS

(A) Local 1000 may require an employee to submit to a medical examination by a
physician or physicians designated by Local 1000, other than any physician
utilized in a Worker’'s Compensation proceeding involving that employee, to
evaluate the capability of the employee to perform the work of his/her position.
All fees in connection with the examination shall be paid by Local 1000.

(B) The employee may submit medical or other evidence to the examining physician
or to Local 1000. The examining physician shall make a written report of the
examination to Local 1000, who shall provide a copy to a physician designated
by the employee or to the employee at the employee’s option.

(C)When Local 1000, after examining the medical report(s) and other relevant
information, concludes that the employee is unable to perform the work of his/her
present position, but is able to perform the work of another comparable or lesser
position, including one of less than full time, for which he/she meets the
qualifications, the employee shall have the right to the comparable position or
demote to the lesser position, however, the comparable position shall be offered
as the first alterative. Should such position not be vacant, then such transfer or
demotion shall be in accordance with the Layoff procedure set forth in this
Agreement. Any employee demoted or transferred pursuant to this subsection
shall receive the maximum of the salary range for the class to which he/she is
demoted or transferred or his/her salary prior to demotion or transfer, whichever
is less.

(D) When Local 1000, after considering the conclusions of the medical examination
or medical reports from the employee’s physician and any other relevant
15



information, concludes that the employee is unable to perform the work of his/her
position, or any other position in Local 1000 employment for which he/she is
qualified, and the employee is not eligible for, or waives the right to disability
retirement, Local 1000 may terminate the employment of the employee.

(E) Subject to the procedure of this section 16, Local 1000 may demote, transfer or
terminate an employee for medical reasons without requiring the employee to
submit to a medical examination, when Local 1000 relies upon a written
statement submitted by the employee as to the employee’s condition or upon
medical reports submitted by the employee.

(1) The employee may be reinstated to a vacant position for which he/she is
qualified upon establishing he/she is no longer incapacitated for duty.

(2) Medical separation procedures as set forth in this Article, section 16, shall
be subject to the grievance and arbitration provisions of this Agreement
(Articles 10 and 11).

SECTION 17 — AUTHORIZED DEDUCTIONS

(A) Consistent with current business practice, Local 1000 shall continue to deduct
and remit to the authorized parties all funds so authorized by an individual
employee. Such deductions shall be limited to:

CSEA sponsored group insurance programs

Flexible Spending Account

401K Program

Credit Union

United Way

UAW Voluntary — Community Action Program (V-CAP)

Any other deduction mutually agreed between Local 1000 and the Union

(B) Local 1000 shall offer direct/electronic deposit for all payroll checks.

SECTION 18 — BURIAL ARRANGEMENTS

If an employee dies while traveling on Local 1000 business, reimbursement shall be
made upon request for actual and reasonable expenses incurred in returning the
remains to the place of burial, up to the amount necessary to return the remains to the
decedent’s place of residence.
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SECTION 19 — BUSINESS CARDS

Local 1000 shall provide business cards for all employees when duties require their use.

SECTION 20 — TECHNOLOGICAL CHANGES

When positions have been or are about to be changed substantially or eliminated by
automation, technological changes, or other management-initiated changes, Local 1000
shall, to such extent as practicable and within available resources, arrange for such
counseling by Local 1000 and training of the affected employees as may be reasonably
needed to prepare them for placement in other Local 1000 positions.

SECTION 21 — WORK INJURIES

(A) All job incurred work injuries must immediately, or as soon as possible_be
reported by the employee to his/her supervisor. An Employer’'s Report of
Occupational Injury or lliness shall be completed by Local 1000.

(B) If an employee has an iliness or injury that is work-related, and the employee
requests to take a leave of absence from work, the employee must file a
Workers' Compensation claim with Human Resources immediately or as soon as
the employee knows of the iliness or injury.

(C)Local 1000 shall post the SCIF Notice to Employees on all bulletin boards.

SECTION 22 — INFORMATION

In the event an employee is ill or injured off the job, Local 1000 will answer inquiries
concerning the employee’s rights under Long-Term Disability Insurance, and/or
retirement options.

SECTION 23— OUTSIDE ACTIVITIES

(A) No employee who is licensed by the State of California may conduct any private
practice of law and/or private insurance business without the express written
approval of his/her supervisor.

(B) Employees wishing to engage in outside activity for compensation shall provide
the Executive Director, or their designee a written description of the activity prior
to commencement of such activity. Employees on staff on the effective date of
this Agreement and already engaging in such activity, shall provide the Executive
Director, or their designee such written description within thirty (30) days of the
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effective date of this Agreement, unless such activity has been approved
previously.
(1) Local 1000-shall not unreasonably deny approval for such outside activity.

(2) Employees shall ensure that such outside activity does not interfere with
Local 1000 duties.

SECTION 24 — TELEWORK

Local 1000 will issue a telework policy within sixty (60) days of ratification that provides
for eligible employees to telework. Consistent with Article 21, section 3, Local 1000 will
notice and meet with the Union regarding the impacts of the telework policy. The
telework policy will be consistent with the following:

(A) A position’s suitability for telework is based on operational needs and the duties
and responsibilities of the position. It is the responsibility of Local 1000 to
designate positions as telework eligible or telework ineligible. Positions which can
be designated telework eligible are those where Local 1000 determines that all or
a significant portion of the duties of a position can be accomplished through
telework.

(B)Local 1000 has discretion to decide whether an employee in a telework eligible
position is a candidate for telework. When evaluating a telework request, Local
1000 will take into account specific position requirements, impact on a team,
employee performance concerns, and whether the employee can effectively
perform the job duties of the position while teleworking. Additionally, Local 1000
will ensure that the proposed teleworking arrangement follows applicable
policies, and the collective bargaining agreement. Any denial of a request to
telework may be appealed once to the Executive Director, or their designee.
Requests for telework will not be unreasonably denied.

(C)A teleworking employee’s conditions of employment are the same as those of
non-teleworking employees, including compliance with all policies and rules of
Local 1000 while teleworking.

(D) Requirements for in-person attendance can override regular telework work
schedules. Managers should discuss such instances with the employee (e.g.,
hearings, rallies, trainings, etc.). Expectations for timely completion of work to
established standards, attendance at meetings, responsiveness to assignments,
and other performance criteria are the same for teleworking and non-teleworking
employees. Local 1000 will apply the same performance standards to employees
regardless of work location.

(E) The employee must establish an appropriate and safe work environment
consistent with the guidelines outlined in the telework policy. Teleworkers are
expected to ensure that the expectations for information security are met and that
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Local 1000’s property is secured. Local 1000 will pay eligible teleworking
employees a stipend of fifty dollars ($50) per month for the teleworkers expenses
related to telework and not otherwise provided for in the applicable provisions of
the MOU.

(F) The parties agree that this section, its application, and/or any policies issued will
not be grievable or arbitrable.

SECTION 25 — ARTIFICIAL INTELLIGENCE (Al)

Use of Generative Al Application Programming Interfaces (APIs) or Chatbots is not
allowed while performing work for SEIU Local 1000 without the written approval of your
Department Director and the Chief Information Officer (ClIO). Company email
addresses, credentials or phone numbers cannot be used to create an account with
these technologies without the written approval of your Department Director and the
CIO. No company data (names, policies, bargaining proposals, case information, etc.) of
any kind may be submitted (copied, typed, etc.) into these platforms.

The use of Al technology shall not displace or cause the layoff of any persons employed
in the bargaining unit during the term of the contract.
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ARTICLE 6
TRAINING

SECTION 1 — ENCOURAGEMENT OF TRAINING

Local 1000 encourages all of its employees to engage in training and recognizes the
need for training to aid the employees in performing their jobs. Local 1000 will assess
the training needs for appropriate categories of employees and provide training
consistent with their assigned duties and levels of skills. In the event Local 1000
requires an employee to attend training, the cost of the training, as well as expenses
incurred for attendance will be reimbursed subject to the applicable sections in Article
16 (Reimbursable Expenses).

SECTION 2 — PROFESSIONAL DEVELOPMENT

(A) Any employee covered by this Agreement wishing outside training may submit a
proposal to Human Resources. Such requests for training will be evaluated on
the basis of benefit to Local 1000; the potential for improved job performance;
and the availability of financial resources allocated for training. In order to
promote professional development of employees, Local 1000 shall reimburse up
to one thousand dollars ($1000) per year at an accredited school or other
educational provider approved by management.

(1) To be eligible for tuition reimbursement, courses must have prior written
approval of Human Resources and must be work-related.

(2) Reimbursement shall be paid upon verified completion of course work with
a grade no lower than "C", where such grading system is applicable.

(3) All claims for tuition reimbursement must be accompanied by a school
registration form, transcript and appropriate receipt.

(4) Classes shall in no way interfere with the regular duties of the employee.

(B) Any permanent employee who is interested in upgrading to a higher rated job
may be worked at a higher rated job periodically to learn new procedures and
techniques which will qualify him/her for advancement; provided that the time
spent at the higher rated job shall be set by mutual agreement of the employee
and his/her supervisor.
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SECTION 3 — TRAINING AND DEVELOPMENT

(A) When an employee is interested in a training and development assignment, that
employee may discuss such a request with Human Resources.

(B) Such a discussion should include, but not be limited to, the scope of the training
and development assignment: what is the classification desired; what are the
special requirements of the job being sought, i.e. educational classes, licenses,
on-the-job training, technical proficiency; any other special needs of the
classification.

(C) The determination of such an assignment must also include the hours necessary
to perform the tasks and the employee entering such an assignment must meet
the conditions of the Fair Labor Standards Act (FLSA) and the appropriate
sections of the UAW/Local 1000 Agreement must be fulfilled.

(D) All requests for a training and development assignment will be given reasonable
consideration. However, the decision to approve a training and development
assignment is solely at the discretion of Local 1000 and may not be grieved.
Such an agreement will be provided to the UAW representative for review to
ensure contract compliance.

(E) After three (3) months, an employee appointed for a training and development
assignment shall receive a four percent (4%) increase above his/her current
salary for the remainder of the training and development assignment and
retroactive to the first (1st) day of the second (2nd) month.

SECTION 4 — EMPLOYEE TRAINING AND ORIENTATION

Local 1000 will make a good faith effort to provide a variety of guidance and training to
an employee during the first twelve (12) months of employment. Staff is encouraged to
identify and raise training and development needs. The employee's supervisor shall be
responsible for assessing the abilities and knowledge of the probationary employee as
soon as possible but not later than within three (3) months of the employee's
appointment. After consultation with Human Resources, the employee shall be offered,
in addition to on the job orientation and training, at least forty (40) hours of in-house and
outside training tailored to improving the skills of the employee and familiarizing the
employee with the style of labor relations and/or member services practiced by Local
1000.

SECTION 5 — CHANGE IN ASSIGNMENT

All employees whose assignments are being changed will be given orientation, training
and familiarization with their new assignments, depending upon the employees’ prior
assignment and experience.
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ARTICLE 7
NON-DISCRIMINATION

SECTION 1 — NON-DISCRIMINATION

(A) Local 1000 shall not discriminate against any employee or applicant for
employment in any term or condition of employment because of race, color, sex,
national origin, ancestry, creed, age, political beliefs, religion, sexual orientation,
gender identification, marital or parental status, pregnancy or disability.

(B) Local 1000 and the Union agree to the principles enunciated in, and shall abide
by, local, state and federal laws prohibiting discrimination against employees
because of membership and/or activity in their Union, United Automobile,
Aerospace and Agricultural Implement Workers of America, AFL/CIO Local 2350.

(C)Local 1000 is an equal opportunity employer. In the selection, placement and
promotion of its employees, Local 1000 recognizes its obligation to comply with
state and federal laws prohibiting discrimination, including but not limited to the
Civil Rights Act of 1964, the Equal Pay Act of 1963 and the California Fair
Employment and Housing Act.

(D) Supervisors and Managers will be trained annually on the Local 1000 Policy
regarding non-discrimination.

(E) As soon as feasible, but no later than the second Board meeting after ratification
of the CBA, the Local 1000 President will submit an amendment to the policy file
to require annual training of elected leaders.

SECTION 2 — SEXUAL HARASSMENT

No Local 1000 staff shall suffer from discrimination by or from any Local 1000
employee, whether in Management or in the bargaining unit, or from any Local 1000
member due to sexual harassment. Unwelcome sexual advances, requests for sexual
favors, and other verbal or physical conduct of a sexual nature constitute sexual
harassment when (1) submission to such conduct is made either explicitly or implicitly a
term or condition of an individual’s employment; (2) submission to or rejection of such
conduct by an individual is used as the basis for employment decisions affecting such
individual; or (3) such conduct has the purpose or effect of substantially interfering with
an individual’s work performance or creating an intimidating, hostile, or offensive
working environment.
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SECTION 3 — EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

Local 1000 agrees that discrimination in employment is a subject of major concern. It is
the policy of Local 1000 to provide equal opportunity in employment and to promote the
full realization of equal employment opportunity through a positive, continuing
affirmative action program. Local 1000 shall seek to achieve the full realization of equal
employment opportunity through an effective outreach program and conditional
promotions as provided in Article 5 including, but not limited to, the following areas:

(A) Local 1000 shall include, in all advertising and other solicitation for job openings
the designation of Local 1000 as an equal opportunity employer.

(B) Local 1000 shall conduct focused recruitment, including appropriate utilization of
advertisement on Local 1000 job openings to ethnic and other special interest
publications. Local 1000 encourages both Management and bargaining unit
employees to work closely with recognized community organizations and
individuals representing special interest groups to promote mutual
communications. Whenever bargaining unit employees participate in such
activities, they will be provided with release time and fees or dues, subject to the
approval of Local 1000.

(C) In considering the filling of all job openings, Local 1000 shall give consideration
to permanent employees for conditional promotions as provided in Article 5.

SECTION 4 — NEPOTISM

It is Local 1000 policy to prohibit “close relatives” from working in a direct reporting
relationship. A “close relative” is a husband-wife, brother-sister, or parent-child
relationship by either blood or marriage, and blood relationships between uncles, aunts,
nieces and nephews. If two (2) employees become “close relatives” while employed at
Local 1000, they will not be permitted to work in a direct reporting relationship. One of
the employees will be required to transfer to a position which is not in a direct reporting
relationship to the other. Local 1000 and the concerned employees will attempt to
reach agreement on the employee to be transferred. However, Local 1000 reserves the
right to transfer the employee with the least seniority. Every effort will be made to allow
the affected employee to trade assignments with another employee, provided each
employee is qualified to perform the assignment of the other. Such transfer shall not
displace or cause a layoff of any person employed in the bargaining unit.

SECTION 5 — ANTI-BULLYING AND DIGNITY

Local 1000 is committed to providing a workplace where all employees, regardless of
their classification or pay status, are treated in a manner that maintains generally
accepted standards of human dignity and courtesy. Management shall promptly
investigate allegations of bullying within ten (10) working days of the complaint, and
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shall take appropriate action which may include but not be limited to disciplinary action if
a violation has occurred. Supervisors and managers will be trained annually regarding
dignity and the proper treatment of employees.

As soon as feasible, but no later than the second Board meeting after ratification of the
CBA, the Local 1000 President will submit an amendment to the policy file to require
annual training of elected leaders.
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ARTICLE 8
DISCIPLINE AND DISCHARGE

SECTION 1 — GENERAL

(A) Disciplinary action, for the purposes of this Article is defined as verbal reprimand;
written reprimand; suspension without pay; a reduction in pay not the result of
the layoff procedures contained in Article 20, or a discharge. A rejection from
probation pursuant to Article 5, section 10, is not a disciplinary action as defined
in this Article.

(B) No employee will be the subject of a disciplinary action except for just cause.

(C) This Article shall govern all disciplinary or discharge actions taken against an
employee.

(D) As appropriate, Local 1000 will adhere to the principles of progressive discipline.

SECTION 2 — PROCEDURES
No formal disciplinary or discharge action shall be effective unless:

(A) The employee and the Union are delivered written notice of the proposed action
no more than one (1) year after the alleged cause becomes known to Local
1000.

(B) The notice sets forth in ordinary and concise language the acts or omissions
which constitute cause for the action. The notice may be amended to include
any act or omission discovered by Local 1000 after delivery of the notice
provided that all time limits set forth in this Article shall thereafter run from the
date of delivery of the amended notice to the employee and the Union.

(C) The notice specifies the action to be taken and the dates thereof.

(D) The notice is served in person or by certified mail upon the employee at his/her
last known address and the Union. If service is by mail, service shall be deemed
complete upon mailing; however, all limits for the employee’s response shall be
extended by five (5) days, excluding Saturdays, Sundays and holidays.

SECTION 3 — APPEAL

All appeals under this Article shall be filed at the second step of the grievance
procedure. Such appeals shall be filed within ten (10) days of delivery of written notice
of the proposed action.
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SECTION 4 — PERSONNEL FILES

(A) An employee and/or his/her representative with the consent of the employee
shall have the right to inspect and copy the employee’s personnel file and any
other document in the possession of Local 1000 which is relevant to the ability of
an employee to perform his/her job or to an issue grieved. No document which is
withheld from an employee or his/ her representative in violation of this section
shall be used or relied upon in any meeting or proceeding to support disciplinary
or discharge action.

(B) Any adverse comment, entry, or the like, may not be relied upon for any
disciplinary purpose, including being admissible in any arbitration, if such
comment or entry is one (1) year or more old, and no subsequent comment or
entry has been entered dealing with the same problem within a year of the prior
document. In other words, adverse entries dealing with the same problem can
be “linked” for purposes of admissibility, so long as the most recent entry relied
upon is within one (1) year of the disciplinary action. The above is not meant to
make anything grievable that was not previously grievable.

(1) This provision shall not apply to any documents memorializing a letter of
reprimand, a suspension, a reduction in pay not the result of layoff
procedures, or a discharge once such actions become final. However, an
employee who has been the subject of discipline or discharge may
request that such documents be purged from his/her files after three (3)
years from the date of such action, and the parties may mutually agree to
such purging at any time, including when the discipline is initiated.

(2) If the Union chooses to admit in an arbitration any or all portions of a
performance report of an employee, Local 1000 may admit any
performance reports of the employee, notwithstanding the above.

SECTION 5 — ADMINISTRATIVE LEAVE

Local 1000 may place an employee on administrative leave with pay for a period of up
to thirty (30) days to investigate acts or conduct justifying discharge which an employee
is suspected of doing, prior to filing formal charges or to remove from the job site,
employees against whom an action of discharge has been taken. Should no
disciplinary action be instituted or taken, any notes or records of the investigation shall
be removed from the employee’s personnel file.

SECTION 6 — WORK RULES

Local 1000 shall have the right to establish, amend and repeal reasonable Work Rules

relating to employee conduct not in conflict with this Agreement. Said rules shall be

incorporated herein in their entirety by this reference. Local 1000 shall provide Work

Rules to each employee upon employment or whenever Work Rules are changed. If
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Local 1000 establishes or amends a Work Rule, Local 1000 will provide the Union with
this information. Upon request from the Union, Local 1000 will negotiate with the Union
about the proposed changes. In the event of an impasse, there shall be no mediation of
the dispute and Local 1000 will be free to implement the new or revised Work Rule.
Nothing in this section shall prevent the Union from subsequently filing a grievance
which may be referred to arbitration challenging the interpretation or application of the
Rule, or the reasonableness of the Rules as applied to a particular factual situation.

SECTION 7 — EMPLOYEE ASSISTANCE

In cases where Local 1000 alleges that an employee is having one or more deficiencies
in job performance, and the employee raises as a defense or explanation that he/she is
experiencing problems due to substance abuse which adversely affects job
performance the following shall occur:

(A) Prior to instituting disciplinary action, or as an alternative to discipline, Local 1000
will direct the employee to utilize the employee assistance program provided in
Article 14 of this Agreement. Upon completion of the employee assistance
program the employee will provide Local 1000 with a satisfactory demonstration
that his/her problem has been resolved as it relates to on-the-job duties.

(B) In the case of first offenses of this nature, Local 1000 shall waive disciplinary
action. Thereafter, substance abuse shall not constitute grounds for waiver of
disciplinary action under section 1 of this Article, subject to the “just cause”
standard of that section.
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ARTICLE 9
EMPLOYEE REPRESENTATION

SECTION 1 — BULLETIN BOARDS

(A) Local 1000 shall provide Bulletin Boards, at locations to be designated by Local
1000 on each of the premises located within the State of California, for the
purpose of posting official Union notices, announcements, bulletins, and flyers.

(B) The Union agrees that no Union notices shall be posted in any area other than
on the official Bulletin Boards designated for such purpose. The Union agrees
that Union material posted will not be defamatory or obscene.

SECTION 2 — USE OF LOCAL 1000 FACILITIES AND EQUIPMENT

Subject to availability, Local 1000 will permit the Union to utilize its facilities and
equipment as available for the Union’s bulletins and “flyers” provided such privileges are
not abused.

SECTION 3 — UNION OFFICERS AND REPRESENTATIVES

Local 1000 recognizes and shall deal fairly and equitably with all Union officers and
representatives on all matters relating to grievances and interpretations of this
Agreement. A written list of all such Union officers and representatives, including
names and mailing addresses, shall be furnished to Local 1000 at least annually, and
the Union shall promptly notify Local 1000 of any interim changes of such officers and
representatives.

SECTION 4 — RELEASE TIME

An employee who is duly authorized by the Union as an officer or representative as
defined in Section 3 of this Article shall be granted a reasonable and necessary amount
of time away from assigned duties, without loss of pay, to confer with employees and
management in the investigation, processing and settlement of complaints as defined in
Articles 10 and 11. Such time shall be recorded under the appropriate charge code on
the officer’'s and/or representative’s time/activity reporting form. Authorized Union
representatives will inform their supervisor, in advance, of their absence for the purpose
defined in this subsection.
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SECTION 5 — PERSONNEL FILES

Material in an employee’s personnel file will not be released to anyone except as
authorized in writing by the employee, provided that such material will be available for
inspection and use by Local 1000. Except as provided above, specific documents
contained within personnel files of employees in the bargaining unit may be inspected
by the Union only if said documents relate to the specific pending or potential grievance.
The Union representative must specify the nature of the problem and the specific
materials needed. A copy of any material inserted in the personnel file shall be given to
the employee. Within thirty (30) days of receipt of such material, or of learning of the
existence of material in a personnel file, an employee may submit a written rebuttal to
such material. Said rebuttal shall be dated and signed by the employee and identify the
document(s) being rebutted.

SECTION 6 — UNION PRESIDENT

If employed by Local 1000, the Union president and his/her designee (a UAW Officer)
shall be granted time away from assigned duties without loss of pay to travel to and
meet with the Union members at all Local 1000 offices four (4) times a year, or for UAW
International business for a total of no more than eight (8) days per year. The expense
of such trips shall be borne by the Union.

SECTION 7 — EMPLOYEE INFORMATION

(A) Within thirty (30) days after a new employee begins work Local 1000, and
thereafter as changes become known, Local 1000 shall furnish the Union in
writing the following information for each new employee:

e Name and address;

e Date of hiring;

e Classification; and

e Monthly rate of pay.

(B) Local 1000 shall provide each affected employee with a copy of all personnel
transactions documents affecting said employee within twenty-one (21) days of
the effective date.

29



ARTICLE 10
GRIEVANCE PROCEDURE

SECTION 1 — COVERAGE AND SCOPE

This shall be the exclusive procedure available to employees for the resolution of
grievances as defined in Section 2(A) of this Article and for the Union as defined in
Section 2(B) of this Article.

(A) Nothing in this Agreement shall be construed as precluding discussion between
an employee and his/her designated representative and his/her immediate
supervisor about a matter of concern to either of them.

(B) Once a matter has been made the subject of a grievance under this procedure,
nothing in this Agreement shall preclude either party to this Agreement from
attempting to resolve the grievance informally.

SECTION 2 — TYPES OF GRIEVANCES

(A) An employee grievance is a complaint by an employee or group of employees
concerning the interpretation, application and/or violation of this Agreement; or
the interpretation or application of Local 1000 Work Rules; or the alleged
commission of an unfair labor practice by Local 1000.

(B) A grievance by the Union is a complaint concerning the interpretation, application
and/or violation of this Agreement; or the interpretation or application of Local
1000 Work Rules; or the alleged commission of an unfair labor practice by Local
1000. In the case of a Union grievance, the Parties will waive STEP 1 of this
procedure; and an authorized Union Officer shall present the grievance in writing
at STEP 2.

(C) Appeals of discipline and discharge shall be filed at STEP 2 of the grievance
procedure, in accordance with Article 8. Such appeals shall be filed within ten
(10) days of delivery of written notice of the proposed action.

(D) If the Union requests expedited arbitration under Article 11, section 2, the
following shall occur: The parties shall meet within ten (10) days of receipt of the
filing at STEP 2. The Union shall discuss in detail its factual and legal
contentions, including the requested remedy. Management will respond similarly.
The parties shall initiate the process of selecting an arbitrator and choosing a
hearing date(s) during the twenty (20) days immediately following the Union’s
filing at STEP 2. Such process shall not interfere with or delay the attempts to
resolve the dispute by mutual agreement within the twenty (20) day period. The
arbitration shall not be held within the twenty (20) day period, except by mutual
agreement.

30



SECTION 3 — WHO MAY INSTITUTE GRIEVANCES

(A) The Union may initiate a grievance on its own behalf as defined in Section 2(B)
of this Article. Any such grievance must bear the signature of a Union official or
representative.

(B) A grievance under this Article may be initiated by employees either singly or
jointly or by the Union on behalf of employee(s). Any such grievance must bear
the signature(s) of the aggrieved employee(s).

SECTION 4 — REPRESENTATION

(A) An employee may initiate and pursue any grievance concerning a dispute
between the employee and Local 1000 through STEP 2. Any written statement
of a grievance shall be delivered to the Union on the same day as delivered to
Local 1000. Any written response by Local 1000 to a grievance shall be
delivered to the Union on the same day as delivered to an employee. The Union
shall have the right to have its representative present at any proceeding or
meeting held to investigate or settle a grievance brought by an employee. Local
grievant shall give the Union two (2) days’ notice of the time and place of any
proceeding or meeting with an employee. Local 1000 and an employee shall not
settle a grievance on terms contrary to this Agreement without the consent of the
Union. Nothing in this Section shall permit the Union to participate in a grievance
initiated by an employee or prohibit an employee from designating a
representative of his or her choice.

(B) Whenever in this Article a right is given a grievant, the right may be exercised by
the grievant’s representative. Whenever in this Article a grievant is entitled to a
meeting, the grievant’s representative shall have a right to be present and
participate in the meeting. Whenever in this Article delivery is required to the
grievant, delivery shall be effective if made to the grievant’s representative.
Whenever in this Article delivery is required to the designated manager of Local
1000, delivery shall be effective when made to the office of the designated
manager.

(C)The grievant shall be allowed such time as is reasonable and necessary during
working hours to investigate, prepare for and pursue any grievance as provided
in this Article without loss of pay. It is understood that the grievant shall (1)
provide his/her supervisor with advance notice and request for such time; (2) that
such request will not be arbitrarily withheld by Local 1000; and (3) that such time
shall be charged on the grievant’s time/activity reporting form to the designated
program code.
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SECTION 5 — PROCEDURE

(A) A grievance filed at STEP 2 (Formal STEP) of this procedure shall be presented
in writing. The statement need not be in any particular form but shall set forth the
facts of a dispute in clear and concise language in sufficient detail to enable the
Parties to understand the nature of the grievance, including the applicable
contract provisions, work rules, and/or NLRA unfair labor practice provisions.

(B)STEP 1 - Informal Step

(1) A grievance must be presented either orally or in writing within thirty (30)
days of when the employee or the Union had learned or may reasonably
have been expected to have learned of its cause.

(2) A grievance shall be discussed informally with the immediate supervisor or
manager who has the authority to resolve the grievance. The supervisor
or manager shall have ten (10) days in which to investigate the dispute
and respond to the aggrieved employee and/or designated representative.

(C) STEP 2 — Formal Step

A grievance may be appealed to STEP 2 of this procedure within ten (10) days of
receipt of an unfavorable response by the aggrieved employee(s) at STEP 1, or if
no timely response is made at STEP 1, within twenty (20) days after the
grievance was presented at STEP 1. Such appeal shall consist of delivery of a
notice of appeal to the Executive Director of Local 1000, or their designee. The
Executive Director, or their designee shall within fifteen (15) days of receipt of the
notice of appeal, investigate the grievance, and give his/her decision in writing to
the grievant and the Union. Prior to rendering a STEP 2 decision, the Executive
Director, or their designee, upon request by the Union, shall meet with the
grievant and his/her representative either personally or by telephonic conference.

(D)STEP 3 — Arbitration

A grievance may be appealed to arbitration by the Union within fifteen (15) days
of either (1) receipt of an unfavorable response by the aggrieved employee(s) or
the Union at STEP 2 or if no timely response is made at STEP 2, within thirty (30)
days after the grievance was presented at STEP 2. Such appeal shall consist of
submitting a written demand to the Executive Director, or their designee.

SECTION 6 — MODIFICATION OF PROCEDURE

(A) The time limits delineated in this Article may be extended by mutual written
agreement of the Parties at that STEP.

(B) The Parties at any STEP may mutually agree in writing to waive that STEP of
this procedure.
32



SECTION 7 — FULL DISCLOSURE

The Union and Local 1000 shall each have a mutual obligation upon demand to
disclose to the other any fact or information relevant to the grievance and known to the
Party, as required by the National Labor Relations Act.

SECTION 8 — VIOLATION OF NO STRIKE/NO LOCKOUT

The Union or Local 1000 may directly initiate an arbitration of any claimed violation of
Article 4 (No Strike - No Lockout) pursuant to the Procedures of Article 11.

SECTION 9 — EXCEPTIONS TO NO STRIKE/NO LOCKOUT

The Union and Local 1000 shall abide by the provisions of Article 4 (No Strike - No

Lockout) pending the initiating, processing and settlement of a grievance provided that a
strike or lockout may be used to enforce an arbitration award.
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ARTICLE 11
ARBITRATION

SECTION 1 — ARBITRATOR SELECTION

Within 10 working days of receipt of the Union’s appeal to arbitration, either party may
request a list of arbitrators from the State Mediation and Conciliation Service. The
parties shall select an arbitrator by using the alternate striking method. The parties may
also mutually agree on an arbitrator.

SECTION 2 — EXPEDITED ARBITRATION

(A) The Union may elect to initiate arbitration pursuant to the expedited arbitration
rules of any grievance except a grievance concerning disciplinary action,
discharge, layoff, or other matter involving termination of employment, provided
the requirements of Article 10 (Grievance Procedure) are satisfied.

(B) The Union and Local 1000 may initiate an expedited arbitration as provided in
Article 10, Section 2(D).

(C) In an expedited arbitration proceeding the Arbitrator shall make his/her findings
and award immediately upon the conclusion of the hearing.

SECTION 3 — HEARING

(A) The arbitration hearing shall be conducted under the Rules of the American
Arbitration Association.

(B) Each Party shall bear the expense of its representatives, participants, witnesses,
and for the preparation and presentation of its own case. The fees and
expenses incidental to the arbitration hearing shall be borne equally by the
Parties. The costs of a stenographic record shall be borne by the Party
requesting a stenographic transcript. If the Arbitrator requests a stenographic
transcript, the costs shall be borne equally by the parties. Local 1000 shall bear
the expense of the time of any witness employed by Local 1000. Section 4(C) of
Article 10 shall apply to arbitration proceedings.

(C) Any issue concerning the right of discovery shall be subject to arbitration.

SECTION 4 — SCOPE

Only those grievances pertaining to the interpretation, application and/or violation of the
Agreement, or Local 1000 Work Rules or unfair labor practices are arbitrable. The
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arbitrator shall have no authority to add to, subtract from, modify, change, alter or ignore
in any way the provisions of this Agreement or any expressly written amendment or
supplement thereto, or to extend its duration, unless the Parties have expressly agreed,
in writing, to give his/her specific authority to do so, or to make an award which has this
effect. The award of the arbitrator so made shall be final and binding on the Parties.

Except as otherwise provided, the provisions of this Article shall not apply to intermittent
and temporary employees as defined in Article 5, section 7, of this Agreement.
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ARTICLE 12
LEAVES

SECTION 1 — SICK LEAVE

(A) Full and part-time nonexempt and part-time exempt employees shall accumulate
sick leave credit at the rate of .0462 hours per hour paid to a maximum of 3.70
hours per pay period.

(B) Full-time exempt employees shall accumulate sick leave credit at the rate of 3.70
hours per pay period.

(C) Employees are eligible to use sick leave as earned for illness in the household or
in the immediate family (spouse, domestic partner, children, parents, sisters and
brothers, mother and father-in-law, daughter- and son-in-law, step-mother and
father, step-children, step-brothers and sisters, grandparents and grandparents-
in-law and step grandparents and grandchildren). Employees are also eligible to
use sick leave for health care appointments for members of the household or
immediate family.

(D) All employees may use sick leave for sickness as needed on regular workdays or
during previously scheduled vacation periods without loss of vacation credits.
Earned sick leave may be used for maternity leave for periods of disability as
certified by the attending physician. While on government sponsored paid leave
for the birth, adoption or foster placement of a child employees may use accrued
sick leave to coordinate pay during the approved leave.

(E) Accumulation of sick leave shall be unlimited.

SECTION 2 — BEREAVEMENT LEAVE

An employee shall be granted bereavement leave with pay, not to exceed five (5)
working days because of a death in the employee’s household or of an immediate
family member of the employee, (as defined in section 1(C) of this Article), or his/her
aunt or uncle.

(A) Two (2) days of leave shall be charged against the employee’s sick leave
balance if sufficient time is available. Such charge shall occur only after the third
day of bereavement leave.

(B) If insufficient time is available in the sick leave balance, Local 1000 shall make
up the difference.
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(C) The immediate supervisor shall allow additional time if required. Such time shall
be charged against the employee’s sick leave balance. If insufficient time is
available in the employee’s sick leave balance, the employee may use other
available leave credits. If the employee has insufficient time, the additional time
will be unpaid.

SECTION 3 — VERIFICATION OF ABSENCES

(A) Approval of an employee’s use of sick leave shall be made by the appropriate
manager and may be subject to substantiation.

(1) Such substantiation shall include, but not be limited to, the general nature
of the employee’s illness or injury and prognosis. If the appropriate
manager does not consider the evidence adequate, the request for sick
leave shall be disapproved.

(2) Such substantiation normally shall not require a physician’s or licensed
practitioner’s verification in absences of less than two (2) consecutive
days, except as follows:

(a) The employee has a demonstrable pattern of sick leave abuse; or

(b) The manager reasonably believes the absence was for an
unauthorized reason.

(3) An employee will not be subject to disciplinary action based solely on the
amount of sick leave use.

(B) Each employee shall notify his/her manager or designee at least one (1) hour
prior to the opening of his/her assigned office or at least one (1) hour prior to any
scheduled appointments or meetings, whichever is sooner, of an absence for
sick leave. Projected sick leave days for medical appointments shall be provided
to the appropriate manager with as much advance notice as possible.

(C) Return to work after any prolonged illness/injury will require that the employee
provide a medical release to perform the full range of duties of the employee’s
position. Should there be any limitations upon the employee’s ability to do the
job, such limitations need to be specified in writing on the release to work form.
The availability of limited work will be at the discretion of the appropriate
administrator. Where limited work is denied, the reason shall be provided to the
employee in writing and the provisions of Article 5, section 16 shall apply.
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(D) When an employee has a demonstrable pattern of sick leave usage of concern to
the manager, the employee may be given written instructions to provide
verification of sick leave use for future absences. These instructions shall state
the reasons for the action and the duration of the verification requirement. Upon
expiration of this term, the employee’s sick leave usage shall be evaluated to
determine if sufficient improvement has been made or if disciplinary action shall
be taken.

SECTION 4 — PERSONAL TIME OFF/PAID TIME OFF

(A) The parties understand that California Labor Code, section 227.3, bars “use it or
lose it” leave policies unless such policy is stated within a collective bargaining
agreement. The parties, therefore, understand and agree that this Agreement
includes a waiver of the employees’ rights under Labor Code, section 227.3, as
this Agreement provides that Local 1000 will eliminate any unused paid time off
not used in the time periods specified by subsection (A).

(B) Non-exempt employees may use up to twenty-four (24) hours of accumulated
sick leave during each calendar year for personal time off. Personal time off
shall not be cumulative. To receive such “personal time” employees must give
prior notice and such time must not interfere with necessary business activities.
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SECTION 5 — HOLIDAYS
(A) All employees shall be entitled to the following holidays:

January 1

Third Monday in January

Third Monday in February

March 31

Last Monday of May

June 19 (Juneteenth)

July 4

First Monday in September

November 11

Thanksgiving

Day after Thanksgiving

December 25

Floating Holidays

i. Non-Exempt employees shall receive five (5) floating holidays
(accrued annually on the first pay period of each calendar year).
ii. Exempt employees shall receive twelve (12) floating holidays (three

floating holiday will accrue quarterly during the first pay period of
the quarter). This time is provided as compensated time off,
recognizing that due to the nature of the job it may have irregular
and long hours of work at times.

(B) The holidays observed on the actual day they occur with the following
exceptions:

(1) When a holiday falls on Sunday, employees shall be entitled to the
following Monday as a holiday with pay.

(2) When November 11 falls on a Saturday, employees shall be entitled to the
preceding Friday as a holiday with pay.

(C) If an employee works on a holiday to meet the needs of the employer, she/he will
receive holiday credit for that day.

(D) When a holiday falls on an employee's regularly scheduled day off, employees
shall accrue up to eight (8) hours of holiday credit per said holiday.

(E) Any employee may be granted leave as necessary on the day where a statewide
election is scheduled provided the employee executes an affidavit or a
declaration under penalty of perjury stating that such time is necessary for
him/her to be able to vote. Such leave shall not be charged to any other
employee leave and shall not be cumulative.
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SECTION 6 — CALCULATION OF LEAVE PAY

(A) Employees shall be paid up to eight (8) hours per day for sick leave,
bereavement leave and holidays as specified in sections 1, 2 and 5 of this Article
in accordance with the following formula:

(Leave Pay = Number of hours paid in previous 2 pay periods/160)

(B) Notwithstanding section 6(A) of this Article, all permanent full-time employees on
the payroll shall receive eight (8) hours of leave pay pursuant to this section.

SECTION 7 — VACATION

(A) All employees are entitled to vacation pay in accordance with the following

schedule:

Length of Service
7 - 36 months (3 years)

37 - 120 months (10 years)
121 - 180 months (15 years)
181 - 240 months (20 years)

241 months and over

Rate of Vacation Accumulation
12 days per year
16 days per year
20 days per year
22 days per year
24 days per year

(B) Vacation is accumulated at the following rate:

LENGTH OF
SERVICE

PART-TIME EXEMPT AND ALL
NONEXEMPT EMPLOYEES

EXEMPT FULL TIME
EMPLOYEES

7 — 36 months
(3 years)

.04615 hours per hr. paid up to a
maximum of 8 hours per month

8 hours per month

37 — 120 months
(10 years)

.06154 hours per hr. paid up to a
maximum of 10.67 hours per month

10.67 hours per month

121 — 180 months
(15 years)

.07692 hours per hr. paid up to a
maximum of 13.33 hours per month

13.33 hours per month

181 — 240 months
(20 years)

.08462 hours per hr. paid up to a
maximum of 14.67 hours per month

14.67 hours per month

240 months and
over

.09231 hours per hr. paid up to a
maximum of 16 hours per month

16 hours per month

(C) Notwithstanding the accumulation schedule above, employees shall not receive
any vacation pay until the employee has completed a minimum of six (6) months

of employment.

(D) Any employee whose vacation time includes a holiday shall not be charged a day
of vacation for such holiday.
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(E) If an employee’s vacation balance exceeds 240 hours on December 31, all
hours in excess of 240 will be cashed out in January.

(F) Vacation requests must be approved in advance.

(1) By January 15 of each calendar year, the employee shall submit, in
writing, his/her vacation request(s) for that calendar year. Such vacation
request(s) shall be approved unless the employee’s absence would create
a serious and harmful impact on Local 1000. Local 1000 will act on all
vacation requests and notify the employee by the fifteenth (15th) working
day of February, but in no instance less than 30 thirty days before the
commencement of the vacation.

(2) Employees whose initial vacation request(s) are denied under the
provisions of section 7(F)(1) may submit an alternative request(s) under
provisions of that section.

(3) Modifications of initial vacation requests or requests made at times other
than January of each calendar year must be submitted in writing and shall
not be unreasonably denied.

(4) In the event two (2) or more employees in the same operational unit
request the same vacation period and operational needs do not allow all of
the employees requesting the same vacation to be absent from the job,
Local 1000 will approve the requested vacations in order of seniority.
Employees whose requests are not approved under this section may
request alternative vacation periods under provisions of section 7(F)(1).

(5) Local 1000 may cancel vacations approved pursuant to sections 7(F)(1)
and 7(F)(4) only if a serious and harmful impact on Local 1000 will result if
the employee(s) are allowed to take the vacation(s). However, in no
instance shall Local 1000 cancel an approved vacation within thirty (30)
days of the commencement of the vacation.

(6) Local 1000 will also establish, with the input from affected employees, a
reasonable plan for maintaining the necessary level of services during
such absences.

(G)Upon termination of employment, an employee (or his/her estate in the case of
death) shall receive accrued vacation pay.

(H) Once annually, on December 15, employees with a vacation balance of fifty-six

(56) or more hours may elect to take a maximum of forty (40) hours of such
balance in the form of salary to be paid on the first pay period of the new year.
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SECTION 8 — UNPAID LEAVE OF ABSENCE

(A) A permanent employee may be granted a leave of absence without pay for a
specific period of time upon establishment of a good and sufficient cause for
such leave; provided that such leave does not interfere with the business needs
of Local 1000.

(B) Local 1000 shall not deny a request for a leave of absence for:

e As provided in section 9 of this Article

e Maternity (birth, adoption or foster care placement of child) - up to one (1)
year

e Paternity (birth, adoption or foster care placement of child) - up to one (1)
year

e Medical Reasons, as certified by a medical doctor or licensed practitioner -
up to eighteen (18) months.

e Performing duties pursuant to holding office in the Union

e Care for a seriously ill parent, spouse, domestic partner or child, as
certified by a medical doctor or licensed practitioner - up to twelve (12)
weeks.

(C) Continuity of service shall not be broken by unpaid leaves of absence. However,
except as provided by law in the case of maternity leave, paternity leave, medical
leave and leave to care for a seriously ill parent, spouse or child, the time spent
while on such leaves shall not count as service time for any purpose.

(D) Local 1000 shall continue to pay the employer’s contributions to the Health and
Welfare plans, for up to six (6) months, for employees on unpaid leave of
absence for reasons of maternity, paternity or to care for a seriously ill parent,
spouse, domestic partner, or child, as certified by a medical practitioner. In
addition, Local 1000 shall continue to pay the employer’s contribution of such
plans for up to six (6) months while an employee is on an unpaid leave of
absence for his/her own medical reasons, as certified by a medical doctor or
licensed practitioner.

(E) Upon written request of the employee, Local 1000 shall provide a system for the
continued payment of his/her insurance premiums during the period of an unpaid
leave of absence.

Except as provided by law and by this Agreement, during this period, the
employee must pay both the employee’s and employer’s contributions. Local
1000 shall not advance such payments. The employee must pay Local 1000
Accounting for all contributions prior to the date each payment is due. Failure to
pay such premiums will result in coverage lapsing unless the employee makes
other arrangements. Additional administrative costs shall be borne by Local
1000.
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SECTION 9 — MILITARY LEAVE

(A) Any permanent or probationary employee who enters or enlists in the recognized
military obligation shall be granted a leave of absence for the entire period of
such service. The first thirty (30) days of this leave shall be with pay. If he/she
returns within ninety (90) days of his/her release from said service, he/she shall
be reinstated to the position in the classification he/she would have received and
with the same vacation schedule credit as if his/her military service had been
continuous satisfactory Local 1000 service. This entitlement shall not apply to
any employee who voluntarily extends his/her enlistment while he/she is in
military service.

(B) Any permanent or probationary employee who is a member of the California
National Guard or the Reserve of any United States military service and who is
ordered to active duty for training or other purposes shall be paid his/her pay for
the first thirty (30) days after his/her period of extended active duty commences
or for not more than thirty (30) days a year of ordered active duty for training
purposes. Routinely scheduled weekly, monthly drills of military reserve units do
not qualify for pay under this section.

(C) An employee who is hired or promoted into a position to replace another
employee who is on military leave shall be informed that he/she serves in the
position subject to the reinstatement of the employee who is on military leave.
When he/she is displaced by said reinstatement, the replacement employee may
exercise his/her layoff rights and privileges under the regular layoff procedures if
there are other employees in the classification but not displace the employee
who has been reinstated from military leave. If he/she is unable to displace
another employee in the class through the layoff procedure or in a lower class by
demotion in lieu of layoff, he/she shall be placed on a reemployment list for the
class.

(D) State and Federal Laws that provide a greater benefit to the employee shall
supersede sections of this Article.

SECTION 10 — CATASTROPHIC LEAVE

Upon request by an employee and approval by a committee established by the Union,
an employee on leave who has exhausted all leave credits shall receive catastrophic
leave. Catastrophic leave is the transfer of certain leave credits from one employee to
another. The following apply to the transfer of leave credits:

e Employees may transfer sick leave, vacation, CTO or floating holidays.
Employees may transfer up to forty (40) hours sick leave as part of the
Catastrophic Leave annually;

e Sick and floating holidays must be transferred in one day increments;

e Vacation hours must be transferred in one hour increments;
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e All hours transferred will be deposited into the recipient's sick leave bank;

e Exempt employees will not be able to use any transferred credits that do
not total one day increments; and

e Donations of leave may remain anonymous at the employee’s request.
The committee chair established by the Union will be copied on all communications

between employees and Human Resources concerning administration of Catastrophic
Leave.

SECTION 11 — JURY DUTY

An employee shall be allowed time off without loss of compensation when required to
report and serve, or be present to serve, on jury duty. If payment is made for such time
off, the employee is required to remit to Local 1000 the jury fees received.

44



ARTICLE 13

SALARY GRADES AND CLASSIFICATIONS
SECTION 1 — CLASSIFICATIONS AND SALARY RANGES

Classification
FLSA

3% GSI (10/1/2024)

1 2 3 4 5 6 7 8 9 10
Accountant E | 5877 | 6112 | 6355| 6611 | 6874 | 7150 | 7.436| 7,732 | 8,042 | 8489
Account Technician N | 3,555| 3,696 3,845| 3997 | 4159 | 4324 4499 | 4680 4865| 5137
Administrative Assisant N | 4381 | 4557 4739| 4928 5126 | 5331 5544 | 5766 5997 | 6,329
Administrative Technician N 4172 | 4,340 | 4512 | 4,693 | 4,880| 5,076 5,278 | 5,490 5710 | 6,027
Application Developer E | 5877| 6112| 6,355| 6611 | 6,874| 7150 | 7.436| 7.732| 8,042| 8489
Atorney E | 8147| 8473 | 8811| 9164 | 9530| 9,912 | 10,309 | 10,721 | 11,149 | 11,771
Business Systems Analyst E | 5877| 6112| 6,355| 6611 | 6,874 7150 | 7.436| 7,732| 8,042| 8489
Communication Specialist E | 5877| 6112| 6,355| 6611 | 6,874 7150 | 7.436| 7,732| 8,042| 8489
Computer Support Technician | N 3,555 3696 | 3,845 3,997 | 4159 | 4324 | 4499 | 4680 | 4,865 5,137
Computer Support Technician I N | 4172| 4340 4512 | 4693 | 4880| 5076 | 5278 | 5490| 5710| 6,027
Computer Support Specialist E | 5877| 6112| 6355| 6611 | 6874 7150 | 7436 | 7,732 | 8042 8489
Database/System/Network E | 7421| 7,720| 8027 | 8348 | 8682 | 9,030 | 9391| 9,767 | 10,158 | 10,723
Administrator

ggﬁnga" Machine Operator, N | 2997 | 3118 3.243| 3372| 3506| 3647 | 3792| 3.945| 4164

Faciliies Assisant N | 3118 | 3243 3373| 3506 3,647 | 3,793 | 3,944 | 4103 4270| 4506
Graphics/Composition Technician N | 4491 | 4672 4858 | 5050 5255| 5464 5683| 5909 6,145| 6,488
Legal Assistant (Graduate) E | 3503] 3641 | 3788 3,938 | 4097 | 4261 | 4432 4609 4793 5,059
Legal Secretary N | 4113 | 4278 | 4447 | 4625| 4812 | 5003 | 5204 | 5412 | 5628 | 5942
Legislative Advocate E | 6884| 7159 | 7.446| 7.743| 8054| 8375| 8,711| 9,060 | 9420 | 9944
Legislative Secretary N | 3.732| 3,878 | 4035| 4,197 | 4367 | 4539| 4721 | 4911| 5106 | 5392
Member Resource Center N | 5137 | 5342| 5556 | 5778 | 6,009| 6343| 6597 | 6,861

Representative

Membership Data Technician N | 3.918| 4,075| 4238 | 4408 | 4585| 4767 | 4957 | 5157 | 5362 | 5,661
Ofice Technician N | 2997 | 3,118 | 3243 | 3372 3,506 | 3,647 | 3,792 | 3.945| 4102| 4,330
Organizer in Training E | 5137| 5342 | 5556| 5778 | 6,000 6,343

Payroll Services Technician | N | 3,734 | 3.885| 4039 | 4200 4369 | 4543 | 4725| 4915| 5111 | 57395
Payroll Services Technician Il N 41721 4,340 | 4512 4693 | 4880 5076 | 5278 5,490 5710 | 6,027
PoliicallCommunity Organizer E | 5932| 6167 | 6415| 6,673 | 6938 7.218| 7,505| 7,805| 8,118 8569
gggg‘;‘ Specialist- Special E | 5877 6112 6355| 6611 | 6874 | 7150 | 7436 | 7.732| 8042 8489
Research Analyst E 5877 | 6112 ] 6,355| 6,611 | 6874 | 7,150 | 7,436 | 7,732 | 8,042 | 8,489
Research Assistant E 3,793 3,945 | 4,102 4267 | 4438 | 4616 | 4,799 | 4,991 5,192 5,479
Secretary N | 3918 | 4,075| 4238 | 4408 | 4585| 4,767 | 4957 | 5157 | 5362 | 5,661
Senior Account Technician N | 3.732| 3,878 | 4035| 4,197 | 4367 | 4539 | 4721 | 4911| 5106 | 5,392
Senior Aforney E | 8982 9342 | 9,715] 10,103 | 10,509 | 10,929 | 11,365 | 11,820 | 12,292 | 12,977
Senior Communications Specialist E 6,464 | 6,726 | 6,993 | 7,273 7564 | 7,866 | 8,181 8,507 | 8,848 | 9,339
Senior Educaton E | 6884 7159 | 7446| 7743 | 8054| 8375| 8711| 9060 | 9420| 9,944
Development/Training

Senior Office Technician N | 3,555| 3,696 3,845| 3097 | 4159 | 4,324 4499 | 4680 | 4865| 5137
Senior Poliical/Community Organizer| E 6,884 | 7159 | 7446 7,743 | 8,054 | 8,375| 8,711 9,060 | 9,420 | 9,944
Senior Research Analyst E | 6884 7159 | 7.446| 7743 | 8054| 8375| 8711| 9,060 | 9420 9,944
Senior Union . E | 8546| 8889 9244 9,613 | 10,147

Representative/Organizer

Union Representative/Organizer E 6,245 | 6,494 | 6,753 | 7,024 7,305 | 7,597 7,900 | 8,341

“‘E” — Exempt from the overtime provisions of the Fair Labor Standards Act

“N” — Nonexempt from the overtime provisions of the Fair Labor Standards Act
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Classification
FLSA

3% GSI (10/1/2025)

1 2 3 4 5 6 7 8 9 10
Accountant E | 6053| 6295| 6546| 6809 | 7,080 | 7,365| 7,659 | 7,964 | 8283 | 8,744
Account Technician N | 3662| 3807 | 3,960 | 4117 | 4284 | 4454 | 4634 | 4820 5011] 5291
Administative Assistant N | 4512| 4694 | 4881 | 5076 | 5280 | 5491 | 5710 5939 | 6177 | 6519
Administative Technician N | 4297 | 4470 4647 | 4834 | 5026 | 5228 | 5436 | 5655| 5881 | 6,208
Application Developer E | 6053| 6295 6546 6,809 7,080 | 7,365 7.659 | 7,964 | 8,283 | 8,744
Atorney E | 8391 8727 9075| 9439 9,816 10,209 | 10,618 | 11,043 | 11,483 | 12,124
Business Systems Analyst E | 6053| 6,295| 6546| 6,809 7,080 7,365| 7,659 | 7,964 | 8,283 | 8,744
Communication Specialist E | 6053| 6,295| 6546| 6,809 7,080 | 7,365 7.659 | 7,964 | 8,283 | 8,744
Computer Support Technician | N | 3,662| 3807 | 3,960 | 4117 | 4,284 | 4454 | 4634| 4820 5011] 5,291
Computer Support Technician I N | 4297 | 4470 | 4647 | 4834 | 5026| 5228 | 5436 | 5655| 5881 | 6,208
Computer Support Specialist E | 6,053| 6295| 6546| 6809 | 7,080 | 7,365| 7,659 | 7,964 | 8,283 | 8,744
Database/System/Network E | 7644| 7052 | 8268 8598 | 8942 | 9,301 | 9,673 10,060 | 10,463 | 11,045
Administrator

g;‘n‘:i;’r'\"a" Machine Operator, N | 3087 | 3212| 3340 | 3473 | 3611| 3756 | 3,906 | 4,063 | 4289 -
Faciliies Assistant N | 3212 | 3340 | 3474 | 3,611 | 3,756 | 3,907 | 4,062 | 4226 | 4398 4641
Graphics/Composition Technician N 4626 | 4,812 5004 | 5202 | 5413 | 5628 | 5,853 | 6,086 | 6,329 | 6,683
Legal Assisiant (Graduate) E | 3608 3,750 | 30902 4056| 4220 4389 4565| 4747 | 4937 | 5211
Legal Secretary N | 4236 | 4406 | 4580 | 4764 | 4956 | 5153 | 5360 | 5574 | 5797 | 6,120
Legislative Advocate E | 7001 7,374 7,669 7,975| 8,296 8626 8972 9332 9,703 10,242
Legislative Secretary N | 3844 | 3994 | 4156 | 4323 | 4,498 | 4,675| 4,863 | 5,058 | 5259 | 5554
Member Resource Genter N | 5201 5502| 5723| 5951 | 6,189 | 6533 | 6795| 7,067 - .
Representative

Membership Data Technician N | 4036 | 4197 | 4365| 4540 4723| 4910| 5106 | 5312| 5523 | 5831
Ofice Technician N | 3,087 | 3212] 3340| 3473 | 3,611 | 3,756 | 3,906 | 4,063 | 4,225 | 4460
Organizer in Training E 5,291 5502 | 5,723 | 5,951 6,189 | 6,533 - - - -
Payroll Services Technician | N | 3,846 | 4,002| 4160 | 4,326 | 4,500 | 4,679 | 4,867 | 5062 | 5264 | 5557
Payroll Services Technician Il N | 4297 | 4470 4647 | 4834 | 5026 | 5228 | 5436 | 5655| 5881 | 6,208
Polical/Community Organizer E | 6110] 6352 | 6607 | 6873 | 7,146| 7435| 7,730 | 8,039 | 8362 | 8,826
z;‘;sg;‘ Specialist- Special E | 6053| 6205| 6546 | 6,809 | 7,080 | 7,365 | 7,659 | 7,964 | 8283 | 8744
Research Analyst E | 6053| 6295 6546| 6809 7,080 | 7,365 | 7,659 | 7,964 | 8,283 | 8,744
Research Assistant E | 30907 | 4063 4225| 4395| 4571| 4754 4943 | 5141 5348 5643
Secretary N | 4036 | 4197 | 4365| 4540 4723| 4910 5106 | 5312 5523] 5831
Senior Account Technician N | 3844 | 3994 | 4156 | 4323 | 4,498 | 4,675| 4,863 | 5058 | 5259 | 5,554
Senior Atorney E | 9251 9622 10,006 | 10,406 | 10,824 | 11,257 | 11,706 | 12,175 | 12,661 | 13,366
Senior Communications Specialist E 6,658 | 6,928 7,203 | 7,491 7,791 8,102 | 8426 | 8,762 | 9,113 | 9,619
Senior Education E | 7001 | 7374| 7669 | 7.075| 8206 | 8626| 8972 | 9332| 9703 10,242
Development/Training

Senior Ofice Technician N | 3662| 3807 | 3,960 | 4117 | 4284 | 4454 | 4634| 4820 5011] 5291
Senior Poliical/Community Organizer| E 7,091 7374 | 7669 7,975 829 | 8,626 | 8972 | 9,332 | 9,703 | 10,242
Senior Research Analyst E | 7,091 7,374 7,669 7.975| 8296 | 8626 | 8972 | 9332 9,703 | 10,242
Senior Union

Represeniaive/Organizer E | 8802| 9156 | 9521 9901 | 10451 | - - - - -
Union Representative/Organizer E 6,432 | 6689 6956 | 7,235| 7524 | 7,825| 8,137 | 8,591 - -

“E” — Exempt from the overtime provisions of the Fair Labor Standards Act
“‘N” — Nonexempt from the overtime provisions of the Fair Labor Standards Act
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Classification
FLSA

3% GSI (10/1/2026)

1 2 3 4 5 6 7 8 9 10
Accountant E | 6235| 6484 6,742 7,013| 7,292 | 7,586 | 7,889 | 8,203 | 8531 9,006
Account Technician N | 3772 | 3921 | 4079 | 4241 | 4413 | 4588 | 4,773 | 4,965| 5161 | 5450
Administrative Assistant N 4647 | 4835| 5,027 | 5228 | 5438 | 5,656 | 5,881 6,117 | 6,362 | 6,715
Administative Technician N | 4426 | 4604 | 4786 | 4979| 5177 | 5385 | 5599 | 5825| 6,057 | 6,394
Application Developer E | 6235| 6484 6,742 7,013| 7,292 7,586 | 7,889 | 8,203 | 8531 9,006
Atorney E | 8643 8989 9347 9,722 10,110 | 10,515 | 10,937 | 11,374 | 11,827 | 12,488
Business Systems Analyst E | 6235| 6484 6,742 7,013 7,292 7,586 7,889 | 8,203 | 8531 9,006
Communication Specialist E | 6235| 6484 6742 7,013 7,292 7,586 7,889 | 8,203 | 8531 9,006
Computer Support Technician | N | 3772 | 3921 | 4079 | 4241 | 4413 | 4588 | 4773 | 4,965| 5161 | 5450
Computer Support Technician I N | 4426 | 4,604 | 4,786 | 4979| 5177 | 5385 | 5599 | 5825 | 6,057 | 6,394
Computer Support Specialist E | 6235| 6484 6742 7,013 7,292 7,586 7,889 | 8,203 | 8531 9,006
Database/Sysiem/Network E | 7873| 8191| 8516 8856 | 9210 | 9,580 | 9,963 | 10,362 | 10,777 | 11,376
Administrator

gﬂﬂﬁ;m” Machine Operator, N | 3180 | 3308| 3440 3577 | 3719| 3869 | 4023 | 4185 | 4418 -
Faciliies Assistant N | 3,308| 3440 | 3578 | 3719 | 3,860 | 4,024 | 4,184 | 4,353 | 4530 | 4,780
Graphics/Composition Technician N | 4765| 4956 | 5154 | 5358 | 5575| 5797 | 6029 | 6,269 6519| 6,883
Legal Assistant (Graduate) E 3,716 | 3,863 | 4,019 4178 4347 | 4521 | 4,702 | 4889 | 5,085 5,367
Legal Secretary N | 4,363 | 4538| 4717 | 4907 | 5105| 5308 | 5521 | 5741| 5971 | 6,304
Legislative Advocate E | 7,304 7,595 7,899 | 8214 | 8545| 8,885 9241 9612 9994 | 10,549
Legislative Secretary N | 3959 | 4,114 | 4281 | 4453 | 4633 | 4815| 5009| 5210 5417 | 5,721
Member Resource Genter N | 5450 | 5667 | 5895| 6130 | 6375| 6729 | 6999 | 7279 - :
Representative

Membership Data Technician N | 4,157 | 4,323 | 4,496 | 4676 | 4865| 5057 | 5259 | 5471 | 5689 | 6,006
Ofice Technician N | 3,180 | 3,308 | 3,440 | 3577 | 3,719| 3,869 | 4,023 | 4,185 | 4,352 | 4,594
Organizer in Training E 5450 | 5667 | 5895| 6,130 | 6,375 | 6,729 - - - -
Payroll Services Technician | N | 3,961 | 4,122 | 4285| 4456 | 4,635| 4,819| 5013 | 5214 | 5422 | 5724
Payroll Services Technician Il N | 4426 | 4604 | 4786 | 4979| 5177 | 5385 | 5599 | 5825| 6,057 | 6,394
Polical/Community Organizer E | 6293| 6543 6805| 7,079 7,360 | 7,658 | 7,962 | 8,280 | 8,613 | 9,091
g;‘:slr:e”; Specialist- Special E | 6235| 6484 | 6742 7.013| 7202| 7586 | 7,889 | 8203 | 8531 | 9,006
Research Analyst E | 6235| 6484 6,742 7,013| 7,292 | 7,586 | 7,889 | 8203 | 8531 9,006
Research Assisant E | 4024 4185 4352 4527 4708 | 4897 | 5091 | 5295| 5508 5812
Secretary N | 4,157 | 4,323 | 4496 | 4676 | 4,865| 5057 | 5259 | 5471 | 5689 | 6,006
Senior Account Technician N | 3959 | 4,114 | 4281 | 4453 | 4633 | 4815] 5009| 5210 5417 | 5,721
Senior Atorney E | 9529 9,911 10,306 | 10,718 | 11,149 | 11,595 | 12,057 | 12,540 | 13,041 | 13,767
Senior Communications Specialist E 6,858 7136 | 7,419 7,716 | 8,025 8345| 8679 | 9,025| 9,386 | 9,908
Senior Educaton E | 7304| 7595 | 7:899| 8214 | 8545| 8885 | 9241| 9612 | 9994 | 10549
Development/Training

Senior Ofice Technician N | 3772 | 3921 | 4079 | 4241 | 4413 | 4588 | 4773 | 4,965| 5161 | 5450
Senior Poliical/lCommunity Organizer| E 7,304 7595 | 7,899 | 8214 | 8545 8,885 | 9,241 9,612 | 9,994 | 10,549
Senior Research Analyst E | 7,304 7,595| 7,899 | 8214 | 8545| 8885 9241 9612 9994 | 10,549
Senior Union | E | 9066| 9431 | 9807 | 10,198 | 10,765 | - . : . :
Representative/Organizer

Union Representative/Organizer E 6,625| 6,890 | 7,165| 7452 | 7,750 | 8,060 | 8,381 | 8,849 - -

“E” — Exempt from the overtime provisions of the Fair Labor Standards Act

“‘N” — Nonexempt from the overtime provisions of the Fair Labor Standards Act

47




Classification
FLSA

1.5% GSI (10/1/2027)

1 2 3 4 5 6 7 8 9 10
Accountant E 6,329 | 6,581 | 6,843 | 7,118 | 7,401 | 7,700 | 8,007 | 8,326 | 8,659 | 9,141
Account Technician N 3829 | 3980 | 4,140 | 4,305| 4,479 | 4,657 | 4845| 5039 | 5,238| 5,532
Administrative Assistant N 4717 | 4908 | 5,102 | 5306 | 5520 | 5,741 | 5969 | 6,209 | 6457 | 6,816
Administrative Technician N 4492 | 4673 | 4858 | 5054 | 5255| 5466 | 5683 | 5912 | 6,148 | 6,490
Application Developer E 6,320 | 6,581 | 6,843 | 7,118 | 7,401 | 7,700 8,007 | 8,326 | 8,659 | 9,141
Attorney E 8,773 | 9,124 | 9,487 | 9,868 | 10,262 | 10,673 | 11,101 | 11,545 | 12,004 | 12,675
Business Systems Analyst E 6,329 | 6,581 6,843 | 7,118 | 7,401 7,700 | 8,007 | 8,326 | 8,659 | 9,141
Communication Specialist E 6,329 | 6581 | 6,843 | 7,118 | 7,401 | 7,700 | 8,007 | 8,326 | 8,659 | 9,141
Computer Support Technician | N 3829 | 3980 | 4,140 | 4,305| 4,479| 4,657 | 4845| 5039 | 5,238| 5,532
Computer Support Technician Il N 4492 | 4673 | 4,858 | 5,054 | 5255| 5466 | 5683 | 5912 | 6,148 | 6,490
Computer Support Specialist E 6,329 | 6,581 | 6,843 7,118 | 7,401 | 7,700 | 8,007 | 8,326 | 8,659 | 9,141
Database/System/Network E | 7991 | 8314| 8644 | 8989 | 9348 | 9,724 | 10,112 | 10517 | 10,939 | 11,547
Administrator
Driver, Mail Machine Operator, N 3,228 3,358 | 3,492 3,631 3,775 | 3,927 | 4,083 | 4,248 | 4,484 -
Faciliies Assistant N 3,358 | 3,492 | 3,632 3,775| 3927 | 4,084 | 4247 | 4418 | 4,598 | 4,852
Graphics/Composiion Technician N 4836 | 5,030| 5,231 5438 | 5659 | 5884 6,119 | 6,363 | 6,617 | 6,986
Legal Assistant (Graduate) E 3772 | 3,921 | 4,079 | 4241 | 4412 | 4589 | 4773 | 4962 | 5161 | 5,448
Legal Secretary N 4428 | 4606 | 4,788 | 4981 5182 | 57388 | 5604 | 5827 | 6,061 | 6,399
Legislatve Advocate E 7414 7,709 | 8,017 | 8337 | 8,673 | 9,018 9,380 | 9,756 | 10,144 | 10,707
Legislaive Secretary N 4018 | 4176 | 4,345| 4520 4,702 | 4,887 | 5084 | 5288 | 5498 | 5,807
Member Resource Center N 5,532 5752 | 5983 | 6,222 | 6,471 6,830 | 7,104 | 7,388 - -
Membership Data Technician N 4219 | 4,388 | 4563 | 4,746 | 4,938 | 5,133 | 5,338 | 5553 | 5,774 | 6,096
Office Technician N 3228 | 3,358 | 3,492 | 3631 | 3,775| 3,927 | 4,083 | 4248 | 4417 | 4,663
Organizer in Training E 5532 | 5752 | 5983 | 6,222 | 6471 | 6,830 - - - -
Payroll Services Technician | N 4020 | 4,184 | 4349 | 4523 | 4705| 4,891 | 5088 | 5292 | 5503| 5,810
Payroll Services Technician Il N 4492 | 4673 | 4858 | 5054 | 5255| 5466 | 5683 | 5912 | 6,148 | 6,490
Political/ Community Organizer E 6,387 | 6641 | 6,907 | 7185| 7,470 | 7,773 | 8,081 | 8404 | 8,742 | 9,227
Program Specialist - Special E 6,329 | 6,581 6,843 7118 | 7,401 7,700 | 8,007 8,326 | 8,659 | 9,141
Research Analyst E 6,329 | 6581 | 6,843 | 7,118 | 7,401 | 7,700 | 8,007 | 8,326 | 8,659 | 9,141
Research Assistant E 4,084 | 4248 | 4417 | 4595 | 4779 | 4970 | 5167 | 5374 | 5591 | 5,899
Secretary N 4219 | 4388 | 4563 | 4,746 | 4938 | 5133 | 5,338| 5553 | 5774 | 6,096
Senior Account Technician N 4018 | 4,176 | 4345| 4520 4,702 | 4,887 | 5084 | 5288 | 5498 | 5,807
Senior Attorney E 9,672 | 10,060 | 10,461 | 10,879 | 11,316 | 11,769 | 12,238 | 12,728 | 13,237 | 13,974
Senior Communications Specialist E 6,961 | 7,243 | 7530| 7832 8,145| 8470 | 8809 | 9160 | 9,527 | 10,057
Senior Educaton E | 7414| 7700 | 8017 | 8337 | 8673| 9018 | 9380 | 9756 | 10,144 | 10,707
Development/Training
Senior Office Technician N 3829 | 3980 | 4,140 | 4,305| 4,479 | 4,657 | 4845| 5039 | 5,238| 5,532
Senior Political/Community Organizer| E 7414 | 7,709 [ 8,017 | 8,337 | 8,673 | 9,018 | 9,380 | 9,756 | 10,144 | 10,707
Senior Research Analyst E 7414 7,709 | 8,017 | 8337 | 8,673 | 9,018 | 9,380 | 9,756 | 10,144 | 10,707
Senior Union . E | 9202| 9572 9954 (10351 | 10926 [ - : : : :
Representative/Organizer
Union Representative/Organizer E 6,724 | 6,993 | 7,272 7,564 | 7,866 | 8,181 8,507 | 8,982 - -

“E” — Exempt from the overtime provisions of the Fair Labor Standards Act

“‘N” — Nonexempt from the overtime provisions of the Fair Labor Standards Act
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SECTION 2 — SALARY INCREASES WITHIN RANGE FOR JOB CLASSIFICATION

(A) Employees shall receive a four percent (4%) salary increase on the first day of
the pay period immediately following the completion of their probationary period.
Any increase above the four percent (4%) base shall be granted at the sole
discretion of Management and shall not be subject to the grievance and
arbitration procedures (Articles 10 and 11) of this Agreement.

Performance of employees shall be reviewed on or before the first day of the pay
period immediately following the anniversary date of which they accepted their
current job classification. Appraisals are intended to be non-disciplinary in
nature. Employees shall receive a four percent (4%) salary increase on the first
day of the pay period of either:

(1) The anniversary of the date that employees complete their probationary
period; or

(2) The anniversary of the date current employees accepted the job
classification,

Salary step increases will normally be automatic unless denied prior to the date
of normal advancement. A denial shall be based only on inadequate
performance and shall be subject to the grievance procedure.

(B) Employees who are red-circled above the top step of their classification as a
result of grievance settlements will remain eligible to be paid a salary above the
maximum for the classification he/she holds in accordance with Section 1 of this
Article. Employees who were previously red-circled as Union Representatives
and placed at the first step of the Senior Union Representative classification on
April 1, 2007, shall retain the classification of Union Representative.

(C)When an employee is promoted to a higher classification, the employee’s
anniversary date will be changed to the effective date of the new appointment.

(D)On October 1, 2024, the entire salary range for the Membership Data Technician
shall be increased to match the Secretary salary range.

(E) The Member Resource Center Representative range shall be extended by two
(2) steps with the appropriate salary increase for the classification. Upon
ratification, Representatives shall be moved to the appropriate step based on
years of service.
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SECTION 3 — GENERAL SALARY INCREASE

Effective the beginning of the pay period in which October 1, 2024 falls, and annually
thereafter on October 1, 2025, October 1, 2026 and October 1, 2027 the employee
salary rates and the minimum and maximum of the salary ranges in section 1 of this
Article shall be increased as follows:

(1) October 1, 2024, increase of three percent (3%)

(2) October 1, 2025, increase of three percent (3%)

(3) October 1, 2026, increase of three percent (3%)
(4) October 1, 2027, increase of one and a half percent (1.5%)
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ARTICLE 14
HEALTH AND WELFARE

SECTION 1 — HEALTH BENEFIT PLANS

(A) Local 1000 will continue to provide employees and their dependents, including
domestic partners, a choice of one of the following health benefits plans, subject
to changes made pursuant to subsection (B) below:

(1) Kaiser PPO
(2) Kaiser OOA
(3) Kaiser HMO-North

(4) Kaiser HMO-South

(B) In order to contain costs, Local 1000 and the Union agree to form a joint
committee to investigate and evaluate alternative health plans and benefits for
employees. In any event, but no sooner than January 1, 2014, Local 1000 may
offer additional or substitute health plans subject to the following:

(1) The benefits provided under the plans are as follows:

Hospital
Physician Services

Emergency Care

Department Prescription Drugs

Mental Health Care
e Inpatient
e OQutpatient
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No Charge
$10 per visit

$50 per Emergency Department visit,
waived if directly admitted to the hospital
as an inpatient or if held for observation
in a hospital unit outside the Emergency
Department

$5 (generic)/$15 (brand) per
prescription, up to a 100-day supply
according to health plan drug
formulary guidelines; mail order at no
extra charge

Limits do not apply to certain mental
health conditions:

No Charge, up to 30 days per calendar
year

$10 per individual and $5 per group
visit, up to 20 visits per calendar year



Infertility Services 50% of charges

Durable Medical Equipment No Charge in accord with Health Plan
(DME) DME Formulary Guidelines
Vision Care
e Eye refraction $10 per visit
e Eyeglasses $150 allowance following cataract
surgery

Hearing Services

e Hearing Tests $10 per visit
e Hearing aids $1,000 allowance for both ears every 36
months
Chiropractic care $10 per visit, up to 20 visits per calendar
year

(2) Employees are provided an initial open enrollment period during which
employees may change health plans, in addition to any other open
enroliment periods offered by the plans.

SECTION 2 — HEALTH PLAN PREMIUMS

(A) Local 1000 will continue to pay the full-premium costs of the employees (and
their dependents) enrolled in Kaiser HMO-North (section 1(A)(3)) and Kaiser
HMO-South (section 1 (A)(4)), or any substitute plan offered pursuant to section
(1)(B) above. Local 1000 will pay the same amount of the premium for Kaiser
PPO enrollees (section 1 (A)(1)) (or enrollees in other additional health plans) as
it pays for the Kaiser HMO plan that is available in the area where the staff
member resides. If a Kaiser HMO plan is not available in the staff member’s
area, Local 1000 will pay the premium cost, as specified in subsections (1) — (3),
for Kaiser PPO, Kaiser OOA (if eligible), or other additional health plan.

(B) The Union agrees that any employees who elect a health plan for which Local
1000 does not pay full premium costs shall have the remaining portion of that
premium cost withheld automatically from the employee’s paycheck and remitted
to Local 1000. Local 1000 shall transmit the employee’s and Local 1000’s
portion of the premium cost to the appropriate plan provider.

(C)For any employee who does not enroll in a Local 1000 sponsored health plan,
Local 1000 shall provide that employee with $125/month upon certification of
other group health plan coverage. This monthly payment shall not be considered
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salary for the purposes of overtime calculation or determination of the level of
retirement benefits.

(D)Local 1000 shall provide a pre-tax option for out-of-pocket medical premium
costs incurred by an employee in connection with Local 1000 provided medical
benefits.

SECTION 3 — DENTAL INSURANCE

Local 1000 will contract for a dental insurance plan for employees and their dependents,
including domestic partners. Local 1000 agrees to pay the premium costs of the plan.
SECTION 4 — LONG TERM DISABILITY INSURANCE PLAN

Local 1000 shall continue to contract for and assume the cost of the Long Term
Disability Income protection insurance currently provided for those employees working
thirty (30) or more hours per week who otherwise meet the eligibility requirements. The
benefit payable under this plan shall be seventy percent (70%) of salary to a maximum
benefit of $5,000 per month.

SECTION 5 — TRAVEL ACCIDENT INSURANCE

Local 1000 employees shall continue to be covered by the travel accident insurance
plan. This coverage shall be paid for, in full, by Local 1000.

SECTION 6 — LIFE INSURANCE

Local 1000 shall provide group term life insurance in the amount of $20,000 for
permanent employees who work a minimum of twenty (20) hours per week at no cost to
the employees.

SECTION 7 — CSEA MEMBER INSURANCE PLANS

Employees may participate in all insurance/benefit programs made available to
members of CSEA whenever possible at the rates charged for the coverage. Under no

circumstances shall Local 1000 incur any additional costs, other than costs of payroll
deduction, for any Union member’s participation in such plan.
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SECTION 8 — TAX SHELTERED ACCOUNT

Local 1000 shall continue the tax-sheltered account established in 1985 under
provisions of section 401 (k) of the Internal Revenue Code subject to the following
conditions:

(A) Local 1000 shall make no contribution to any employee’s account.

(B) Employees that previously received Local 1000’s matching contribution shall
forfeit any matching funds should they separate from Local 1000 and were
employed by Local 1000 for less than 36 consecutive months, including
approved paid leave, at the time of separation.

(C) The administrative costs shall be borne by Local 1000.

(D) Any trustee fees levied on a per account basis shall be paid by the participating
employees.

(E) Except for urgent matters, Local 1000 shall make reasonable efforts to notify
UAW of any changes to the plan one (1) week prior to an announcement to staff.

SECTION 9 — COBRA

Local 1000 agrees to notify all employees, including employees whose employment is
terminated, of their right to elect continuation coverage for health and welfare benefits
as provided for under the Consolidated Omnibus Budget Reconciliation Act of 1985
(COBRA).

SECTION 10 — EMPLOYEE ASSISTANCE PROGRAM (EAP)

Local 1000 will offer an employee assistance program. The program shall provide
access to professional counseling for employees and/or members of the employees’
immediate families. The first eight (8) counseling sessions per family per year shall be
at no cost to the employee. The premium costs of providing this program shall be borne
by Local 1000.

SECTION 11 — GROUP VISION PLAN

Local 1000 will continue to contract for a prepaid vision plan for employees and their
eligible dependents, including domestic partners. Such plan will provide for
examinations, lenses and frames on an annual basis and will require a $10.00
employee-paid deductible for examinations and a $25.00 employee-paid deductible for
the purchase of eyewear. Local 1000 will pay the premium costs for this program.
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SECTION 12 — SUCCESSOR INSURERS

Should a successor insurer assume the obligations to provide benefits for a plan for
which Local 1000 pays any portion of the premium, Local 1000 will continue to offer the
plan and make premium payments under the same conditions as with the prior insurer.

SECTION 13 — ERRORS AND OMISSIONS INSURANCE

(A) Local 1000 shall provide errors and omissions coverage for its employees
through the maintenance of an available insurance policy with minimum
coverage of $1 million for each occurrence and $1 million aggregate for the
policy period. Should Local 1000’s quoted premium for errors and omissions
insurance (including coverage for persons other than employees) exceed
$120,000 for a policy year, Local 1000 may elect not to renew such insurance.

(B) Local 1000 shall indemnify and defend its employees against liability arising from
conduct of said employees which is within the scope of their employment.

SECTION 14 — PROVIDER CHANGES

Local 1000 shall notice the Union and the affected employees of any provider changes
at least 60 days prior to the effective date of said change.
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ARTICLE 15
RETIREMENT

SECTION 1 — RETIREMENT PLAN

Local 1000 shall maintain a retirement program which shall provide retirement benefits
through the SEIU Affiliates Officers and Employees Plan.

SECTION 2 — RETIREE HEALTH BENEFITS

(A) Each employee, who (i) terminates employment with Local 1000 after having
been employed by Local 1000 for 10 years and after having attained 55 years of
age and (ii) is covered by Local 1000’s group health plan at the time of such
termination of employment with Local 1000, shall be eligible for the retiree health
reimbursement benefit. This retiree health reimbursement benefit will consist of
Local 1000's reimbursement of the retiree's monthly insurance premium for major
medical, vision or dental coverage for the retiree only (i.e., not for the retiree's
spouse, domestic partner or any other dependent), up to $350 per month, upon
proof of payment, that is satisfactory to Local 1000, by the retiree of the
insurance premium to the insurance company.

(B) Each employee, who (i) terminates employment with Local 1000 after having
been employed by Local 1000 for 15 years and after having attained 55 years of
age and (ii) is covered by Local 1000’s group health plan at the time of such
termination of employment with Local 1000, shall be eligible for the retiree health
reimbursement benefit. This retiree health reimbursement benefit will consist of
Local 1000's reimbursement of the retiree's monthly insurance premium for major
medical, vision or dental coverage for the retiree only (i.e., not for the retiree's
spouse, domestic partner or any other dependent), up to $700 per month, upon
proof of payment, that is satisfactory to Local 1000, by the retiree of the
insurance premium to the insurance company.

(C)This retiree health reimbursement benefit will end upon the earliest of (i) the
month in which the retiree is eligible for Medicare health benefits or for health
benefits under a comparable State health benefit plan, (ii) the month in which the
retiree is rehired by Local 1000 in a benefit-eligible status, or (iii) the month of the
retiree's death.

(D)When a retiree who is eligible for the reimbursement benefit reaches Medicare
health benefit eligibility age, the retiree health reimbursement benefit will consist
of Local 1000’s reimbursement, up to one hundred seventy-five dollars ($175), of
the retiree’s monthly Medicare premium, upon proof of eligibility and payment
that is satisfactory to Local 1000, by the retiree to Medicare. This retiree health
Medicare reimbursement benefit will end upon the earliest of (i) the month in
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which the retiree ceases to be eligible for Medicare health benefits or for health
benefits under a comparable State health benefit plan, (ii) the month in which the
retiree is rehired by Local 1000 in a benefit-eligible status, or (iii) the month of the
retiree's death.

(E) The exact terms and conditions of the retiree health reimbursement benefit shall
be set forth in a retiree health benefit reimbursement plan document to be
adopted by Local 1000 following ratification of this Agreement. No employee or
retiree shall have any vested right to any benefit under the retiree health
plan. Local 1000 and the Union may agree to modify, reduce, or eliminate the
benefit at any time as to active employees, retirees, or both.

SECTION 3 — DEATH BENEFITS

Death Benefits shall be as provided in the SEIU Affiliates Officers and Employees Plan.
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ARTICLE 16
REIMBURSABLE EXPENSES

SECTION 1 — AUTHORIZED AND ACTUAL EXPENSES

Local 1000 shall reimburse employees for authorized and actual expenses incurred in
the transaction of Local 1000 business. Expenses shall be submitted no later than sixty
(60) days following the date of expenditure. Expenses must be substantiated with
itemized receipts. Expenses shall include but not be limited to lodging, meals, travel
and miscellaneous expenses.

(A) Lodging: Actual expense not to exceed $160.00 plus tax per night with the
allowance adjusted to the rate negotiated by Local 1000 when the employee is
ordered to attend Local 1000 functions for which room arrangements are made
by Local 1000. Incidental expenses to a maximum of $5.00 are authorized during
any 24-hour period involving a lodging claim.

(B) Meals: Employees incurring meal expenses in connection with an overnight
lodging claim shall receive meal allowances reimbursed at the Internal Revenue
Service (IRS) approved rate under the high-low substantiation method, as it may
be amended from time to time. Overnight meal per diems are an exception from
the meal receipts requirement.

(1) Union Representatives/Organizers with field assignments may claim
actual expenses up to the lunch reimbursement rate in (B) above per
person per day, with a monthly maximum of one hundred dollars ($100) in
connection with business lunches within their areas of assignment with
members.

(2) Except as provided above, employees shall not be permitted to claim
meals while on business unless approved by the employees’ supervisor.

(C) Method of Transportation: The authorized method of transportation, if a Local
1000 vehicle or private vehicle is not authorized, is the common carrier.
Compensation shall be at the rate of the common carrier.

(D) Parking: Actual authorized expense is reimbursed, but amounts in excess of
$5.00 per day require receipts.

(E) Airporter: Actual expense is reimbursed.
(F) Bridge Tolls: Actual expense is reimbursed, and no receipts are required.
(G) Taxicabs: Taxi fares will be reimbursed when no other transportation is practical

or available, or if the taxi fare for several riders is less than the common carrier
fee.
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(H) Loss of Personal Property Except Automobiles: Local 1000 shall reimburse
an employee for loss or damage to personal property except automobiles,
provided that the loss or damage was not caused by employee negligence and
that such property was being used in conjunction with Local 1000 business and
the employer approved use of the property. The amount reimbursed shall be
based on the fair market value of the property involved.

() Reimbursement for Automobile Accident Losses: Local 1000 will reimburse
up to $500.00 of the employee’s insurance deductible for losses resulting from
automobile accidents arising out of the scope of employment with Local 1000
which are reportable under the financial responsibility law.

(J) Fees: During the term of this Agreement, Local 1000 shall reimburse employees
for all licensing fees required in connection with their employment. Such fees are
limited to California State Bar fees for those employees in the legal
classifications. For employees in the legal classifications who are subject to
mandatory continuing legal education requirements, Local 1000 shall also pay
fifty percent (50%), to a maximum of $100 per calendar year, for an additional
membership in a local or national bar association and will pay for relevant
continuing legal education training.

(K) Credit Cards: Employees regularly required to use credit cards in connection
with Local 1000 business shall be reimbursed for the reasonable fees required
for the retention and use of up to two (2) such credit card(s) not to exceed a total
of $65.00 per year, provided that documentation of such cost(s) is submitted by
the employee.

(L) Parking and Towing Charges: Employees shall be reimbursed for parking
tickets and for vehicles towed away in conjunction with Local 1000 activities,
provided it can be reasonably demonstrated that the circumstances were
unavoidable.

(M)Automobile Rental:

a. Reimbursement will be for actual and necessary costs of such rental when
prior approval of the employee’s supervisor is obtained and the expense is
substantiated by a voucher. Rental of a compact or subcompact
automobile with automatic transmission and air conditioning is authorized.
Rental of a larger automobile will be authorized if it is demonstrated that
no compact or subcompact was available.

b. Reimbursement will be made for a collision damage waiver but not for
personal accident insurance.

(N) Excess Limits: Actual and necessary expenses in excess of the limits may be
reimbursed upon approval of the Executive Director, or their designee.
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(O)Equipment: For Local 1000 representatives who are assigned in writing by their
supervisor to work out of their homes or in offices with no support staff, Local
1000 shall provide a desk, chair, file cabinet, telephone, and answering machine.
Upon request, Local 1000 will also provide a copier, FAX machine, and a
computer with appropriate software, modem and printer to representatives in
positions Local 1000 determines use of such equipment is in the best interests of
Local 1000. A secretarial service may also be provided upon prior approval,
when necessary.

(P) Cameras: No Communications Specialist shall be required to use his/her own
personal camera in connection with Local 1000 business.

(Q)Cellular Phones: Local 1000 shall provide a stipend to all employees who are
required to have a cell phone. Local 1000 shall reimburse employees up to $100
for initial start up costs of purchasing a cell phone and/ or equipment. Local
1000 shall provide a stipend of $125 per month for cell phone service. At Local
1000’s option, Local 1000 may provide a cellular telephone and shall pay for all
costs associated with the business use of such phones in lieu of providing a
stipend.

(R) Transit Passes: Employees working in areas served by mass transit, including
rail, bus, or other commercial transportation licensed for public conveyance, and
use such means of transportation to commute regularly to their office, shall be
eligible for a one hundred percent (100%) reimbursement of the cost of public
transit passes, up to a maximum of one hundred twenty-five ($125) per month.
Receipts shall be provided as substantiation for this reimbursement.

SECTION 2 — AUTOMOBILE EXPENSES

(A) Employees assigned to positions which require traveling shall use their own
personal vehicle for Local 1000 business. Use of a personal vehicle for business
by such employee shall be reimbursed at the IRS standard mileage rate for cars.
This rate also applies when an employee elects to use a rental car unless the
rental car is authorized by Local 1000. Employees will not be allowed to claim
mileage for any miles from home to the employee’s office or from home to any
business place closer than the employee’s office; nor will the employees be
allowed to claim mileage for any miles to home from employee’s office or to
home from any business place closer to home than the office; except that
reimbursement shall be paid for round trip mileage from the employee’s home to
the office or a business place and return under the following conditions:

a. The employee is directed by his/her supervisor to return to work, thus
necessitating more than one (1) trip to work on a normal workday, or

b. The employee is directed by his/her supervisor to work on the employee’s
normal day off.
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(B) Employees required to operate a motor vehicle as a condition of employment
shall maintain a valid driver's license. Failure to maintain a valid driver's license
may constitute grounds for dismissal. The employee will provide proof of a valid
license when requested by Local 1000.

(C) Employees required to own and operate a motor vehicle as a condition of
employment shall maintain adequate insurance coverage to protect the interest
of Local 1000 against third parties.

(D) The minimum level of coverage shall be one hundred thousand dollars
($100,000) per person and three hundred thousand dollars ($300,000) per
accident. Failure to maintain this level of coverage may constitute grounds for
dismissal. The employee will provide proof of insurance coverage when
requested by Local 1000. All employees required to own and operate a motor
vehicle as a condition of employment shall receive a one hundred dollar
($100.00) per month insurance stipend.

SECTION 3 — PARKING

Local 1000 shall provide free parking for all employees covered herein.

SECTION 4 — EXTENDED WORK ASSIGNMENTS

An employee on extended work assignment out of town which does not permit daily
return to his/ her regular work location shall receive a daily allowance of $155.00 for
meals and lodging. As soon as reasonably possible but not later than thirty (30) days
after an employee is (1) notified of, and (2) commences such extended work
assignment, where lodging can reasonably be obtained on a weekly or monthly basis,
the daily allowance for meals and lodging shall be reduced to eighty percent (80%) plus
reimbursement for other items on which there is mutual agreement, such as normal
telephone costs. Employees on such assignment shall be reimbursed by Local 1000 for
one (1) round trip to the employee’s residence during each seven (7) day period of the
assignment. No daily allowance shall be paid during such trips.

SECTION 5 — CHILD CARE

If child care is being provided for members of Local 1000, employees shall also have
the option of using such child care services.
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ARTICLE 17
HOURS OF WORK AND OVERTIME

SECTION 1 — POLICY

It is the policy of Local 1000 to discourage overtime work whenever possible; however,
when overtime is required, the supervisor shall provide reasonable notice to any
employee required to work overtime.

SECTION 2 — NON-EXEMPT EMPLOYEES

(A) Employees who are non-exempt under the overtime provisions of the FLSA shall
have a normal work week consisting of five (5) eight (8) hour days, Monday
through Friday inclusive. The normal work day shall be from 8:00 a.m. to 5:00
p.m. The employee’s supervisor may, with the consent of the employee,
schedule for the employee normal work hours and/or work days other than
provided herein.

(B) Any employee or group of employees who are non-exempt employees under the
overtime provisions of the FLSA wishing to start earlier than 8:00 a.m. or finish
later than 5:00 p.m. or schedule midday breaks at other than noontime or to work
a schedule other than 8:00 a.m. to 5:00 p.m., Monday through Friday, may
submit such proposal to their immediate supervisor for consideration in
accordance with the following:

(1) Such proposal may provide for but is not limited to four (4) ten (10) hour
days, or starting times other than 8:00 a.m. or finishing times other than
5:00 p.m. provided a forty (40) hour work week is maintained.

(2) The immediate supervisor shall discuss any proposal submitted under this
provision with the affected employee(s) and if the supervisor rejects the
proposal he/she shall give the reasons for such rejection.

(3) If a proposal is rejected by the immediate supervisor, the employee or
group of employees may submit the proposal to the Executive Director, or
their designee for consideration based on the needs of Local 1000. This
decision shall be final and not subject to further review except nothing
herein shall be construed as preventing the employee or group of
employees from initiating the same or similar proposal at a later date.

(4) No proposal will be unreasonably denied.

(C) Employees who are non-exempt employees under the overtime provisions of the
Fair Labor Standards Act may be required to work a reasonable amount of
overtime. When they work in excess of eight (8) hours in any work day or in
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excess of forty (40) hours in any work week they shall be paid at the rate of one
and one-half (1-1/2) times the normal hourly rate for all hours worked in excess
of eight (8) hours on a daily basis or in excess of forty (40) hours on a weekly
basis, whichever is greater, but not both; provided that any employee who works
in excess of twelve (12) hours in any day or in excess of eight (8) hours on the
seventh (7th) consecutive day in any week shall be paid two (2) times the normal
rate of pay for such excess hours. Overtime pay shall be payable within fifteen
(15) working days after the end of the pay period in which the overtime was
earned.

(D) Non-exempt employees shall be granted a rest period of fifteen (15) minutes
during each four (4) hours, or major fraction thereof, of a working day. Local
1000 shall determine the time when the rest period shall be taken. No deduction
of time off shall be charged for an authorized rest period, nor shall any rights
accrue for overtime if the rest period is not taken.

(E) Non-exempt employees shall be granted a lunch period of sixty (60) minutes at
or near the middle of the workday unless otherwise agreed to pursuant to other
Sections of this Article.

(F) A non-exempt employee required to return to work after completing a normal
work shift or who is on an authorized day off, when ordered back to work, shall
be paid for a minimum of four (4) hours work unless such call back is within four
(4) hours of the beginning of the employee’s next shift, in which case the
employee shall only be paid for the hours remaining before the beginning of the
employee’s next shift, except that, this Section shall not apply if notice is given
prior to and the work begins less than three (3) hours after the completion of the
normal work shift.

(G)If a full-time non-exempt employee is required to start work in excess of one (1)
hour before his/her normally scheduled work day, he/she shall be entitled to a
breakfast allowance in accordance with Article 16 of this Agreement.

(H) If a full-time non-exempt employee is required to work in excess of two (2) hours
beyond his/her normally scheduled work day, he/she shall be entitled to a dinner
allowance in accordance with Article 16 of this Agreement.

SECTION 3 — EXEMPT EMPLOYEES

(A) Exempt employees shall conduct themselves in a responsible and professional
manner and work the hours required to meet the needs of Local 1000. As
directed, exempt employees shall submit status reports, case logs, activity
reports, itineraries or any other documentation which accounts for activities,
assignments and/or cases for which they are responsible. Exempt employees
must discuss any plans to take time off with his/her supervisor to ensure that
necessary coverage is maintained.
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(B) Supervisors shall avoid arbitrary differences in work assignments.

(C) Exempt employees shall be required to work all regularly scheduled business
days. A regularly scheduled business day is any day other than a holiday or a
weekend. Exempt employees who do not work at least a portion of a regularly
scheduled business day shall be required to account for that day with appropriate
leave credits (i.e. vacation, sick leave, administrative time off, etc.). Exempt
employees will not be docked pay for absences of less than one day.

(D) Local 1000 may, at its sole discretion, grant administrative time off to employees
whose assignments have caused them to work unusually long hours or through
weekends. The application of this Section shall not be subject to the Grievance
and Arbitration provisions (Articles 10 and 11) of this Agreement.

(E) Exempt employees shall not be required to maintain an hour by hour accounting
of time worked, except as provided in Section 4.

(F) Supervisors will make all reasonable efforts not to schedule employees to work
more than fourteen (14) continuous days in a row, except where it is an
operational need. A "day of work" is defined as any period during which an
employee works for 8 hours in a given 24-hour period.

SECTION 4 — TIME/ACTIVITY REPORTING

All employees shall record their time and activities each day utilizing procedures set
forth by management. Prior to implementation, all employees shall receive training on
the new procedures. Time reporting shall only be used for fair share fee and leave
accounting purposes, and neither the time nor the activity reporting documentation shall
be admissible in any disciplinary proceeding unless such documentation is falsified.
Activity reporting forms shall be submitted in accordance with a reasonable schedule
established by the appropriate supervisor.
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ARTICLE 18
SAFETY

SECTION 1 — HEALTH HAZARDS

(A) Local 1000 shall not require an employee to go to or be in any place which is not
safe and healthful. Local 1000 shall not require an employee to work in any Local
1000 facility where a health hazard exists and continued working under such
circumstances represents an actual detriment to the employee’s health or gives
the employee reasonable grounds to believe that such is the case. A health
hazard may be caused by a breakdown of heating or air cooling systems where
other adequate heating or ventilation are not present, or any other mechanical
failures or accidents at such location. Local 1000 shall not require an employee
to travel under conditions that are unsafe or the employee reasonably believes
are unsafe. Grievances under this section may be filed under section 2 below.
The employee’s use of self help pending response to a grievance under section
2 below cannot result in punishment for insubordination if it is determined
through the grievance procedure that self help was warranted.

(B) An employee shall endeavor to maintain safe working conditions and shall
adhere to Local 1000’s established safety rules, regulations, policies and
practices.

SECTION 2 — COMPLAINT

The Executive Director, or their designee shall respond in writing to any grievance or
complaint involving an immediate safety or health hazard within twenty-four (24) hours
of being notified of such complaint.

SECTION 3 — SAFETY COMMITTEE

A safety committee composed of two (2) members appointed by the Union and two (2)
members appointed by Local 1000 shall meet to discuss safety and health matters. The
committee shall advise Local 1000 and solicit safety and health suggestions from the
Union membership. Based upon such suggestions, the committee shall meet at
scheduled and agreed upon times but any member of the committee may call a meeting
for disposition of an identified pressing safety or health problem. The committee shall
also research and propose stress reduction and other health and wellness programs.
Costs for committee meetings, including authorized expenses for committee members,
shall be borne by Local 1000.
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SECTION 4 — COMPUTERS

Precautions will be taken to ensure the health and safety of employees using
computers. Upon promulgation of standards by appropriate government bodies, Local
1000 and the employees will conform their practices for use of computers to such
standards. Until such standards are promulgated, Local 1000 and the employees shall
observe Cal-OSHA computer ergonomics guidelines. Such guidelines shall be
distributed to all employees.

(A) For those employees required to use computers for an average of four (4) or
more hours per day on a regular basis, the following provisions will apply:

(1) Each employee is encouraged to obtain an eye examination prior to the
commencement of work on the system and thereafter at six (6) month
intervals, pursuant to the applicable medical and optical plans, if any. Local
1000 will pay for eye examinations not covered by the applicable medical or
optical plan, if any.

(2) If an employee is required by his/her doctor to wear special glasses for the
purpose of working at a computer screen, the employee will obtain such
special glasses pursuant to the applicable medical or optical plan. To the
extent the cost of such special glasses exceeds the amount covered by any
such plan, Local 1000 shall reimburse the differences up to a maximum of
$150.00 each calendar year.

(3) Employees will not be required to work at a computer screen for more than
fifty (50) minutes in any one (1) hour.

(4) Local 1000 shall provide and employees shall use all computer safety
equipment mandated by government standards. In addition, Local 1000 will
provide upon request easily positioned document holders, foot rests, wrist
rests and, if a computer operator’s duties require simultaneous use of a
telephone and typing or other data entry on a regular basis, a telephone
headset.

SECTION 5 — STRESS
The Parties to this Agreement recognize employees may suffer from stress from various

sources, both within and outside the workplace. Both the employer and employee
should seek ways to minimize such stress.
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SECTION 6 — LOCAL REGULATIONS/ORDINANCES

The Parties agree that, other provisions of this contract notwithstanding, Local 1000
shall comply with all local regulations regulating health and safety, including no smoking
ordinances. Compliance with such regulations or ordinances shall not constitute
violation of this agreement.
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ARTICLE 19
TRANSFERS

SECTION 1 — INVOLUNTARY TRANSFER

(A) Local 1000 retains the right to assign employees to work locations as needed
and to transfer employees from one work location to another. Local 1000 shall
make reasonable efforts to avoid involuntary transfers. Employees who refuse an
involuntary transfer shall not be terminated, but may be subject to Article 20,
Layoffs and Reemployment. An involuntary transfer which requires an employee
to change his/her residence shall be entitled to the following:

(1) Local 1000 shall pay a total of no more than thirty (30) calendar days per
diem at the new location to allow time for suitable housing to be obtained.

(2) Local 1000 shall pay living expenses not to exceed four (4) days for
his/her spouse at the new location to allow time for suitable housing to be
obtained. Local 1000 may, at its discretion, grant additional days if
unusual circumstances should arise.

(3) Local 1000 shall bear the expense of transportation (excluding meals) to
allow the employee to return home for weekends during the thirty (30) day
period as specified in subsection (1).

(4) Reasonable and authorized costs of moving household or personal effects
including such items as furniture, clothing, musical instruments, household
appliances, food and other items which are usual or necessary for the
maintenance of a household shall be borne by Local 1000.

(5) An additional amount up to one thousand five hundred dollars ($1,500)
shall be allowed for miscellaneous costs if these costs are incidental to the
move and supported by an explanation of the costs incurred.

(6) If the employee is required to break a lease at his/her former residence,
Local 1000 shall pay such costs as are itemized and documented, but not
to exceed sixty (60) days' rent. Deposits and fees are specifically excluded
and shall not be reimbursable under this provision.

(7) The employee shall be given reasonable time not to exceed five (5) days,
with pay, upon request, to relocate.

(B) An employee who believes they are being involuntarily transferred for retaliation
purposes may file a grievance in accordance with Article 10.
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SECTION 2 — VOLUNTARY TRANSFER

Whenever Local 1000 requests a transfer of a permanent employee, an employee
requests a transfer or an employee accepts a promotion which would reasonably result
in a change of residence, the employee may be compensated, in whole or in part, in
accordance with Article 19, sections 1(A)(1)-(7). An employee cannot be disciplined or
otherwise sanctioned for refusing a voluntary transfer.
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ARTICLE 20
LAYOFFS AND REEMPLOYMENT

SECTION 1 — PURPOSE

When it becomes necessary because of lack of work or lack of funds, Local 1000 may
lay off employees pursuant to this Article.

SECTION 2 — PROCEDURE

(A) When Local 1000 has prior knowledge of an impending layoff, Local 1000 shall
notify the Union of such impending layoff at the time Local 1000 acquires the
knowledge. Any employee and the Union shall be notified that he/she is to be
laid off thirty (30) days prior to the effective date of layoff.

(B) Layoffs shall be made in accordance with the seniority scores of the permanent
employees in the classification of layoff within the employees covered by the
bargaining unit.

(1) In determining seniority scores, one (1) point shall be allowed for each
continuous month of full-time Local 1000 service. Effective July 1, 1999,
service that is less than full-time shall receive seniority credit at the
percentage rate that is equivalent to his/her time base. Employees
working less than half-time (1/2) on the effective date of this Agreement
shall continue to receive credit at the previous contractual rate of one-half
(1/2) the rate for full-time service.

(2) Order of the layoff when combined scores are equal, as between two (2)
or more employees having the same layoff score, shall be determined by
earliest date of hire and, in the event of the same date of hire, giving
preference for retention to the employee whose name is drawn by lot.

(C) In lieu of being laid off an employee may elect lateral transfer or demotion to any
classification in which he/she had served under permanent status; or a
classification in the same line of work as the classification of layoff, but of lesser
or equivalent responsibility in such-classification as designated by the demotion
ladder charts attached hereto as Attachment 2 of this Agreement.

(1) To be considered for demotion or lateral transfer in lieu of layoff, an
employee must notify Human Resources in writing of his/her election not
later than five (5) working days after receiving the notice of layoff.

(2) Conditional notices of layoff may be issued to employees potentially
affected by employees being laid off exercising their rights pursuant to this
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Article. The date of receipt of the conditional notice of layoff shall begin the
thirty (30) day period required by section 2(A) of this Article.

(3) Employees may be permanently transferred to replace employees who
have been laid off, provided that such transfers shall be made in
accordance with the relative seniority of employees as determined in
Section 2 (B) of this Article.

(4) An employee who elects demotion or lateral transfer to a classification in
which he/she has not held permanent status shall serve a trial period in
accordance with Article 5, Section 11. Failure to successfully complete the
trial period shall cause the employee to be subject to the layoff period.

(5) All persons serving a conditional promotion, trial period or temporary
upgrade shall be returned to that classification in which he/she holds
permanent status prior to any layoffs, if layoffs would affect either of the
classifications involved.

(D) Any employee replaced by such a demotion or lateral transfer has the same
option of demotion or lateral transfer afforded by section 2(C) of this Article and
Subsections thereof as if his/her position has been abolished or discontinued.
Any employee demoted or laterally transferred pursuant to this Article shall
receive the maximum of the salary range of that classification to which he/she is
demoted or laterally transferred; provided that such salary is not greater than the
salary he/she received in his/her classification prior to demotion or lateral
transfer.

(E) Reemployment lists shall be established for the classifications affected by layoff.
Such lists shall remain in force for a period of two (2) years from the effective
date of the layoff. Such lists shall take priority over the hiring of new personnel.
The affected employee shall keep his/ her current address on file with Local 1000
and Local 1000 shall notify by mail said employee of any vacancy for which
he/she is eligible.

(F) Any employee laid off pursuant to this Article shall receive four (4) weeks’
severance pay upon the effective day of termination; one (1) additional month’s
Local 1000 contributions to health, dental and vision plans; and $400 for job
placement or resume preparation services.

SECTION 3 — REASSIGNMENT OF WORK

The duties performed by an employee laid off pursuant to this Article may be assigned
to any other employee or employees on Local 1000 staff holding positions in the
appropriate classifications. Local 1000 shall attempt to minimize any increases in
workload resulting from a layoff.
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SECTION 4 — SENIORITY LIST

Local 1000 shall provide the Union with an updated seniority list for all members of the
bargaining unit every six (6) months.
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ARTICLE 21
RELATIONSHIPS

SECTION 1 — ZIPPER CLAUSE

This Agreement expresses the total understanding of the Parties on the subject of
wages, hours, conditions of employment and all matters pertaining to the relations
between Local 1000 and the Union. It represents and is the result of concessions made
by both Parties, which have included a number of matters initially proposed by both
Parties as subjects for inclusion in this Agreement but which were later dropped or
modified as a result of and in exchange for concessions on other matters which were
proposed. The Parties acknowledge further that each had the unlimited right in these
negotiations to propose any matters which are proper subjects for collective bargaining.
Accordingly, any matter, economic or non-economic, raised in writing in the negotiations
that produced this Agreement, is specifically waived by both Parties as subject for
bargaining during the life of this Agreement. Nothing contained herein, however, shall
interfere with an employee’s right to raise a grievance which involves a claim that Local
1000 has violated a specific clause of this Agreement. The specific provisions of this
Agreement shall be the sole source of any rights which the Union or any member of the
bargaining unit may charge Local 1000 has violated in raising a grievance.

SECTION 2 — MODIFICATION OF AGREEMENT

No agreement, alteration, understanding, variation, waiver or modification of any terms
or conditions or covenants herein shall be made by any employee or group of
employees with Local 1000, unless agreement is made and executed in writing between
the Parties contained herein.

SECTION 3 — LIMITATION ON PAST PRACTICES

(A) The specific provisions of this Agreement shall be the sole source of the rights of
the Union and any employee covered by this Agreement. The Parties herein
agree that the relations between them shall be governed by the terms of this
Agreement only; no prior agreements, amendments, modifications, alterations,
additions or changes, oral or written, shall be controlling or in any way affect the
relations between the Parties, or the wages, hours and working conditions. This
section shall not restrict the parties’ rights to cite past practice to indicate the
proper interpretation of ambiguous contract language.

(B) If Local 1000 changes or proposes to implement matters within the scope of
representation not otherwise covered by this Agreement, and more than a de
minimis number of employees are affected, Local 1000 will notify the Union prior
to the proposed change. Upon request of the Union, Local 1000 will negotiate
with the Union about the proposed changes, except that in the event of an
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impasse, there shall be no mediation of the dispute and Local 1000 will be free to
implement its final proposal.

SECTION 4 — SAVINGS CLAUSE

It is understood and agreed that if any part of this Agreement is in conflict with
mandatory federal or state laws, that such part shall be suspended and the appropriate
mandatory provision shall prevail and the remainder of this Agreement shall not be
affected thereby. In the event that a term or provision of this Agreement is rendered
invalid as provided in this section, the Union or Local 1000 shall have the right to reopen
negotiations on the specific subject covered by such term or provision.

SECTION 5 — SECTION TITLES AND CAPTIONS

It is understood and agreed that section titles and captions appearing in this Agreement
are utilized only for ease of reference and not deemed to alter, change, or modify in any
way the specific provisions of the sections themselves, and such titles and captions are
not deemed to confer rights, benefits, or obligations on either Party.

SECTION 6 — ASSIGNABILITY OF CONTRACT

The provisions of this Agreement shall be binding upon Local 1000 and its successors
and assigns; and all the terms and obligations contained herein shall not be affected or
changed in any respect by the consolidation, merger, sale, affiliation or assignment of
Local 1000 of any or all of its property, or affected or changed in any respect by any
change in the legal status of Local 1000.

SECTION 7 — STAFF EXPECTATIONS

All staff shall be treated in a professional and respectful manner. If a Local 1000
member files a written complaint against a staff member, a copy of the complaint shall
be given to the staff member within ten (10) working days of receipt of the complaint by
Local 1000.

SECTION 8 — JOINT LABOR/MANAGEMENT COMMITTEE

(A) Local 1000 and the Union agree to establish a Joint Labor/Management
Committee.

(B) This Joint Labor/Management Committee may be used to address issues
involving staff-Local 1000 membership relations.
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(C) Such a Committee shall not be considered a forum for bargainable issues nor an
extension and/or substitute for the grievance procedure.

(D) The Committee shall consist of an equal number of representatives for the Union
and Local 1000.

(E) This Committee shall meet at least quarterly or at the request of either party.
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ARTICLE 22
SCOPE OF ASSIGNMENT

SECTION 1 — PURPOSE

It is the purpose of this Article to improve the understanding between the employee and
his/her supervisor concerning the scope of the employee’s assignment, to enhance
professionalism, and to insure a high quality of service to Local 1000 members.

SECTION 2 — DESCRIPTION OF POSITIONS

Employees are encouraged to discuss the scope of their assignment with their
supervisor and to make suggestions which will enhance their effectiveness in
performing assigned duties. If through these discussions, the supervisor determines a
written description of an employee’s position would improve the understanding of the
employee and/or supervisor of the scope of the assignment, a written statement may be
prepared. Such statement may include the major goals and objectives for the
assignment as they relate to the overall goals and objectives of Local 1000, some of the
more significant duties for the position, and new concepts which the employee and/or
his/her supervisor may wish to try to achieve.

SECTION 3 — LIMITATIONS

Nothing in this Article shall preclude Local 1000 from modifying, adding to, or
subtracting from any of the assignments, duties, responsibilities or other aspect of an
employee’s assignment at any time, provided that no employee shall be required to
perform duties at a higher level than that for the classification he/she holds except as
provided for in Article 6 (Training) and/or sections 3, 5 and 6 of Article 5 (Employment
Practices) of this Agreement.

SECTION 4 — CHANGES OF ASSIGNMENT

(A) All employees will be given at least seven (7) days written notice prior to making
a permanent change in their work assignment.

(B) Factors to be considered in making changes in the work assignment of
Organizer/Union Representative and Senior Organizer/Union Representative
may include, but are not limited to, the following:

e geography and travel time,

e the number of work locations,

e the number of employees represented,
e steward areas of jurisdiction.
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ARTICLE 23
DURATION

SECTION 1 — CONTRACT TERM

Subject to ratification, this Agreement shall remain in full force and effect upon
ratification through April 30, 2028, unless modified or terminated in accordance with the
following provisions.

SECTION 2 — MODIFICATION OR TERMINATION OF AGREEMENT

Should either Party wish to modify or amend any provision of this Agreement, or to
terminate said Agreement, as of April 30, 2028, or thereafter, notice of the desire to
modify, amend or terminate the Agreement shall be provided in writing to the other
Party not more than ninety (90) calendar days nor less than sixty (60) calendar days
prior to April 30, 2028, or any subsequent named expiration date.

SECTION 3 — NOTICE TO TERMINATE

In the event notice of such desire to modify or amend this Agreement has been given as
provided above, either Party may terminate the Agreement effective on or after the
expiration date of the Agreement by giving the other Party ten (10) calendar days
advance written notice of such termination. During the period following receipt of such
notice to terminate, all provisions of the Agreement will remain in full force and effect
and efforts to reach agreement will be continued.

SECTION 4 — TERMINATION

In the event no agreement has been reached by the effective date of the notice to
terminate, all rights and obligations under the Agreement will become void and the
Agreement will terminate.

SECTION 5 — LOSS OF BENEFITS ON TERMINATION

The provisions of this Agreement establishing certain rights and benefits for the Union
and the employees shall be coextensive with the term of this Agreement and these

rights and benefits shall cease and terminate on the termination date of this Agreement,
except that they shall cease and terminate sooner where it is so provided.
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SIDE LETTER #1
JOB SPECIFICATIONS & DEMOTIONAL LADDERS

No later than six (6) months after the ratification of this agreement, at UAWs request,
the parties shall meet and review the job specifications and demotional ladders attached
to this agreement.

79



ATTACHMENT #2
DEMOTION LADDER

Program Specialist, Administrative Assistant, Administrative Technician,
Legal Secretary, Legislative Secretary, Secretary (A), (B), (C), Senior
Office Technician, Membership Data Technician, Office Technician

Program
Specialist

.

Administrative

Assistant
! It +
Administrative Legal Legislative
Technician Secretary Secretary
h
Secretary
Ranges B, C
v v
Senior Office Membership Secretary
Technician Data Technician Range A

Office Technician
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Demotion Ladder

Program Specilaist - Special or Computer Services**
Payroll Services Technician | & Il

Administrative Technician*

Senior Accout Technician

Account Technician

Program Specialist — Special Payroll Services
or Computer Services** Technician | & I

|
-
Administrative
Technician®

v

Senior Account
Technician

I

Account
Technician

* Applies only to Administrative Technicians who perform duties related to
classifications utilized in Administrative Services.

** Applies only to Program Specialists assigned duties in Administrative Services.
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Demotion Ladder

Attorney

Sr. Organizer/Union Representative

Organizer/Union Representative

Research Analyst

Research Assistant

Attorney

l

Organizer/Union
Representative

Senior

— T~

Organizer/Union
Representative

Research
Analyst

Research
Assistant
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Demotion Ladder

Legislative Advocate
Research Analyst

Research Assistant

Legislative Advocate

!

Research Analyst

!

Research Assistant
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Demotion Ladder

Senior Communications Specialist
Communications Specialist
Research Analyst

Research Assistant

Senior
Communications
Specialist
Communications Research
Specialist Analyst
Research

Assistant
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Demotion Ladder

IT Classes

Database Administrator

Computer Support Technician |
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ATTACHMENT #3

The agreement between SEIU Local 1000 and UAW Local 2350 provides that all
employees either become UAW members or pay a monthly service fee within 30
days of initial employment. Below is a form for payroll deduction of union dues
and fees. You may sign the form and return it to Payroll at any time within the
30-day period, but not later than the close of business on the 30" day after your
employment dates. If you have any questions, please contact the UAW Area Vice
President in your office.

Dues authorization

| hereby authorize SEIU Local 1000 to deduct from my pay the amount of a one-
time only initiation fee of 10 and monthly dues, as specified by the UAW Local
2350, to be remitted to the UAW Local 2350, as specified under the agreement.

| agree that this assignment of wages shall be irrevocable for a period of one year
from its date or until the expiration of the contract (whichever comes first) and
that it will be automatically renewed and irrevocable for an additional year from
each of its anniversaries or each anniversary date of the contract (whichever
comes first) unless | submit a written revocation by registered mail to SEIU Local
1000, with a copy to UAW Local 2350 within 15 days preceding the anniversary
date of this authorization or the expiration date of the contract (whichever occurs

first).

SIGNATURE DATE

PRINT NAME
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ATTACHMENT #4
GRIEVANCE FORM

UAW « AFL-CIO,CLC

Local 2350/CSEA GRIEVANCE FORM*

NAME OF GRIEVANT(S):

DATE:

CLASSIFICATION:

OFFICE PHONE:

MAILING ADDRESS:

UNION STEWARD:

OFFICE PHONE:

STATEMENT OF GRIEVANCE

(Give a brief description of your problem; use additional pages as necessary;

-attach all relevant documents)

RELEVANT CONTRACT SECTIONS:

REMEDY REQUESTED:

THIS GRIEVANCE HAS BEEN DISCUSSED WITH YOUR SUPERVISOR:

(NAME OF SUPERVISOR):

(DATE)

GRIEVANT(S) SIGNATURE:

DATE:

UNION STEWARD SIGNATURE:
I ————

ACTION AT STEP 1:

DATE:

DATE:

ACTION AT STEP 2:

DATE:

ACTION AT STEP 3:

DATE:

ACTION AT STEP 4:

DATE:

“For use by Union Members grieving under Article X of the Local 2350/CSEA Agreement
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