PREAMBLE

This Agreement is made and shall be considered effea$ivd the 2 day of July,
2008 by and between Rosemont Treatment Center & Sahpobgram of Morrison
Child & Family Services, 9911 S.W. Mt. Scott Blvd., Pamd, Oregon, 97266
(hereinafter called the “Employer” or “Rosemont”) éEIU Local 503, Oregon Public
Employees Union with its offices at 1730 Commercial StE., Salem, OR 97309
(hereinafter referred to as the “Union”), acting lremn behalf of the Employees of said
Employer as hereinafter defined, now employed and hétezinia be employed and
collectively designated as the “Employees”.

WITNESSETH

Whereas the Employer recognizes the Union as thectio# bargaining
representative for Employees covered by this Agreeaehereinafter provided and;

Now, therefore, in consideration of the mutual covenherein contained, the
parties hereto agree as follows:

ARTICLE 1 — UNION RECOGNITION

Section 1 The Employer recognizes the Union as the exclusillective
bargaining agent, as certified in the National Labdafitens Board in Case No. 36-RC-
6395 employed at the Employer’s Portland, Oregon facilitgl; raore particularly
described as follows:

All regular full-time, part-time and on-call employees
employed in the classifications of residential skills
specialists, assistant unit supervisors, kitchen empoyee
including prep cooks, cooks and receptionists,
housekeepers, medical driver, maintenance and clinical
support personnel employed at the Rosemont Treatment
Center and School’s facility located at 9911 S.E. Mt.tiSco
Blvd., Portland, Oregon; but excluding all unit and kitchen
supervisors, therapists, psychiatrists, admissions
coordinator, administrative coordinator, program analyst
staff development/transitions services specialist, @mogr
director, clinical manager, nurses, guards, and supervisors
as defined in the National Labor Relations Act anadter
employees.

Section 2 Nothing in this Agreement shall limit the righttbe Employer to
promote employees from the bargaining unit provided suchogewplagrees to accept the
promotion. In the event any employee in the bargainimt is promoted to a position
outside the bargaining unit, the employee will retainawimulate seniority for a period



of one hundred eighty (180) continuous calendar days. An gegfemaining outside
the unit beyond such period after promotion will retdliseniority rights to the date of
promotion, but will accrue no further seniority.

Section 3 It shall not be the policy of the Employer to éssh jobs or job titles
solely for the purpose of excluding employees from thgdiaing unit. Job titles are for
identification purposes only, and the Employer retaiasstile right to determine job
content. All job descriptions include such other duteemay be assigned. The Employer
reserves the right to add to, subtract from or modifydoties and such changes shall not
be a violation of this Agreement. The Employer agteeasifer to negotiate the rate of
pay in the event of a substantial change in job conten

Section 4 When the employer hires a new employee, it shalka that employee
in writing that there is an agreement with the Unidinis notice shall quote the union
security and check-off provisions of this agreement.

ARTICLE 2 — NO DISCRIMINATION

Section 1 Neither the Employer nor the Union shall discraemeagainst any
employee in the bargaining unit on account of racercoteed, national origin, political
belief, sexual orientation, marital status, disabgitgtus, veteran status, age, union
activity, gender identity or presentation or any otteegory protected by state or federal
law.

Section 2 Whenever used in this Agreement, masculine persomabpns and
female personal pronouns shall have equal applicatidretother unless the context
otherwise indicates.

ARTICLE 3 — UNION SECURITY AND CHECK OFF

Section 1. Membership Requirementsshall be a condition of employment that
all employees covered by this Agreement shall, ontingeth (30") calendar day
following the execution of this Agreement or, if hired or after the Agreement’s
effective date, on the thirtieth (80calendar day following the beginning of such
employment, become and remain members in good standihg thion or tender to the
Union the initiation fees and periodic dues that areothigations of members.

Upon notification to the Employer that an employethaunit has failed to
become or remain a member in good standing of the Usiarh employee shall be
discharged within thirty (30) calendar days of receipt wit@n demand for such discharge
by the Union.

Section 2. Check QffUpon voluntary signed authorization by an employes, th
Employer agrees to deduct the Union dues and remit sathe tdfice of the Union not
later than the twentieth (2Pday of the month following the month in which the slue




were deducted.

Section 3. Remittance of Paymemtlong with the dues, the Employer will
furnish the Union electronically each month withsa df employees for whom dues were
deducted, the amount of dues deducted, facility where the yepleorks, home address,
home phone number, job classification, base payhatedate, and social security or
employer ID number.

The Employer will also furnish the Union each monithwa list of newly-hired
employees, employees on leaves of absence, and reawiyated employees. For new
hires, the list shall include each employee’s nanne,date, home address, home phone
number, facility where she or he works, job classiiomn, base pay rate, and social
security or employer ID number. This information khalfurnished electronically, if
possible.

Section 4. IndemnificationThe Union agrees to indemnify, defend, and hold the
Employer harmless against any and all claims, suitdhar forms of liability arising out of
the deduction of money for Union dues/service feesatiin fees or reinstatement fees
from an employee’s pay or the consequences of a wtithean demand that an employee
be discharged under Section 1 of this Article 3. Furthezptbie Union assumes full
responsibility for the disposition of the monies so déelllonce they have been turned
over to the Union.

Section 5. CAPE The Employer will deduct voluntary political action deesh
month from employees who submit voluntary political@actdues check-off authorization
forms (also called CAPE check-off). Voluntary politieation dues will be forwarded to
the Union office not later than the twentieth{R@ay of the month following the month
in which the dues were deducted, along with an electlishmf employees for whom
political action dues were deducted and the amount of dues dddrmti each employee.

ARTICLE 4 — MANAGEMENT RIGHTS

Except as expressly modified or restricted by a spgmi@gision of this
Agreement, all managerial rights, prerogatives, and fomstare retained and vested
exclusively in the Employer, including, but not limited tbe rights, in accordance with its
sole and exclusive discretion and judgment: to warn,mamd, suspend, discharge, or
otherwise discipline employees for just cause; to deberthie number of employees to be
employed; to hire employees, determine their qualifiogti@and assign and direct their
work; to promote, demote, transfer, lay off, recalork, and retire employees; to set
the standards of productivity and the services to be redg® determine the amount and
forms of compensation for employees; to determingoéneonnel, methods, means, and
facilities by which operations are conducted; to setstiarting and quitting time and the
number of hours and shifts to be worked; maintain efficy, close down, or relocate
Rosemont operations or any part thereof; to expand, eediter, combine, transfer,
assign, or cease any job, department, operation, vicesgio control and regulate the use
of facilities, equipment, and other property of Rosemtnintroduce new or improved



service, to determine the number, location, and ojperati departments, divisions, and all
other units of Rosemont to issue, amend, and revisagmlrules, regulations, and
practices; and to take whatever action is either sacg®r advisable to determine,
manage, and fulfill the mission of Rosemont and to tirResemont employees.
Rosemont’s failure to exercise any right, prerogativdunction hereby reserved to it, or
Rosemont’s exercise of any right, prerogative, or fondh a particular way, shall not be
considered a waiver of Rosemont’s right to exercisa sgbt, prerogative, or function or
preclude it from exercising the same in some otherneayn conflict with the express
provisions of this Agreement.

ARTICLE 5 — NO STRIKE CLAUSE

Section 1 The Employer agrees that during the term of this Agee it shall not
cause nor permit any lockout of employees from theikwor

Section 2 Neither the Union (its officers, agents, represtves, stewards, and
members) nor the employees shall in any way, directigdirectly, instigate, lead, engage
in, authorize, cause, assist, encourage, participatatify, or condone any strike,
sympathy strike, slowdown, work stoppage, or any otherference with or interruption
of work at any of the Employer’s operations.

Section 3 Any such conduct shall be deemed a violation ofAgieement, and
any individual employee or group of employees engaged in sunthuct shall be subject
to immediate discipline, including dismissal. Any empldgeé€isciplined for violation of
this provision may grieve the discipline under the griegaand arbitration provision of
the Agreement.

ARTICLE 6 — UNION RIGHTS AND RESPONSIBILITIES

Section1.  The Employer will provide and install one (1) Bulletind3d in the
Staff Lounge, and a three (3) ring binder in the kitclRagrs Staff Office, Spring Staff
Office, Maintenance Office and at the reception deskchvshall be used exclusively for
the purpose of Union communications and the Employetisasof job vacancies. The
parties agree to meet regarding new binders for newdyaxieor reorganized worksites.
The parties agree to refer to the Labor Managemenn@tbee any disagreement over
placement of three (3) ring binders. Union communioatguch as meeting notices,
Union newsletters and flyers, Notice of Electiorms] &abor/Social Justice Events will be
posted by Union Representative(s) or Union designeestings shall conform to
standards of good taste, civility and propriety and willlm® accessible to agency clients
and their families or other non-employees.

Section 2.  Union Representative(s), Stewards, and Local Offisdlfave
reasonable access to the Employer’s facility, watartty-four (24) hours prior notice to
the Employer’'s Campus Director or design@esuch other notice as is reasonably
possible, for the purpose of administering the Agreemiglgetings conducted by Union



Representative(s), Stewards, and Local Officers wilhéld in the front Conference
Rooms and Union Representative(s), Stewards, and Odftagrs will not meet and/or
confer with any bargaining unit employee while such eyg#as on working time;
provided breaks and meal periods are not considered wonkiag ti

Section 3. The Union may be represented by Stewards and Locak@fffor
the purpose of receiving, investigating, and filing grieesncesolving issues at work,
orienting new members, and representing workers in disaiplprocedures and grievance
meetings. The Union agrees to furnish the Employdr avitvritten list of Stewards and
Local Union Officers so designated with any changéenlist, which may be made from
time to time. There shall be three (3) Union stelsawith the understanding that Union
officers may function as additional stewards.

Section 4.  Union Stewards and Local Officers, when acting as atésvwill be
free to conduct their duties with the understanding thdt duties will not interfere with
the normal operations or conduct of business at Rogengiawards and Local Officers
will be paid when they perform their duties during theirkutg hours with the permission
of the supervisor. In no event shall stewards be pasdmduct their duties for more than
one (1) hour in their work week except with the Employadgreement.

Section 5. A Union officer (who is a Rosemont employee) or shtgward
shall be given up to one (1) hour during the New Employ@n@ition program,
occurring no more than once a month, for new employeesake a presentation to those
employees hired into classifications within the bariggi unit whether a formal meeting is
held or not.

Section 6.  Union members may receive phone calls of short duraiial
messages from Union Representative(s). Union menmbay use the e-mail system for
Union communications on non-work time, including paid kr@ae.

Section 7.  An employee will be permitted to examine and receimesoof all
materials in her/his personnel file within ninety @6) hours of making a request,
excluding Saturdays, Sundays, and holidays. Pre-hiresletteeference are not covered
by this obligation.

Section 8.  No disciplinary materials shall be placed in an emplsyile unless
the employee has been offered an opportunity to signliteceive a copy. An employee
has the right to attach her/his own views to anyiglisary record in her/his own file.

Section 9. The designated Union stewards and Local Officers reayrénted up
to four (4) work days off without pay each year of thatcact for the purposes of
attending Union educational programs. Requests shall the imavriting to the
employee’s immediate supervisor at least thirty (30)hckedays in advance, or as much
notice as possible, if coverage can be provided.

Section 10.With one (1) week’s advance notice by employee, thpl&yer may
grant leave for Union business subject to operaticgsdis. Such leave may not be



unreasonably denied. Such leave will be unpaid. An emplomay utilize vacation
consistent with Article 23 of this agreement.



ARTICLE 7 — TRIAL SERVICE PERIOD

Section 1. Newly-hired employees shall serve a trial serviagopdeof 480 straight-
time hours of actual work. This period may be extendeaildyial agreement of the
Union and Employer. No seniority or other fringe dféa except paid holidays and sick
leave shall accrue during the trial service period. émployee successfully completing
the trial service period shall be retroactively crediftvith seniority, sick leave days, and
vacation days earned during said period.

Section 2. The Union will represent employees in their trevéce period for the
purpose of collective bargaining with respect to wagesrdh@nd other conditions of
employment; however, a trial service employee dis@gdliar discharged for any reason
other than for Union activity shall not be represenby the Union, nor have recourse to
the Grievance and Arbitration procedures set forthisi@greement.

Section 3. The Employer will establish an orientation progrdratdeast eighty
(80) hours for Direct Care employees and forty (40) hauralf other employees,
depending upon the employee’s background and experience.

ARTICLE 8 — HEALTH AND SAFETY AND SANITATION

Section 1 The Employer will take all reasonable precautionsafeguard the
health and safety of employees covered by this Agreetheimg their hours of work and
to maintain recognized standards of safety and samitafihe Employer will adhere to
the guidelines set out in the FMLA, OFLA, ADA Workersdi@pensation regulations,
and the Oregon Safe Employment Act (O.R.S. 654-001 to 08845295 and 654.991
regarding the health, safety and sanitation of the grapt

Section 2 The Employer, in accordance with Federal and Saate tegarding
clients’ confidentiality, will advise employees, whiean direct contact with clients, on a
need-to-know basis, of any clients with an infectidisease. This, however, does not
preclude the employees from using “Universal Precautianafl times.

Section 3 Employees will be made aware of and follow thedtifeis Disease
Policy/HIV and AIDS Policy. The infectious diseasatol program will include
maintaining facilities, active, ongoing training regagdivealth and safety and will provide
for appropriate safety equipment for minimizing the sprdaafections.

Section 4 The Employer and the Union will make every reasteneffort to
maintain staffing levels which do not compromise thecuate therapeutic care of
residents.

Section 5 When deemed medically necessary, the Employer wwllige
temporary transfers to pregnant employees and to emplsyéfering from a work-
related injury, upon written request, to available vag#g that pose less physical harm



from clients with documented histories of causing phyb&aam to employees.

Section 6 The Union shall be allowed to select no less thege of their
members to serve on the Workplace Safety Committeesach service will be on paid
time.

Section 7 The Employer will maintain staffing levels whictireere to contractual
agreements with other entities. The Employer wikenstrong and reasonable efforts that
there will be no less than three (3) scheduled direet @aployees for each dorm for all
shifts, unless dorm client population falls below fifi€&5) on a dorm. In circumstances
where the Employer is unable to schedule three (3) eegdoyhe Union will be notified
in writing within thirty (30) days with an explanatiofithe circumstances.

Section 8 In case of an emergency, or to prevent a crisia fieveloping, the on-
duty person in charge, in consultation with the On-Satiial Service Manager, may call
in additional staff if deemed necessary for the heaithsafety of the operations. No
request shall be unreasonably denied.

Section 9 When staff members believe there is imminektfos injury, and feel
the crisis is beyond the scope of their training aridies, they will consult with the
supervisor on duty or the on-call Social Service Maneaggarding appropriate
interventions, including whether police may be call&@tie police may be called without
the supervisors’ approval when the delay in seeking thsultation is likely to result in
injury to staff or clients. The police may be calledespond to criminal offenses toward
staff.

Section 10 Through the Rosemont Safety Committee, the Emplayerthe
Union agree to review on-the-job injuries and to jgidevelop health and safety
programs in an effort to reduce the incidents of onjghanjuries. The Employer and the
Union agree to discuss and review risk factors, injuillaesses, and healthy and
nutritious food options, and to jointly develop healtlietse and sanitation programs to
reduce the risk and incidents of illness and injury atkkw@uch Rosemont Safety
Committee meetings will be scheduled to assure atde@stinit supervisor is present at
such meetings where on-the-job injuries are discussed.

If the Rosemont Safety Committee meets during an empleyvork time, such employee
shall be paid for meeting time as part of employee’s aegubrking schedule. If the
meetings occur during the day shift, one (1) member ob#fety Committee from the
night shift will be paid at the employee’s regular ratethe scheduled period of the
Rosemont Safety Committee meeting.

ARTICLE 9 — HOURS OF WORK/OVERTIME/PAYDAY
Section 1. Payday will be every other Friday, however, the Bygl may change

to a twice monthly payroll with thirty (30) calendar dayotice to the Union. In the event
of such change, there will be no more than sixteendd@ndar days between paychecks.



Section 2. Scheduled overtime must have approval from the empkyee’
supervisor. If a Unit Supervisor or an on-call SoSmivices Manager or designee deems
that there is an unsafe situation on dorm, they mdyaiae overtime to staff. In
unforeseen circumstances, staff may be approved ovedic@mplete paperwork.

Section 3. Overtime hours are any hours worked in excess dbthe(40) hours
in a work week from 12.01 a.m. on Sunday and ending at midmig8&aturday. One and
one-half regular straight-time pay will be paid for aluhs worked that exceed forty (40)
hours during the employee’s work week.

Section 4. The Employer will bring all proposed restructuring of pesgrchanges
to the Labor Management Committee before implememtiagiew schedule(s), except in
the case of emergencies.

Section 5. With the exception of maintenance, employees whaalted in to
work on a day they are not scheduled to work shall be gigse two (2) hours of pay at
their regular rate. Employees not able to work sladllic as soon as possible, but not
less than one (1) hour before the start of theirdadbe unless an emergency prevents
them from doing so. Maintenance will receive a &fi€15) dollar stipend for weekend
days as compensation for being on-call. This wilhbeddition to any hours worked.

Section 6. The employer will post a monthly schedule seven (73 tajore the
first of the month. Employees will be allowed todeadays off if they have permission
from their supervisor or designee, and such exchange doesquire the Employer to
pay overtime or any other premium pay which would otherwiot apply if the schedule
had not been changed. Trading days and requests for dayi wdtt be unreasonably
denied except as noted above. The changing of an indigideakdule will be upon
mutual agreement of the employee and the supervisor.ingaththis section is intended
to restrict the supervisor’s or designee’s authoritydwedule.

Section 7. The Employer will provide a paid rest period of fift€&b) minutes for
every segment of four (4) hours (or major segment of f@uhours) worked by an
employee in one (1) work period. This time must be inteatdio and separate from time
allowed for meals. Insofar as feasible, the breakilshbe taken approximately midway in
the segment of work. An employee or employees whexgeriencing job related stress,
after escalated situations, may, with Supervisor or pei®nission, take a fifteen (15)
minute break if coverage is available.

Section 8. The Employer or designee will make coverage callaliooat qualified
employees (qualified as reasonably determined by the Eemplwith the supervisor’s
approval by using the following procedure:

(a) First — Employees who are scheduled for less thay (#0) hours that
week.
(b) Second — Regular employees who are scheduled for fy)hours or
more.



(c) Third — AUS
With each category, all these called will be maderditepnof seniority.

However, steps of this procedure may be skipped in theesttef safety and therapeutic
guality as determined by supervisors. In cases whdseacalnot made in order of
seniority or where this procedure is not followed, Emeployer shall provide the Union on
a quarterly basis reports with the date, unit and rea$bis does not preclude
supervisors or managers providing coverage until a replaxtesnavailable, if one is
called.

ARTICLE 10 — EMPLOYEE CLASSIFICATION

Section 1 For purposes of compensation, eligibility for fringaéfits and Union
recognition in this Agreement, employees will be d@ssin one of the following four
categories:

a) Reqgular EmployeesEmployees who are scheduled to work thirty
(30) or more hours per week on a regular basis, whettegtopan hourly or
salaried basis, will be classified regular. Regular eyagle are eligible for all
fringe benefits provided in the Agreement.

b) Part-Time Benefited Employee&mployees who are scheduled to
work at least 20 and less than 30 hours per week on a régsiamwill be
classified as part-time benefited employees. Parthienefited employees are
eligible for fringe benefits on a pro-rated basis ayigen in the Agreement,
except holidays.

C) Part-Time Non-Benefited EmployeeEmployees who are
scheduled to work less than 20 hours per week on a reguamlibie classified
as part-time non-benefited employees. Part-time mmefited employees are not
eligible for fringe benefits.

d) On-Call EmployeesEmployees hired on an “as needed” basis for
relief coverage and used primarily for treatment counselod for food service
will be classified as on call. On-call employeesrasteligible for fringe benefits
as provided in the Agreement, except for holiday premium pay

e) Temporary EmployeegEmployees told at the time of hire their
employment will be limited by certain conditions susheaspecified date of
termination, specified budget, or completion of an asdigverk project, will be
classified as temporary and will be covered by this égient after ninety (90)
days of work. Temporary employees are not eligibldrioge benefits provided in
the Agreement, except for holiday premium pay.

Section 2. No Change in ClassificationThe Employer shall have no obligation to




revise an employee’s classification (category) wheeraployee temporarily works
additional hours.



ARTICLE 11 — JOINT LABOR-MANAGEMENT WORK

Sectionl. Rosemont and the Union agree to create a Joiatridbnagement
Committee which will be charged with the responsibdift working toward mutually
beneficial solutions to current workplace issues aneéffective, timely, two-way
communication and respectful working relationships. Tomittee’s primary goal is to
address operational concerns and develop suggestions whiddh lve expected to lead to
better care of clients, career opportunities for banggiunit employees, and for better
operation of the Center. It will be the goal of tmenmittee to reach a consensus on
recommendations for action which will be submittedh® management team. Cultural
diversity training and healthy food options will be aitoof discussion at LMC. Report
on the status of these recommendations will be prowdealiting or orally at the next
committee meeting.

Section 2. Upon ratification of the Collective Bargaining Agreamhby both the
Employer and the Union, the Labor-Management Commithe# convene once per
month through September 2008 in order to establish the ggaodass, topics and
relevant assignments for work of the Committee. @ateer, the Committee shall meet on
a bi-monthly basis, or more frequently, depending on niytagieed need. All
Committee meetings will be subject to agenda limitatiand shall require all agenda items
to be presented in writing to all Committee membertess than seven (7) calendar days
prior to the scheduled meeting. No Committee meetingejaurn without establishing
the next meeting date.

Section 3. The parties to this Agreement agree to designate Gteen@o-
Chairpersons, one from the Union (to be selectedidynion) and one from
management (to be selected by management). The Cenvitl consist of two (2)
additional appointees for the Union and the Employer,(®yselected by the Union, and
two (2) selected by management. Committee appointrebatidoe communicated in
writing to the respective chair persons. In additioith wiutual agreement of the Union
and the Employer, a representative from the Union arsdfepresentative from Morrison
may also attend an LMC meeting.

Section 4. The Labor-Management Committee shall have no aitytorchange
any of the provisions of this Agreement. The Conesitthall have the authority to
submit suggested Memoranda of Agreement for approval andwepdation by the
Union and the Employer. This Committee process ismended to prevent timely
management decisions.

Section 5. The Labor-Management Committee shall provide mutaglieed joint
communications to the Bargaining Unit and to managenegiatrding the work activities
of the Committee. Such agreement does not preclude gith&nion or the Employer
from making comments regarding those joint communications

Section 6. The Labor-Management Committee shall meet duringlalyeshift.
The three (3) employee representatives for the unitbbevpaid their regular rate of pay
for up to one (1) hour for a Labor-Management Committeeting.



Section 7 The Employer and Union will develop a joint legislatagenda to
advocate for quality care and a good work environmentpl@mes may be granted paid
leave to participate in legislative advocacy work if agréo by the Employer and Union.
Employees may be granted unpaid leave to conduct advocakyimauding but not
limited to attending hearings, lobby visits and town fealms.

ARTICLE 12 — MANDATORY MEETING AND TRAINING

Section 1 Employees will be given as much notice as posdblenot less than
seventy-two (72) hours, except in an emergency, of amdatory meeting. Employees
not scheduled to work will be paid (2) hours at their regalte of pay for attending the
meeting.

Section 2 If required by the Employer, the Employer will pay for
Employer-designated training, including restraint train@B], and first aid training. If
the training does not occur during scheduled work hours, rtipoiger will pay the
employee their regular rate of pay during the training.

Section 3 Employees will be sufficiently trained and the Emploghall take
reasonable steps to provide the following trainingsreetioe date indicated. All trainings
shall be facilitated by the Employer or an appropriasigtee from outside the bargaining
unit:

By end of first day:
Initial site-specific rules and protocols

By end of two-week training/orientation period:
Blood Borne Pathogens, HIV/AIDS

HIPAA

Ethics and Boundaries

Emergency Procedures

BRS Billing and Progress Notes

Intro to Driver Training, if applicable

By end of three months employment:
CPR and First Aid

CPI Training

Clinical Incident Documentation

A&D Group Observations and Training

By end of six months employment
PIC Training

Med Training

Driver Training completed



Yearly
Cultural Diversity Training

In addition to the above referenced trainings, employdele given periodic refresher

courses in CPI. Additional cultural diversity trainingd oe discussed in Labor
Management meetings.

ARTICLE 13 — SENIORITY

Section 1. Definition:An employee’s seniority shall be defined as the leodt
time the employee has been employed in any bargainihglassification at the facility.

Section 2. Accrual.

1. An accrual of bargaining unit seniority begins upon apleyee’s
successful completion of the probationary period, anetisactive to the
employee’s date of hire.

2. An employee shall continue to accrue seniority duriydesave of absence;
during any period of absence caused by a work-related disadnd
during any period of layoff, until the expiration of themoyee’s recall
rights.

3. An employee’s seniority shall be lost in the earttis/her:

a) voluntary resignation or retirement;
b) discharge for just cause;

C) failure to return to work upon expiration of an authexdliz
leave of absence.

Section 3. Layoff No layoff or reduction of staff shall be implemehteithout:

1. Notifying the Union thirty (30) days in advance, orhnais much notice as
possible. Such notice shall indicate the job clasdibns, number of
hours, and employees who will be affected by the reductictarff.

2. The union may request a meeting for the purpose of agadimitigating
said layoff and discussion of the procedures to be fotlowe

3. Employees in the classification affected who voluntak be
accommodated first for layoff. Probationary employeikin the
classification where the reduction will occur will lagd off next. Non-
probationary employees within the affected classibceshall be laid off
last, in reverse order of their seniority.



Section 4. Bumping.

1. An employee whose hours are being cut or who is baigff may fill
any vacant position for which they are qualified or riiyplace a less
senior employee in any job classification provided tlgaor she has the
qualifications to do the job.

2. An employee who is displaced in a layoff shall alseeHaumping rights.

3. A laid off employee may combine the part-time jobsaaf less senior
employees in the same classification, provided thame onflict in
schedule.

Section 5. Recall

1. Whenever a vacancy occurs while employees are off, l&@aid off
employees who are qualified to fill the vacancy shalidralled in order of
seniority.

2. Recall rights shall last for two (2) years.

ARTICLE 14 — JOB VACANCY

Section 1 The Employer will post on the Union bulletin boaras provided in
Article 6, Section 1, for a period of seven (7) calert#ass, all newly created jobs or job
vacancies within the bargaining unit. Job postingd shatify the minimum acceptable
qualifications, classification, shift, rate of paypsihg date, full or part-time status and
anticipated schedule. The successful job applicant wildbiied within seven (7)
calendar days after the hiring decision has been made.

Section 2 All qualified employees covered by this Agreement at®eligible to
apply may do so by completing the Job Application Formsaruitting it to the Human
Resources Manager or designee before the closing dtéd stathe job announcement, a
copy of which will be provided to the applicant.

Section 3 A qualified employee covered by this Agreement isldéigio apply
provided they have completed their trial service periadjualified employee covered by
this Agreement who has not completed trial service apgyy and may be considered if
no fully qualified non-probationary employee has applied.

Section 4 Seniority and availability will be the determinifagctors in filling of job
vacancies within job classifications. The employédirconsider seniority, along with the
following to fill job vacancies outside an employedassification: educational
background and/or previous work experience, availabilitycemdonstrated skills.



Section 5 For positions in which leadership is a qualificatimanagement shall
have discretion to assess an applicant’s leadershijeabil

ARTICLE 15 — UNPAID LEAVE

Employees who have completed their probationary perialtiksh eligible for unpaid
leaves in accordance with the following:

Section 1. Personal Leave An unpaid leave of absence, not to exceed one (1)
year, may at the Employer's discretion be granted fdogees for any reasonable
purpose. No compensation or other benefits shall loef@aany period of the leave.
Employees shall not seek or accept other employmeie ahileave of absence unless
permission to do so has been granted in writing pritiheéayranting of the leave.
Employees will be returned to their former jobs, oegnivalent job, within thirty (30)
calendar days of notification to the Employer of theturn date. Employee requests will
not be unreasonably denied.

In the case of work-related educational leave, an employay make a request to
temporarily reduce or alter his or her work hours in ptdeaccommodate his or her
school schedule, and such educational leave requestaahiadl unreasonably denied.

Section 2. Medical Leave. Unpaid leaves of absence for illness or accident to
employees or members of their immediate family skaljranted in accordance with
Federal and Oregon Family Medical Leave Acts. Accrugdlsave will be applied to
such approved leave until exhausted, at which time accutathbsed vacation pay will
be applied provided, however, the employee may retain tgntiL0) accrued but unused
vacation days. Medical leave will thereafter be withpay. Employees who have
exhausted their Medical Leave may request Personal lasapeovided in Section 2 of
this Article.

Section 3. Military Leave Leaves of absence for the performance of duty with
the US Armed Forces or with a reserve component lsdalanted in accordance with
applicable law.

Section 4. Union LeaveA leave of absence for a period not to exceed gyo (
years will be granted to employees in order to accéydt-taime position with the union.
A leave of absence for a period not to exceed onee@d)will be granted to employees in
order to accept a temporary position with the Uniom. nibre than two employees may
be on Union leave at any one time. Employees wié geasonable notice to the
Employer of the start and end dates of temporary otifad-positions with the Union.
An employee returning from temporary leave shall retartheir position if the leave was
less than six (6) months. If such leave is longen #ta (6) months the employee shall be
eligible to return to vacancy for which he or shquslified.

ARTICLE 16 — DISCIPLINE AND DISCHARGE



Section 1 The Employer shall have the right to discharge, suspediscipline
any employee for just cause.

Section 2 If a supervisor has just cause to discipline an eme]sfee/he shall
impose such discipline in a timely manner and not nmoae seven (7) days from
discovery and completion of a timely investigationted incident. If any conversation
may lead to disciplinary action, the employee shaihfiemed of such and shall be given
the opportunity to have union representation during suchecsation. The supervisor
may also elect to have a witness present during thescsation.

Section 3 The Employer will apply the principles of progressiveiiline.

Section 4 The Employer will notify the Union in writing oha discharge or
suspension within forty-eight (48) hours (exclusive ou&#dys, Sundays, and holidays)
from the time of discharge or suspension.

Section 5 Grievances about suspensions and discharges wilastatep 2 of the
grievance process.

Section 6 A record of disciplinary action shall be removedriran employee’s
personnel file twelve (12) months after it was issugdept that if an employee receives a
related discipline during the twelve month period, the oaigiliscipline will remain in his
or her file until twelve months have elapsed during whighemployee received no related
discipline. Infractions of work rules that are coreecto the mutual satisfaction of the
Employer and employee will have a letter of resoleatfthe employee’s supervisor
attached to the infraction.

ARTICLE 17 — GRIEVANCE AND ARBITRATION

Section 1 A grievance shall be defined as a dispute or comg@asihg about the
interpretation, application, performance, terminat@mmany alleged breach of this
Agreement and shall be processed in the following manner

STEP 1 The grievance must be reduced to writing and descrbevidnts which
led to the grievance, the specific provision(s) ofdbietract alleged to have been
violated and the relief requested. The grievant(s) amdUtlion steward will meet
with the immediate supervisor within twenty-one (21gndhr days of the
occurrence (thirty (30) days for grievances filed by mbehalf of relief
employees). If the grievance is not reduced to writimgysubmitted within
twenty-one (21) calendar days of the occurrence (t(8@y days for grievances
filed by or on behalf of relief employees), then ¢ghievance shall be deemed to
have been waived as untimely. The supervisor will méétthe Union within
seven (7) calendar days of written submission. The ggpewill provide an
answer in writing within seven (7) calendar days foif@\such meeting. If the
grievance is not settled, then the Union can appedarieeance to the next step



within seven (7) calendar days of the supervisor’s aritnswer.

STEP 2 If the grievance is not settled in Step 1, the Uniary, within seven (7)
calendar days after the answer in Step 1, move theagdevn writing to Step 2.
A grievance shall be presented in this step at a geevareeting to the program
manager or her/his designee and she/he shall rendels@ua@t writing within
seven (7) calendar days after the filing of the grieganchis step. Grievance
about suspensions or discharges, or grievances thatafiecup of employees,
will begin at Step 2 of the grievance process.

STEP 3 If the grievance is not settled in Step 2, the gnegamay, within seven
(7) calendar days after the answer in Step 2, be mowedting to Step 3. The
grievance shall be presented in this step at a grievaeeéng to Morrison’s
COQO's designee and she or he shall respond in writifgnngeven (7) calendar
days after the filing of the grievance in this step.

STEP 4 The grievance will be submitted to arbitration witdtice to the
Employer and an arbitrator will be appointed by the pariternately striking
names from a list of seven (7) arbitrators on a paosi Oregon/Washington
primary residence only provided by the Federal Mediatimh@onciliation
Service. The party requesting arbitration shall stitieefirst name. The arbitrator
shall have jurisdiction and authority only to interpegiply, or determine
compliance with specific terms of the Agreement and sbahave jurisdiction to
add to, detract from, or alter in any way, the prowmsiof the Agreement. Any
decision within the jurisdiction of the arbitrator Mak final and binding upon the
parties. The expenses and salary involving the seruitthe arbitrator will be
borne equally by the parties.

Section 2 If the Employer fails to answer the grievance inithe time limits

mentioned above, the grievance will automatically adean the next step. If the Union
or the grievant fails to advance the grievance wittintime limits mentioned above, the
grievance shall be considered withdrawn. Failure toram/éhe matter to an arbitration
hearing within three (3) months of Rosemont’s ansat&tep 3 shall result in automatic
withdrawal of the grievance.

Section 3 All references to number of days, unless otherindieated, are

calendar days. Time limits may be extended by mutuaéeagret.

ARTICLE 18 — GENERAL PAST PRACTICE

Section 1 The Employer agrees to continue the following pasttjpes:
(1) Employees will be provided prepared meals while on duty.

(2) CDAC reimbursements/practices will continue.



(3) Employee Assistance Plan will be provided.

(4) Employees may donate earned time off.

ARTICLE 19 — TEMPORARY EMPLOYEES AND CONTRACTING OUT

Section 1 Temporary employees may be hired for special projextgplace
employees on vacation or leave of absence, and asl@dan Section 5 herein.

Section 2 Temporary employees may be hired for up to three (3thmorf a
temporary employee is hired to replace an employeeawe lef absence, the three (3)
month period may be extended for the length of the apgdriease of absence. However,
after the initial three (3) months, temporary emplgy&®all be covered by this agreement
and shall accrue seniority from their dates of hire.

Section 3 Temporary positions for special projects shall bequbm accordance
with the job posting provisions of this agreement. @edlpermanent employees shall
have an opportunity to bid on such temporary positiorsreehey are offered to new
hires. Seniority shall govern if more than one geealipermanent employee bids on a
temporary position.

If a permanent employee is offered the opportunity ka €mporary position, he or she
may return to his or her permanent position whenehgorary position ends in those
situations where staffing configurations will allowshiPrior to accepting the temporary
position, the employee will be informed in writing oli@ther return to the permanent
position can be assured.

Section 4 The employer will not contract out bargaining unitrkvduring the
term of this agreement, except under the limited circanests described below.

Section 5 In the event of a staffing shortage due to causembeye Employer’s
control, including but not limited to emergencies orrability to recruit or hire sufficient
numbers of staff, then the Employer shall have tijiat tio enter into contractual
arrangements with outside companies, employment agemaggities or individuals for
temporary staffing. Under these circumstances the Bmpghall not be precluded from
paying wages and benefits to temporary staff that gleehthan the existing rates and
benefits, and shall provide to the Union monthlystdf the names, job functions, wages,
and benefits of the temporary Rosemont employees véheraployed more than thirty
(30) calendar days.

The purpose of this exception is not to eliminate banggiunit work; rather the
purpose of the exception is to maintain operations affihgtto meet the needs of the
Employer’s clients and remain in compliance with adshiative and regulatory
requirements.



ARTICLE 20 — DRUG TESTING

The Employer and Union recognize that the use of alaitdrugs is a serious
and dangerous problem. To prevent such problems from oxgatrthe site of the
Employer or while an employee is working, and to ensugesaifety of all employees and
clients, the Employer will immediately discipline amp@oyee who sells, possesses, uses,
or reports to work under the influence of alcohol or diugany other illegal substance.
Disciplinary action may include but is not limited toatiarge. The Employer encourages
any employee with a personal substance abuse probleeekovoluntary assistance in
confidence through any chemical dependency rehabilitatiograms either offered under
employee benefit plans or any employee assistance pnagréine Employer before the
Employer develops reasonable suspicion to require a drdgotioatest. Treatment
sought by an employee after a violation of the Empleyanug or alcohol policy will not
normally be considered by the Employer as part of thaplinary decision.

Section 1. Alcohol The possession, transfer, offering, consumptioremgb
under the influence of any intoxicating substance varléhe Employer’s property, or
while an employee is working will generally result imediate termination. Alcoholic
beverages which are stored unopened in the employeetmpevehicle shall not be
included in the possession rule.

Section 2. Drugs The possession, transfer, sale, offering, consumptideing
under the influence of any illegal drug or narcotic, hailigen, stimulant, sedative, or
legal drug (except as authorized by a physician, and reportéeir immediate supervisor
prior to work) while on the Employer’s property, or vehiln employee is working will
generally result in immediate termination. An employ® tests positive for any such
substances by screening and confirmation tests willéemed under the influence” for
purposes of this rule. The only exception other thanadqarescribed medication, is that
less than fifty (50) monograms of THC, the active idgget in marijuana, will not be
considered a positive test.

This Article is not intended to prohibit the safe agghl use of prescription and
non-prescription medications. However, it is the eygsts responsibility to determine
from the physician or the label whether or not amspribed or over the counter drugs
would impair his/her safety or job performance, ancefmrt the use of such drugs to
his/her immediate supervisor. Any failure to reportuke of such drugs or to provide
proper evidence of medical authorization may result iciplisary action up to and
including discharge.

Section 3. Reasonable Suspicion and TestiMpen reasonable grounds exist to
believe an employee has consumed or is under the influedradcohol or any substance in
violation of this policy, the Employer may require #maployee to submit to appropriate
tests, including urinalysis. Failure to give written semt to drug and alcohol testing or
failure to provide samples for such testing will be grodadémmediate suspension and
possible termination. Employees who feel that trexela legitimate grievance must
submit to testing, and then file a grievance.




Reasonable grounds means that a supervisor must haveaklassuspicion to
believe that an employee is under the influence ohalcor drugs. Reasonable suspicion
includes but is not limited to (1) unsatisfactory work perfance, adequately
documented, for which no apparent or otherwise knowmne@sists; or a change in
employee’s prior pattern of work performance where sdiag or alcohol-related
documentation indicates a possible linkage; (2) physicibatehavioral symptoms
consistent with substance abuse; (3) evidence of iegdmtance use, manufacture,
possession, sale or delivery; (4) occurrence of ausedo potentially serious accident
which may have been caused by violations of estalishfety rules, security policies, or
other operating procedures; and (5) fights or assaultsyaiiceand/or violent behavior.

If two (2) management employees are on the premisese#sonable suspicion
for testing must be confirmed by another member ofagement. If only one is on the
premises, the supervisor must confirm his reasong#ing with another member of
management by telephone prior to testing.

The Employer shall select a SAMHSA or CAP (Collegdwferican Pathologists)
certified facility for base testing and confirmati@sting at the Employer’s expense. The
facility for confirmation testing must meet all staratafor laboratory performance, and
they must employ certified Medical Technologists and fme@ms. The Union will be
provided with the testing facility’'s names, addressed,caadentials. All samples which
test positive will be confirmed using a superior or equalkble test if such confirming
test is reasonably available. A positive alcohst t& one in which the results indicate a
level of .04 or higher.

The employee, at his/her expense, will have the opptytionhave a reputable
testing facility, with similar or same requirementseasmerated above, test the same
sample submitted to the original test facility. An emgpk may request the independent
test by notifying the Employer or designated Employerasgmtative, in writing, within
two (2) calendar days after the day the employee isn&d of the test results. The test
results will be kept confidential and will be availablgy to a designated Employer
representative and a designated Union representative.

The Employer, in its sole discretion, may offer aosetchance return to work
agreement to an employee who violates this policy.edployee who returns to work
after a suspension will be subject to monthly testimgafperiod of no less than twelve
(12) months. If a positive test is returned, the emglayd be terminated effective
immediately.

The Employer may search, without the employee’s cana#areas owned or
controlled by the Employer. All vehicles, equipmenficet, desks, and lockers owned or
controlled by the Employer are subject to search whemdministrator or designee has
determined that there is reasonable suspicion to belmat controlled substances may be
found. Such searches may not be random, and must be techtdya¢wo (2) supervisors.
The affected employee is entitled to have a witnesseptet the time of the search, and
that person’s elected Union officer(s) shall be restiprior to the search being conducted.
The administrator or supervisors shall not physicalresh employees or their personal



property, and shall notify the appropriate Police Departmden they have found
reasonable grounds to believe that an employee mayahawetrolled substance in his/her
possession or in an area controlled by the Centke. employee agrees not to remove
personal property that is subject to search and in doingugh removal may be cause for
discipline up to and including termination.

None of this article, including the testing procedur@tsnded to be in violation
of the law, and if they are found to be, they shaklainated without interfering with
other parts of this Agreement.

ARTICLE 21 — SICK LEAVE

Section 1. Employees in regular, full-time or part-time benefpesitions who
are scheduled at least 20 hours a week will accrue eigho (83 paid sick leave days per
month (or prorated, based on hours worked, as applicabligjble employees will begin
accumulating sick leave on the first full pay period worla@idding the date of hire.
Sick leave hours will be added to employee accounts amegekly basis and are available
as accrued. Employees may use accrued sick for illngsy, imental health, or
medical/dental appointments, for themselves or themadiate family (spouse, children,
grandchildren, parents, grandparents, parents-in-law, oest@npartner).

Section 2. Employees will call their immediate supervisor asnsa® they become
aware of their need to use sick leave, but not lessdha hour prior to the beginning of
the shift, unless an emergency prevents them from dgoindg=mployees will provide a
doctor’s certificate upon request after their third contee day of illness or injury.

Section 3. Employees may accumulate one thousand forty hours (104@kof
leave or the part-time equivalent base on FTE percentage

Section 4 Sick leave is not paid out at termination of emplayinand is generally
not approved during an employee’s last two (2) weeks of gmmelot. If an employee
reports sick leave during his or her last two (2) weelengdloyment and he/she does not
provide a doctor’s note verifying the need for that neddeave, the time off may be
changed to vacation or time off without pay.

ARTICLE 22 — VACATION

Section 1 The vacation schedule is as follows:
80 hours 0 -1 years
120 hours 1 -3 years
136 hours 3 -5 years
160 hours 5+ years

Section 2 All employees shall be entitled to accrue vacadibtine rate of one-
twenty-sixth (1/26) of their vacation eligibility for each completed t{&) week pay



period.

Section 3. New employees shall not be eligible to take or wecpay for a
vacation until such employee has completed the requisddenvice period of 480 hours.

Section 4. Vacation accruals will be prorated for any two (2elweay period in
which the benefited employee works or is compensatsdhes eighty (80) hours.

Section 5. Employees shall be paid accrued vacation at the eagiogay rate in
effect at the time the vacation is taken.

Section 61n the event of a resignation or termination, thmpleyee shall only be
entitled to receive the amount of accrued but unused gadiiat has accrued at the time
of such termination or resignation.

Section 7. The employee’s vacation accrual rate determineartiwunt that may
be carried over to the next fiscal year. The maximamy-over allowed is the equivalent
of one year’s accrual based on the above schedulecaFheover balance is calculated as
of June 30 of each year. Under special circumstance§hief Executive Officer or
authorized designee may approve a written request to@agryacation hours beyond
the maximum allowed for a specified period of time; hosvepre-approval is required.
Written requests to carry over vacation hours exceatmgnaximum allowed should
include (1) reasons necessitating the request and (2g d&r&ime for using excess vacation
hours. Requests are to be approved by the employee’s isopamnd Division Director
before submission to the Chief Executive Officerfioal consideration.

Section 8 Requests to schedule vacation must be submitted ingwat the
employee's immediate supervisor as soon as the emdogeare of the time desired, but
no less than fourteen (14) calendar days before thednsested date(s) for vacations of
one (1) week or less and no less than thirty (30) caletalas before the first requested
date for vacations longer than one (1) week. In tleatemore than one employee
requests the same days, the employee with the mostigenwill be given the time.
However, no employee may utilize seniority to breaie anore than once each calendar
year. In emergency situations, an employee may béegtaacation time with their
supervisor's approval if replacement staffing can banged Vacation requests will not
be unreasonably denied.

ARTICLE 23 — HOLIDAYS

Section 1 Employees will receive the following paid holidays:

New Years Day Independence Day
Martin Luther King Jr., Day Labor Day
Memorial Day Thanksgiving Day

Christmas Day



If the holiday falls on Saturday, it will be celebmten Friday. If the holiday falls on
Sunday, it will be celebrated on Monday. Holiday payosgranted during leaves
without pay. Holiday pay is granted if an employee ipaid leave and in a benefited
position.

Section 2. Employees may substitute a religious or cultural holafaieir choice
for a holiday listed in Section 1. Employees must tfieeEmployer or their designee at
least 30 days notice prior to the holiday of their choic

Section 3. Employees may only use holidays in full-day incremehtsused
holiday leave does not carry over from one calendar tgethe next, nor is it payable
upon termination of employment.

Section 4. Certain non-exempt employees may be required to wdidalge and
will be paid at 1.8 times their hourly rates for hourskead on the actual holiday. Holiday
pay and holiday hours paid at overtime are not includedugroses of calculating hours
worked for overtime purposes. Should the holiday fall dayathat an eligible employee
is not scheduled to work, the employee will be paid at tegular rate, based on the
number of hours of the employee's "average day."

All other regular and part-time employees will recelve day off on observed
holidays with pay at their regular rates for that day.

Section 5 If an observed holiday which would have been a schedvoekl
day occurs during an employee's vacation period, the day sharged against accrued
vacation leave but is paid at the employee's regulaergité (8) hours.

Section 6 Temporary and on-call employees will receive 1.8 tianehburs
worked on the holidays.

ARTICLE 24 — BEREAVEMENT

Regular employees who have completed their trial sepaced will be granted three (3)
paid days per incident bereavement leave for the dealtwfrent spouse, child,
grandchild, parent, siblings, parent-in-law, grandparent,edtmpartner or other family
members approved by Employer, and up to two (2) additionalwliély pay, for travel or
other reasons, which may be approved by the Chief @pg@fficer if requested in
writing by the eligible employee and signed by his/her sug@. Bereavement leave shall
only be paid for time that had been previously scheduleebdas time.

ARTICLE 25 — RETIREMENT
Section 1 The Employer will strive to continue to provide thereat 401 (k)

Plan or a comparable plan for all eligible employeesduthe term of this agreement.
Should Morrison need to discontinue or substantially deser¢his benefit, the Union and



Morrison will meet in advance to discuss alternatteetaking this step. Any savings

from the reduction or elimination of the plan will kelirected to other employee benefits
as jointly agreed by the parties. If the parties caageee after 30 days of discussion, the
matter shall be referred to arbitration.

ARTICLE 26 — MEDICAL, DENTAL AND OTHER INSURANCE

Section 1 All regular employees in a benefited position argileé for medical
and dental insurance benefits, subject to the termsa@mditions contained in the
Employer's contracts with the respective insuranceecar Part-time benefited
employees are eligible for pro-rated insurance bendfitgollment is not automatic —
new employees must submit an enroliment applicatiorréefeir eligibility date to allow
adequate time for enrollment processing.

Section 2 An employee may opt to have coverage provided foorhiger
spouse/domestic partner and/or eligible dependents wieimtite additional cost of the
dependent coverage paid for by such employee by way ofallggduction. Enrollment
IS not automatic; new employees must submit an ennatlaggplication before their
eligibility date to allow adequate time for enrollmenb@essing.

Section 3 Medical and Dental Benefits Effective July 1, 2008, the Employer
will pay ninety percent (90%) and the employee will paygercent (10%) of the monthly
employee-only medical premium for regular employees whamtrerwise eligible for
Employer paid medical insurance coverage. If anothehpaid group of employees
within Morrison receives a better contribution ratan the 90/10 described above,
employees within the Rosemont bargaining unit shadliveche same contribution
percentage.

Section 4 The Employer will strive to continue to provide aesital death and
dismemberment, life and long-term disability insuramgeafl of its regular benefited
employees. This coverage will start no later thanfitst () day of the month following
the employee’s sixth {§ month of employment in a benefited position. Ennelit is
automatic upon eligibility. Any savings from the reductar elimination of these benefits
will be redirected to other Rosemont employee beraditointly agreed by the parties. If
the parties cannot agree after 30 days of discussiomdtier shall be referred to
arbitration.

Section 5

A. All benefited employees will become eligible for neadiand dental
benefits beginning the first {Lday of the month following completion of the trial
service period referenced in Article 7.

B. Employees who transfer from a non-benefited posttoa
benefited position will qualify for medical and dental &ks beginning the first )
day of the month following 60 days of continuous employmetite new, benefited
position.



C. Employees who transfer from a part-time benefiteaipag20-29
hours per week) in which they are eligible for pro-rdiedefits to a full time position
(30+ hours per week) position will be eligible for non pated benefits the first L
day of the month following the transfer into the rawsgition.

Section 6 If the current plans (medical, dental, life, accideédeath and
dismemberment and long-term disability) are not availdhe Employer agrees to strive
to provide a comparable plan. Should Morrison need to mliseee, substantially
decrease, or restructure this benefit, the Union andidém will meet in advance to
discuss alternatives to taking this step. Any savirgs the reduction or elimination of
the plans will be redirected to other employee benaditointly agreed by the parties. If
the parties cannot agree after 30 days of discussiomdtier shall be referred to
arbitration.

ARTICLE 27 — WAGES

Section 1 Rates of pay and classifications of work for empdsyeovered by this
Agreement are set forth below.

Section2. Nothing in this Agreement shall be construed to pibtiie Employer
from paying employees in excess of the wage rates deddselow. The Employer
agrees to give the Union no less than fourteen (14naatedays’ written notice of its
decision to offer to pay any employee or applicant cesg of the wage rates described
below. Written notice may be communicated to theobiy facsimile transmission and
will also be sent by certified mail. The Union $imave fourteen (14) calendar days from
the date such notice is sent by facsimile transnmigsianeet with the Employer for
purposes of negotiating over the Employer's proposed waggehd he Employer may
apply the proposed wage rate adjustment after the expidtitwe fourteen (14) calendar
day notice period described above in the absence of nagtegment between the
Employer and Union on such wage change. If the Emphyglies an adjusted wage rate
after such fourteen (14) day calendar period, such actaimsi be considered a
violation of the terms of this labor agreement.

Section 3 Upon completion of the required trainings, 6 monthsngbloyment,
and satisfactory performance, Residential Skills Spstsidl(RSSI) shall be designated
Residential Skills Specialist 11 (RSS II).

Upon completion of the required trainings, 6 months inpibstion of Assistant

Unit Supervisor | (AUSI) and satisfactory performartbe, Assistant Unit Supervisor will
be designated an AUS II.

Effective the first full pay period of July 2008:

Starting 6 months One year




RSS | 10.50

RSS I 10.80 11.08
AUS | 12.00

AUS I 12.25 12.50

Any staff member who has been employed less than éhsas of June 30, 2008, w
be paid at the 6 month rate effective the first full payiod of July 2008.

Adoption of this agreement shall not result in the desmeof the base pay rate in

any of the classifications listed above.

Effective the first full pay period of July, 2008:

Starting 5 year longevity add | 10 year longevity add
Position Salary $.25 to starting an additional $.25 to
salary level on this | the five-year salary
scale level on this scale
Cook 9.70 9.95 10.20
Housekeeper 9.50 9.75 10.00
Clinical Support 10.03 10.28 10.53
Assistant
Receptionist 9.79 10.04 10.29
Maintenance Worker| 12.50 12.75 13.00
Medical Assistant 11.85 12.10 12.35
Medical Driver 10.50 10.75 11.00

No employee will receive a wage decrease by the sigritiys Agreement.

All staff members employed as of June 30, 2008 will rem@ge increase

of no less than 2.9% as of the first full pay periodubf, 2008. Additional wage
increases and starting rate may be given based upon mardgeevaluation of
performance, skills and length of service.

Section 5 Effective the first full pay period in July 2009, thelsaates for
all bargaining unit classifications shall be incredsg@%, with a corresponding increase
in all steps of the wage schedule. Should there becesasge in BRS funding beyond 2%
for the 2009-2010 fiscal year, the wage schedule will beasekby the BRS funding
increased percentage to match that increase in fundinggexample, if the BRS funding is
increased by 3%, the starting rate for RSS | would tre@sed from $10.50 to $10.82.
In this example, the scale rates for all bargaining alassifications would be increased
similarly by 3%. The Employer will advise the Uniohtibe amount of BRS funding
increase in a timely manner.

Section 6 Effective the first full pay period in July 2010, thelsaates for
all bargaining unit classifications shall be incredsg@%, with a corresponding increase
in all steps of the wage schedule. Should there becesase in BRS funding beyond 2%
for the 2010-2011 fiscal year, the wage schedule will beaseck by the BRS funding



increased percentage to match that increase in funding.

Section 7 The employer will pay fifteen cents ($.15) per houit shi
differential to employees who have completed the $galice period in Article 7, Section
1, who work night shift. Effective January 1 ,2009, thé slifferential will increase to
twenty cents ($.20) per hour. Effective January 1 ,201GsHiftedifferential will increase
to twenty-five cents ($.25) per hour. Shift differentiéll not be considered as part of the
employee’s wages for purposes of calculating wage increases

ARTICLE 28 — SUCCESSORSHIP

The terms of this contract will apply to all legal sessors of the Employer.

ARTICLE 29 — SAVINGS CLAUSE

Section 1 Should any provision of this Agreement be found bgwatcof
competent jurisdiction to be in violation of any fedeséate or city law, that provision
will be submitted to negotiation to bring it into comapice with the law. The remaining
provisions of this Agreement shall remain in full ferand effect.

Section 2 If this Agreement should be modified or amended inrasgect during
its term, such modification or amendments must beos#t in writing and executed by
the duly authorized agents of the Employer and the Union.

ARTICLE 30 — TERM OF AGREEMENT

Section 1 This Agreement shall become effective as of thdaly of July, 2008
and shall remain in full force and effect until midnigine 30th day of June, 2011.

Section 2 Either the Union or the Employer shall give notic&vriting, to the
other party, within ninety (90) calendar to one hundreshtw (120) calendar days of the
expiration of this Agreement, of its intent to teraim or negotiate a renewal Agreement.

SEIU Local 503/OPEU MORRISON CHILD & FAMILY
SERVICES

Leslie Frone Tia Gray Stecher

Executive Director Chief Executive Officer

Date: Date:




Lorene Scheer
Field Coordinator
Date:

Troy Barnard
Organizer
Date:

Shelley Dunlop
Date:

Shamus Cooke
Date:

Gina Montenaro
Date:

Saige Gracie
Date:




