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PREAMBLE

This Agreement is entered into as of July 1, 2007, by Local 199 of SEIU Local 503/OPEU, ,
hereinafter referred to as the "Union,"” and the City of Tigard, hereinafter referred to as the
"City," for the purposes of collective bargaining. It is the purpose of this document to set forth
the full Agreement between the above-mentioned parties on matters relating to employment
relations.

The City and the Union acknowledge that during the negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands and proposals with
respect to any subject or matter not removed by law from the area of collective bargaining, and
that the understandings and agreements arrived at by the parties after the exercise of that right
and opportunity are set forth in full in this Agreement. Therefore, the City and the Union, for the
life of this Agreement, each voluntarily and unqualifiedly waive the right, and each agrees that
the other shall not be obligated to bargain collectively with respect to any subject or matter
referred to or covered in this Agreement or with respect to any subject or matter not specifically
referred to or covered in this Agreement, even though such subject or matter may not have been
within the knowledge or contemplation of either or both of the parties at that time that they
negotiated this Agreement.

ARTICLE 1- RECOGNITION

Section 1. Bargaining Unit: The City recognizes SEIU Local 503/OPEU "Union™ as the sole
and exclusive bargaining agent, for the purpose of establishing wages, hours, and conditions of
employment, for the classifications listed in Appendix "A” for all full-time, regular employees
(those employees regularly scheduled to work forty (40) hours per week) and for all regular,
part-time employees (those employees regularly scheduled to work twenty (20) hours or more
per week, but less than forty (40) hours per week) . All seasonal employees (those hired to work
for a fixed period of time which is less than one year), casual, irregular part-time (those
scheduled to work less than twenty (20) hours per week), and all other employees are excluded
from the bargaining unit. Any employee employed on a temporary basis will be excluded from
the bargaining unit, provided that if such employee works in a position for more than 1,040 hours
in a year, the employee's status will be changed to regular full or regular part-time as the case
may be, for purposes of this Agreement.

Section 2. Non-Discrimination: This Agreement shall be applied equally to all employees
represented by the Union without unlawful discrimination for any reason. The Union shall share
equally the responsibility for applying the provisions of this paragraph. Inasmuch as both State
and Federal law include mechanisms for the resolution of discrimination issues, the Union and
the City agree that the provisions of this Section shall be used as the basis for a Step 1 through
Step 3 grievance, but shall not be pursued to Step 4 - Arbitration, or otherwise cited as the basis
for a claim of a violation of this Agreement.

Section 3. New Classifications: The City shall notify the Union of its decision to change an
existing or add a new classification by sending a copy of the new or revised classification
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description to the Union. The City shall also notify the Union of any change in job duties of an
existing classification if such a change may affect the employee's representation status. The City
shall also advise the Union as to whether or not it regards the new or revised classification or
position to be within or outside the bargaining unit. If the City and the Union cannot agree as to
whether or not such new or revised classification or position should or should not be included in
the bargaining unit, the dispute shall be submitted to the Employment Relations Board. When
the parties are unable to agree as to the representation status of such new or revised classification
or position, the City shall have the option of leaving the position vacant or filling the position at
a provisional wage rate until the issue is resolved. If such a position is filled on a provisional
basis and if there is a subsequent adjustment in the wage rate, such adjustment shall be
retroactive to the date that the position was filled. The Union shall have the right to bargain over
the appropriate salary ranges for any new or substantially changed classification within the
bargaining unit.

Section 4. Notice: Unless otherwise provided in this agreement, whenever notice to the Union is
required under this Agreement, such notice shall be satisfied by actual delivery of written notice
or e-mail to any Union officer. A courtesy copy will be provided by first class mail to the
designated SEIU/OPEU Union Organizer.

ARTICLE 2 - SAVINGS CLAUSE

If any Article or Section of this Agreement or any amendment thereto should be held invalid by
operation of the law, or by any lawful tribunal having jurisdiction, or if compliance with or
enforcement of any Avrticle or Section should be restricted by such tribunal, the remainder of this
Agreement and addenda shall not be affected thereby, and the parties shall enter into immediate
collective bargaining negotiations for the purpose of arriving at a mutually satisfactory
replacement for such Article or Section.

ARTICLE 3 - EMPLOYEE RIGHTS

Employees shall have the right to form, join, and participate in the activities of employee
organizations of their own choosing, for the purpose of representation on matters of employee
relations. Employees shall have the right to refuse to join or participate in the activities of any
employee organization. No employee shall be interfered with, intimidated, restrained, coerced,
or discriminated against by the City, by the Union, or by any employee because of his/her
exercise of these rights.

ARTICLE 4 - MANAGEMENT RIGHTS

The City Manager and department heads shall exercise the sole responsibility for management of
the City and direction of its work force. To fulfill this responsibility, the rights of the City
include, but are not limited to: establishing and directing activities of the City's departments and
its employees, determining services to be rendered, standards of service and method of operation,
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including the introduction of new equipment; establishing procedures and standards for
employment and promotion; layoff, transfer, and demotion; to discipline or discharge for just
cause; determine job descriptions; determine work schedules and assign work, and any other
rights, except as expressly limited by the terms of this Agreement. In all matters not specifically
limited by this contract, the City shall have a clear right to make and to implement decisions in
all such areas on a unilateral basis. All such decisions and actions shall not be subject to the
contract grievance procedure or other claim of a violation of this Agreement.

ARTICLE 5 - UNION SECURITY

Section 1. Dues Checkoff: The City, when so authorized and directed in writing by an
employee member of the bargaining unit on the authorization form provided by the City, will
deduct bargaining unit dues and insurance premiums from the wages of such employee.

The City will not be held liable for checkoff errors but will make proper adjustments when
notified of errors as soon as is practical. It is also agreed that neither any employee nor the
Union shall have any claim against the City for any deduction made or not made, as the case may
be, unless a claim of error is made in writing to the City within forty-five (45) calendar days after
the date such deductions were or should have been made.

For all dues deduction authorizations received on or before the 10th of the month, dues
deductions shall be made for the month in which the application is submitted. Dues will
continue to be deducted until the employee rescinds the request in writing. Copies of all such
requests for dues cancellation shall be transmitted to the Union. The City will also notify the
Union in writing of changes or proposed changes in any employees' dues or fair share status
under this article.

The aggregate deductions of all employees, together with an itemized statement, shall be
remitted to the Union no later than the 10th day of the month following the month for which the
deductions were made. The itemized listing of the Union members shall reflect employees,
terminations, retirements, cancellations, leave without pay, return from leave without pay, new
members, salary change, new changes, or any other personnel action which would affect the
amount of dues withheld.

The City agrees to automatically adjust the dues amount for employees whose salaries increase
or decrease during the term of this Agreement.

Section 2. Fair Share: Employees covered by the terms and conditions of this Agreement and
who have not authorized the deduction of dues pursuant to Section 1 of this article shall have
payments in lieu of dues (fair share) deducted from their pay for transmittal to the Union in
accordance with the provisions of Section 1 hereof. The amount of the fair share payment shall
be the bona fide cost of representation as certified in writing by the Union to the City and shall
not exceed the dues required of employees who are members of the Union. The City shall notify
all newly hired employees of this requirement at the time of employment. The names of all
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newly hired employees under this Agreement will be submitted to the Union President within ten
(10) days of their date of hire.

Bargaining unit members who exercise their right of non-association only when based on a bona
fide religious tenet or teaching of a church or religious body which such employee is a member,
shall pay an amount of money equivalent to regular monthly dues to a non-religious charity or to
another charitable organization mutually agreed upon by the employee and the Union.
Employees exercising this right must notify the City and the Union of such status. Payment shall
be remitted to that charity by the employee and this fact certified by the employee to the Union
within ten (10) calendar days of the time dues or fair share payments will have been taken out of
the employee's paycheck. Upon an employee’s failure to provide certification to the Union by
the tenth (10™) day, the Union may notify the City that it shall resume dues or fair share
deductions until such notice is provided.

Fair share payments shall be deducted from the wages of non-member employees in accordance
with ORS 243.672(1)(c). The aggregate deductions of all fair share payers shall be remitted,
together with an itemized statement, to the Union no later than the tenth (10™) day of the month
following the month for which deductions were made.

Section 3. Indemnification: The Union will indemnify, defend, and hold the City harmless
against any claim made and against any suit instituted against the City as a result of any City
action taken pursuant to the provisions of this Article.

ARTICLE 6 - UNION RIGHTS

Section 1. Meetings with the City: A Union steward or other Union representative and
employees who are directly involved in a particular grievance shall be allowed to attend
meetings with representatives of the City without loss of regular pay. The Union shall advise the
City as to which employee or employees will attend any such meeting when the time or the
meeting is set, and it shall be the responsibility of each individual employee to provide a
minimum of twenty-four (24) hour advance notice whenever possible of the meeting to his or her
immediate supervisor. The City reserves the right to change the time of any meeting that unduly
disrupts City operations.

Section 2. Negotiations: The negotiating team of the Union, to be comprised of not more than
five (5) employees, shall be permitted to attend negotiation meetings with City representatives
without loss of regular pay, based on work time lost, when such negotiations are scheduled
during the regular work hours of the involved employees. In addition to the above provided time
off for negotiations, each of the Union's bargaining team members shall be released from duty
for up to a total of three (3) hours for negotiation preparations and related activity during the
course of negotiations. The parties agree that there may not be more than two (2) employees
from the same department on the Union’s negotiating team.

Section 3. Bulletin Boards: The City agrees to furnish and maintain suitable bulletin board space
in convenient places to be used by the Union. The Union shall limit its posting of notices and
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bulletins to such bulletin boards. The City agrees that the Union may utilize the inter-office
electronic mail system as another form of communication between employees. The Union
agrees that the e-mail system will not be used to discuss negotiations or to transmit confidential
material such as grievance information. The Union agrees to restrict the use of e-mail to
activities not prohibited by the contract.

Section 4. Personnel Policies: The City shall submit a copy of any proposed revisions to the
City's Personnel Policies and Procedures Manual to the Union for comment before such revisions
are adopted.

The Union shall be provided a copy of any work rules or other written memoranda that are
distributed to all employees in the City or to all employees of a department of the City. The City
shall maintain an up-to-date general Policies and Procedures Manual which shall be available in
the Human Resources office. Written departmental policies and procedures will be made
available in the department.

Section 5. Stewards. The Union will provide the City with a current list of designated union
stewards. If the Union fails to provide current steward names, no City time shall be granted for
unnamed stewards. Time spent by stewards under this Article will be recorded and reported to
the immediate supervisor by the steward as the time is incurred. If a steward fails to maintain or
provide proper records of time spent, no further City time shall be granted.

ARTICLE 7 - CITY SECURITY

The Union agrees that during the term of this contract its membership will not participate in a
strike, work stoppage, sympathy strike, slowdown, or other interruption of work. Any violation
of this Article shall be grounds for disciplinary action up to and including discharge. There shall
be no lockout of employees during the term of this Agreement.

ARTICLE 8 - SENIORITY, PROBATIONARY PERIOD, POSTING,
PROMOTIONS, AND RECLASSIFICATION

Section 1. Determining Seniority: For the purpose of this Agreement, seniority shall be defined
as an employee's length of continuous service with the City from the most recent date of hire in a
regular, full-time or regular, part-time bargaining unit position. No employee who has accrued
seniority as of the date of this Agreement will lose seniority by reason of this provision.

Section 2. Probationary Period:

@) New Employee: The probationary period shall be six (6) months for all new employees.
By mutual agreement of the City and the Union, an extension of the probationary period
for a maximum of three (3) months may be implemented. During the probationary
period, an employee may be discharged at the sole discretion of the City without any
reasons or cause being shown.
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(b)

(©)

(d)

(e)

Promoted or Transferred Employee: A newly promoted or transferred employee will be
subject to a probationary period of six (6) months from the effective date of the
promotion or transfer. By mutual agreement of the City and the employee, an extension
of the probationary period for a maximum of an additional three (3) months may be
implemented. During a promotional or transferee probationary period, an employee will
continue to be considered a regular employee, will continue to accrue seniority, and shall
be protected in discipline and discharge procedures on the same basis as other regular
employees. However, during such a promotional or transferee probationary period an
employee shall be returned to his/her previous classification or position, or to some other
classification or position for which the employee is qualified in the same pay range and
department if there is no vacancy in the employee’s previous classification or position, at
the sole discretion of the City. Written notice to the employee of the reasons for the
action shall be provided. During the first sixty (60) days of their probationary period in
the new job, employees shall have the right to return to their previous classification at
their request.

Reclassification: Employees filling positions that are reclassified by the City will not be
subject to a probationary period unless otherwise indicated prior to the effective date of
the reclassification. During such a reclassification probationary period an employee shall
be returned to his/her previous classification or position, or to some other classification or
position for which the employee is qualified in the same pay range and department if
there is no vacancy in the employee's previous classification or position, at the sole
discretion of the City.

Promotion: For purposes of this Article, "Promotion™ is defined as appointment to a
position in a classification which has a higher maximum salary rate than the employee's
present classification. Employees who are promoted will be required to serve a new
probationary period and their merit date will change to the date of their promotion.

Transfer: For the purposes of this Article, "Transfer" is defined as appointment to a new
assignment which has the same maximum salary rate as the employee’s present
classification. Employees who are transferred will retain the same merit date as applied
to the employee's prior assignment. However, employees transferred to a position in a
different classification in which they have not previously served must serve a
probationary period in the new classification.

Section 3. Job Posting: All vacancies and new positions to be filled shall be posted on
appropriate bulletin boards for at least five (5) working days prior to the application deadline.
This subsection shall not apply to transfers or to the recall of employees subject to layoff.

Section 4. Promotions: The parties agree that the most qualified applicant for a promotional
opportunity will be given preference in filling any such vacancy. Employees shall be given full
consideration for all promotional opportunities, if they meet the qualifications. In cases where
two (2) current City employees are considered, in the judgment of the City, to be equally
qualified for a promotion, the promotion shall be given to the employee who has the greatest
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seniority. At the time of the promotion, an employee shall be placed at the starting rate for the
job, minimum of at least five percent (5%) pay increase, provided that if the promoted employee
has been acting in capacity in that position for a period of three (3) months or more, at the time
of the promotion, the employee will be paid no less than the differential he or she was receiving
while acting in capacity. The promoted employee's pay rate shall not, however, exceed the
established pay range for the classification to which he or she is being promoted. Any employee
who is interviewed for a position, and who is not selected, shall upon request, be entitled to a
meeting with his or her supervisor to discuss actions he or she might take to become a more
viable candidate for future openings.

Section 5. Reclassification: If an employee has good reason to believe that the duties of his/her
position are no longer consistent with the classification to which he/she is assigned, a
classification review request may be submitted in writing to the employee’s supervisor. The
classification review request shall detail the specific changes in job duties that have occurred
since the effective date of this Agreement or the specific inconsistencies that exist between
his/her job duties and current classification. If the matter is not resolved between the employee
and supervisor, the employee may within thirty (30) days following the employee's written
classification review request submit a written classification review request to the department
head. The City shall have thirty (30) days to review and respond to a classification review
request and shall have an additional thirty (30) days if an outside consultant is to be retained for
the purpose of reviewing the request. Wage adjustments which may result from this process may
involve either an increase or a reduction in the employee's compensation, in no case retroactive
for more than thirty (30) days previous to the date the written classification review request is
submitted to the supervisor under this Section 5. No classification review request may be
submitted by an employee during the period of his or her probationary service with the City. An
employee's merit review date will not be changed by reason of reclassification under this
Section 5.

The foregoing shall not be construed as preventing the City from exercising its right to transfer
employees, to assign job duties, to define and redefine the job duties of any position, and upon its
own initiative to reclassify positions pursuant thereto.

When a position is reclassified, the incumbent who is subject to the reclassification shall be paid
as follows:

€)) If the new classification has a higher maximum rate of pay, the employee shall be paid
the minimum rate of the new classification or his/her current rate of pay plus five percent (5%)
whichever is greater. If the employee's current rate of pay exceeds the maximum rate of pay of
his/her new classification, the employee shall be maintained at his/her current rate of pay until
such time as the maximum rate of pay of the new classification exceeds his/her current pay.

(b) If the new classification has a lower maximum rate of pay, the employee shall receive
his/her existing rate of pay but shall not be eligible for cost-of-living increases until such time as
the established maximum pay rate for the new classification exceeds his/her rate of pay. If the
employee works in such new classification as a result of employee request or in lieu of layoff the

1762/74 00119675 v 1 7



employee will be paid the applicable rate of pay for the lower classification given the length of
the employee's service.

(© If the reclassified employee has been acting in capacity in that position for a period of
three (3) months or more, at the time of the reclassification, the employee will be paid no less
than the differential he or she was receiving while acting in capacity.

All reclassifications shall be effective upon the first of the month following the month in which
the reclassification request was submitted to the City. No grievance regarding an employee's
classification assignment may be filed until after the provisions of this Section have been
exhausted. If a grievance regarding an employee's classification assignment is pursued to
arbitration, the arbitrator shall be bound to the standards contained in this Section in making
his/her determination.

ARTICLE 9 - HOURS, OVERTIME, AND PREMIUM PAY

Section 1. Work Week, Work Day and Work Schedule: The “work week”, shall be defined as
seven (7) consecutive days commencing at the start of the employee’s work schedule.

A “work day” shall be defined as a recurring twenty-four (24) hour period commencing at the
start of the employee’s work schedule.

A “work schedule”, consistent with the operating requirement of the City, shall be a 5-8, 4-10,
flexible or part-time as follows:

@) A "5-8" work schedule shall consist of five (5) consecutive days of eight (8) work hours
each work week.

(b) A "4-10" work schedule shall consist of four (4) consecutive days of ten (10) work hours
each work week.

(c) An alternative work schedule shall consist of fixed hours other than a 5-8 or 4-10
schedule.

(d) A "flexible" work schedule shall be equal in total hours worked during the work week to
that of a "5-8" employee but remains variable with regard to the number of work hours per day
or work days per week. Such work schedule shall not be in effect unless agreed upon in advance
by the individual affected employee and the City. Assignments which the City expects to work a
flexible schedule will be identified as such. An employee's acceptance of such assignments
constitutes the employee's voluntary agreement to a flexible schedule.

(e) "Regular part-time" employees shall be scheduled to work a portion of any of the above-
specified schedules.
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()] Job Sharing. As long as the City maintains a policy allowing job sharing, employees
shall be eligible to participate in the City’s program. The application of the policy, however,
shall not be subject to the grievance procedure.

Section 2. Overtime: The City and the Union agree to waive the application of ORS 279.340
and shall utilize the following provisions in determining compensation for overtime:

All authorized work shall be compensated at the rate of time-and-one-half for work under the
following conditions:

@) Employees assigned to a 5-8 schedule shall receive overtime for any work after eight (8)
hours on any work day, and for any mandatory work performed on the sixth (6™) or seventh (7™)
day of the employee's work week.

(b) Employees assigned to a 4-10 schedule shall receive overtime for any work after ten (10)
hours on any work day and for any mandatory work performed on the fifth (5™), sixth (6™), or
seventh (7") day of the employee's work week.

(c) Employees assigned to a flexible work schedule shall receive overtime credit for all
authorized work hours that exceed forty (40) hours per work week.

All overtime pay shall be computed to the nearest one-quarter (1/4) hour. Under no conditions
will overtime be paid twice for the same hours work.

Section 3. Payment of Overtime: Overtime that is not scheduled as compensatory time off
during the pay period in which it is worked shall be paid in cash or, if authorized by the City and
agreed to by the employee, be accrued as compensatory time off to the extent such is allowed by
law. The time shall be scheduled upon the employee request, consistent with the operating needs
of the City and in accordance with the Fair Labor Standards Act, during the

following six (6) month period. The parties agree that the City will not be obligated to schedule
compensatory time off and that such a request will be deemed to be unduly disruptive if the
request would cause the City to incur overtime to cover the requested time off. Time off not
requested or scheduled within six (6) months of accrual shall be paid for. A permanent record of
the overtime accrued shall be available to the employees for inspection upon request. All
accrued compensatory time shall be paid in cash upon termination of employment with the City.

Section 4. Shift Change Premium: If an employee's regularly scheduled work hours are changed
with less than three (3) working days advance notice, those hours upon the first day of the
modified schedule that fall outside of the originally scheduled hours shall be paid at the overtime
rate. The provisions of this Section shall not apply if the change in work hours is at the request
of the employee or is the result of an emergency or unforeseeable circumstance, such as
inclement weather.

Section 5. Call-Back: Any employee who has completed his/her work day and departed the

City's premises upon completion of said day and is then called back to work more than two (2)
hours before the start of his/her next normal shift will receive a minimum of two (2) hours pay at
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time-and-one-half of the employee's regular rate of pay. In the event such a call-in occurs less
than two (2) hours prior to the start of the employee's next normally scheduled shift, the
employee shall receive overtime pay until the start of his/her regular shift, at which time he/she
will begin receiving compensation at his/her regular straight-time rate.

Section 6. Acting in Capacity: The parties agree to strive to encourage and provide on-the-job
training for employees.

When an employee is notified in writing that they will be assigned for a limited period to act in
capacity in a higher level of classification for more than a total of fifteen (15) consecutive or
nonconsecutive days (eight (8) hours or any portion thereof), that employee shall be paid
premium pay of ten percent (10%).

An employee performing duties out of classification for training and developmental purposes
shall be so informed in writing, and it shall be mutually agreed to by the supervisor and the
employee.

The notice shall state the purpose and length of assignment. During the training, there shall be
no extra pay for the work. A copy of the notice shall be placed in the employee's file.

Any City employee who, in addition to his/her regular duties, is functioning as a lead worker to
three (3) or more Community Service Workers performing work for the City at the direction of
the Court shall qualify for acting in capacity pay under this Section 6.Section 7. Building
Inspector Differential: The parties agree to the attached Appendix B.

Section 8. Bilingual Premium. The City shall designate positions that shall be eligible to receive
a $50 (fifty dollar) per month Spanish language premium. The City will use the following
criteria when designating positions: those positions that require public contact and continual
eliciting and explaining information in Spanish, or those that are in a work location where there
is a demonstrated need for Spanish language translation in providing services to the public. The
City shall have the right to limit the number of positions eligible for the Spanish-language
premium based on actual need. To be eligible for the Spanish language premium, employees in
the eligible positions must demonstrate proficiency in Spanish at an intermediate level. The City
will develop a testing/certification process to enable employees to demonstrate such proficiency
to the satisfaction of the City. The City may determine that other languages may qualify based
on a demonstrated need.

ARTICLE 10 - HOLIDAYS

Section 1. General Holidays. The City of Tigard shall observe the following paid holidays
for employees in other than the Library:

New Year's Day

Martin Luther King Jr. Day
Presidents' Day
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Memorial Day
Independence Day
Labor Day

Veterans Day
Thanksgiving Day

Day after Thanksgiving
Christmas Day

One (1) floating holiday

If a holiday falls on a Saturday, it will be observed on the previous Friday; if it falls on a Sunday,
it will be observed on the following Monday.

A regular full-time employee shall receive eight (8) hours pay for each of the holidays listed
above on which he/she performs no work, provided the employee works the scheduled day
before and the scheduled day following the holiday unless the employee is on paid leave status.
If an employee is required to work on any of the holidays listed above, he/she shall be
compensated for all hours worked at the rate of time-and-one-half with a minimum guarantee of
two (2) hours work.

Section 2. Library Holidays. The Library will observe the following paid holidays:

New Year’s Day
Memorial Day
Independence Day
Labor Day
Veterans Day
Thanksgiving Day
Christmas

4 floating holidays

Holidays will be observed on the actual day the holiday falls. For employees not scheduled to
work on the day a holiday falls, the employee will arrange with his/her supervisor to mutually
schedule an alternative day off within thirty days. If an employee is required to work on any of
the holidays listed above, he/she shall be compensated for all hours worked at the rate of time-
and-one-half with a minimum guarantee of two (2) hours work.

Section 3. Scheduling of Floating Holidays. It is the responsibility of an employee who
accrues a floating holiday under Sections 1 and 2 to schedule the holiday time off at a time that is
mutually agreeable to the employee and his/her supervisor prior to the end of the calendar year.
Any accrued, but unused floating holiday time will be lost at the end of the calendar year.

Section 4. Holidays for Part Time Employees. For part time employees, if the holiday
occurs on an employee’s regularly scheduled day off, the employee will arrange with his/her
supervisor to mutually schedule an alternative day off during the same pay period in which the
holiday falls. The employee will not be cashed out for holiday, or allowed to take the holiday
time off beyond the pay period in which the holiday occurs.
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Section 5. Holiday benefits for regular, part-time employees (twenty (20) hours per week or
more) shall be granted on a prorated basis to that of a forty (40) hour employee, provided the
employee has worked an average of twenty (20) hours per week in the preceding calendar month
and the employee works the employee's scheduled day before and day after the holiday or is on
paid leave status. In the first month of employment average hours worked per week will be
determined on the basis of weeks worked in the month, fractional weeks excluded.

ARTICLE 11 -VACATION

Section 1. Accrual: Full-time employees shall accrue vacation days at the following rates:

0 to 6-month probation period No monthly accrual, 20 hours of vacation credited upon
successful completion of probationary period.

6 months to 1 year of service 7.0 hours/month
After the 1st anniversary of service 8.0 hours/month
After the 5th anniversary of service 10.0 hours/month
After the 10th anniversary of service 12.5 hours/month
After the 15th anniversary of service 14.0 hours/month
After the 20th anniversary of service 16.0 hours/month

A part-time employee shall accrue vacation on a prorata basis to that of a forty (40) hour
employee.

Notwithstanding the above-specified rates of vacation accrual, no employee shall be allowed to
accumulate vacation in excess of one hundred ninety-two (192) hours. It shall be the
responsibility of each employee to schedule sufficient vacation so that he or she is not denied
accrual of additional vacation.

Section 2. Utilization: The parties recognize that utilization of accrued vacation time is in the
best interest of the City and the employee. Vacation periods shall be scheduled at the mutual
agreement of the City and the individual employee based on the employee's request, seniority,
and the operational needs of the City. Once scheduled, there will be no vacation scheduling
bumping.

Upon written request by an employee and approval by the Department Head, an employee shall
also be allowed to convert a block of up to two (2) weeks of accrued vacation time into cash,
provided he or she also has already taken at least forty (40) hours of vacation time off.
Employees will be required to maintain a minimum of 40 hours of accrued vacation in order to
be eligible for cash out under this section. This option may be exercised twice per fiscal year.

All regular employees shall be entitled to payment for unused vacation leave upon separation

from City service. In the event of death, the employee's heirs will be entitled to payment for
unused vacation leave.
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Approved vacation leave may not be cancelled by the City except in the event of an emergency
which creates an abnormal work load or other condition not under the control of the City. In the
event of such condition or emergency, the employee shall be notified of the cancellation in
writing. Unrecoverable transportation or lodging deposits, provided the employee notified the
City of same at the time that the vacation was cancelled, will be paid by the City if the employee
produces proof of such unrecoverable deposits.

Section 3. Hardship donations. The City will allow employees to make donations of
accumulated vacation leave into a “leave bank.” For the purpose of this agreement, the hardship
leave donations will be administered under the following stipulations:

@) The recipient and the donor must be regular employees of the City.

(b) The City shall not assume any tax liabilities that would otherwise accrue to the
employee.

(©) Requests to receive hardship leave must be accompanied by medical documentation
of an employee’s serious health condition that will leave the employee out of work
for at least a month.

(d) Each application for donated vacation leave will be reviewed and approval granted or
denied on a case by case basis by the Human Resources Department. The recipient
employee must file with the Human Resources Department a medical certificate,
verifying eligibility under these criteria. The City retains the right to require periodic
(monthly) certification to verify eligibility.

(e) Donations shall be credited at the recipient’s current regular hourly rate of pay.

() Donated hours will be directed to a vacation donation bank for access by any regular
employee meeting the criteria for requesting a vacation donation as referenced in this
policy.

(9) Employees will not be eligible to receive pay for donated vacation unless they either
have maintained an average of at least 40 hours of sick leave over the preceding 12
months or have exhausted paid leave accruals and are on approved unpaid leave for a
minimum of forty (40) hours. Employees on approved unpaid leave status will be
responsible for paying all benefit premiums.

ARTICLE 12 - BENEFITS

Section 1. Life Insurance: The City shall provide each employee with a $25,000 group term
policy and will pay one-hundred percent (100%) of the premium.

Section 2. Medical Insurance: The City agrees to provide employees a choice between Regence
Plan V-E-PPP, Plan I-C PPP Rx 2, or Kaiser medical insurance including the alternative care
option, contingent upon CIS” minimum enrollment requirements. The City also agrees to
provide dental insurance (a choice between Willamette Dental, ODS and Kaiser Dental) and
vision insurance or substantially equivalent coverage for each employee and all enrolled
dependents including domestic partners, subject to the following.
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Effective August 1, 2007, the City will make up to the following maximum insurance
contributions:

Class of Coverage Maximum City Contribution
Employee Only $426.05

Employee + one $870.54

Employee + two or more $1,210.78

Effective August 1, 2008, the City will make up to the following maximum insurance
contributions:

Class of Coverage Maximum City Contribution
Employee Only $468.65

Employee + one $957.59

Employee + two or more $1,331.86

Effective August 1, 2009, the City will make up to the following maximum insurance
contributions:

Class of Coverage Maximum City Contribution
Employee Only $515.52

Employee + one $1,053.35

Employee + two or more $1,465.05

Should combined health, dental and vision premiums for employee + two or more coverage
effective August 1, 2008 or August 1, 2009 increase by fifteen percent (15%) or more, the parties
shall at the request of either party reopen discussion concerning the restructuring of contribution
rates and/or a restructuring of benefits. Modifications will be made by mutual agreement. The
parties agree to a ninety (90) day mid-term bargaining period under the statute in the event a
reopener is exercised. If no agreement is reached after the conclusion of the ninety (90) days, the
parties agree that Article 7 (City Security) does not apply.

Section 3. Disability Insurance: The City agrees to provide disability/salary continuation
insurance at 66-2/3% of base salary, not to exceed $2,000 per month, to provide coverage after
sixty (60) days of disability.

Section 4. Retirement: During the term of this Agreement, the City shall continue to contribute
ten percent (10%) of each employee's gross pay to that employee's established 401A retirement
account.

Section 5. Flexible Spending Account: The City shall continue to provide a Flexible Spending
Account.

Section 6. Part-Time Employees: Employees who are regularly scheduled to work thirty-two

(32) or more hours per week shall receive all benefits specified in Section 1 through 5 above.
Employees who are regularly scheduled to work less than thirty-two (32) hours shall receive a
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City contribution equal to fifty percent (50%) of the cost of such benefits if the employee elects
to pay an equal amount via payroll deduction.

Section 9. Carrier Selection: The City reserves the right to provide the insurances and other
benefits outlined above through a carrier of its choice. The City shall notify the Union of any
changes in insurance carrier or other carriers at least thirty (30) days prior to the change.

The parties agree that all insurance and other benefits are subject to the terms and conditions of
contracts and/or agreements between the City and the insurer(s).

Section 10. VEBA: To help offset the cost of premium contributions or other health
insurance expenses elected by the employee, the City will contribute $900 annually ($75 per
month) to a VEBA account on behalf of each bargaining unit member.

ARTICLE 13 - SALARIES

Section 1. Wage Rates:

@) Effective July 1, 2007, the salary range in steps for each classification shall be as set forth
in Appendix A hereof [reflecting a 3.3% across the board increase]. .

(b) Effective July 1, 2008, increase wages across the board by the amount of the increase in
the CP1-W, West Index (annual average) minimum 2.0 percent, maximum 4.0 percent.

(©) Effective July 1, 2009, increase wages across the board by the amount of the increase in
the CPI1-W, West Index (annual average) minimum 2.0 percent, maximum 4.0 percent.

Section 2. Probationary Step: New employees shall be hired within the range established for
their classification and advanced five percent (5%) effective with the first full pay period
following completion of their probationary period.

Section 3. Evaluations:

@) During the first two (2) years of employment employees will be evaluated in writing
every six (6) months. Thereafter, employees will be evaluated in writing a minimum of once per
year of employment. Employees may be evaluated more frequently at the discretion of the
supervisor. The results of an evaluation shall be reviewed with the employee and the employee
may within seven (7) days thereafter attach written comments or objections to the evaluation.

An evaluation shall not be subject to the grievance procedure.

(b) All periodic salary increases within the salary range established in Appendix A shall be
contingent upon satisfactory performance as indicated in an employee's written performance
evaluation. Each employee shall receive his or her written performance evaluation not later than
ten (10) days prior to the employee’s merit review date. An employee who has received no
periodic salary increase within the applicable salary range as a result of an evaluation of less than
satisfactory performance may file a written grievance under Article 21 (Grievance Procedure)
within seven (7) days following notice of no increase.

1762/74 00119675 v 1 15



(©) A seven (7) step salary schedule, five percent (5%) increments between annual steps
beginning upon successful completion of the probationary period and annually hereafter is set
forth in Appendix "A." Movement on the salary schedule is conditioned upon satisfactory
performances as set forth in Section 3(b) hereof.

ARTICLE 14 - TRAVEL, TRAINING AND REIMBURSEMENT

Section 1. Mileage Reimbursement. Whenever an employee is authorized to use his/her
personal vehicle in performance of official City duties, he/she shall be reimbursed at the standard
IRS-allowed rate.

Section 2. Expense Reimbursement. Whenever overnight travel outside the City is required, the
City shall reimburse employees for necessary and reasonable receipted meal, lodging, and other
expenses, consistent with state and federal tax laws and City Policy.

Section 3. Training

@) Mandatory Training: In addition to receiving expense reimbursement, mandatory
training time shall be paid for as hours worked, in accordance with the FLSA. Travel time,
provided no overnight stay is involved, shall also be paid for as hours worked.

This provision shall also apply to training which is necessary in order to acquire or maintain a
required certificate or license following the employee's date of employment by the City.

(b) Voluntary Training: Training that is not mandatory may be with or without pay
reimbursement of expenses and tuition costs at the discretion of the City, and in accordance with
the FLSA. Such training or course work may also be subject to such other conditions and
restrictions as the City in its discretion may specify. The employee shall be advised at the time
that the training is approved as to whether the training is considered mandatory or voluntary
training.

Section 4. Tuition Reimbursement. The City will reimburse an employee for one hundred
percent (100%) of the cost of tuition and fees for courses conducted outside the employee's
regular working hours to provide employees an opportunity for the development of additional
skills which are directly related to the performance of an employee's job, consistent with federal
and state tax laws and City policy.. This reimbursement will be made with the provision that the
employee requesting such reimbursement made application for approval of the course and tuition
reimbursement to his/her department head prior to the registration deadline for such course. The
employee must show evidence of a “C” or better or passing (when no grade is used) or must
reimburse the City of all costs advanced to the employee for the course.

@) If the class taken was related to the employee's current position, and the employee is
separated from the City service for any reason except involuntary dismissal within one (1) year
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of the date of the reimbursement, it shall cause fifty percent (50%) of the amount reimbursed
within such year to be deducted from the employee’s final paycheck.

(b) If the class taken was related to reasonable promotion or transfer opportunities, and the
employee is separated from City service for any reason except involuntary dismissal within one
(1) year, it shall cause one hundred percent (100%) of the amount reimbursed to be deducted
from the employee's final paycheck. If the employee terminates for any reason except
involuntary dismissal within two (2) years, it shall cause fifty percent (50%) of the amount
reimbursed to be deducted from the employee's final paycheck. Educational courses which are
only offered during regular working hours may be approved by the department head provided
time off can be conveniently arranged and arrangements can be made to make up time off the
same week.

Section 5. Clothing Reimbursement. The City will provide a clothing reimbursement for
department approved clothing to employees in classifications listed in this section, not to exceed
one hundred fifty dollars ($150) per fiscal year. Employees must submit actual receipts prior to
being reimbursed for clothing. Employee classifications qualifying for this clothing allowance
are:

Building Maintenance Technician
Inspector |

Inspector 11

Senior Inspector

Engineering Tech. 1

Engineering Tech. 11

Senior Engineering Technician
Engineering Survey Specialist
Mechanic

Utility Worker |

Utility Worker 11

Senior Utility Worker

Water Works Inspector

Water Quality -Program Coordinator
Code Compliance Specialist
Urban Forrester

GIS Technician

Any employee who is hired after July 1st of any year shall be eligible for a prorated clothing
reimbursement based upon that portion of the year that remains to be worked before the next July
1st.

The clothing reimbursement provided under this provision shall be applicable only to reimburse
eligible employees, on presentation of receipt, for outer garments worn in the course of their
duties. If a new employee voluntarily leaves the employ of the City within the first six (6)
months of employment, the employee shall be required to reimburse the City for clothing
allowance received during the probationary period.
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Section 6. Boot Reimbursement. All employees who are directed to wear steel-toed foot wear
on the job shall be reimbursed upon the purchase of approved steel-toed foot wear, receipt
required, annual maximum: one fifty hundred dollars ($150). This reimbursement may be used
for repair, receipt required, reimbursement limited to actual cost of repairs. Employees who are
directed to wear steel-toed foot wear may combine the boot and clothing allowance, receipt
required, combined annual maximum: three hundred dollars ($300).

ARTICLE 15 - SICK LEAVE

Section 1. Accrual. Regular full-time employees shall receive eight (8) hours of sick leave for
each full calendar month of service. A part-time employee shall accrue sick leave on a prorata
basis to that of a forty (40) hour employee. There shall be no limit on the amount of sick leave
that an employee may accrue.

Section 2. Utilization. Accrued sick leave shall be available for use on the regularly scheduled
work days that occur from the first through the fifty-ninth (59™) calendar day of the employee's
disability that is due to illness or injury.

In the event an employee is to be absent from work because of his/her sickness or injury, the
employee shall notify the supervisor as soon as possible of the expected absence and the nature
and expected length thereof.

An employee may also use sick leave where there is an illness in his/her family which
necessitates making arrangements for the ill relative. For the purpose of this Section, members
of an employee's family shall mean: relatives and dependents domiciled in the employee's
household.

Sick leave benefits shall not be available for any illness or injury that is or could be covered by
Workers' Compensation benefits provided by the City or another employer, however, if the
employee is injured while on the job with the City the following shall apply:

1. If the duration of the absence from work is less than fourteen (14) days, the day of the
injury and the subsequent two (2) calendar days may be charged to sick leave.

2. For the first ninety (90) days of such temporary disability, the City shall continue to make
the same contribution to all benefit programs specified in Article 12 - Benefits, as would have
been made if the employee had worked his/her regularly scheduled hours of work.

The abuse of sick leave shall be grounds for denial of sick leave for the period of time involved
and shall in addition be grounds for disciplinary action. It is recognized that patterns of recurring
sick leave utilization in relation to weekends and holidays, when not verified by a written
physician's certification of illness or injury, may be evidence of sick leave abuse.
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Section 3. Physician's Certificate. Sick leave benefits shall not be paid for any absence that is
for forty (40) consecutive work hours or more unless the employee presents a written physician's
statement upon return to duty.

For absences of less than forty (40) consecutive hours, the City may require a written physician's
certification of illness. When verification is required for absences of less than forty (40) hours,
the City will reimburse the employee for any out-of-pocket physician expenses that result.

Section 4. Termination and Retirement. An employee who retires from City service shall
receive an additional retirement plan contribution that is equal to fifty percent (50%) of the cash
value in wages of all accrued sick leave. An employee shall be considered to have retired from
City service only if he or she begins receiving Social Security retirement (not disability) benefits
upon termination of City employment, or if he or she has thirty (30) or more years of service
with the City.

ARTICLE 16 - OTHER LEAVE

Section 1. Bereavement Leave. In the event of a death in the employee’s family or of an
individual of significant personal relationship to the employee, employees will be granted three
(3) days of necessary time off, except in the case of extended travel that requires at least 200
miles of travel each way, in which case employees will be granted an entire work week. For the
purpose of this article, an employee’s family shall mean: spouse, parent, children, step-children,
step-parent, brother, brother-in-law, sister, sister-in-law, mother-in-law, father-in-law, son-in-
law, daughter-in-law, grandparents, grandchildren and any other person who is a dependent of
the employee.

Section 2. Jury and Witness Duty. Employees shall be granted up to three (3) months leave with
pay for service on a jury or when under court subpoena as a disinterested witness, provided the
employee shall seek all fees due him/her for jury or witness duty, except mileage reimbursement,
and turn said fees over to the City. Upon being excused from jury or witness duty for any day,
an employee shall immediately contact his/her supervisor for assignment for the remainder of
that workday. Employees will not be paid for travel time except to travel from work to court or
return from court to work during the employee’s regular work hours, or any hours short of eight
(8) hours which are not served at court. Overtime will not be paid for any time served beyond
eight (8) hours a day. If the employee is dismissed before 5:00 p.m. and the supervisor
determines he/she does not need to report back to work, vacation or comp time may be used for
the rest of the day. The employee's time sheet must reflect time of arrival, time off for lunch and
time of release by the court. The parties mutually agree that this paid benefit is provided due to
the unique circumstances surrounding jury/witness duty leave, the limited circumstances in
which it arises and its direct impact on the local community in which the parties live.

Time off from work for appearances in court and other proceedings other than as provided
above, shall be charged to accrued vacation time, compensatory time or leave without pay.
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Section 3. Leave Without Pay.

A regular employee who has completed his/her probationary period may be granted a leave of
absence without pay for up to twelve (12) months when the work of the employee’s department
will not be seriously jeopardized by his/her absence and when there is good cause for the leave.
Requests for such leave must be in writing and must establish reasonable justification for the
approval by the City. Benefits, sick leave and service credits shall not continue to accrue for any
period in which an employee is on unpaid leave status under this Section 3.

Section 4. Military Leave. Leaves of absence on a paid or nonpaid basis shall be as provided by
ORS and the Veteran’s Reemployment Rights Law, Title 38, USC, Chapter 43.

Section 5. Family Medical Leave. The City agrees to abide by the applicable provisions of state
or federal law regarding family medical leave, as set forth in City policy.

ARTICLE 17 - LAYOFF

Section 1. Notice. A layoff is defined as an involuntary separation from the City for reasons that
do not reflect discredit union the employee. The affected employee and the Union shall be given
written notice of a layoff at least fifteen (15) working days before the effective date, stating the
reason for the layoff, and the bumping options, if any, that the employee has.

Section 2. Order of Layoff. If a layoff is implemented, employees shall be laid off in inverse
order of their seniority within the classification affected by the layoff on a City-wide basis.
Before any regular full-time or regular part-time employee in a given classification may be laid
off, all seasonal, casual and irregular part-time employees who are working in the same
classification shall be laid off.

Seniority shall be defined as the employee’s total time of service in the bargaining unit excluding
non-paid leaves of absence that are for one (1) full calendar month or longer since his/her most
recent date of hire. If two (2) or more employees have equal seniority, the employee to be laid
off shall be determined by a lot.

Section 3. Bumping. In the event of a layoff, any employee who has been notified of a layoff
shall, within five (5) business days following notice of layoff, have the right to displace the least
senior employee in the same or lower-paying classification provided he or she is fully qualified
to perform the work of the lower-paying classification. An employee shall be considered
qualified to perform the work of such lower classification if he or she meets all of the job
qualification requirements specified in the current classification specification for the
classification in question. Any employee who exercises his/her bumping rights shall serve a
probationary period of three (3) months. During such probationary period the City shall have the
right to lay the employee off if the employee is not performing the job in an adequate manner.

If an employee wishes to waive his/her right to displace an employee in a lower classification
and thereby be subject to layoff, that employee shall so notify the City in writing within five (5)

1762/74 00119675 v 1 20



business days of his/her receipt of notice of the layoff. When an employee bumps to a lower
classification, as provided for above, he/she shall be placed at the maximum rate for the new
classification or the employee's current salary rate, whichever is lesser. For purposes of this
Article, supervisory employees who have prior service in the bargaining unit shall retain
previously accrued seniority.

Section 4. Recall. If a position opening occurs in the classification that the employee was
employed in at the time of layoff, that employee, provided he/she has the greatest seniority of
any employee on layoff from that class shall be offered the position.

An employee will remain on the layoff list and be eligible for recall for twelve (12) months. The
City shall notify a laid off employee of a position opening by certified letter, return receipt
requested, to his/her address of record as maintained in the employee's personnel file. It shall be
the employee's responsibility to insure that his/her current address is on file at the time the recall
occurs. The employee shall have three (3) days from the receipt, or return by the post office, of
such notice to notify the City in writing of his/her intent to return within ten (10) days of the date
of receipt of such notice. If the employee fails to so respond to a recall notice within the time
herein specified, or if he/she refuses an offered position, all rights to recall shall be terminated.

Employees returning from layoff shall have previously accrued sick leave and seniority
reinstated, but shall not receive such benefits for the period of the layoff.

Section 5. Severance Pay. In the event of layoff, any employee with more than five (5) years of
service with the city shall receive one (1) month’s severance pay upon layoff.

If an employee who receives payment under this Section is recalled within the twelve (12) month
time period, he/she shall be permitted to take up to six (6) months (12 paychecks) to repay the
City for money received under this Section.

ARTICLE 18 - DISCIPLINE AND DISCHARGE

Section 1. Just Cause. Disciplinary actions taken again employees shall be limited to the
following: written reprimand, disciplinary probation, reduction in pay or other monetary
assessment, demotion, suspension, or discharge. Disciplinary action shall be for just cause only
and will not be taken against an employee without procedural due process as herein defined,
except as follows:

Discharge or demotion during a probationary period (Article 8), and demotion that is in lieu of a
layoff (Article 17) or that is a bona fide reclassification shall not be the basis for a claim of a
violation of this Article.

No disciplinary material shall be placed in the employee's personnel file that does not bear either

the signature of the employee indicating that he/she has been shown the material or a statement
by the employee that he/she has been shown the material and has refused to sign it. A copy of
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such material shall be furnished to the employee. An employee may include an explanatory
statement in his/her file in answer to any reprimand or other disciplinary documents.

However, the above shall not apply if timely personal service is not practicable. In such a
circumstance, the City shall send a copy of the disciplinary material by registered letter to the
last known address to the employee at the time the material is placed in the file. In addition, the
registered return receipt shall be placed in the personnel file.

All counseling materials and memaos that are cautionary, derogatory or critical in nature, but less
severe than a written reprimand shall be placed in the supervisor’s file only, and not the official
personnel file.

Material placed in the personnel record of an employee without conforming with the provision(s)
of this Article will not be used by the City in any disciplinary proceedings involving the
employee. If the City has reason to reprimand an employee, it shall be in a manner that is least
likely to embarrass the employee before other employees and the public.

Section 2. Suspension Pending Investigation. An employee may be immediately suspended
pending an investigation and completion of the due process steps if his/her continued presence
on the job would constitute a safety hazard to him/herself or to other employees or be potentially
disruptive to City operations.

Such suspension may be without pay, however, if after the investigation the employee is
reinstated without being disciplined, the employee shall receive all lost pay and benefits for the
period of the suspension. No employee shall be suspended for more than three (3) weeks for the
purpose of investigation pending further discipline.

Section 3. Due Process. Due process shall require the following:
@) Before the City notifies the employee of disciplinary action pursuant to part (b) of this

Section, the employee will be served with a written notice and provided an opportunity to
respond as follows:

1. The employee shall be advised that disciplinary action is being considered.
2. The specific charges or performance deficiencies will be identified.
3 The employee will be advised of his/her right to meet with the supervisor with or without

Union representation and respond to the charges.
(b) At or after the above-referenced meetings/response and such additional investigation as

may be deemed appropriate by the supervisor has been completed, the supervisor shall make
his/her decision and provide written notice thereof to the employee.
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ARTICLE 19 - PERSONNEL RECORDS

Section 1. File Access. Each employee and each former employee shall have the right to review
the contents of his/her own personnel file. At his/her option, he/she may request to be
accompanied by a Union representative of his/her choosing or give the Union representative
written permission to inspect and make copies of file materials.

Access to an employee’s personnel file shall be limited to only the individual employee or
former employee involved, his/her designated representative, such supervisory and/or
confidential employees of the City who are assigned to review and maintain personnel files,
provided such limitations on access do not conflict with state public records law. The provisions
of this Section 1 shall be inapplicable to any portion of an employee's personnel file which may
be subpoenaed by a court of law, introduced as evidence in any arbitration proceeding, or which
is subject to disclosure under public records law.

The employee shall have the right to receive a copy of the materials in his/her personnel file in
full or part.

Except when otherwise authorized by the employee, in writing, no information from the
employee's personnel file shall be reproduced or released for use outside of the City except
verification of employment, employment dates, job title, and pay range and public records
requests.

Section 2. Removal of Material from File. Upon employee request, and subject to Human
Resources approval, letters of reprimand may be removed from an employee’s personnel file
three (3) years after they have been placed in the employee's file. The parties understand that the
City may retain such records outside of the personnel file for purposes complying with its
obligations under State archives law and for purposes of demonstrating notice and timing of prior
communications with employees.

Section 3. Placement of Material in File. At the request of the employee, all letters and
materials of commendation shall, subject to Section 2 of this article, become a part of the
employee's personnel file and the employee shall be furnished a copy of all such material at the
time it is placed in the personnel file.

Section 4. Performance Evaluations. Employees shall have at least 24 (twenty-four) hours to
read their performance evaluation prior to reviewing the evaluation with their supervisor.

ARTICLE 20 - CONTRACTING AND SUBCONTRACTING OF WORK

Notwithstanding the provisions of ORS. 243.650 to 243.782, the Union recognizes that the City
shall have the right to make and to implement decisions relative to the contracting and
subcontracting of work as it may determine; however, before the City may contract work
presently and regularly performed by members of the bargaining unit and provided such
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contracting will result in the layoff or demotion of current members of the bargaining unit, the
following shall occur:

1. The Union shall be notified in writing at least seventy (70) days in advance of the
proposed implementation of such subcontracting. Such notification shall include a detailed
analysis of the likely impact on the bargaining unit, and shall also outline the projected financial
impact and other considerations that the City has deemed are pertinent to its deliberations to
contract or subcontract work.

2. Upon receipt of such notice, the Union shall have twenty (20) days in which to notify the
City of its desire to meet and discuss the subcontracting. The Union may propose changes in
existing work rules, benefits, and/or wage rates in order to compete more effectively with the
contractors or subcontractors and/or the Union may propose alternative staffing arrangements
that it believes would reduce the impact of the contracting or subcontracting.

The City shall not finalize a decision to contract or subcontract such work until after it has
afforded the Union the opportunity to meet as provided above. The City shall give full
consideration to all timely Union proposals before a decision is finalized. If such work is to be
contracted or subcontracted, the City agrees to transfer or demote employees to any available
vacant positions rather than lay off employees whenever it is feasible to do so; provided the
employee meets the minimum qualifications with respect to education and work experience for
the position to which he/she is to be transferred or demoted to, and provided that no employee
rights or benefits under the Layoff Article of this Agreement are abridged. A demotion shall be
defined as involuntary reassignment to a new classification with a lower paying maximum salary
rate.

ARTICLE 21 - GRIEVANCE PROCEDURE

Section 1. Procedure. To promote better relations, the parties agree to settle any disputes as to
the meaning of interpretation of this contract by the following procedures:

Step 1. After first attempting to resolve the grievance informally, the Union, or any employee
with notice to the Union, may claim a breach of this Agreement in writing to the employee’s
immediate supervisor within fourteen (14) days from the occurrence thereof, or the employee’s
knowledge thereof. The notice shall be completed on the approved Official Statement of
Grievance form and shall include:

@) A statement of the grievance and relevant facts;
(b) Provision of the contract violated:;
(c) Remedy sought

The supervisor or designee shall respond to the grievance in writing within fourteen (14) days,
with a copy to the Union.
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Step 2. If, after fourteen (14) days from the date of submission of the grievance to the supervisor,
the grievance remains unresolved, the grievance may be submitted within fourteen (14) days to
the department head. The department head or designee may meet with the aggrieved party, who
may request Union representation at the hearing. The department head or designee shall respond
to the grievance in writing within fourteen (14) days, with a copy to the Union.

Step 3. If, after fourteen (14) days from the date of submission of the grievance to the department
head, the grievance remains unresolved, the grievance may be submitted within fourteen (14)
days to the City Manager or designee, who shall meet with the aggrieved party and Union
representatives and shall respond to the grievance in writing within fourteen (14) days, with a
copy to the Union.

Step 4. If the grievance is not resolved within fourteen (14) days from submission of the
grievance to the City Manager, it may be submitted to an arbitrator within fourteen (14) days
from the time the grievance response was received or due. The arbitrator shall be selected by
mutual agreement of the parties. If the parties cannot agree on an arbitrator within twenty-five
(25) days of the submission of the grievance to the City Manager, he/she shall be chosen in the
following manner:

@) A list of eleven (11) Oregon/Washington arbitrators from the Oregon Employment
Relations Board shall be requested and the parties shall alternately strike one (1) name
from the list until only one (1) is left. The Union shall strike the first name. The one (1)
remaining shall be the arbitrator.

(b) The arbitrator shall render a decision in writing within thirty (30) days of the close of the
hearing. The powers of the arbitrator shall be limited to interpretation of this Agreement,
determining whether a specific provision of this Agreement has been violated, and
establishing an appropriate remedy provided such remedy is within the scope of this
Agreement. The decision of the arbitrator shall be binding on both parties.

(© The cost of the arbitration shall be borne by the losing party. Each party shall be
responsible for the costs of presenting its own case to the arbitrator.

Section 2. Waiver of Time Limits or Steps. Any time limits or steps, specified in the grievance
procedure, may be waived by mutual written agreement of the parties. Failure to submit the
grievance in accordance with these time limits without such waiver shall constitute abandonment
of the grievance. A grievance may be terminated at any time upon receipt of a signed statement
from the Union or the employee that the matter has been resolved.

If at any step of the grievance procedure the City fails to issue a response within the time limits
set forth in this Article, the grievance shall automatically advance to the next step of the
grievance procedure unless withdrawn by the grievant or the Union.

Section 3. Calculation of Time: For purposes of this Article, time shall be calculated on the
basis of calendar days unless otherwise expressly indicated.
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ARTICLE 22 - INCLEMENT WEATHER

Section 1: When, in the judgment of the City, weather conditions require the closing or
curtailing of City offices after the employee reports to work, the employee shall be paid for the
remainder of the employee's shift. Employees who are unable to reach their work location prior
to its closure, and who do arrive and report their arrival to any supervisor, shall be paid for the
remainder of the shift. In the event that some employees in a department are sent home due to
inclement weather conditions and others are instructed to remain and continue to work, those
employees remaining on duty will be credited with compensatory time off on a one-to-one basis
for hours worked after other employees were sent home.

Section 2: If weather conditions become hazardous, the employee may go home prior to the end
of the employee's work shift, after notifying and receiving approval from the employee's
supervisor or designee.

Section 3: The City may notify employees not to report to work prior to the beginning of the
work shift because of inclement weather or hazardous conditions.

Section 4. When extreme weather conditions make coming to work dangerous, an employee
shall be excused from reporting to work after notifying and receiving approval from his or her
supervisor or designee.

ARTICLE 23 - TERM OF AGREEMENT AND REOPENING

This Agreement shall be effective and shall remain in full force and effect through the 30th day
of June, 2010.

This Agreement shall automatically be renewed from year to year thereafter unless either party
shall notify the other in writing no later than October 1, 2009, that it wishes to modify the
Agreement.

SEIU Local 503/OPEU CITY OF TIGARD
Leslie Frane, Executive Director Craig Prosser, City Manager
Date: Date:

Kirt Bowers, Local President

Date:
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Joseph Conrad, Bargaining Team

Date:

Christine Darnell, Bargaining Team

Date:

Paul lzatt, Bargaining Team

Date:

Angela McCoy, Bargaining Team

Date:

Siobhan Martin, Chief Spokesperson

Date:

Janet Weber, Bargaining Team

Date:
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APPENDIX A

CITY OF TIGARD, OR

OREGON PUBLIC EMPLOYEES UNION

SALARY SCHEDULE FOR July 1, 2007

Effective July 1, 2007, the Code Compliance Specialist will be adjusted from Range 212 to

Range 215.

CITY OF TIGARD, OREGON
2007 — 2008 SAILLARY SCHEDULE

Range Classification Title

186

200

201

202

204

206

207

208

Library Aide

Administrative Specialist I

Accounting Assistant 1

Building Maintenance Technician I

Utlity Worker I

Library Assistant

Administrative Specialist 11
PBX Operator
Microcomputer Support Assistant

Accounting Assistant 11

Senior Library Assistant
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SEIU GrOuUP

Monthly
Howrly
Annually

Monthly

Hourly
Annually

Monthly
Houwrly
Annually

Monthly

Hourly
Annually

Monthly
Howrly
Annually

Monthly
Howrly
Annually

Monthly
Howrly
Annually

Monthly
Howrly
Annually

Stepl Step2 Step3 Step4

1,547
8.93
18,564

2,205
12.72
26,460

2,261
13.04
27,132

2,318
13.37
27,816

2,432
14.03
29,184

2,564
14.79
30,768

2,630
15.17
31,560

2,692

15.53
32,304

28

1,624
9.37
19,488

2,316
13.36
27,792

2,372
13.68
28,464

2,433
14.04
29,196

2,555
14.74
30,660

2,693
15.54
32,316

2,760
15.92
33,120

2,827
16.31
33,924

1,705
9.84
20,460

2,431
14.03
29,172

2,493
14.38
29,916

2,556
14.75
30,672

2,683
15.48
32,196

2,829
16.32
33,948

2,898
16.72
34,776

2,969
17.13
35,628

1,791
10.33
21,492

2,554
14.73
30,648

2,615
15.09
31,380

2,685
15.49
32,220

2,816
16.25
33,792

2,970
17.13
35,640

3,043
17.56
36,516

3,118
17.99
37,416

Step5 Step6 Step?7

1,880
10.85
22,560

2,683
15.48
32,196

2,746
15.84
32,952

2,818
16.26
33,816

2,956
17.05
35472

3,119
17.99
37,428

3,195
18.43
38,340

3,274
18.89
39,288

1,974
11.39
23,688

2,812
16.22
33,744

2,884
16.64
34,608

2,959
17.07
35,508

3,103
17.90
37,236

3,275
18.89
39,300

3,355
19.36
40,260

3,436
19.82
41,232

2,073
11.96
24,876

2,951
17.03
35,412

3,030
17.48
36,360

3,106
17.92
37,272

3,258
18.80
39,006

3,436
19.82
41232

3,524
20.33
42,288

3,607
20.81
43,284



Range  Classification Title Stepl Step2 Step3 Step4 Step5 Step6 Step?7
209  Building Maintenance Technician 11 Monthly 2,768 2,906 3,050 3,204 3,364 3,532 3,708
Engineering Technician I Howrly 15.97 16.77 17.60 18.48 19.41 20.38 21.39
Maintenance Services Technician Anmually 33,216 34,872 36,600 38,448 40,368 42,384 44,496

210 Information Processing Technician — Monthly 2,839 2,980 3,132 3,287 3,453 3,621 3,804
Senior Administrative Specialist Houwrly 1638 1719  18.07 1896 1992  20.89 2195
Utility Worker II Anmually 34,068 35,760 37,584 39,444 41,436 43,452 45,648

211 Senior Accounting Assistant Monthly 2911 3,056 3,210 3,371 3,539 3,714 3,902
Howrly 16.79  17.63 1852 1945 2042 21.43 2251
Anmually 34,932 36,672 38,520 40,452 42,468 44,568 46,824

212  Administrative Assistant Monthly 2,985 3,132 3,290 3,455 3,627 3,807 3,999
Houwrly 1722 18.07 1898 1993 2093 2196  23.07
Anmually 35,820 37,584 39,480 41,460 43,524 45,684 47,988

213 Hansen Software Specialist Monthly 3,062 3,216 3,377 3,545 3,720 3,909 4,104
Mechanic Houwrly 17.67 1855 1948 2045 2146 2255  23.68
Network Assistant Anmually 36,744 38,592 40,524 42,540 44,640 46,908 49,248

Permit Coordinator

Permit Tech-Building

Permit Tech-Planning/Eng.
Senior Building Maintenance Tech
Water Works Inspector

214 Senior Utility Worker Monthly 3,138 3,296 3,460 3,634 3,813 4,005 4,204
Water Quality Program Coordinator Howrly 18.10  19.02 1996  20.97 22.00 23.11 24.25
Anmually 37,656 39,552 41,520 43,608 45,756 48,060 50,448
215 Code Compliance Specialist Monthly 3,224 3,384 3,555 3,731 3,917 4113 4,317
Engineering Technician 11 Howrly 18.60  19.52  20.51 21.53 22,60 2373 2491
GIS Technician Anmually 38,688 40,608 42,660 44,772 47,004 49,356 51,804
Inspector I
Librarian
219 Network Technician Monthly 3,564 3,744 3,930 4,126 4,333 4,551 4,778
Senior Engineering Technician Houwrly 20.56  21.60 22.67 23.80 2500 2626 27.57
Senior Librarian Anmually 42,768 44,928 47,160 49,512 51,996 54,612 57,336
220 Plans Examiner Monthly 3,659 3,843 4,033 4,234 4,445 4,668 4,900

Hourly 2111 2217 2327 2443 2564 2693 2827
Annually 43908 46,116 48396 50,808 53,340 56,016 58,800

221 TInspector II Monthly 3,752 3,941 4,136 4,343 4,560 4,789 5,028
Hourly 21.65 2274 2386 2506 2631 27.63  29.01
Anmually 45,024 47292 49,632 52116 54720 57468 60,336

223 Engineering Construction Inspector Monthly 3,945 4141 4,349 4,567 4,795 5,034 5,285
Engineering/Survey Specialist Houwrly 22,76 23.89 2509 2635 27.66 29.04  30.49
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Range Classification Title
Senior Network Technician

224 Senior Plans Examiner

225 Senior Inspector
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Annually

Monthly
Houwrly
Annually

Monthly
Howrly
Annually

Step 1
47,340

4,046
23.34
48,552

4,151

23.95
49,812

30

Step 2
49,692

4,249
24.51
50,088

4,357
25.14
52,284

Step 3
52,188

4,462
25.74
53,544

4,573
26.38
54,876

Step 4
54,804

4,685
27.03
56,220

4,801
27.70
57,612

Step 5
57,540

4,920
28.38
59,040

5,042
29.09
60,504

Step 6
60,408

5,164
29.79
61,968

5,297
30.56
63,564

Step 7
63,420

5,421
31.28
65,052

5,562
32.09
66,744



Letter of Agreement Regarding Health Insurance Meetings
July 1, 2007

The City of Tigard shall have at least two informational meetings, one in Town Hall and one in
the Library, to explain to employees the difference between the Regence Blue Cross V-E PPP
plan and I-C PPP Rx 2 plan, and the difference between the Kaiser, ODS Plan Il, and the
Willamette Dental plan. The City shall also explain that offering two Regence plans in
subsequent years is contingent upon the enrollment of at least 25 employees in each plan. The
City shall hold these meetings before the 2007 open enrollment period.

SEIU Local 503/OPEU City of Tigard
Leslie Frane, Executive Director Craig Prosser, City Manager
Date: Date:

1762/74 00119675 v 1 31



Letter of Agreement Regarding Class and Compensation Study

July 1, 2007

The City has committed to performing a class and compensation study of various City positions,
including all positions in the bargaining unit. Such study shall be completed during the 2007-
2008 fiscal year. Immediately following completion of the study, the City will provide the
Union with a copy of the results of the study as it relates to bargaining unit positions, and will
discuss implementation dates for adjusting positions based on the results of the study.

SEIU Local 503/OPEU City of Tigard
Leslie Frane, Executive Director Craig Prosser, City Manager
Date: Date:
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APPENDIX B

SR.INSP & INSP Il [SR.INSP & INSP |I| SR. INSP & INSP I INSP | PLANS EX SR. PLANS EX
BASE REQ'S |A-LEVEL PLMB A-LEVEL ELEC A-LEVEL STRUC&MECH 1&2 FAMILY 1&2 FAMILY PLANS EXAM A-LEVEL PLANS EXAM
1&2 FAMILY PLMB 1&2 FAMILY ELEC 1&2 FAMILY STRUC&MECH STRUC&MECH (FLS)
A-LEVEL STRUCT;A-
ITEMS e A-LEVEL STRUC & MECH e A-LEVEL STRUC & MECH |e A-LEVEL ELEC e 1&2FAMILY ELEC |A-LEVEL ELEC o A-LEVEL ELEC
ELIGIBLE FOR |e A-LEVEL ELEC o A-LEVEL PLM o A-LEVEL PLM e 1&2 FAMILY PLM A-LEVEL PLM o A-LEVEL PLM
$75/MONTH e 1 &2 FAMILY STRUC & e 1 &2 FAMILY STRUC & e 1 &2 FAMILY ELEC A-LEVEL PLANS EXAM (FLS)
EACH MECH MECH e 1 &2 FAMILY PLM A-LEVEL STRUCT&MECH
e 1 &2 FAMILY ELEC e 1 &2 FAMILY PLM A-LEVEL AND 1&2 FAMILY
e A-LEVEL AND 1&2 FAMILY |e A-LEVEL AND 1&2 FAMILY MECH
STRUCT STRUC
e A-LEVEL AND 1&2 FAMILY |e A-LEVEL AND 1&2 FAMILY
MECH MECH
ITEMS NONE e LIMITED SEWER WHEN |e LIMITED SEWER WHEN o A-LEVEL 1&2 FAMILY ELEC e 1&2 FAMILY ELEC
ELIGIBLE FOR HOLDING NO OTHER PLM| HOLDING NO OTHER PLM STRUC&MECH 1&2 FAMILY PLM ¢ 1&2 FAMILY PLM
$30/MONTH CERT CERT o A-LEVEL ELEC 1&2 FAMILY STRUC&MECH e 1&2 FAMILY
BONUS EACH e A-LEVEL PLM A-LEVEL AND 1&2 FAMILY STRUC&MECH
o LIMITED SEWER STRUCT o LIMITED SEWER WHEN
WHEN HOLDING NO | LIMITED SEWER WHEN HOLDING NO OTHER
OTHER PLM CERT  |HOLDING NO OTHER PLM PLM CERT
CERT
ITEMS NONE o LIMITED SEWER WHEN [e LIMITED SEWER WHEN o LIMITED SEWER LIMITED SEWER WHEN o LIMITED SEWER WHEN
ELIGIBLE FOR HOLDING ONE OTHWER HOLDING ONE OTHER PLM | WHEN HOLDING HOLDING ONE OTHER PLM HOLDING ONE OTHER
$20/MONTH PLM CERT CERT ONE OTHER PLM CERT PLM CERT
EACH CERT
ITEMS NONE NONE NONE « MANUFACTURED MANUFACTURED HOME NONE
ELIGIBLE FOR HOME INSTALLATION INSPECTOR
$10/MONTH INSTALLATION
EACH INSPECTOR
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MEMORANDUM OF UNDERSTANDING
Between
CITY OF TIGARD
And
SEIU ILOCAL 503

Re: Background Checks of Current Bargaining Unit Employees

The parties have discussed in detail the City’s intent to conduct background checks

of current employees under Personnel Policy No. 41, including the types of tests to be
conducted on what categories of positions.

The parties agree that the City will not conduct background checks on bargaining

unit employees already employed by the City as of September 21, 2007, except in the
following circumstances:

1.

(€3]

The employee applies for a transfer or promotion to another position that
tequires a background check. In those circumstances, the employee will be
subject to the same background checks as are performed on outside applicants
for those positions. For financial background checks, the City will only requite
such checks for transfer or promotion to a position ot function that, at the time
of the transfer or promotion, has daily access to $1,000 or mote in cash, checks
and/or ctedit card receipts. If an employee is denied transfer ot promotion to a
position based upon a financial background check, the City will inform the
employee of the reason for the denial.

The employee’s position is reclassified from a position that does not tequire a
particular background check to one that does requite that background check. In
those circumstances, the employee will be subject to the same background
checks as are performed on outside applicants for those positions. For financial
background checks, the City will only requite such checks if the reclassified
position has daily access to $1,000 or more in cash, checks and/or credit card
receipts. If an employee is removed from a reclassified position based upon a
financial background check, the City will inform the employee of the reason for
the removal.

The employee is currently employed in a position whete the employee has
contact with vulnerable populations. For those employees, they will be subject
to the same background checks performed on outside applicants for those
positions.

The employee is employed in a position where background check(s) were already
being performed prior to the City’s change in policy, or where background
check(s) are required by federal or state law or by the rules, regulations ot
policies of an entity other than the City.



5. The City is conducting an investigation into alleged misconduct by the employee
and a background check is deemed to be part of a reasonable investigation mto
such alleged misconduct.

The current list of positions requiting background checks is attached. If the City
creates a new position that requires a background check under the current criteria, the City
will notify the Union. If a position requires a background check, that requirement will be
stated in the internal job posting.

If, in the future, due to unforeseen circumstances, the City desires to perform a
background check on a bargaining unit employee or class of bargaining unit employees that
would not be permitted under this Memorandum of Understanding, the City agrees that it
will notify the Union of the situation and the teason for the desired background check(s),
and will bargain with the Union prior to conducting such background check(s), upon request

by the Unipa. _
/@/& o224 @ j
For the gfty of Tigard F('n/éqe Union

Date Date




MEMORANDUM OF UNDERSTANDING
Between
CITY OF TIGARD
And
SEIU Local 503

Re: Drug and Alcohol Testing

The parties have discussed recent changes to the City’s Drug and Alcohol Free Workplace
Policy (Petsonnel Policy No. 35.0). The parties heteby agree to the following changes in language
for the indented portion of Personnel Policy No. 35.0 entitled ‘Reasonable Suspicion Testing” to be
applied to bargaining unit employees:

Reasonable Suspicion Testing

Al employees reporting to work, conducting City business, or on City premises, shall be subject to drug or alcobol
testing if the City has reasonable suspicion that the use of any drugs or alcohol is adversely affecting job performance or
endangering the safety of employees or the public, or if there is reasonable suspicion that the employee is under the
influence of drugs or aleobol. The decision to request a reasonable suspicion test naust be based on specific actions or
behaviors of an employee concerning the employee’s appearance, behavior, speech or work performance or the odor of
alcohol or other controlled substance emanating from the employee. Examples of actions or behaviors which may trigger
reasonable suspicion lesting include lack of dexterity or fine motor skills, slurred, confused or fragmented speech,
difficulty focusing eyes, unusually hostile or abusive manner, abnormal conduct or ervatic behavior not otherwise
normally explained, the odor of alcoholic beverage or other controlled substance on breath, observation of alcobol or drug
use, elc.

The emplayee will be given the opportunity to explain if bis/ her bebavior triggers suspicion. However, the City reserves
the right to determine whether reasonable suspicion exists. Only supervisors trained in the signs and symptoms of drug
and alcobol use may order reasonable suspicion testing. The supervisor is responsible for ensuring the employee is
escorted to and from the collection site. The employee has a right to have a union steward present when tested as long as
the steward is available within 15 minutes of the time scheduled to leave for the test collection site.

During the hours of 8 a.m. to 5 p.m., Monday through Friday, a second supervisor, manager or director’s opinion that
a lest should be required will be obtained. A written record will be made of the observations which support the
reasonable suspicion lesting. Reasonable suspicion testing is not the same as random testing. If the test is negative, the
supervisor(s) shall attend a re-training of what constitutes reasonable suspicion within sixc (6) months.

The Union agtees to the portion of the City’s changed policy entitled ‘Posz Collision Testing.”

For the remainder of the changes the City made to Petrsonnel Policy No. 35.0, the Union reserves its
right to cha]lepge the changes in policy as unreasonable in the event that an employee is subject to

discip]ine%\s;é}iﬁg,e under the revised policy. [ﬂ%
j&{é ez g0 N /

For theﬁity of Tigard For't tlé\U ton /
/2/07 | 0770/&/ 0 T
Date Date I ’






