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AGREEMENT
THIS AGREEMENT, made and entered into this day of July 1, 2020 by and between Creative Management
Technology, Inc. hereinafter designated as the "Employer", and Service Employees International Union,
Local 49, of Portland, Oregon, hereinafter designated as the "Union", for the purpose of governing their
mutual business relationship at the BPA Federal Building, Portland, Oregon by fixing the following
schedule of hours and regulations affecting the members of the organization of the Union.
ARTICLE 1 - UNION RECOGNITION
The Employer agrees to recognize the Union as the sole and exclusive bargaining agent for the employment
of all persons coming under the jurisdiction of Service Employees International Union, Local No. 49 who
are employed by the Employer and perform custodial services for the Bonneville Power Administration
headquarters complex, with respect to wages, hours and working conditions as set forth above.
ARTICLE 2 - UNION SECURITY
Section 1 - Condition of employment: It shall be a condition of employment that all employees currently
covered by this Agreement and those hired on or after its effective date shall, not later than the thirty first
(31st) calendar day of employment, or following the effective date of this Agreement, whichever is later,
pay in accordance with the Constitution and by-laws of the Union, the initiation fee and periodic dues or
fees customarily required by the Union. The Employer must notify the Union within thirty-one (31) days
if the employee fails to submit a payroll authorization for dues check- off. The Employer and the Union
jointly agree to waive the timelines for the handling of grievances relating to initiation, fees, and periodic
dues. Upon written notice from the Union, the Employer agrees to terminate employees for delinquency
of such payments.
Section 2 - Indemnification: The Union will completely defend and indemnify the Employer, and hold
the Employer free and harmless against any and all claims, damages, suits or other forms of liability
whatsoever that shall arise out of or by reason of action taken by the Employer at the Union's request for
the purpose of complying with any provisions of this Article, including the Employer's termination of any
employee for the failure to pay dues or an agency fee, including court costs and reasonable attorney fees.
The Union shall have the right to select counsel to represent the Employer to contest, litigate, administer,
and/or settle any legal action with the Employer's consent, which shall not be unreasonably withheld.
Section 3 - Probationary Period: Employees shall be considered probationary employees during the first
sixty (60) days of employment. During the probationary period, employees may be discharged without
recourse to the grievance procedure.
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ARTICLE 3 - HIRING
Section 1: In the interest of maintaining and preserving the legitimate interests of employees in the
employment status within the area and of eliminating discrimination in employment because of membership
or non-membership in the Union, the parties hereto agree to the following:

(a) The Employer may hire persons from any source;
(b) The Employer shall be the sole judge of all applicants and retains the right to reject any applicant
for employment. The Employer agrees within thirty (30) days of the date of hiring to notify the
Union of the name and address of all new employees; and

(c) In both the hiring process and in all Employer operations, it is the policy of the Union and the
Employer not to discriminate against any employee because of race, religion, color, sex, age,
national origin, sexual orientation/gender identity, union affiliation or handicap as required by law.

(d) An integral part of each employee's tenure with the Employer is an understanding of the Collective
Bargaining Agreement ("CBA") and the role of the Union in the employment setting. As such,
each new employee, as part of the Employer's initial orientation, will be required to attend a
mandatory one (1) hour session where they will receive an overview of the union and its program.
The session will be conducted by Union representatives designated by the Union. The Employer
and the Union agree that the Employer will be absent from the room during the Union orientation.
If the Employer provides the Union with less than twenty-four hour's advance notice of the
Employer's orientation, or no designated union representative is able to attend the employee's initial
orientation, the Employer will work with the union representative to arrange an alternate meeting
time.

During this orientation, the Union and Union designee agree that no defamatory or

gratuitously negative comments regarding the employer or the customer are allowed.
Section 2 - Drug Testing: The Employer reserves the right to establish and enforce any lawful policy
concerning employee use, possession, or transfer of drugs or testing for drugs as a condition of employment.
In the event there are reasonable grounds to suspect an employee is using drugs or under the influence of
drugs on the job, the Employer reserves the right to impose any and all discipline, including termination for
refusal to submit to lawful testing.
ARTICLE 4 - GRIEVANCE PROCEDURE
Section 1 - Grievance Process: The grievance process supports cooperation, open communication, and
mutual respect between management and employees to prevent and/or solve workplace problems and
grievances.
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This grievance procedure is not, however, intended as a substitute for communication and problem solving
in the workplace. All employees will take an active role in problem solving with their supervisors and
management whenever possible.
The Employer and the Union encourage employees to contact the Employer Human Resources or Payroll
staff to respond directly to questions or concerns. The Employer can be reached at (503) 230-5729.
The Union or Employer may file a grievance on the behalf of an individual or on the behalf of all members
depending upon the scope of the alleged violation.

A grievance shall mean a claimed violation,

misinterpretation, or misapplication of any provision of this Agreement, the law, a Past Practice of Creative
Management Technology, Inc, or the challenge of any disciplinary action in violation of the just cause
provisions of this Agreement. Any workplace problems arising in connection with an alleged violation of
this Agreement, policy, or rights of law may be submitted as a grievance pursuant to the guidelines as
follows. Upon request by the Union, the Employer will bargain over substantial changes in practice
established by the predecessor employer.
Section 2 - Format to File a Grievance: All grievances shall be referred in writing and shall include, the
date the grievance was filed, the facts upon which the grievance is based, reference to the section or sections
of the agreement, policy, or rights of law alleged to have been violated, and the remedy sought.
Section 3 - Grievance Step Processes: Except as otherwise provided in this Agreement, grievances must
be submitted in writing to the responding party within ten (10) business days from when the grievant should
have reasonably been aware of the occurrence or the grievance shall be deemed waived.
Step 1 - Upon request by any party (grievant, Union, or Employer), the grievant, union representative
(if requested by the employee) and Project Manager (or designee) will meet to discuss the grievance.
The Project Manager (or designee) shall give his response to the grievant and the representative of the
union within ten (10) business days after presentation of the grievance.
Step 2 - If the problem is not resolved to the grievant’s satisfaction at Step 1, the grievant may present
the grievance in writing to the Employer's Vice-President (or designee) within five (5) business days
of the Step 1 response. The parties shall meet to discuss the merits of the grievance. It is agreed that
this meeting may take place telephonically. The Vice-President (or designee) shall reply in writing
within ten (10) business days following receipt of the grievance.
Section 4 - Option for Joint Conference Board: In the event the Parties are unable to resolve the dispute
at the Step 2 level, upon mutual agreement, the Parties may refer the grievance in writing within five (5)
business days to a committee made up equally of one (1) or two (2) designated representatives of both the
Employer and of the Union who shall meet within ten (10) business days for the purpose of resolving the
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grievance. A written response shall be given to the parties within five (5) business days of the conclusion
of the Joint Conference.
Section 5 - Arbitration:

(a) Use of Arbitration: In case either of the parties reject the resolution of the grievance process, or
the Joint Conference, that Party may refer the grievance to arbitration. Arbitration may also be
sought by mutual agreement of the parties. The grieving party will notify the respondent (in the
case of a union grievance, the respondent will be the Employer's representative) no later than ten
(10) business days after the receipt of the Step 2 grievance rejection or decision of the Joint
Conference Board.

(b) Selection of Arbitrator Panel: The grieving party will be responsible for requesting a seven (7)
panel list of arbitrators from the Federal Mediation and Conciliation Service ("FMCS") and all
associated costs for the list. The Employer and Union shall select according to the following
process:
If the parties cannot reach mutual agreement, the Arbitrator will be selected from the list
provided from the FMCS. The final selection shall be made by each party alternately striking
names from the list until only one (1) is left. The party to first strike shall be determined by
the flip of a coin, which will take place in the presence of the Employer's Project Manager and
the Union representative or shop steward.

(c) Payment of the Arbitrator: The Arbitrator's fee and all incidental expenses of the arbitration shall
be borne by the losing party. However, each party shall separately bear the expense of presenting
their own case.

(d) Decision of the Arbitrator: The Arbitrator shall render a decision as promptly as possible and will
take no longer than thirty (30) days from the date the case was presented, or the submission of post
hearing briefs (if applicable). The Arbitrator's decision shall be final and binding upon the Parties,
however the Arbitrator shall not be authorized to add to, detract from, or in any way alter the
provisions of the agreement with respect to the arbitration proceeding before her/him.
Section 6 - Other Waivers:

(a) Steps - Upon mutual agreement of the parties, a grievance may be advanced to a higher Step in the
grievance procedure.

(b) Timelines - The time limitations specified in the grievance procedure will be strictly enforced
unless waived in writing by the mutual agreement of the Union and the Employer.
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(c) Union Dismissal - If the Union chooses to dismiss a grievance at any Step, the Employer agrees to
grant an automatic waiver of the time limitations for us to twenty (20) business days to allow the
member to appeal the dismissal of her/his grievance per the policy and the Constitution of the
Union. The Union shall immediately notify the Employer as to the disposition of such grievances
and shall provide the Employer with a current copy of the Union's internal grievance dismissal
procedures. Wage claims shall be suspended for the duration of the Union's internal process but
no longer than twenty (20) business days.
Section 7 - Failure to Respond: If either party fails to respond in writing within the prescribed time limits,
the grievance shall be deemed settled in favor of the other party.
Section 8 - Filing Grievances with Governmental Entities: The Union and Employer agree to exhaust this
grievance process before filing the grievance with any governmental entity, except in the case of an Unfair Labor Practice,
or as otherwise specified in this Agreement. Individual employees are not limited as such.
Section 9 - Wage Claim Limitation: Wage claims made by the Union shall not precede the filing date of
such grievance by more than thirty (30) days. Wage claim awards may extend forward to the conclusion
of the grievance and/or arbitration process.
Section 10 - Observance of No Strike, No Lockout Clause: It is the intent of the parties to observe the
no strike, no lockout clause. A violation of this clause shall allow the other party to obtain injunctive relief
and damages in court.
ARTICLE 5 - HOLIDAYS
Section 1 - Holidays Observed: The following shall be recognized as legal holidays:
New Year's Day

Martin Luther King's Birthday

President's Day

Memorial Day

Independence Day

Labor Day

Columbus Day

Veterans' Day

Thanksgiving Day

Christmas Day

Section 2: All regular employees shall receive pay for the above holidays not worked by them, based on
the regularly scheduled hours of work usually performed by them and upon their classification rate. All
employees must work their last scheduled day before and their first scheduled day after a holiday to receive
holiday pay, except in the case of personal or family injury or illness or other reasons protected by law. A
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regular employee is an employee who works five (5) consecutive days per week and has worked for the
Employer for a period of ninety (90) days (three calendar months), or more and have worked at least threehundred-sixty (360) hours.
In addition thereto, employees working on holidays shall be paid at the rate of time and one-half (1 ½) for
time worked by them. Employees laid off by the Employer five (5) days before a holiday, or the day after
a holiday, through no fault of their own shall be entitled to holiday pay based upon the hours usually
performed by them.
ARTICLE 6 - PAID TIME OFF
Section 1 - Overview: All employees who have been continuously in the employment of the Employer
shall receive Paid Time Off ("PTO") according to the following schedule:

LENGTH of SERVICE
(YEARS)

LENGTH of SERVICE
(MONTHS)

PTO
(DAYS)

PTO
(HOURS)

One (1) year

12 months

Thirteen (13) days

104 hours

Five (5) years

60 months

Eighteen (18) days

144 hours

Eleven (11) years

132 months

Nineteen (19) days

152 hours

Twelves (12) years

144 months

Twenty (20) days

160 hours

Thirteen (13) years

156 months

Twenty-one (21) days

168 hours

Fourteen (14) years

168 months

Twenty-two (22) days

176 hours

Fifteen (15) years

180 months

Twenty-three (23) days

184 hours

Employees hired prior to July 1, 2020 will be credited with forty (40) hours of PTO on their 91st day
of employment and sixteen (16) additional hours upon completion of their ninth (9 th) month of
employment. After that, PTO will be credited on the employee’s anniversary date of employment
each year.
For employees hired on or after July 1st, 2020 during the first year of employment, employees shall
earn PTO at the rate of 1 hour for each 30 hours worked not to exceed a total of 56 hours in the first
year of employment. When PTO is used as sick leave, Section 2A and 3A below shall govern the
leave.
Section 2 - Sick Leave: Paid sick leave will be administered in accordance with Executive Order 13706,
Establishing Paid Sick Leave for Federal Contractors and with Oregon paid sick leave law. Paid Sick Leave
may be taken in one (1) hour increments. An employee’s request to use paid sick leave may be made orally
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or in writing. Any employee who is unable to report to work because of sickness shall notify the Employer
prior to the beginning of his/her regular shift if possible.
Section 3 - Hours Paid Computation: Hours paid under this Article will not be considered as time worked
for the purpose of computing overtime.
Section 4 - PTO Usage: PTO may be used for all absences away from work, including any absence
permitted by federal, state, or local law. PTO is paid at the rate of pay the employee would have earned
during the time that PTO was used, not considering overtime rates. Employees who are terminated any
time after six (6) months service shall be paid pro-rated PTO, except employees who have not turned in
their identification cards or have been terminated for any of the reasons under Article 16 of this Agreement.
Section 5 - Carry Over: Employees shall be allowed to carry over a maximum of fifty-six (56) hours
of PTO time each anniversary year. Any additional vested and unused PTO shall be paid out to the
employee within thirty (30) days after their anniversary date. Any pay out under this Article shall not
include Health and Welfare payments as described under Article 9, or pension payments as described
under Article 10, of this Agreement.
Section 6 - Pay Upon Separation: Employees who quit prior to six (6) months service will not be paid
pro-rated PTO pay. An employee who quits after the first six (6) months of employment without
giving the Employer two (2) weeks' notice will forfeit prorated PTO pay.
Section 7 - Holiday during PTO: If a holiday falls within an employee's PTO, an additional day's pay
or an additional day of PTO will be granted.
Section 8 - Sick Time Law: The Employer shall abide by the provisions of the Oregon Sick Time Law.
It is the intent of the parties that this Article meets or exceeds the minimum requirements of the Oregon
Sick Time Law. If an employee uses PTO for a purpose specified by the Oregon Sick Time Law, the
absence will be considered an excused leave of absence and will not count for purposes of considering
an employee’s attendance under the Employer’s absence control policies. No employees taking
leave under this policy will be retaliated or discriminated against for inquiring about, requesting, or
taking PTO. Further, the Employer will not condition the use of PTO on employees searching for or
finding a replacement worker. Nor will employees using PTO be required to work an alternate shift
to make up for their absence.
Section 9 - Leave Usage and Notice Requirements: Pre-approved PTO and PTO used to cover
absences for all reasons protected by law (including but not limited to Family Medical Leave and
Oregon Sick Time Law) will be considered an excused leave of absence and will not count for purposes
of considering employee's attendance. All employees requesting PTO will notify the Project Manager
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or their designee. When the need to use PTO is foreseeable, employees m ust provide notice at least
seven (7) days prior to the first day of leave (provided the employee was aware of the need for leave
at that time) or, if not, as soon as practicable. If an employee's need for PTO is not foreseeable, such
as in the case of an emergency, employees will notify the Project Manager or their designee of
the need to be absent from work by the start of the employee's scheduled work shift or as soon as
thereafter practicable.
Employees may be required to provide a doctor's note once they have been absent for more than three (3)
consecutively scheduled work shifts due to an illness or if the Employer can identify a pattern of abuse.
The Employer recognizes employee's rights under the Health Insurance Portability and Accountability Act
(HIPAA) and will ensure that management personnel do not inquire as to the nature of an employee's illness
when an employee calls off work for medical reasons. Employees will indicate how they wish to be paid
for days they are absent on the appropriate form, provided by management, when they return to work.
Section 10 - Leave without Pay: In addition to Paid Time Off as set forth above and other leave protected
by law, employees will be permitted to take up to five (5) days of Leave without Pay during each year of
employment, measured from their anniversary date. Employees will indicate on the appropriate form
provided by the employer, for each day missed from work, whether they wish to use a PTO day or a Leave
without Pay day.
ARTICLE 7 - LEAVES OF ABSENCE
Section 1 - Unpaid Leaves of Absence: For employees who have completed their probationary period and
have completed a total of six (6) months of continuous employment, the Employer shall make a good faith
effort to grant an unpaid leave of absence for personal reasons for up to sixty (60) calendar days that in the
Employer's sole and unrestricted discretion is considered valid. Personal unpaid leaves of absence shall not
be taken more than once every two (2) years. Uncompensated leave granted under this policy will not count
towards the employee’s ongoing eligibility for Health & Welfare contributions, unless otherwise dictated
by law. However, the employee will not be required to re-establish initial eligibility for Health & Welfare
contributions upon their return.
Section 2 - Union Leave:

(a) Notice to Employer Prior to Taking Leave Union Leave: The Union shall provide ten (10)
business days' notice to the Employer prior to an employee taking Union leave.

(b) Restrictions and Limitations: The Employer shall grant up to thirty-five (35) days of union leave
in any one calendar year to employees designated by the union. Union leave shall be restricted to
one employee at any given time.
10

The above limitations may be waived by mutual consent of the Employer and Union in writing.
The Employer's waiver must be approved above the direct supervisor level.

(c) Compensation and Conditions of Union Leave: Employees on union and collective bargaining
leave shall continue to accrue seniority. Additionally,
1) The Union shall pay directly to the employee his/her wages and mileage while on Union and
collective bargaining leave. Any withholdings and/or garnishments for which the Union has
received proper legal notice will be withheld from employee's pay and/or expenses and paid as
required by law. Such notices shall be exclusively the responsibility of the affected employee.
There shall be no liability on the part of the Employer for the non-payment of any such
withholdings/garnishments during this time.
2) In addition, the Union shall compensate the Employer for any employee's accrual of vacation
time.
3) The Union shall pay directly to the Employer a pro-rata share of the employee's monthly
benefits. Further, the Union shall pay directly to the Employer the appropriate pension
contribution for each hour worked under the union and collective bargaining leave. If the
Union fails to make any payment by the fifteenth (15th) calendar day of the month following
receipt of billing, a late payment fee of one percent (1%) per month will be assessed.

(d) Indemnification: The Union shall indemnify and hold harmless the Employer from any and all
claims for damages in the event of the Union's failure to make timely payment of wages and benefits
to the Employee.
Section 3 - Collective Bargaining Leave: The Employer agrees to allow a reasonable number of
employees time off for the purposes of negotiating the collective bargaining agreement that covers them.
The Employer will compensate two employees for any time missed from regular work assignments for this
purpose. Nothing in the above sentence shall implicitly limit the number of employees on the bargaining
team.
Section 4 - INS Leave: The Employer shall grant an unpaid leave to any employee who is absent from
work due to court or agency proceedings related to immigration matters and who returns to work within
thirty-eight (38) calendar days. The Employer shall grant a reasonable extension of the period of absence
if the request is made within the thirty-eight (38) calendar day period. The Employer will require
documentation of appearance at such proceedings.
Section 5 - Jury Duty: Beginning on July 1, 2020, all full time employees with at least one year of
employment with the employer are eligible for jury duty leave when they are required to act as a juror on a
day when the employee is scheduled to work. The employee must notify the employer immediately upon
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receiving notice of said service. Employer shall pay the employee, in lieu of any other compensation
received by the employee for jury duty for that day, the difference between the amount of compensation
received by the employee during jury duty and the amount of compensation the employee otherwise would
have received from the Employer for that day, not to exceed eight (8) total hours per day, and no more than
forty (40) hours aggregate per calendar year for any leave under this Section. In order to receive payments
under this section, the employee must provide the Employer with timely proof of jury duty service. The
Employer reserves the right to request that any employee performing essential services for the Employer
be excused from jury duty.
ARTICLE 8 - HOURS OF WORK & OVERTIME
Section 1 - Overtime activation: For all employees, eight (8) hours shall constitute a day's work and forty
(40) hours shall constitute a week's work. All work in excess of eight (8) hours per day and forty (40) hours
per week shall constitute overtime and shall be paid for at the rate of time and one-half (1 ½).
Section 2 – Overtime Scheduling and Payment: If an employee works more hours than their regularly
scheduled hours, the Employer will not reduce or reorganize the employee hours in subsequent days to
avoid the payment of overtime. Overtime may be regularly required; however, employees with personal or
family emergencies may refuse overtime. Overtime pay will not be compounded or paid twice for the same
hours worked.
Section 3 - Regular Shift Change: The Employer must provide forty-eight (48) hours' notice for the
employee to adjust to any regular shift changes, except in cases beyond the Employer's control. Employees
hired for the night shift that have agreed, as a term of employment, to cover for day shift staff, must respond
and work such shift when needed. Prior notification may not always be possible. If a swing shift employee
is called to fill in for a day shift position, the Employer will reimburse the employee for the actual cost of
parking or public transportation, not to exceed $10 per day. Employees must provide receipts in order to
receive reimbursement.
Section 4 - On-Call Position: No later than October 1st of 2020, the Employer will create an on-call
position(s). The on-call employee will be called to work whenever there is a staffing shortage that cannot
be reasonably covered by the regularly scheduled employees as determined by the Employer. The on-call
employee will be utilized prior to assigning janitors with regular assignments to cover the duties of an
absent coworker.
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ARTICLE 9 - HEALTH & WELFARE BENEFITS
Section l - Trust: Employer is Signatory to the Service Employees International Union Health and Welfare
Trust.

(a) Signatory: Employer agrees by virtue of this Agreement that he/she is signatory to and bound by
all provisions of the Service Employees International Union Local 49 Health and Welfare Trust
(hereafter referred to as Trust) Agreement and hereby acknowledges prior receipt of a current copy
of said Agreement.

(b) Notice of Terms of Agreement: Employer shall receive a copy of the current Trust Agreement, a
copy of any revisions to said Agreement, and minutes of the meetings of the Joint Trustees of the
Trust (hereafter referred to as the Joint Trustees) specifically relating to the costs and benefits of
the plan and specifically excluding confidential matters relating to employee claims or conditions.
Section 2 - Qualification: An Employee shall newly qualify for benefits at the first (1st) of the month
following the fulfillment of the following qualifications:

(a) Hours Worked in the Month: Employees must have worked, or earned under the following
provisions, at least eighty (80) hours in the previous month with the Employer or eighty (80) hours
for another Employer subject to the terms of the Trust Agreement.

(b) Hours Worked Total: New employees must have worked, or earned under the following
provisions, at least sixty (60) days for the Employer. If the new employee worked for another
Employer subject to the terms of the Trust Agreement for at least sixty (60) days, the sixty (60) day
waiting period is waived.

(c) Additional Non-Work Hours Counted: Paid vacation, paid holiday shall be included to compute
continuing benefit qualification.

(d) Union Leave Qualification: Employees on Union leave will continue to qualify for all medical,
dental, prescription, life, and health and welfare benefits. If the employee drops below their
qualifying hours of work due to Union leave, the Union shall pay a prorated share based on the
eighty (80) hour standard.

(e) Prior Union Employer Qualification: Employees transferring from one Employer to another that
are both subject to the terms of the Trust Agreement will, if previously qualified, continue to receive
medical, prescription, dental, life, and health & welfare benefits for no less than one (1) month
following date of hire with the Employer, and after that shall continue to qualify if they work over
eighty (80) hours per month.
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Section 3 - Questions of Eligibility: All questions concerning eligibility of employees for coverage
including the commencement and termination of coverage shall be determined by the Employer in
accordance with the directions of this Agreement and of the Joint Trustees and their designated
administrators.
Section 4 - Benefit Levels:
(a) Guarantee to Maintain: Effective July 1, 2020, the Employer will pay $1570.84 per eligible
employee, per month, to the trust for employee' health care coverage.
Effective June 1, 2021, the Employer will pay $1633.68 per eligible employee, per month, to the
trust for employee’ health care coverage.
Effective June 1, 2022, the Employer will pay $1699.02 per eligible employee, per month, to the
trust for employee’ health care coverage.
(b) Excess Funds: The Trust Administrator will reserve excess funds for potential future increases
over the amount listed above. If the amount listed above, along with the reserves, are insufficient
to cover the cost of health and welfare benefits, the Union may make changes to the plan design
and/or employee premiums subject to approval by the Trustees.
Section 6 - Dependent Coverage: Employees who choose to pay for such services may obtain health and
welfare coverage for a dependent(s) subject to the enrollment requirements of the plan(s).
Section 7 - FMLA Continuation: Employer shall comply with the provisions of state and federal Family
and Medical Leave Acts ("FMLA") If an employee was qualified for benefits in the month preceding a
FMLA qualifying leave from work, the Employer will continue to pay for and provide equivalent benefits
during that leave as required by State and Federal FMLA laws. If such an employee returns to work within
the time allowed under the FMLA, benefits will immediately continue for a period of no less than one
month after returning to work.
Section 8 - COBRA Continuation: In case of termination or any other loss in benefit, the Employer will
notify the designated administrator of the trust and offer the employee the option to self-pay their
premium(s) under the provisions of COBRA.
Section 9 - Enrollment Information Provided by Employer: Employer will distribute to all employees
any benefit information and enrollment applications as provided by the Trust, or their designated
administrator. The Employer is responsible for requesting adequate stock of such documents. All
employees shall receive applications and informational packets at the date of hire.
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Section 10 - Pre-Tax Payment on Premiums: Employee and dependent premiums will be paid as pre-tax
payroll deductions as allowed under IRS Code 125, or as otherwise provided, and in accordance with the
Trust and its designated administrator. The Employer will inform and provide the employees of all payroll
deduction arrangements necessary.
Section 11 - Plan Options: The Joint Trustees will determine which plan and carrier options will be
available, except in case where the Employer has exercised an alternate plan option under Section 12 of
this Article, where different controls apply.
Section 12 - Alternate Plan Purchasing Option:

(a) Alternate Provider: Employer, upon approval of the Joint Trustees of the Trust, may select an
alternate provider or benefit plan that equals or exceeds the benefits of the Trust plans otherwise in
effect.

(b) Maintain Benefits: Under an approved alternate plan, dependent benefits must be made available
at equal or lesser cost to the employee as the plans offered by the Trust, and such benefits must
equal or exceed the benefits.

(c) Records Availability: If the Employer selects an approved alternate benefit plan, the Union, Joint
Trustees and the designated administrators will be given total access to plan records and accounts
in order to verify the quality of service and the level of benefits provided to the employees.
Section 13 - Employer Benefit Standards: Employer agrees to comply with the Trust Agreement to
provide the established benefits in accordance with the decisions made by the Joint Trustees.

(a) Records Availability: Employer shall make available any such data and records as required by the
Joint Trustees and/or their designated administrator for audit and/or regular reporting.

(b) Rules Compliance: Employer will comply with all rules and procedures as may be established by
the Joint Trustees and/or their designated administrator.

(c) Payments to the Trust: Employer will submit payment in full to the designated trust administrator
by the tenth (10th) of every month. This deadline may change at the discretion of the designated
trust administrator; however, such a change would require sixty (60) days' notice.
Section 14 - Eligibility Statement: Employer shall act in good faith to establish the eligibility of employees
for these benefits. For example, the Employer will not hire part-time employees to avoid hiring employees
who would qualify for benefit coverage.
Section 15 - Trust Agreement Compliance: Failure to comply with any such rules and procedures,
including delinquency in payment, entitles the employee, Union or the designated administrator to collect
a fine or to file a suit or action in court, immediately without proceeding through the grievance process of
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this contract or having any limit to the retroactivity of the award due. The judgment or fine may incorporate
court costs, attorneys and investigation fees, owed contributions, interest, and penalties. These costs may
be collected in the form of liquidated damages.
Section 16 - Opt-out: Employees may choose to opt out of the health and welfare coverage, provided that
they can present evidence of equivalent alternative health insurance coverage. The Employer will not
attempt to convince or coerce employees to opt out of health and welfare coverage.
ARTICLE 10 - 401(k) SAVINGS PLAN
Section 1 - Employer Match: Non-probationary employees shall be eligible to participate in the
Employer's 401(k) Savings Plan with an Employer match of up to 100% of the Employee's first 5% of
contribution. Employees are eligible to contribute more than 5% of their compensation within federal
guidelines, pursuant to plan terms and with no Company match. All terms and conditions are outlined in
the Plan document. Changes to the Plan document that do not conflict with the provisions of this Agreement
are not subject to the grievance/arbitration provisions of this Agreement.
Section 2 - Employer Contribution: The Employer will contribute on behalf of all non-probationary
employees $0.95 an hour into the Employer’s 401(k) Savings Plan for all hours worked. The Employer
contribution is not eligible for the matching contribution outlined in Article 10, Section 1. The Employer
will have a right to re-open bargaining regarding the 401(k) contributions within the first 90 days of this
agreement.
ARTICLE 11 - INDUSTRIAL INSURANCE
The Employer shall furnish State Industrial Accident Insurance, or its equivalent, and the premium shall be
paid for by the Employer. Each Employer shall furnish the Union with a certificate or letter of proof that
this coverage is in effect and agrees to notify the Union immediately in case of cancellations or modification
of said insurance.
ARTICLE 12 - UNION CONDITIONS
Section 1 - Bulletin Boards: The Union may create and maintain bulletin boards. The Union will pay for,
install, and maintain these bulletin boards. The Union will install and maintain these bulletin boards.
(a) Viewability:
1) Size: These bulletin boards may be up to but may not exceed six (6) square feet. The Union
may choose a smaller size.
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2) Placement: The Union may place one union bulletin board in the B-1 janitors' closet, unless
the location should become unsuitable, and then an alternate regularly viewable area shall be
mutually selected by the Union Representative and the Employer. If a customer requests the
relocation of a union bulletin board in writing, the Union will make reasonable
accommodations. The bulletin board must be placed in such a way as to be viewable to
employees without obstruction. Furthermore, the Employer shall take no action that results in
the obscuring, removing, relocating, or the defacto censoring of these bulletin boards.
(b) Responsibility for Content:
1) Authorization Process: All information and materials must be reviewed and initialed by the
staff or a steward of the Union prior to being posted.
2) Posting Removal: Any unauthorized posting must be immediately reported to the Union. Any
authorized posting believed to be in violation of the content restriction (subsection (3) of this
section) may be grieved and removed only if the claim prevails through the grievance process.
3) Content Restrictions: No authorized noticed or articles of information shall contain elements
which defame the Employer or its customer that are patently false, or that inflame the
employees against each other. The Union will otherwise solely determine what information or
materials it will have posted or displayed.
Section 2 - No Picket Line Crossing: Employees shall not be required by the Employer to cross a picket
line or perform work at a struck location when such strike has been sanctioned by the respective County
Labor Council or the Union. Employees shall not be subject to discipline, discharge, or replacement for
refusal to cross any picket line.
Section 3 - Competition: No employee shall do work in competition with the Employer without the written
permission of the Employer and the Union. Such permission shall not unreasonably be withheld.
Section 4 - Accidental Damages: Except as provided in Article 16, Section 4, employees shall not be liable
for accidental loss or damages to the Employers' or customers' property or equipment. However, employees
may be subject to progressive discipline if the Employer can establish under the rules of Just Cause that the
loss or damage was the result of an employees' carelessness.
Section 5 - Equipment & Uniform Provided: No employee shall be required to furnish any equipment or
Uniform required to perform her or his duties.
Section 6 - Hourly Basis: The Employer shall employ members of the Union on an hourly basis.
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ARTICLE 13 - GENERAL WORKING CONDITIONS
Section 1 - Rights of Enforcement:
(a) Access to the Workplace:
1) Standing Procedures: The Employer agrees to provide complete access to the workplace.
Where customer security bars ready access, the Employer agrees to arrange on site access
within two (2) business days of any request of a Union Representative or her/his designee.
Such security delay(s) will equally extend the grievance filing timeline(s).
2) Procedures to Develop: For locations where security restricts access, the Employer and Union
are instructed to create a workable access process to meet the access requirement of this
Agreement.
(b) Access to Records: The Employer and the Union agree to exchange any and all relevant documents
or information to the Union Representative or her/his designee upon request in order to determine
whether any provision of the Agreement has been violated or to investigate grievances.
(c) Stewards: The Employer agrees to recognize Union stewards who are designated by the Union.
The Employer and the Union stewards will cooperate in enforcing this Agreement. There shall be
no retaliation against stewards for Union activities.
Section 2 - Breaks and Lunch: Employees are entitled to one (1) fifteen (15) minute break period with
pay each four (4) hours of work, or major portion thereof. One lunch period of one-half (1/2) hour shall be
allowed. Lunchtime shall be on the employee's time. The Employer may not make any meeting or task a
requirement during a break or lunch.
Section 3 - Workload Increases: There shall be no increase in workload without a commensurate increase
in staffing levels. The Parties agree that efficiencies may be realized through improved technology that
would allow an employee to complete a task in a shorter amount of time, that the time saved in this case
could be used to complete additional tasks equal to the amount of time saved, and that such situation would
not necessarily result in an increase in workload. Minor variations in the square footage an employee is
assigned to clean will not be considered an increase in workload. It is expected by both Parties that
employees are working at a reasonable pace for the entirety of their shift, excluding breaks and lunch. If
the amount of work assigned to an employee is less than what can reasonably be expected to be
accomplished during the time allotted, the Employer may add additional tasks. In addition, the Employer
shall use reasonable efforts to provide for a fair and equitable distribution of work among employees.
Section 4 - Recycling: The Employer may assign employees to process pre-sorted recyclables or otherwise
recoverable materials in a clean and safe process only.
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Section 5 - Discussion of Terms and Condition of Work: Employees shall not be instructed against or
intimidated from discussing among each other and with their Union Stewards and Staff all issues and facts
relating to the terms and condition of work including but not limited to wages, work assignments.
Section 6 - Courtesy: Courtesy in day-to-day communications between employees and supervisors and
managers of the Employer should always be present in Employer - employee relationships. Employees,
supervisors, and managers should treat each other with dignity and respect.
Section 7 - Subcontracting and Contracting: The Employer shall not subcontract, contract out, or enter
into any contract or arrangement with any person or business entity including independent contractors for
current or future positions, which could be traditional bargaining unit work.
Section 8 - No Strike, No Lockout: The Union agrees that during the life of this Agreement and during
any period of arbitration or negotiations, there shall be no strikes, boycotts, or other stoppages of work.
The Employer agrees that during the life of this Agreement and during any period of arbitration or
negotiations, there shall be no lockouts of employees. This Section does not prohibit employees from
refusing to cross a picket line in accordance with Article 13, Section 2.
ARTICLE 14 - EMPLOYER RIGHTS
The Employer shall have the sole and exclusive right to manage, direct and operate its business, except
where expressly limited under the terms of this Agreement or by the provision of applicable Local, State,
or Federal law.

(a) Defined Rights: The Employer shall have the right to:
1) Determine the scope and nature of its business operations;
2) Hire and fire employees under its supervision;
3) Manage and direct its workforce;
4) Increase or reduce its workforce in its discretion as sound business judgment dictates;
5) Assign, promote or demote employees under its supervision;
6) Lay-off employees due to a lack of work; and
7) Enact reasonable work rules and regulations.
8) Determine workforce assignments.
9) Undefined Rights: Notwithstanding the enumerated rights of Subsection A of this Article,
the Employer has certain residual rights that have not been ceded or limited by virtue of
their omission.
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ARTICLE 15 - DISCIPLINE
Section 1 - Just Cause:

(a) Just Cause: Discipline and discharge shall occur according to the following principles of Just
Cause. Where this Article specifies acceptable levels of the penalty, the Employer must still
comply with the other tests of Just Cause.

(b) Seven Tests: Just Cause holds any disciplinary action up to the following seven (7) tests:
1) Notice: Did the Employer give the employee fair notice of the policy or order and of the
possible consequences?
2) Reasonable Rule or Order: Was the Employer's rule or managerial order reasonable related
to (a) the orderly, efficient, and safe operation of the Employer's business, and (b) the
performance that the Employer might reasonably expect of the employee?
3) Investigation: Did the Employer, before administering the discipline to an employee, make an
effort to discover whether the employee did in fact violate or disobey a rule or order?
4) Fair Investigation: Was the Employer's investigation conducted fairly and objectively?
5) Proof: At the investigation, was there substantial evidence or proof that the employee was
guilty as charged?
6) Equal Treatment: Has the Employer applied its rules, orders, and penalties evenhandedly and
without discrimination to all employees?
7) Penalty: Was the degree of discipline administered by the Employer in a particular case
reasonably related to (a) the seriousness of the employee's proven offense and (b) the record of
the employee in his service with the Employer?
Section 2 - Grounds for Termination: Immediate termination may be a reasonable degree of discipline
in case of:

(a) Drugs & Alcohol: Being under the influence of, in the possession of, engaging in the distribution
of, engaging in the sale of, or engaging in the transference of alcohol, marijuana, or illegal drugs
while on duty or while in control of Employer and/or Client-owned vehicles or equipment.

(b) Theft:
1) Customer - Theft of customer property, equipment, records, or information.
2) Co-worker - Theft of co-worker property or equipment.
3) Employer - Theft of Employer property or equipment.

(c) Disclosure: Disclosure of terms or conditions of work to a customer or another employer, with the
exception of Union related actions and activities.
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(d) Possession of a Firearm: Possession of a firearm or explosives while on the customer or Employer
premises or property.

(e) Violence: To threaten or to initiate the use of physical violence.
(f) Key Duplication: Unauthorized duplication of keys that lock or secure Employer or customer
premises, property, or equipment.

(g) Unauthorized Vehicle Use: Use of a customer or Employer vehicle in violation of Employer
policy and instruction.

(h) Falsification: Falsification of Employer and Customer documents.
Section 3 - Immediate Discipline: Immediate discipline may also be reasonably applied in case of:

(a) No Call/No Show: Employees failing to report for work without giving four (4) hours' notice.
(b) Harassment/Discrimination: Discrimination against or the harassment of any applicant,
employee, visitor or customer on the basis of gender, race, national origin, color, religion, age,
disability, sexual orientation/gender identity or marital status. In light of the seriousness of the
offense, immediate termination may also be appropriate under just cause.

(c) Unauthorized Equipment Use: Use of customer or Employer equipment in violation of Employer
policy and instruction.

(d) Sleeping on the job.
(e) Insubordination.
(f) Leaving work early.
(g) Refusal to work.
(h) Proven dishonesty.
In light of the seriousness of the offense, termination may also be appropriate under just cause.
Section 4 - Warning, Suspension & Termination Documentation: Upon written warning, suspension,
or termination the Employer shall immediately provide the employee a dated and signed written statement
citing the grounds for the discipline. The Union shall receive a copy of such notice(s) upon request.
Section 5 - Job Abandonment: An employee failing to report to work for three (3) days in a row shall be
deemed to have resigned if they fail to show mitigating circumstances (e.g., personal or family
emergencies).
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ARTICLE 16 - WAGES
Section 1 - Wages: The following wages shall be in effect for the duration of this Agreement:
Classification

Current Wage

July 1, 2020
($0.60)

June 1, 2021
($0.50)

June 1, 2022
($0.50)

Janitor

$16.86

17.46

17.96

18.46

Utility

$17.84

18.44

18.94

19.44

Lead

$19.58

20.18

20.68

21.18

Section 2 - Job Description of Utility Person: Employee performing the following work shall be classified
as Utility Person and paid accordingly: Moving or rearranging office furniture, the set- up and operation of
audio, visual and electronic equipment; floor care, including use of the auto- scrubber and burnisher; deicing and leaf removal; operation of the cardboard compactor; emptying glass recycling and shred bins;
cleaning stairwells, computer terminals, the fitness center, ventilation ducts, and walls; cleaning highsecurity areas; operating the garage sweeper (Zamboni) and forklift; and special projects.
Section 3 - Automobile Mileage: Employees who use their own automobiles for transportation between
jobs shall receive reimbursement per mile for the use of their automobiles while in the performance of
duties for the Employer, provided it is recorded by the employee on his or her time card. A separate check
or a separate statement showing the amount paid for mileage will be issued at payroll periods by the
Employer. Mileage is that mileage between the first and last job and not mileage from home to the first job
or from the last job home. Adjustments to the rate shall be in accordance with IRS guidelines.
Section 4: The Employer shall furnish all necessary tools and equipment in good condition to perform the
operations of the trade. The employee shall be responsible for all tools and equipment during working
hours. Loss or damage due to negligence could result in the employee being required to pay for damage or
replacement.
Section 5: Paychecks will be issued on a bi-weekly basis every other Friday. The Employer will identify
on the check stub the withholdings, the straight-time hourly rate, and the overtime-hourly rate.
Section 6: All travel time shall be paid for by the Employer when the Employer requires an employee
working under this Agreement is required to stay overnight. Meals and motel accommodations will be paid
for by the Employer consistent with federal travel regulations in effect at the time.

22

Section 7: Based on emergencies that are approved by the Employer management, an employee may
request and may be granted a cash advance on wages for the hours already worked and wages earned in
that pay period.
Section 8: The Employer agrees that direct deposit will be made available to employees covered by this
agreement.
ARTICLE 17 - FEDERAL & STATE LAWS
It is the belief of the parties hereto that all clauses and provisions of this Agreement are lawful. If, however,
any portion of this Agreement is determined by legislation, court decision, or Executive Order to be in
contravention to any state or federal law, the parties agree that the remainder of this contract shall continue
in full force and effect, and to immediately jointly revise any portion, which is determined invalid to
conform with state and federal laws. In such case, both parties agree to construe any provision held to be
contrary to the law as closely to its bargained-for purpose as is permissible by law and to agree on a revised
provision that as closely as legally possible mirrors the purpose of such invalidated provision.
ARTICLE 18 - CHECK-OFF OF DUES & INITIATION FEES
The Employer shall present new employees upon request with a payroll deduction authorization and
membership form(s) which shall be supplied by the Union. Employees electing to contribute additional
contributions to the Committee on Political Education (COPE) may require a separate authorization for this
deduction. The Employer shall submit to the Union's designated official dues withheld in accordance with
the authorization.
The parties agree that the term "authorization" as provided in this Agreement includes authorizations
created and maintained by use of electronic records and electronic signatures consistent with state and
federal law. The Union, therefore, may use electronic records to verify Union membership, authorization
for deduction of dues and fees from wages or payments for remittance to the Union, and authorization for
deductions from wages for remittance to COPE funds, subject to the requirements of state and federal law.
The Employer will accept confirmations from the Union that the Union possesses electronic records of such
membership and give full force and effect to such authorizations as "written authorization" for the purposes
of this Agreement.
The Employer's remittance of monthly dues shall be accompanied by a list showing each employee's name,
address, telephone number, personal and work email address (if available), base hourly pay rate, language
preference (if available), unique identification number, date of hire, union dues, and COPE amounts
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deducted for the previous month. The list shall be provided on an agreed-upon date and in an agreed-upon
format that shall be transmitted electronically.
ARTICLE 19 - SENIORITY
Section 1 - General Applications of Seniority: Provided that the employee is qualified to perform the
work, and in accordance with the following Sections of this Article, the most senior employee shall have
the right of first refusal, priority, or otherwise prevail in the event of regular openings, layoffs, reductions
in staff, reductions in hours, assignment of overtime, shift scheduling, vacation scheduling, and the
scheduling of work on holidays.

(a) Equal Basis: Part-time, Full-time, Probationary, Regular, On-Call or Temporary employees shall
be entitled to earn seniority rights on an equal basis. An employee's seniority date is the date of
hire with the Employer or the date of employment at a Union job location, or route, whichever is
longer.

(b) Location:
1. Multiple Common Sites: If a common property management has worksites with multiple
buildings, then it shall be treated as a single job location.
2. Route Work: Route work shall be treated as a singular location regardless of the number of
locations worked.

(c) Union Leave: Employees on Union leave shall continue to accrue seniority.
Section 2 - Openings, Transfers, & Promotional Opportunities:

(a) Employer Must Give Notice of Openings: The Employer will post a readily viewable and current
listing of all unfilled and temporarily filled positions at every office location. The list will include
the location, wage, hours of work, duration of the position, and the start date.

(b) Employees Must Make Such Request in Writing: The employee will provide written notice to
the Employer for a request to transfer or for a promotional opportunity. The Employer will
acknowledge receipt of such request in writing. Such a request will remain active for no less than
one year.

(c) On-Call or Temporary Placement: In case that an opening must be filled immediately, an oncall, new, or otherwise less senior employee may perform the work until the position can be posted
and filled according to the terms of this Agreement. If the Employer immediately fills such a
position in this way, they will have no longer than twenty (20) business days to adequately post the
opening and then ten (10) additional business days to fill the position properly according to the
terms of this Agreement.
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Section 3 - Overtime: Overtime connected with the regular shift and duties of an employee and which is
normally performed by on-site employees shall first be offered to the employee who regularly performs
that work and secondly shall be offered to the other employees working at the site with the most senior
employees holding the right of first refusal. Overtime work may be mandatory if deemed necessary by
Employer or Employer's client. Employer will attempt to give advance notice of overtime. However,
dependent on shift staffing levels and Employer or Employer client needs, this may not always be possible.
Overtime work may be mandatory if deemed necessary by the Employer or the Employer's client under the
terms of Article 8 of this Agreement.
Section 4 - Supervisory or Lead Promotions:

(a) Employees Failing to Perform Promotional Duties: Any employee accepting promotion shall be
given no less than two (2) weeks opportunity to perform the duties of the supervisory or lead
position. An employee who fails to perform the promotional duties or who otherwise elects to
decline the promotion will be given the opportunity to return to their previous work according to
the Bumping Process of Section 5 of this Article.

(b) Employees Declining Promotional Opportunities: The Employer may not intimidate or
discriminate in any way against an employee for refusing to seek or accept a promotion.
Section 5 - Layoff and Reductions in Work:

(a) Policy: Employees on layoff or otherwise reduced in work due to economic considerations may
immediately bump the hours or full position of less senior employees under the following terms:
1) Bumping Process: The Employee will be given the immediate opportunity to return to their
previous/current work classification, wage rate, and shift where the employee worked. Such
bumping will displace the least senior employee within such classification. If there are no lesssenior employees on the laid-off employee’s shift, the employee may bump the least senior
employee in their classification on a different shift.
2) Exemption: Such bumping will not displace an employee specifically requested in a building
by a customer. Such requests must be made in advance in writing.
3) Hours of Work: Bumped hours acquired may fully replace but need not exceed the hours
previously worked by such employee.

(b) Policy Notice: An employee on layoff shall be given written notice, which shall provide them with
instructions on the Employer's return to work policy and the relevant terms of this Agreement.

(c) No Discrimination for Employee Preference: The Employer may not discriminate in any way
against an employee on layoff for refusing to accept an opening.
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(d) Continuation of Seniority: Any employee on layoff shall continue to accrue her/his seniority and
all concomitant benefits for a period of ninety (90) days, unless the employee was discharged for
just cause.
ARTICLE 20 - FUNERAL LEAVE
Non-probationary employees shall be entitled to funeral leave of up to three (3) scheduled working days to
make arrangements for the services in the event there is a death in the immediate family, defined as mother,
father, spouse, and children.
ARTICLE 21 - DURATION OF AGREEMENT
Section 1: This Agreement shall be in full force and effect for the period of July 1, 2020 to March 31, 2023,
and thereafter from year to year. This Agreement may be fully opened no more than ninety (90) days and
no fewer than thirty (30) days prior to March 31, 2023.
Section 2: In the event that neither party hereto notifies the other party in the above manner they desire to
open this Agreement for modification, all terms herein shall remain in full force and effect from year to
year thereafter.
Section 3: This Agreement can only be modified or be re-negotiated prior to the expiration date set forth
in Section 1 of the Article by the express, written, and signed agreement of both parties, except in cases
foreseen under Article 17 - Federal and State Laws.
FOR THE EMPLOYER:
Keith Mowen
President, CMTI

FOR THE UNION:
Meg Niemi, President, SEIU Local 49
Carlos Gonzalez, Bargaining Team Member
Manuel Lacan, Shop Steward
Anna Roberts, Organizer, SEIU Local 49
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APPENDIX TO CURRENT COLLECTIVE BARGAINING AGREEMENT
BETWEEN CMTI AND SEIU LOCAL 49:
Service Employees International Union Local 49 (“Union”) and Creative Management Technologies, Inc.
(“Employer”) are signatory to a Collective Bargaining Agreement (CBA) for employees of the Employer
working at the Bonneville Power Administration (BPA) headquarters in Portland, Oregon. Effective
December 1st, 2020, the Employer will also employ members of the Union working at the BPA’s Ross
Complex in Vancouver, Washington. The Union and Employer (collectively, “the Parties”) recognize the
benefit of adopting one CBA that will apply at both worksites.
It is therefore agreed that the CBA currently in effect between the Parties for the employees at BPA
headquarters in Portland, Oregon (“Headquarters CBA”) will also cover bargaining unit members (as
defined in the CBA) of the Employer working at the BPA Ross Complex, except as modified below. In the
case of any conflict between the Headquarters CBA and this Appendix, the latter shall prevail.

ARTICLE 5 – HOLIDAYS
Section 1. Observed Holidays
The following days shall be observed as holidays with pay: New Year's Day, Martin Luther King Jr Day,
President’s Day, Memorial Day, Independence Day, Labor Day, Columbus Day, Veterans’ Day,
Thanksgiving Day, Christmas Eve Day (1/2 day only), Christmas Day and New Year's Eve Day (1/2 day
only). Employees whose buildings are closed on a holiday that is not listed above, and who are not directed
to report to work as scheduled, will have the following options:
A. Take an unpaid day off work,
B. Use accumulated vacation or sick leave to cover the day off, or
Request to work a shift at a different location. In this case, employees will be assigned to different locations
in order of seniority, provided that work is available.
If the Government has closed the facilities which prohibits an employee from working a day adjacent to a
holiday, the employee will be paid for the Holiday.
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ARTICLE 6 – PAID TIME OFF
Article 6 of the Headquarters CBA will be fully replaced by the following:
VACATION:
Section 1. Earned Vacation
A.

Basis for Accrual

Vacation shall be earned based on compensated hours and prorated on an hourly basis.
B.

Rate of Accrual

Vacation shall accrue from the date of hire. Full-time employees shall accrue vacation at the
following rate:

Years of service
Less than 1
After One (1) years of continuous service
After Five (5) years of continuous service
After Six (6) years of continuous service
After Seven (7) years of continuous service
After Eight (8) years of continuous service
After Nine (9) years of continuous service
After Seventeen (17) years of continuous
service

Days of Vacation Accrued per Year
1 hour for every 30 hours worked, with a
maximum accrual of 40 hours
Ten (10) days
Eleven (11) days
Twelve (12) days
Thirteen (13) days
Fourteen (14) days
Fifteen (15) days
Twenty (20) days

Employees are only eligible to use accrued time earned. For the purpose of this Article, a year of
service is based on an employee’s union seniority date.
C.

Eligibility

Employees will be eligible to use accumulated vacation upon completion of ninety (90) days of
employment (based on their anniversary date). The Employer will allow employees with less than
one (1) year to take approved unpaid days off if requested in accordance with employer policy.
D.

Informing Employees

Employers will inform employees in writing, at a minimum, every three (3) months of the number
of vacation hours that have been accrued. Employers who provide this information on employee
paystubs will be considered to be in compliance with this requirement.
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Section 2. Payment for Earned Vacation
A.

Cash Out and Rate of Pay

Employees may elect to be compensated in cash for their unused vacation. Employers will only
cash out employees’ vacation when the employee has made an affirmative election for such
payment. Vacation time, when used throughout the year, will be paid to the employee on his/her
next paycheck following usage, and will be paid at the rate of pay in effect that the time of payment.
Cash out of vacation pay is to be paid the second payday after the pay period of the employee's
anniversary date of hire at the rate of pay in effect at the time of payment.
B.

Payment on Termination

Employees who have completed the probationary period and are terminated any time after six (6)
months of employment and have given the Employer at least one (1) week’s notice shall receive
prorated vacation pay, effective from the date of hiring, except employees who forfeit vacation pay
due to reasons stated in subsection C of this Article.
C.

Forfeiture

An employee terminating or resigning will forfeit their vacation pay for:

D.

1)

Failure to turn in their ID card, security badge, keys, or
uniform; or

2)

Failure to provide one (1) weeks’ notice except for reasons beyond the
employee’s knowledge and control; or

3)

Termination for Just Cause, for acts of misconduct where progressive
discipline is not required.

4)

In the event an employee forfeits vacation under this provision and is rehired by the Employer within six (6) months, the employee will have
access to up to forty (40) hours of forfeited vacation, less any hours used
for a qualifying absence in the twelve (12) months prior to termination.

Withholding
No more than the regular withholdings shall be deducted from vacation pay.

Section 3. Vacation Scheduling
A.

Vacation will be granted on a first-come, first-serve basis. However, should two or more
employees request the same days of vacation on the same day, seniority will prevail in
deciding who is granted leave.
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B.

The employer will respond to vacation requests within two (2) weeks of receipt of the
request which will be submitted in accordance with company policy.

C.

If an employee’s original request for vacation is denied, upon request, the Employer will
provide the employee with a list of alternate dates available for the employee to take
vacation.

D.

Employee’s pre-scheduled vacation will not be canceled once it has been approved due to
unforeseen absences.

Section 4. Employer Policies
Any employer policy regarding vacation that restricts employees in any way other than those outlined in
this Agreement is a mandatory subject of bargaining. Employees may utilize accrued vacation to cover
authorized absences of any length. Employees may use vacation in increments of one (1) hour.
There will be no restriction on maximum amount of vacation an employee may take, however, employee
requests may be denied based on business needs during the time requested.
SICK LEAVE:
In recognition of the Employer’s obligations under Washington sick leave law and Executive Order 13706
Establishing Paid Sick Leave for Federal Contractors, the following terms and conditions will apply:
Section 1. Sick Leave
A. Accrual
Employees will accrue sick leave at the rate of one (1) hour for every forty (30) hours worked.
B. Eligibility for Use:
Employees will be eligible to use sick leave after completion of ninety (90) calendar days of
employment.
C. Qualifying Absences for Use:
Employees may use sick leave, in increments of fifteen (15) minutes, to cover their own injury or
illness and for all other purposes allowable by law.
D. Carryover:
The accrual year for sick time is July 1 – June 30. Employees may carry over up to fifty-six (56)
hours of unused accrued sick time from year to year.
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Section 2. Payment on Termination
Employees will not be paid for unused sick leave if they terminate employment. However, an employee
rehired within twelve (12) months from termination of employment shall have accrued unused sick
time at the time of termination restored.
Section 3. Compliance
The Parties recognize that Washington’s Sick Leave law and Executive Order 13706 require employers
to provide employees with a minimum amount of paid and protected time off work for “qualifying
absences.” It is the Parties’ intent that this Article meets or exceeds the minimum requirements of
Washington’s Sick Leave law.

ARTICLE 7 – LEAVES OF ABSENCE
Section 1. Unpaid Leaves of Absence, in addition to current language, will include the following
provision:
Illness, Pregnancy, and Family Medical Leave Not Covered by Law
The Employer will grant an unpaid leave of absence for the employee to recover from accident, illness or
pregnancy for a period not to exceed six (6) months. When/if the employee is eligible for FMLA leave, this
leave time will be deducted from the six (6) months. Upon the employee’s return, the employee shall be
reinstated to the former classification, shift, and location even if it has been filled during the employee’s
leave unless the employee would have been displaced had the leave not been taken. An employee unable
to return to work after six (6) months will forfeit their position. In this case, the employee will be considered
to be in layoff status and eligible for recall to the next available open position for the six (6) months
following such forfeiture.
Section 4. INS Leave will be fully replaced by the following:
The Employer shall reinstate any employee who is absent from work due to court or agency proceedings
relating to immigration matters, and who returns to work with a valid work authorization, within ninety
calendar days of commencement of the absence. The Employer may grant at its discretion an additional
ninety (90) calendar day extension to the absence, if the request is made in writing and the employee
provides proof that documents are in process within the ninety (90) day period. The Employer may grant
an additional extension to the absence at its discretion if the employee request is made in writing with proof
that additional time is required. The Employer may require documentation of appearance at such
proceedings and/or updated documentation of valid authorization to work in the United States. The
employee shall not be entitled to benefit accrual during the above leave period.
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ARTICLE 9 – HEALTH AND WELFARE BENEFITS
Section 4. Benefit Levels, subsection (a) – Guarantee to Maintain will be fully replaced by the
following:
The Employer agrees to pay the following contributions to the SEIU Local 49 Trust on behalf of each
eligible employee and their dependent children under the Kaiser Permanente Plan B or Plan C/SEIU Local
49 Trust or successor plans, and the Kaiser dental insurance plan and VSP vision plan or successor plans
as determined by the Trustees. Premiums to cover employee-only coverage, and Employee and children,
will be paid from Employer contributions, as outlined below, and surplus SEIU Local 49 Trust Fund
reserves as determined by the Trustees.
Employees opting for Kaiser Permanente Plan C/SEIU Local 49 Trust to cover healthcare benefits for
themselves and their dependent children, will pay $40 per month throughout the term of the Collective
Bargaining Agreement.

12/1/20

1/1/21

Employee only

$751.94

$751.94

Employee and children

$849.26

$883.23

Changes to the contribution rates after 1/1/21 will be in accordance with the rates set forth in the SEIU
Local 49 Master Collective Bargaining Agreement.

ARTICLE 10 – 401(K) SAVINGS PLAN
Section 2. Employer Contribution: the amounts contributed per hour will be as follows:
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12/1/20 – 6/30/21:

$0.70

7/1/21 – 6/30/22:

$0.75

7/1/22 forward:

$0.81

ARTICLE 16 – WAGES
Sections 1 and 2 will be fully replaced by the following:
Section 1. Wages
A. Janitorial Wage Scale

Classification

12/1/2020

7/1/2021

7/1/2022

Janitor

15.50

16.00

16.50

Carpet/Floor Person

17.00

17.50

18.00

Lead

16.75

17.00

17.50

B. Differentials
1. Leadperson Premium: An employee performing the duties of a Carpet/Floor Person and
Leadperson shall receive an additional $0.50 per hour above the Carpet/Floor Person rate.
C. Working Out of Classification
Employees shall not refuse to perform work temporarily out of classification provided that the
employee is qualified to do the work.
1.

Above Classification: Employees must work at least one (1) hour in the higher
classification to receive the higher pay scale.
Example: From Janitor to Carpet/Floor Care: The employee will receive the carpet or floor
care wage rate.

2. Below Classification
Example: From Carpet/Floor care work to Janitor: The employee will receive the Carpet/Floor
care rate.
Section 2. Definitions
A. Janitor:
Janitor responsibilities include, but are not limited to, the following: trashing, dusting, restroom
cleaning, office and corridor cleaning, entrance cleaning, wall cleaning, vacuuming, stocking basic
supplies, polishing metal fixtures and trimmings and dry and wet mopping, cleaning entryway glass,
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door glass, routine buffing, auto scrubbing, partition glass and re-lite glass cleaning. The Janitor may
use their personal or Employer’s vehicles to perform their duties at multiple worksites.
B. Carpet and Floor Care
Carpet and floor care responsibilities include, but are not limited to, the following: regular carpet
shampooing and extraction and floor stripping and finishing.
C. Leadperson
Working Lead person responsibilities include, but are not limited to, the following: overseeing
employees performing routine work, periodic work, training probationary employees, and maintaining
communication with building management in addition to janitorial, carpet and floor care duties.

ARTICLE 19 – SENIORITY
Section 1, subsection (b) 1. Multiple Common Sites will be fully replaced by the following:
Section 1. General Applications of Seniority:

(d) Location:
3. Multiple Common Sites: For the purpose of job openings, seniority preference will be applied
first to all employees assigned to a given worksite (Bonneville Power Administration
Headquarters or Bonneville Power Administration Ross Complex), and then to employees at
the other worksite. For all other purposes, seniority will apply only among employees at the
worksite. The on-call position will be considered to belong to both worksites for seniority
purposes.
Section 5. Layoff and Reductions in Work
Any employee on layoff shall continue to accrue her/his seniority and all concomitant benefits for a period
of six (6) months, unless the employee was discharged for just cause.

ARTICLE 20 – FUNERAL LEAVE
Article 20 will be fully replaced by the following:
The Employer will grant a leave from work up to ten (10) days, only three (3) of which shall be paid, for
the observance of a death of an immediate family member. Bereavement pay will be based on the regular
hours worked by the employee and must be taken with sixty (60) days of the employee becoming aware of
the death. An additional six (6) days of travel time will be allowed upon presentation of proper
documentation. Such leave or travel time may be extended upon employer approval. Members in the
immediate family are defined as the employee’s siblings, children, grandchildren, parents, parents-in-law,
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grandparents, spouse or domestic partner, and these relationships are considered equal whether by law or
by biological tie. The employee must furnish proof of relationship and proof of death upon request.

LETTER OF AGREEMENT
NON-DISCRIMINATION/NON-HARASSMENT
Section 1. Neither the Employer nor the Union shall discriminate against any employee in the Bargaining
Unit on account of race, color, religion, national origin, political belief, sex, age, Union activity, marital
status, citizenship, mental or physical disability, sexual orientation or any other status protected under
applicable local, state or federal civil rights laws and regulations.
It is the intent of the Employer and Union that all employees work in an environment where the dignity of
each individual is respected. Harassment because of an individual’s race, color, religion, national origin,
political belief, sex, age, Union activity, marital status, citizenship, mental or physical disability, sexual
orientation or any other status protected under applicable local, state, or federal civil rights laws and
regulations is unacceptable.
Section 2. Special Provisions Regarding Sexual Harassment or Misconduct
Sexual harassment is any behavior that includes unwelcome sexual advances and other verbal or physical
conduct of a sexual nature when:
(a) Submission to, or rejection of, such conduct is used as the basis for promotions or other employment
decisions;
(b) The conduct unreasonably interferes with an individual’s job performance or creates an
intimidating, hostile or offensive work environment.
No manager or supervisor shall threaten or imply that an employee’s refusal to submit to sexual advances
will adversely affect that person’s employment, compensation, advancement, assigned duties, or any other
term or condition of employment or career development. Sexual joking, lewd pictures, and any conduct that
treats employees of one gender as sex objects are prohibited.
Employees who have complaints of sexual harassment should (and are encouraged to) immediately report
such complaints to their first-level supervisor or to the Human Resource contact. If the person that is the
cause of the offending conduct is their first-level supervisor the employee may report the matter directly to
their second-level supervisor or to Human Resources. Employees who have complaints of sexual assault,
which may be considered a criminal offense, may immediately report such complaints to the police, and
inform the Employer if it is in any way work related.
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In receiving a complaint of sexual harassment, Employer personnel will abide by proper standards of
professionalism and respectful conduct towards employees while taking reports and performing
investigations into complaints of sexual harassment. The Union and the Employer agree that the Employer
should maintain confidentiality of reports and investigations of sexual harassment to the greatest extent
possible.
In the event that an employee makes a report involving persons not employed by the Employer, e.g. a
building tenant, building employee, or visitor, the Employer will forward copies of such report to the
property owner or manager, in addition to notifying the Union, and request that they take immediate and
appropriate steps to assure that any harassment stops.
When an Employer conducts an investigation into a complaint(s) of sexual harassment from one (1) or more
employees covered under this Agreement, the Employer will make all possible efforts to conduct a prompt,
thorough, and impartial investigation, and the Employer and the Union shall cooperate with one another in
such investigations.

LETTER OF AGREEMENT
WORKSITE TAKEOVER
The Employer agrees to hire all current employees at Bonneville Power Administration’s Ross Complex
with no reduction in wage rates, benefits or seniority (including eligibility for State and Federal Family
Leave laws) under the current Agreement if the employees pass all the regular Employer screening criteria
and hiring processes. These may include: passing required drug testing, security checks and criminal history
screening.
The successor Employer will recognize the employees’ original seniority date with the outgoing Employer
for the purposes of calculating benefits based on seniority. Employees will be permitted to use vacation as
they accrue it with the successor Employer, without an additional waiting period. The Union will provide
the successor Employer with a list of all vacations approved by the outgoing Employer as soon as such list
is provided to the Union by the outgoing Employer, and the employee may inform the successor Employer
of the scheduled vacation. If the successor Employer receives the notice of scheduled vacation from the
employee or the Union before the successor Employer begins work on the new account, the successor
Employer will provide unpaid time off for those dates, and will allow the employee to use any accrued
vacation time with the successor Employer. If the successor Employer does not receive notice until after
work has started on the account, the Employer may grant the employee time off.
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LETTER OF AGREEMENT
COVID-19
The Parties recognize that workers covered by this agreement are on the front lines of helping the public
contain the spread of coronavirus, and the parties wish to ensure proper training and tools are provided so
employee can do their job effectively.
Accordingly, the parties agree the following will apply:
1. Health & Safety:
a.

PPE: Employers will provide employees with appropriate gloves, masks, and other
protective equipment in keeping with regulatory requirements. Employer will provide
workers with disinfectant for use when performing duties requiring contact with
touchpoints.

b.

Clocking in and out: The Employer will ensure that employees are able to clock in and out
while complying with recommended social distancing and other safety protocols. Where
multiple employees are clocking in and out at the same time and location, the Employer
will review current practices and assess whether it necessary to alter current practices to
comply with the recommended social distancing. Where necessary, the Employer will take
steps to comply, including but not limited to: temporary modification of methods for
clocking in and out to avoid shared touchpoints, staggering start times, and/or providing
employees with disinfectant wipes, gloves, and/or masks prior to touching timeclocks or
standing in close proximity to one another. While social distancing recommendations are
in place, employees who are onsite, at the designated time, but unable to punch in and out
at the designated time(s) without violating social distancing safety protocols will not be
disciplined for these discrepancies. Employees will notify their Supervisor if they are
unable to punch in and out at the designated time due to social distancing safety protocols.

c.

Training: Employers will comply with applicable law regarding the training of supervisors
on recommended best practices, and provide employees with as much up-to-date
information as available regarding health, safety, and COVID-19 exposure issues at a site.

d.

Break rooms: Employer and Union members will use reasonable efforts to ensure
breakroom and clock in/out areas are disinfected in compliance with CDC guidelines and
will work with clients to identify alternate areas for breaks and lunch, including the floors
they clean, and/or stagger breaks, in order to practice social distancing at all times while at
work.
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e.

Informed Consent: If the Employer has been informed that either i) an employee of the
Employer tested positive for COVID-19, or ii) an individual who visited an area to be
cleaned tested positive for COVID-19 within the past fourteen (14) days, the Employer
will, as soon as possible, inform the employees assigned to the building the information
reported to the Employer. There will be no retaliation against employees refusing to enter
any areas frequented by the individual reported to have tested positive. The Employer will
make every reasonable effort to reassign employees in such cases.

f.

Notification to Union: The Employer will notify the Union in writing within one business
day of an employee’s exposure to COVID-19 at work or a confirmed report of a nonemployee who has tested positive for COVID-19 at the worksite and provide a summary
of the steps taken to ensure employee safety. Said report will not identify individuals by
name or provide other uniquely identifying information and only provide sufficient detail
to describe accurately the number of confirmed cases and, in the case of non-employees,
the building floor(s) or suite(s) affected.

2. Accrued Paid Time Off: To the extent permitted by relevant statute or ordinance, employees shall be
allowed to use their accrued time off at their individual discretion and in such a manner that it does not
interfere with or take the place of Unemployment Insurance, State Disability Insurance, Workers
Compensation, Paid Family Sick Leave or FFCRA paid leaves.
3. Layoff and Recall: Article 12, Section 5 of the Master Contract notwithstanding:
a.

The Employer and Union may negotiate Oregon WorkShare or Washington SharedWork
agreements, provided that such agreements are not objected to by the Employer’s client
and the affected worksites.

b.

Employees laid off after March 1st, 2020 will maintain recall rights until June 30th, 2021.

c.

For employees laid off or absent from work for reasons related to COVID 19 after March
1st, 2020 and returning no later than June 30th, 2021, the Employer will make reasonable
efforts to provide the employee with the opportunity to return to their same worksite. If
the employee cannot be returned to their same worksite, the Employer will make a
reasonable effort to return them to their same geographic area. In cases where an Employee
cannot be returned to their previous worksite and shift the Employer will waive the
requirement under Article 12, Section 2.D., should the Employee wish to be put on to the
transfer/recall list.
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4. Duration: Upon written request by either party, the parties agree to meet and reopen this Letter of
Agreement when the CDC determines special guidance related to COVID-19 is no longer necessary. All
terms and conditions of this Letter of Agreement will remain in full force and effect until a successor LoA
is agreed upon, unless the parties mutually agree to terminate the LoA.
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