COLLECTIVE BARGAINING
AGREEMENT
Between

(First Coast Security)

&
PROTECTIVE SERVICE OFFICERS UNITED
(PSOs United)
LOCATED AT

At US Nuclear Regulatory Commission
Rockville, Maryland

Effective: April 1, 2023, through March 31, 2026



TABLE OF CONTENTS

PREAMBLE ...ttt e e e e sttt e e e et b e e e e e rb b e e e e e bbe e e e e annre e e e e nnes 6
=] T 0T 1] RS 6
ARTICLE 1 - RECOGNITION ...ciiiiii ittt nae s sne e eeensna e 8
Section 1.1 - Bargaining UNT..........cccooiiiiiiiieic ettt st te e sre e e b re e 8
Section 1.2 - Bargaining UNIE WOTK..........ccoiiiiiiiii ittt 8
SeCtion 1.3 - Part-time SUPEIVISOIS ........cviiiiiieie et etieste st teete s e ste et s et e teataestesbesteesaestesaeaneentenre e 8
SECTION 1.4 — SUPEIVISONY STATUS .....cveiviiiteietisi sttt ettt sttt et b e 8
ARTICLE 2 - MANAGEMENT RIGHTS ... 9
Section 2.1 - RetaiNed RIGNTS ..ot 9
SECLION 2.2 = JUSE CAUSE ... e veteetiete st et et steeeestesteeteestestesteeseebesteeseessesteeseeseesbeaseeseebesaeeneensesseaneeneeneeanen 10
ARTICLE 3 - UNION SECURITY & MEMBERSHIP .......cooiii e 10
Section 3.1 - Dues Requirement and Dues Check-0ff..........ccccovriiii i 10
Section 3.2 - Revocation of DUes CheCk-0fT...........ccoiiiii e e 10
Section 3.3 - Effective Date 0f CheCk-0ff ..o 11
Section 3.4 - Payroll Deduction OF DUES..........cceiiiiiicie ettt ns 11
Section 3.5 - Revocation UPON SEPATatioN ..........ccccceerueieieeieiese s e e se st siesre e re e resre e seesreans 11
Section 3.6 - FINAl PAYCRECK ........ocuiiiiiiiiiiee et 11
ARTICLE 4 - SENIORITY oottt e e e 12
Section 4.2 — Probationary PEriOd ........ccvoeiieiiee e 12
Section 4.3 — SENIOFILY LIST.....eciiiieiiiii ettt sna e e nnes 12
Section 4.5 - Termination 0f SENIOTILY .......cccueiiiieiie e 12
ARTICLE 5 - TRANSFERS, LAYOFF, & RECALL .....cooviieiee e 13
Section 5.1 - Order OF LAYOTT ..o 13
Section 5.2 - Reduction 10 Part-time ..........ccvoioiiir it ens 14
Section 5.3 - Fringe Benefits during LayOff..........cooioiiiiii e s 14
Section 5.4 - Transfer in Lieu of LayYOf ..o s s 14
Section 5.5 - Order 0f RECAIL..........c.ooi e 14
ARTICLE 6 - GRIEVANCE PROCEDURE ...ttt 15
SECHION 6.1 - THMEIINESS ...eeveeiietiriete ettt sttt s et e st st et e e eneebenbe b neas 15
SECHION 6.2 = PIOCEUUIE. ... .cveititiiteite ettt bbbt b ettt e bbb et e st bbb 15
Section 6.3 - ApPeal 10 ArDITFATION .......c.oiiiiiiici s 16
Section 6.4 - Arbitrator Selection & Hearing Timeline ... 16
Section 6.5 - ArDItrationN EXPENSES .....c.viiiiriiiteieiei ettt n s 17

Section 6.6 - ArbDItrator AUTNOTITY .........ccuiiiiiee et 17



Section 6.7 - Suspension and Termination GrIEVANCES ..........cceviveiieereerieeseesieeseesee e sreeseeseeseesseesseeas 17

Section 6.8 - Class ACHION GIIBVANCES ..........eieieieieieriesieieeees e ste st eese st te e e e e stessesbeseeseeseseeseeneeeas 17
Section 6.9 - INformation EXCRaNQE.......cc.oov et ne 18
SECtioN 6.10 - SEWAIT PAY........cviiiiiiiiieie ettt st s te s be s aeene et e be e srenreenes 18
ARTICLE 7- DISCIPLINE ... oottt ettt sne e ae e stee e 18
Section 7.1 - DiSCIPHNE N GENETAL.......c.ooiiiiiieie s 18
Section 7.2 - SErious MISCONUUCT.........c.oouiiiiiee ettt sre e et steaneeseenreenen 19
Section 7.3 - Non-DisCiplinary DISCRAIGE........cc.eouiiiiririeieiiises e 19
Section 7.4 - Union Representation during DiSCIPIING ..........cooviiiiiiiiiiieee e 20
Section 7.5 — ACCESS TO FACIHILY ......coeiiiiiicei e 20
Section 7.6 - DISCIPINAIY HISTOIY ..ottt e eeeenes 20
SECLION 7.7- SEIVING SUSPENSION ....veiiviiiteeiieeiteesteesteesteesteesteesteesteesteesteesteesreesseesseesseesseesseessessseesnsesneessenns 21
ARTICLE 8 — POST COVERAGE & JOB OPPORTUNITIES.........cooi i, 21
Section 8.1 - FIlliNG VACANCIES .......ceciiiiiiie ettt e s be et e e srenre s 21
SeCtioN 8.2 — SIE B .....ccoviiiiiiiice ettt e ar e e eaee e 22
Section 8.3 — Temporary ASSIGNEA SEIVICE ......cccveiieiiieeiie ettt re e 22
Section 8.4 - Part-time LIMITation ..........cccooiiiiie i 22
ARTICLE 9 - HOURS OF WORK & OVERTIME ......ccoiiiiiieiiie st 22
Section 9.1 - Schedule iN GENETal..........c.ooviiiiii e 22
SeCtion 9.2 — OVEIIME RALE .......ciieiiicii ettt te e reere e 23
Section 9.3 — Overtime AUthOMIZAtION ..........ccvo i 23
Section 9.4 - Premium PayMENT .........ooiiiiiiieiieie ettt sae e re e e 23
SECHON 9.5 = HOIAOVEN ...t te e ne e ans 23
Section 9.7 - MINIMUM NOUICE .....ocviiieiieie e ee et e e ae e sraesteeneesreeneeans 24
SECtION 9.8- Call-IN PAY ... 24
Section 9.9 - BUIAING CIOSUIES ........oouiiiiiiieieeie e 24
SECHION 9.10 — PAY EFTON ...ttt bbbt e ettt ne et nnenn s 24
ARTICLE 10 - WAGES ... ..ottt ettt et e e e be e s be e steeenre e 25
SECHION 10.1 — BASE RALE ....ueiiiiiiieiie sttt bttt sa et be e 25
Section 10.2 — Night Differential............ccooiieiiiiic e 25
SECHON 10.3 — Q7 PAY cteitiiiiiiiie ittt ettt bt et e st et e e e re e sbe e teene e re e e e 25
SECLION 10.4 — CAS PaAY ...ttt sttt e e e et e et e e e re e nae e nrs 25
SEBCHION 0.5 Lottt e et e et e e re e te e e nae e reeneearaereans 25
ARTICLE 11 - HOLIDAYS. ..ottt sttt et a b nbe e teeenre e 26
Section 11.1 - HOlidays DEFINEA ........ocveiiiiiiece et ene 26
ST o I 5 ST 26
Section 11.3 - Holiday WOTKEA .........cooiiieiecie e 26

Section 11.4 - Holiday NOt WOTIKEd .........cooiieiiee s 26



ARTICLE 12 - VACATIONS ... 26

Section 12.1 - Vacation ACCrUal RAES ..........ccoiiiiiiiie et 27
Section 12.2 — Vacation HOUIS USAQE ......vveveeiieiiie ettt ettt be et e e sne e 27
Section 12.3 — Vacation PayMeNT..........cocuiiiiiiieiiie st 27
Section 12.4 — Holiday pay during VacCatioN.............ccccveieiieieerie e s et 27
Section 12.5 - Vacation SChedUlING..........ccviviiiee e 28
Section 12.6 — Vacation Pay and Time Off ........ccov oo 28
Section 12.7- ANNUAl CaSN-0UL...........c.oiiiiiiie it 28
Section 12.8 - Effect 0f Leave 0f ADSENCE ........cccov i 28
ARTICLE 13 - HEALTH AND WELFARE ALLOWANCE ........ccooiiieiieenie e 29
T To o I e T R o P AT N 1 01 o o P 29
Section 13.2 - Health & Welfare Benefit Program............cccooviiiieieeiiiisesee e 29
SeCtion 13.3 - IMISCEIIANEOUS........ccuiiiieeieseeee et sttt ste et see e neeneeenes 30
ARTICLE 14 - RETIREMENT (401(K) SAVINGS PLAN).....coiitiiiiiiieeiesee e 31
ARTICLE 15 - UNIFORMS ...ttt sttt et be e te e nre e 31
ARTICLE 16 - SICK LEAVE & PERSONAL TIME OFF .......ccoiiiiieiie e 31
Section 16.2 Sick & Safe Leave Accrual, Carry Over, and Cash OUt............cccccveiveeiieiiec e, 32
SECLION 16.3 — SICK PAY ..c.eiiiiie ittt 32
Section 16.4 — Sick Leave ACCUMUIALION ..........cccoiiiiiice e 32
Section 16.5 — Sick Leave /Personal Leave in General ...........cccccoveiieiiiieieeie e 32
SECLION 16.6 — DOCLOI™S NOE....cuvieitiiirie i et eeie et e ere e sre e st e e ebeesrre e sbeesabeesbeesreesbaesabeesbeesareesaeesnres 32
SECHON 16.7 = FIMLA ... oottt e b et e e rt e te e e s e saeesteeneesreenreans 32
ARTICLE 17 - LEAVES OF ABSENCE ......ooiiiiiiiiie ittt 33
SECHION 17.1 = LIMITALION......ciiiiiiiitecce ettt be e s be e s ae e s baesbeesbeesbeesbeesaeesaeesneesreens 33
T To o I A A U L VT T =T 1Y 33
SECLION 17.3 - FIMILA LBAVE ... .o cveeieeiieieeie sttt sttt sttt te e e ste st s e stestesteen e tesaeeneenbenteaneeneeneeanen 33
SECtioN 17.4 - MIlIAIY LBAVE ..ottt 33
SBCLION 17.5 = PrOCEAUIE. ......ee ittt ettt ettt s et sttt e s e e te s e e e seeeteeneenbesneeneebeseeeneeneeneeenes 34
Section 17.6 - Leave of ADSENCE iN GENEIAL ..........ccooiiiiiie e s 34
ARTICLE 18 - BEREAVEMENT LEAVE & JURY DUTY ...oioiiiiiiiiicce e 35
Section 18.1 - BEreaVvemMeNt LEAVE ........cccciiiiieieieieie sttt nne s 35
SECLION 18.2 = JUNY DULY ...ttt sttt et e st e e sa e besaeese e beste e e e seenreenes 35
ARTICLE 19 - TRAINING ... ..oiiiiitc ettt nbe et e enee e e 36
SECTION 19.1- PAYIMENT....c.tiiiitiitiiteite ittt b bbbt b ettt b et b et e e e bbb b 36
Section 19.2 — WeaPON TrAINING ......ccvciveiiieieeseste e este et a e e te st et e srestaesaestesae e e etesteaneeseesreanes 36
SECHION 19.3 = STANUAIUS ... .eeiveeieecte et st e st e e s be e sae e s baesbeesteesbeesasesrsesneesnbesreens 36
Section 19.4 — PhysSical EXAMINATION ........ciiiriiiiiiieieieeiece e 36

SECHION 19.6 — PEIMIT RENEWAIS ..ottt ettt ettt ettt e e e e e et eeeeesee et e eesesanetareeeees 37



Lo (o] J e T O 1= - 14 o< TR 37

ARTICLE 20 - STRIKES AND LOCKOUTS ...ttt 37
SECHION 20.1 = NO SEIKE ..ottt sttt et sttt e eneebenrentenes 37
Section 20.2 - Violation of NO-Strike ProViSION ...........ccciiiiiiiiiieieese e 37
SECtioN 20.3 - NO LOCKOUL.......ueiiiiieieeicieiet ettt nb s 37

ARTICLE 21 - GOVERNMENT/CLIENT SUPREMACY ....oooiiiieiieieeie e 38

ARTICLE 22 - BREAKS ..ottt sttt ettt e e et e ante e e 38

ARTICLE 23 - GENERAL PROVISIONS ..ottt 38
Section 23.1 - Medical EXaMINGIONS. .......cciviierieiriieiese s sre st re e esaeste e e seeneeenes 38
Section 23.2 - Time for Medical Examinations & Off-Site TrainingsS.........cccccoevriiiirineneieese e 39
Section 23.3 - BUIIETIN BOAIT .......ccuiiiieeceee ettt see e e e enes 39
Section 23.4 - Contact INTOIMALION .........c.oiiiiee ettt enes 39
Section 23.7 - Invalidation 0 @ PrOVISION ........ccoiiiioieie it 39

ARTICLE 24 - SUCCESSORS ... oottt ettt e e e e ssae e e e sneeesnses 39

ARTICLE 25 - ENTIRE AGREEMENT ....oviiiiiii ettt 40

ARTICLE 26 - EFFECTIVE DATES .....oo ittt 40

SIGNATURE PAGE ...ttt 41



PREAMBLE
THIS AGREEMENT s\ entered into this (new start date needed here) by and between First
Coast Security and TRUST, hereinafter collectively referred to as the “Employer”, and
Protective Service Officers United, hereinafter referred to as the “Union”, and expires on March
31, 2026

Definitions
Active Employee: An employee who is not on any type unpaid leave of absence.

Agreement: This Collective Bargaining Agreement between the Employer and the Union
detailing the terms and conditions of employment and expectations of each party, one to another.

Business Days: Monday through Friday, excluding holidays. When any deadline set forth in this

Agreement falls on a day that is not a Business Day, the deadline will be deemed to fall on the
next Business Day. Where this Agreement references “days” it is a reference to all calendar days.

Base Wage Rate: The negotiated rates of pay as set forth in Article 10 of this Agreement.

Call-in: Anytime an employee is required to report to duty when he/she is not scheduled to work.

Client: Department of Homeland Security, Federal Protective Service.

Contract: Contract # 70FP218BEC000014 between the U.S. Department of Homeland Security
(Federal Protective Service) and the Employer, for the provision of security services at US
Nuclear Regulatory Commission Rockville, Maryland

Contract Manager: Senior Employer representative responsible for the day-to-day
management of the Employer’s contract with its Client.

Contracting Officer: Government official responsible for oversight of the contractual agreement
between the employer and the United States Government.

Disciplinary Action: Discipline administered as prescribed within the Employer
disciplinary policy.

Employee: A Protective Security Officer referenced throughout this Agreement.



Full-time Employee: An employee designated by the Employer as full-time and normally
scheduled for a 32-hour workweek or more.

Grievance: An action filed by the Union or an employee concerning an alleged violation,
misinterpretation, or misapplication of any provision of this Agreement, or the challenge of any
disciplinary action taken against an employee.

Overtime: Wages paid at the rate of one and one-half (1'2) times the employee’s base wage rate
for all hours worked in excess of forty hours per workweek.

Part-time Employee: An employee designated by the Employer as part-time and normally
scheduled for less than 32-hours per workweek.

Probationary Employee: Any newly hired employee shall be deemed to be on probation for the
first 90 calendar days on site.

Productive Post: Any post by which an employee is providing direct support to the Client. This
includes temporary additional services, relief post, and normal staffing.

Shop Steward: An elected or appointed representative designated by the Union as responsible for
handling grievances. Shop Stewards have no authority to take strike action or any other action
interrupting the Employer’s operations.

Straight-time Hours: Straight-time hours include regular hours worked and paid at the base wage
rate, vacation taken, paid sick leave/personal taken, training hours. Straight-time hours do not
include any other paid hours, or cash out of paid sick/personal time.

Seniority: The priority of, or precedence achieved by length of service since employee’s date of
hire by the Employer, or any predecessor Employer.

Workday: Any day, Sunday through Saturday, including holidays, which an employee may be
required to work.

Worksite(s): The actual facilities in which work activities are performed in support of the
Employer’s contract with its Client.



ARTICLE 1 - RECOGNITION

Section 1.1 - Bargaining Unit

The Employer recognizes Protective Service Officers United as the exclusive collective-
bargaining representative for all full-time and part-time security officers employed by the
Employer at the U.S, Nuclear Regulatory Commission located in Rockville, Maryland. Personnel
excluded are all other clerical employees, confidential employees, lieutenants, captains, majors,
professional employees, and supervisors as defined in the Act.

Section 1.2 - Bargaining Unit Work

It is expressly understood that non-bargaining unit employees may perform bargaining unit work
only in case of emergencies or as otherwise required by the Government. The foregoing limitation
on assignment of unit work to supervisors shall not apply to unit work performed by a supervisor
where the supervisor performs unit work requiring specialized skills, qualifications, or training not
possessed by a unit employee.

Section 1.3 - Part-time Supervisors

The Union recognizes the staffing needs of the Employer to have employees who may work in a
supervisory capacity part-time. These employees will be a part of the bargaining unit if on a
regularly scheduled basis the employees are able to work more hours in a bargaining unit position.
These employees will not have any supervisory authority while working in a bargaining unit
position. Part-time supervisors shall receive supervision pay rate while working in that capacity.

Section 1.4 — Supervisory Status
Employees working in a supervisory capacity will wear uniform emblems (rank) indicating their
supervisor status. Employees will not be allowed to wear such emblems (rank) when not working
in a supervisory capacity. An employee not wearing the appropriate emblems (rank) is not
authorized to work as a supervisor.



ARTICLE 2 - MANAGEMENT RIGHTS

Section 2.1 - Retained Rights
Unless otherwise restricted in this Agreement or by law, the Employer shall retain all rights, power,
and authority it had prior to entering into this agreement including, but not limited to:

a.

b
C.
d.
e
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The unrestricted right to manage its operations and to direct and assign the work force;

. To determine and change the methods and manner services are provided,

To introduce new methods or improve methods of operations or equipment;

Determine and change the size, composition, and qualifications of the work force;

To determine the extent to which and the manner or means its business will be operated or shut
down completely or in part;

To determine whether and to what extent any work shall be performed by employees and how
that work shall be performed,;

To maintain order and efficiency in government facilities and operations including the right to
select, hire, promote, demote, layoff, assign and train employees; h. To subcontract any of its
operations, including unit work;

To select and determine supervisory employees;

To bid or not to bid, or to rebid, contracts with the Government;

To determine and change starting times, quitting times, schedules and shifts;

To determine and change methods and means by which operations are to be carried on;

To establish and/or abolish duties standards of performance for employees, job classifications,
operating units or departments;

To establish, change and abolish its policies*, work rules, regulations, practices and
standards/codes of conduct; and

To assign duties to employees in accordance with the needs and requirements of the
government and the Employer.

*Policies including but not limited to Discipline, Attendance, Drug & Alcohol, and Uniform &
Appearance.

The exercise of aforementioned powers and rights, together with the adoption of policies, rules,
and regulations in the furtherance thereof, and the use of judgment and discretion in connection
therewith, shall be limited only by the expressed and specific conditions of the dictates of the
Government. Changes to mandatory subjects of bargaining apart from the enumerated
management rights herein shall be negotiated in accordance with the NLRA.



Section 2.2 - Just Cause
The Employer shall retain the sole right to suspend, discipline and discharge employees for just
cause subject only to the express and specific terms of this Agreement.

ARTICLE 3 - UNION SECURITY & MEMBERSHIP

Section 3.1 - Dues Requirement and Dues Check-off

All security employees subject to this Agreement shall, within thirty days from their effective hire
date, become members or agency fee payers, as a condition of continued employment. Employees
meet this requirement within the meaning of this article, by tendering the periodic dues and
initiation fees uniformly required as a condition of acquiring or retaining membership in the Union,
or, in the alternative, by tendering to the Union agency fees, as defined by the United States
Supreme Court in NLRB v. General Motors Corporation, 373 U.S. 734 (1963); and Beck v.
Communications Workers of America, 487 U.S. 735 (1988). Upon notice from the Union to the
Employer, the Employer shall give employees who fail to pay such dues or agency fees thirty days’
notice of termination of employment. If termination occurs as a result of dues/fees delinquency the
Union hereby agrees to indemnify and hold harmless the Employer against any and all liability,
claims, suits, costs and legal fees caused by, or arising out of, the union security provisions of this
Agreement, unless negligence of the delinquency occurred as a result of the Employer.

Employees shall execute a Check-Off Authorization Card authorizing deductions from each
paycheck the amount of Union dues or agency fees. When the card has been executed in a manner
suitable to the Union, the Union shall forward an original copy to the designated Employer
accounting official. Any incomplete Check-Off Authorization Card will be returned to the Union
for correction within five business days of the Employer’s receipt of the card. Dues and/or agency
fees will not be deducted until a legible, signed, and dated Union Check-Off card is received by
the Employer.

Section 3.2 - Revocation of Dues Check-off

Any notice of revocation as provided for in the NLRA, as amended, must be in writing, signed by
the employee and delivered via certified mail, addressed to the appropriate Employer point of
contact, with a copy to the Union.



Section 3.3 - Effective Date of Check-off
Check-Off Authorization Cards and notices received by the Employer will be effective on the
signature date.

Section 3.4 - Payroll Deduction of Dues

When a Check-Off Authorization Card is received by the Employer on or before any given payday,
deductions will commence with the first regular paycheck following said payday, and will continue
thereafter until revoked or canceled as provided in this Agreement. The Employer will remit to the
Union, via check, payment of all dues, agency fees, and/or late fees due, no later than the 15" day
of the month following the month in which such dues and/or agency fees are collected. The
Employer remittances of Union membership dues and/or agency fees to the Union will be
accompanied by a list of names of the employees for whom deductions have been made in that
particular period and individual amounts deducted.

Section 3.5 - Revocation upon Separation

An employee who has executed a Check-Off Authorization Card and who resigns, or is otherwise
terminated from the employ of the Employer, shall be deemed to have automatically revoked
his/her assignment and if he/she is recalled or reemployed, further deductions of Union dues or
agency fees will be made only upon execution and receipt of a new Check-Off Authorization Card.

Section 3.6 - Final Paycheck

Deduction of Union dues and/or agency fees shall be made in full provided there is a balance in
the paycheck sufficient to cover the amount after all other deductions authorized by the employee,
or required by law, have been satisfied. In the event of termination of employment, the obligation
of the Employer to collect union dues, agency fees and/or late fees shall not extend beyond the pay
period in which the employee’s last day of work occurs.



ARTICLE 4 - SENIORITY

Section 4.1 — Seniority Defined
Seniority under this Agreement shall be the date and starting time the employee works his first

shift at the NRC site. Seniority of employees who start work on the same date and shift shall be
determined by the lowest of the last four digits of their social security number (SSN). Seniority is
defined as the length of continuous service with the Employer or prior contractor at the U.S.
Nuclear Regulatory Commission’s facilities in Rockville, Maryland.

Section 4.2 — Probationary Period

During the first ninety (90) days an employee shall be regarded as a probationary employee and
shall have no seniority or seniority rights whatsoever and may be disciplined without recourse to
the grievance procedure. At the end of the probationary period, the employee shall be entered on
the seniority list in accordance section 4.2 below. The probationary period must be completed
within one (1) calendar year from the date of hire.

Section 4.3 — Seniority List

The Employer and the Union agrees to prepare one (1) site seniority list covering employees
covered by this Agreement quarterly. The site seniority list will be kept up to date quarterly by the
Union. A copy of the site seniority list will be posted on the union board. In addition, the Employer
shall maintain a company seniority list.

Section 4.5 - Termination of Seniority
Employees will lose their seniority, and employment will be terminated for any of the following:
(@) Is laid off for more than twelve (12) months, or length of employment,
whichever is less;

(b) Is absent for on-the-job or off-the-job illness or injury for more than twelve
(12) months;
(c) Is discharged,;

(d) Is an unexcused “no call, no show” absence(s) for 3 consecutive work days,
unless due to conditions beyond the control of the employee;
(e) Overstays a leave of absence without just cause;

(f) Gives a false reason for a leave of absence and/or engages in other employment
during such leave;



(g) Fails to meet qualification/requalification requirements in accordance with the
Statement of Work and/or other Governmental Agencies regulations
having jurisdiction;

(h) Fails to obtain and/or maintain a security clearance or site access;

(i) Fails to return from layoff upon recall as provided above;
(1) Voluntarily resigns, or retires; and/or

(k) Is removed from the contract by the Client; this is not arbitral. The Union shall
receive a copy of the correspondence from the client as to the directive to
remove, if approved by the Client. If the client does not direct the Employer in
writing, the Employer will provide a copy in writing as to the reason for the
removal.

ARTICLE 5 - TRANSFERS, LAYOFF, & RECALL

Section 5.1 - Order of Layoff

Whenever it is necessary to lay off employees, or in the event, the contract for providing security
services is terminated, not extended, or not renewed, the Employer may layoff regular part-time
and/or full-time employees, as it deems necessary, in the following manner:

When full-time positions are being reduced:

a. Probationary full-time employees shall be laid off first;

b. Should it be necessary to further reduce the full-time work force, the non-probationary
employees shall then be laid off in the inverse order of their seniority.

When part-time positions are being reduced:

a. Probationary part-time employees shall be laid off first;

b. Should it be necessary to further reduce the work force of regular part-time employees, the
non-probationary part-time employees will be laid off in the inverse order of their seniority.



Section 5.2 - Reduction to Part-time

Full-time employees shall have the option of accepting a part-time position in lieu of a layoff. If
there are no part-time positions available, then part-time employees shall be laid off in the inverse
order of their seniority to make room for the Full-time employee who opts to take a part-time job
in lieu of layoff..

Section 5.3 - Fringe Benefits during Layoff
Laid-off employees are not eligible for any compensation or employer paid fringe benefits (other
than unemployment compensation) during their periods of layoff.

Section 5.4 - Transfer in Lieu of Layoff

Should a unit employee be transferred to another position covered by this Agreement in lieu of
layoff, said employee shall receive the rate of pay applicable to the position to which he/she is
transferred.

Section 5.5 - Order of Recall

Seniority of the employees shall govern layoff and recalls. Laid off employees shall have call back
rights for a period of twelve (12) months or length of employment, which ever is less, and shall
retain their accumulated seniority as of the date of layoff. In case of reemployment, employees
who have been laid off shall be notified, at their last known address, in order of Employer seniority
to report to work. The notice will be by certified mail return receipt. In the event a former employee
so notified fails to report for work as scheduled within five (5) days after receipt of such notice,
his seniority shall be terminated; however, if the employee is prevented from reporting because of
sickness or emergency involving the employee or immediate family or other legitimate reason and
notifies the Employer within five (5) days of receipt, his recall status will remain unchanged until
such time as the sickness or emergency has been resolved, up to the one-year limitation specified
above. It will be the responsibility of the laid-off employee to keep the Employer notified of any
change of address.

In the event an employee is recalled, it is understood that all qualifications, certifications, and other
requirements to return to work must be current. The Employer shall provide the training and
resources to make the employee’s qualifications, certifications, and other requirements are current.



ARTICLE 6 - GRIEVANCE PROCEDURE

Section 6.1 - Timeliness

The number of days provided for in the presentation and processing of grievances in each step of
the grievance procedure shall establish the maximum time allowed for the presentation and
processing of a grievance. The time limits specified may be extended by written mutual agreement.
Furthermore:

a. The failure of an employee or the Union to file a grievance or to proceed to the next step
of the grievance procedure within the time limits specified shall be deemed an acceptance of the
decision previously rendered and shall constitute a waiver of any future appeal concerning the
grievance and the grievance shall be returned to the Union without comment or action and shall
be considered null and void.

b. The failure of the Employer to answer a grievance within the time limits specified shall
permit the grievance or the Union, whichever is applicable to a particular step, to proceed to the
next step of the grievance procedure.

Section 6.2 - Procedure
Grievances shall be presented and processed in accordance with the following procedure:

Step One
Any non-probationary employee having a grievance or a non-probationary employee designated
by a group of non-probationary employees having a grievance shall reduce the grievance to writing
and present the grievance to the Contract Manager or Deputy Contract Manager within 15 business
days from the date the event giving rise to the grievance occurs or from the date on which the
affected employee(s) became aware or should reasonably have become aware of the event giving
rise to the grievance. The Union may also make this submission on behalf of employees. The
written grievance shall be signed by the grieving employee of the Union and shall set forth the
nature of the grievance and the adjustment sought if known. The Contract Manager or Deputy
Contract Manager shall give a written decision to the aggrieved employee and Union after the
meeting and within 10 business days after receipt of the grievance.

Step Two
If the grievance is not resolved at Step One, the aggrieved employee or the Union may in turn
appeal the decision to the Corporate Director or his/her designee within 10 business days after the
completion of Step One. The Corporate Director or his/her designee will meet with the aggrieved
employee, the Union representative and the aggrieved employee’s supervisor to discuss the



grievance. The Corporate Director or his/her designee shall give a written decision to the aggrieved
employee and to the Union within 10 business days after receipt of the Step Two grievance.

Step Three

If the grievance is not resolved at Step Two, the Union may, within seven business days, refer the
grievance to the Employer’s Director of Labor Relations (or his/her designee who shall not have
previously considered the grievance at Step One or Step Two) who will meet with the grievant and
a Union representative and the aggrieved employee’s supervisor to discuss the grievance. The
Employer’s Director of Labor Relations (or his/her designee who shall not have previously
considered the grievance at Step One or Step Two) shall give a written decision to the to the Union
after the meeting and within 15 business days after receipt of Step Three the grievance.

Section 6.3 - Appeal to Arbitration

If a grievance is not settled at Step Three, the Union may appeal the matter to arbitration. Notice
of the appeal to arbitration must be served to the Director of Labor Relations no later than 10
business days after the Union receives the Step Three response. It is agreed that said notice may
be made by email.

Section 6.4 - Arbitrator Selection & Hearing Timeline

No later than seven business days after any appeal to arbitration, the moving party shall be
responsible for obtaining a panel of no less than seven Arbitrators from the Federal Mediation &
Conciliation Service (“FMCS”) from which the parties shall select an Arbitrator. Each party shall
have a one-time right to reject a panel. The rejecting party shall have ten business days to obtain a
new panel and shall be responsible for all associated costs.

Within 10 business days after receipt of the list of Arbitrators, representatives of the Union and the
Employer will alternately strike names from the list of available Arbitrators. The moving party
shall be the first to strike from the list of Arbitrators. The last remaining name on the list shall be
the Arbitrator to hear the case. It is agreed this meeting shall be held telephonically.

Once an Arbitrator has been selected, the parties shall agree on a date by which the arbitration shall
commence. That date shall be no later than ninety days from the date the Arbitrator is selected,
unless mutually agreed otherwise.



Section 6.5 - Arbitration Expenses

The Arbitrator’s fee and expenses shall be shared equally by the parties. The cost of any hearing
room and/or transcript shall be equally shared by the parties. The expenses and compensation of
any witness shall be paid by the party calling such witness or requesting such participant. Any
other expenses shall be borne by the party incurring such expenses.

Section 6.6 - Arbitrator Authority

The Arbitrator shall have jurisdiction and authority to only apply and interpret the provisions of
this Agreement. It is understood and agreed to by the Union and the Employer that the Arbitrator
shall have no power to add to, subtract from, or modify any of the terms of this Agreement. The
Arbitrator is permitted to weigh evidence to determine if the action taken is supported by just cause
pursuant to this CBA. The arbitrators shall not substitute their own judgment in making a decision,
which would be contrary to this CBA.

The Arbitrator’s award shall be made in writing and shall be rendered within ninety calendar days
after the close of the proceedings.

Any award of back pay to an individual grieving a discharge, discipline or any other matter shall
not predate the date of the event by which the grievance was filed, and shall be offset by all earned
income received during the applicable period (including all disability, worker’s compensation,
unemployment and other income received). The Arbitrator shall only have authority to award
economic damages and shall have no authority to award non-economic damages such as punitive
damages, emotional distress or pain and suffering damages.

Section 6.7 - Suspension and Termination Grievances
Where suspension or termination is the disciplinary action, the grievance procedure will start at
Step Two.

Section 6.8 - Class Action Grievances

The Union shall have the right to file a grievance or grievances involving a class of one or more
non-probationary employees beginning at Step One of the grievance procedure within 15 days of
the latter of (i) the event giving rise to the grievance; or (ii) the date on which the Union knew, or
with the exercise of reasonable care, should have known, of the facts giving rise to the grievance.



Section 6.9 - Information Exchange

Upon written request, each party shall be entitled to copies of any and all documents and video
within the possession or control of the other party relevant to a discipline, grievance, or arbitration,
which it may legally release, such to be produced no later than 15 days before the arbitration. This
provision does not serve to limit in any way duties to furnish information under the National Labor
Relations Act.

Section 6.10 - Steward Pay

Union representatives shall be relieved of their posts to attend the meetings described in Section
6.3. They shall be paid for time spent meeting with management, when those meetings take place
during the steward’s work hours.

ARTICLE 7- DISCIPLINE

Section 7.1 - Discipline in General

No employee, after completion of his or her probationary period, shall be disciplined without just
cause. It is agreed by the parties that in instances when an employee is removed from working
under the Contract by the government, the employee’s authority to work as a security guard under
the contract is otherwise removed, suspended, denied or terminated by the government, or the
employee no longer satisfies the government qualifications for his or her position, the employer
will notify the Union in writing of such circumstance and provide supporting documentation in the
Employer's possession, if any, and the employee may be terminated pursuant to the procedures
under this Agreement and the employee/Union does not waive any claims that such removal
violates any federal, state or local laws, rules and/or regulations. In such case, upon request of the
Union, a copy of any written supporting documentation from the Government shall be provided to
the Union, if available to the Employer and approved for release by the Government. The
Employer will make reasonable efforts to secure the Government’s approval. Should a non-
probationary employee wish to contest a dismissal solely made by the Employer (i.e., not due to
an action or request of the government or as otherwise provided herein), a written notice thereof
shall be given to the Employer within 15 days of the dismissal (in which event the issue shall
thereafter be submitted to, and determined under the Grievance Procedure commencing with Step
Two, as provided in Article 6 of this Agreement).

The initial Incident Report shall be provided to the employee within six days of when management
became aware or should reasonably become aware of the event-giving rise to the Incident Report.



The time limits specified may be extended by written agreement between the Union and the
Employer.

To the extent otherwise consistent with the terms of this Agreement, the Employer’s “Progressive

Disciplinary Policy” is hereby incorporated into this Agreement by reference.

Any changes to the Employer’s Progressive Disciplinary policy will only be made after advance
notice to the Union and after the Employer provides the Union a copy of any revised policies on
implementation. The Union reserves the right to argue in the grievance procedure that any
unilateral changes made to the Policy by the Employer are either not consistent with just cause
and/or not being used in a particular situation in a manner consistent with just cause.

Section 7.2 - Serious Misconduct

It is recognized that offenses may occur for which progressive discipline is not applicable (e.g.,
fraud, gross misconduct, sleeping on duty, theft, alcohol or drug use on duty (or reporting for duty
exhibiting the effects of such use). Otherwise, discipline will be issued in accordance with the
Employer’s Progressive Disciplinary Policy.

Section 7.3 - Non-Disciplinary Discharge

Employees may be subject to discharge for the following non-disciplinary reasons:

a. The employee fails to satisfy the training requirements and/or medical standard
requirements of the Employer or the Government to continue work under this contract as a security
guard; or

b. The employee’s credentials or qualifications to work under the Government contract are
revoked, suspended, or terminated by the Government or its representative, or the Government
requires the removal of the employee under the contract or the Government determines it is not in
the best interest of the employee to continue working on the worksite.



Section 7.4 - Union Representation during Discipline

Any meeting between the Employer and an employee that the employee reasonably believes may
result in a disciplinary action or other termination being given to the employee, may be
administered in the presence of a Union representative, or authorized steward, if so, requested by
the employee. The parties agree that any Union representative or authorized steward on the work
site premises at that time can be summoned. If no Union representative or authorized steward are
on premises, the Employer agrees to delay the proceedings for 24-hours in order to allow the union
time to make a Union representative or authorized steward available.

Subject to, and in accordance with the NLRA, any investigatory interview between an Employee
and a management representative, which the employee reasonably believes to result in discipline,
at the request of the employee, shall be conducted in the presence of an authorized union official
or steward. Investigatory interviews include written statements. If the Employer requests or gives
the employee the option to submit a written statement, which the employee reasonably believes
could lead to disciplinary action; the employee may confer with a union steward before submitting
a statement.

Section 7.5 — Access To Facility

Duly authorized representatives of the Union shall have access at any facility covered by this
Agreement to ascertain whether the Agreement is being properly observed, provided that no
interview shall be held during rush hours or unreasonably interrupt the duties of any employee. It
is mutually understood that access to the facility is governed by NRC rules and these rules must
be followed. A representative of the Union shall contact the Project Manager and inform him of
the circumstance(s) of the visit. The Employer and the Union representative shall conduct
themselves in such a manner as to carry out the intent and spirit of this Article.

Section 7.6 - Disciplinary History

Using a rolling calendar year, all violations are considered active for a 12-month period beginning
on date of infraction. An incident is no longer considered active after the twelve-month period has
expired.



Section 7.7- Serving Suspension

If the penalty to be imposed is an unpaid suspension of a number of workdays, a “work day” will
be equal to eight hours. If an employee works a six or 12-hour shift, he will be given the option of
working the remainder of a shift after serving the suspension. The Employer will require the
employee to serve the suspension no later than the 30 days following the Employer’s decision.
(Should the Employer agree that the suspension be held in abeyance pending the outcome of a
grievance, the thirty-day period will begin at the conclusion of the grievance process) If the
Employer does not schedule the suspension within that period of time, the employee will not be
required to serve it at all, although the suspension will remain in his record consistent with other
terms of this Agreement.

ARTICLE 8 - POST COVERAGE & JOB OPPORTUNITIES

Section 8.1 - Filling Vacancies

A permanent position is defined, for the purposes of this Section, as a position on a specific shift
with set days and hours of work. The parties understand that the Employer may rotate employees
among posts on a specific shift. As permanent positions open, the Employer has two (2) business
days to post the position for bid. The Employer shall notify the Employees via email, a posting on
the union board and the office notice board. Employees shall have seven (7) business days within
which to bid on the open permanent position. Once the bidding period has closed, the Employer
shall, within 24 hours, award the position to the most senior employee submitting a bid. In the
event the senior employee declines the awarded position, the next senior person submitting a bid
will be awarded the position. This process will continue until the open position has been awarded.
The Employee awarded to the post has fourteen (14) business days to be qualified by Employer
(excluding clearances).

An open permanent position, which has been posted for bid, and no bids have been received at the
closing of the bidding period, may be assigned to the most junior qualified employee.

Employees awarded a new position must work on that schedule for no less than six (6) months
before bidding on a new position.



Section 8.2 — Site Bid

A Site Bid is defined, for the purposes of this Section, as a reallocation of all post on site to take
place once per year. The Employer has thirty (30) business days to notify employees of
upcoming site bid. The Employer shall notify the Employees via email, a posting on the union
board and the office notice board. The notification shall include site seniority list, bid
instructions, and bid schedule. Except for clearance disqualification, an employee can bid on any
post and has fourteen (14) business days to be qualified by employer for the bid post. The new
site schedule can be implemented no sooner than two (2) weeks after the site bid is complete.

During the bidding process, the Employer shall provide all remaining posts available for bid,
after each bid. An employee has hour (1) to bid after the initial contact. 1f an employee does not
bid within the hour, the process will continue with the next senior employee. An employee who
fails to bid shall automatically be placed at the bottom of the seniority list of the bidding process.

Section 8.3 — Temporary Assigned Service
All Temporary Assigned Services (TAS) must be posted, and the Employer is not bound by
seniority for TAS requirements. Only bargaining unit employees are eligible to work the TAS.

Section 8.4 - Part-time Limitation

For the purposes of this Agreement, it is understood between the parties that part-time employees
shall have no permanently assigned shifts. However, part-time employees shall be offered
available hours first.

ARTICLE 9 - HOURS OF WORK & OVERTIME

Section 9.1 - Schedule in General

For payroll purposes, the normal workweek shall commence at 0001 on Monday and end 168
hours thereafter. The standard workweek consists of forty (40) hours, but not be less than thirty-
two (32) hours and shall be based on Post requirements as specified by the client. Officers working
12-hour schedules will not be held over to cover open posts.

The foregoing is descriptive only; nothing herein shall be construed as guaranteeing any specified
number of hours of work or pay per week.



Section 9.1(a)

Part time employees shall receive the shift schedule (2) two weeks in advance in order to
volunteer for open posts ahead of full time employees. The employer shall establish clear
guidelines regarding required part time hours for part time employees. A database of part time
employees' available days shall be created to ensure orderly and efficient operations. If a part
time employee notifies the shift supervisor of their availability on a day outside of their database
availability, the part time employee will be credited for their availability to work that pay period.
The employer shall provide at least (3) three written evaluations for part time employees who are
not meeting the guidelines and requirements. The part time employee shall be provided the
opportunity to improve before receiving any type of discipline.

Section 9.2 — Overtime Rate

Overtime at the rate of time and one-half will be paid for all hours worked in excess of forty (40)
in one workweek.

Section 9.3 — Overtime Authorization
No overtime work shall be required or permitted, except by direction of the proper supervisory
personnel of the Employer, except in cases of emergency where prior authority cannot be obtained.

Section 9.4 - Premium Payment

The payment of overtime or premium pay for any hour excludes that hour from consideration for
overtime calculation or payment on any other basis. There shall be no pyramiding or duplication
of premium or overtime pay. In the event more than one premium is due under this Agreement,
only the higher premium shall apply.

Section 9.5 - Holdover

In the event of a no-show or call-off, employees working less than 12-hours may be held over into
the next shift until a replacement report for duty. The Employer shall seek out an on-duty part-
time employee, who volunteers, to be held over. In the event a part-time employee is not on- duty,
the Employer shall seek out a full-time employee to be held over. In the event a PSO is not able to
be held over because they have reached the 12-hour work limitation, the Employer may hold a
junior bargaining unit employee who has not reached the 12-hour limit.



Section 9.6 — Overtime Distribution

Extra work opportunities (beyond needs covered by regularly assigned schedules) shall be
assigned and divided as equitably as possible by rotation. In so doing, the Employer has the right
to first distribute the work as equitably as possible among those employees who can work the extra
hours without incurring overtime rate of pay. The Employer shall ask part-time employees to
volunteer first. If no part-time employees volunteer, the Employer shall then ask full-time
employees to volunteer. If no full-time employee(s) volunteer, it is expressly understood that, the
Employer has the right to mandate the overtime to be worked. Mandated overtime will be assigned
by seniority and shall be divided as equitably as possible.

Section 9.7 - Minimum Notice

Employees are required to call the on-site Shift Supervisors, a minimum of four (4) hours prior to
start of the scheduled shift, if they are unable to work their scheduled shift, unless prevented from
doing so by a documented emergency.

Section 9.8- Call-in Pay
An employee called in outside his regular work schedule shall be guaranteed a minimum of four
(4) consecutive hours of work or pay in lieu thereof.

Section 9.9 - Building Closures

The Employer recognizes the fact that there are times when inclement weather, a natural disaster
or any other planned or unplanned event may cause the client to close the posts where
employees are assigned. In the event that a closing occurs, affected employees will be excused and
paid for hours of regularly scheduled work, not inclusive of overtime or TAS, for a period not to
exceed five (5) days’ pay, per calendar year.

Section 9.10 — Pay Error

Payroll errors of one hundred dollars ($100) or less shall be adjusted the following pay period.
Payroll errors of more than one hundred dollars ($100) which are the fault of the Employer shall
be adjusted within forty-eight (48) business hours of being supplied with the supporting
documentation.



ARTICLE 10 - WAGES

Section 10.1 — Base Rate
Employees shall receive the following hourly rates of pay on the dates indicated:

Current Oct 1, 2023 Oct. 1, 2024 Oct. 1, 2025
$35.10 $37.56 $39.44 TBD, via re-opener

Section 10.2 — Night Differential
Employees shall receive a shift differential of $1.00 for all shifts that begin between 3pm — 11pm
and $1.20 for all shifts that begin between 11pm- 7am shift.

Section 10.3 — “Q” Pay
Employees possessing a “Q” level clearance and assigned to work a post requiring said clearance
shall receive an additional $0.80 per hour.

Section 10.4 — CAS Pay
Employees possessing a Central Alarm Station (CAS) Operator certification and assigned to work
in the CAS shall receive an additional $0.70 per hour.

Section 10.5 Shift Differential
Shift differential premium, or the additional rates of pay as specified in Sections 10.3 and 10.4 will
not become a fixed part of an employees pay for benefit purposes, i.e., vacation, holiday pay, etc.



ARTICLE 11 - HOLIDAYS
Section 11.1 - Holidays Defined

Employees are entitled to the following paid holidays:

New Year's Day Independence Day
Martin Luther King Jr.'s Birthday Labor Day
Presidential Inauguration Day Columbus Day
President’s Birthday Veteran’s Day
Good Friday Thanksgiving Day
Memorial Day Christmas Day
Juneteenth Employee’s Birthday

Section 11.2 Additional Observed

In addition, the following will be observed:

(a) Death of a current or past President- Observance by Executive Order and after approval of
the Contracting Officer; and/or

(b) Any day the President gives the local federal government off with pay and after approval of
the Contracting Officer.

Section 11.3 - Holiday Worked

Employees who work on a holiday listed above will be paid at their straight time hourly rate for
all hours worked on the holiday, plus eight (8) hours holiday allowance at their straight time
rate.

Section 11.4 - Holiday Not Worked
Eligible employees who do not work on a holiday listed above will be paid eight (8) hours
allowance at their straight time hourly rate, provided the employee has worked his last scheduled
shift prior to the holiday, and his next scheduled shift after the holiday, unless the employee’s
absence is excused by his Supervisor.

Part-time employees shall receive a pro-rata holiday pay at their straight time hourly rate based
upon the average number of hours worked over the eight weeks prior to holiday.
ARTICLE 12 - VACATIONS



Section 12.1 - Vacation Accrual Rates

Employees shall be entitled to annual vacation pay, based on their continuous years of service in
federal contracted security with the Employer (and its predecessor contractors) and their base
hourly wage at the time payment is made, in accordance with the following schedule:

Completed Years of Service \ Not To Exceed
1 80 hours
5 120 hours
10 160 hours
15 180 hours
20 200 hours

Section 12.2 — Vacation Hours Usage

Employees are eligible to take vacation after their anniversary date of employment each year.
Vacations must be taken in the twelve (12) month period following each anniversary date of
employment and cannot be carried over from one anniversary year to another.

Section 12.3 — Vacation Payment

Pro-rata vacation shall not be paid. Any employee who has not earned vacation at the time-of
termination shall not be entitled to any percentage or part thereof. However, an employee who has
earned a full vacation and their employment is terminated prior to taking vacation shall be entitled
to vacation pay, unless the employee has been discharged for cause involving monetary-or material
loss by the Employer.

Section 12.4 — Holiday pay during vacation

If a holiday named in Article 11 here to falls during an employee’s vacation period, such employee
shall be entitled to receive the holiday allowance for such holiday (eight (8) hours at employee’s
straight time hourly rate) or another day off with pay (eight (8) hours at the employee’s straight
time hourly rate) scheduled by mutual agreement between the employee and the Supervisor.



Section 12.5 - Vacation Scheduling

An employee who qualifies for a vacation in accordance with this Article may request time off for
a vacation at least two weeks prior to the requested vacation time off, and no earlier than 90 days
in increments of 4hrs . The Shift Supervisor (or other appropriate management representative) will
approve vacation schedules so as to be mutually satisfactory to the employee and the Employer
consistent with the seniority of employees requesting vacation time off at the same time, (ii) the
final scheduling of vacation periods shall rest exclusively with the Employer in order to ensure the
orderly and efficient operations, and (iii) previously approved vacations will not be changed
without the consent of the employee with the previously approved vacation. The Employer must
approve or deny, in writing, all vacation requests within seven (7) calendar days of the employee's
request, If there are any conflicts with vacation requests, they will be approved in the order
received by the Employer (i.e., requests received first will be approved first, regardless of
employee seniority or any other factor). If multiple vacation requests are received on the same day,
seniority will be the tie breaker.

Section 12.6 — Vacation Pay and Time off
Employees entitled to vacation may receive pay in lieu of time off.

Section 12.7- Annual Cash-out

Vacation time shall not be cumulative from one year to the next. Accrued and unused vacation
can be cashed out at any time before the employee’s anniversary date and shall be paid out to the
employee within thirty (30) days following the employee's anniversary date.

Section 12.8 - Effect of Leave of Absence

Length of service with the Employer shall not accrue for the purpose of vacation benefits while an
employee is on a leave of absence.



ARTICLE 13 - HEALTH AND WELFARE ALLOWANCE

Section 13.1 - H&W Allowance

The Employer agrees to make a health and welfare (“H&W”) benefit contribution as set forth
below for each hour straight-time worked, up to 40 hours per workweek to a maximum of 2,080
hours per year. The Allowance will be contributed towards any health insurance plan selected by
the employee and any remaining amount will be allocated to the employee’s 401k account.

How Paid Current  Oct.1,2023  Oct.1,2024  Oct. 1, 2025
Cash $5.15 $5.35 $5.50 TBD, via re-
opener

HWBP $0.00 $0.00 $0.00 $0.00

Section 13.2 - Health & Welfare Benefit Program

All H&W amounts earned by these employees will be placed in an HWBP account under their
name and shall be 100% vested in the employee. The Union agrees that the Employer may use all
needed employee information available to the Employer in the normal course of business to set up
these accounts.

Any employee who does not allocate or direct the funds in the Plan will have the funds placed into
the default 401(k) fund as deemed by the Plan Trustee.

The Employer will offer various benefits plans as outlined below which shall be selected by each
individual participant as they see fit; all participants are encouraged to actively monitor and revise
their benefit selections as they individually deem appropriate and will be afforded the opportunity
to do so. The offerings shall contain, at a minimum a 401k Plan with multiple investment options,
and additional following benefits with the following features, available for selection by all
employees, which will be developed in consultation with the Union:

(1) Voluntary and/or supplemental medical, dental and vision plans

(2) Long-term and short-term disability available subject to participation

(3) Health Reimbursement Account, if available

(4) Parking and Commuter Reimbursement Account, if available

(5) All benefit plans covered through the Plan will be administered through a Third-Party
Administrator, which may be modified by the Employer.



The Employer will:

Q) Ensure all employees are automatically eligible for enrollment in the medical insurance
plan on the first of the month following 60 days from hire and in the 401k Plan within 30 days
from date of hire, with the default being the 401k Plan.

2 Ensure all H&W earned by the employee is sent to the appropriate plan administrator
within 14 days of the end of the pay period for which the money is earned.

3) Ensure each employee receives the information to facilitate the allocation of their funds as
they choose once each year during annual open enrollment.

4) Have the final say in all benefits included in the plans, subject to requirements set forth
above.

On behalf of the employees, the Union agrees to the following:

Q) The Employer may use all needed employee information available to the Employer in the
normal course of business to set up these accounts.

2 If an employee fails to make an election, the employee shall be deemed to have selected
participation in the 401(k) Plan.

Section 13.3 - Miscellaneous

Employees may enroll eligible dependents in the medical, dental, and vision plans, as well as
dependent life insurance. The premium cost for dependent coverage(s) will borne by the employee
through payroll deduction.

The actual costs of elected employee coverage(s) may change from year to year. Any changes will
be conveyed to employees during annual open enrollment period.

The Employer’s benefit offerings renew on an annual basis. Employee premium costs may
increase/decrease accordingly.

Any costs not covered by the H&W contribution for additional coverage(s) elected by an
employee, or for an employee’s eligible dependents, shall be the responsibility of the employee
and deducted from each paycheck.



ARTICLE 14 - RETIREMENT (401(k) SAVINGS PLAN)

The Employer will contribute to the Employer’s 401(k) Plan for all employees a
contribution, for all compensable hours not to exceed forty (40) hours per week, or a maximum
of 2080 hours per calendar year. All other terms and conditions are outlined in the Plan document
and not subject to the provisions of Article 7 of this Agreement.

14.1 Hourly rates of contributions shall be as follows:

Current Oct. 1, 2023 October 1, 2024 October 1, 2025
$1.20 $1.35 $1.50 TBD via Re-
opener

ARTICLE 15 - UNIFORMS

The Employer shall provide to employees all uniform and equipment as required by the
Employer’s contract with the Government, at no cost to the employee. The Employer also agrees
to replace items that become unserviceable through wear and tear, at no cost to the employee. The
Employer shall prescribe uniforms or equipment worn or used by the employees who are on-duty
and no deviation from the Employer’s requirements shall be practiced except with the consent of
the Employer. Uniforms and equipment remain the property of the Employer and/or Client.
Members shall clean and return all uniforms issued to them upon separation or instead pay eighty
percent (80%) replacement cost for uniform items and pay one hundred percent (100%) of
replacement cost of unreturned equipment.

ARTICLE 16 - SICK LEAVE & PERSONAL TIME OFF

Section 16.1 The Employer will provide sick leave as required by Executive Order 13706 and/or
the Montgomery County Earned Sick & Safe Leave Law and any amendments thereto. The
following provisions are intended to synthesize the applicable laws in a manner understandable to
employees and management, but to the extent any of it does not meet the minimum standards of
Executive Order 13706 and/or the Montgomery County Earned Sick & Safe Leave Law, those will
supersede the terms of this Agreement and the parties will apply them accordingly.



Section 16.2 Sick & Safe Leave Accrual, Carry Over, and Cash out

Employees shall accrue eight (8) hours each month worked not to exceed ninety-six (96) hours per
anniversary year of employment. The Employer will automatically front load the first 24 hours of
sick leave to each employee’s account effective April 1 of each year. In advance of April 1 of each
year, each employee will be given an option to cash out unused sick leave. If the employee does
not opt-in for such cash out, all sick leave hours will be carried over to the following year
(beginning on April 1) except that any amount over 56 hours will be automatically cashed out.

Section 16.3 — Sick Pay

Sick hours shall be paid at the employee’s straight time hourly pay rate not to exceed the
regularly scheduled shift hours. All cash-out will be paid separate from hours worked.

Sick hours paid will not be considered as hours worked for the purpose of computing overtime.
Section 16.4 — Sick Leave Accumulation

Unused sick pay will not be paid out upon termination of employment.

Section 16.5 — Sick Leave /Personal Leave in General

Sick Leave may be taken in increments of one (1) hour. An employee’s request to use paid sick
leave may be made orally or in writing and must be confirmed by a supervisor. A leave request
must be made at least seven (7) calendar days in advance when the need for the leave is
foreseeable or otherwise as soon as practicable.

Section 16.6 — Doctor’s Note

An employee who is absent due to illness or injury for more than three (3) consecutive workdays
may be required to provide to the Employer, a physician’s statement supporting and certifying
the employee’s absence and ability to return to work on the day of returning to work.

Section 16.7 - FMLA

Where an employee takes leave pursuant to the Employer’s Family and Medical Leave Policy,
the provisions of that policy will supersede any provision of this Article which is inconsistent
with that policy.



ARTICLE 17 - LEAVES OF ABSENCE
Section 17.1 - Limitation

Personal leaves of absences not to exceed 30 calendar days may be granted at the discretion of the
Employer without loss of seniority. The status of a personal leave of absence request shall be given
to the requesting employee within 72 hours.

Section 17.2 - Union Leave

Union representatives shall be entitled to unpaid leaves of absence for up to five days per calendar
year to attend to Union business, including but not limited to, conventions, conferences,
workshops, seminars.

Section 17.3 - FMLA Leave

The Family and Medical Leave Act of 1993 (“FMLA”) is incorporated herein. The Employer
agrees to make a reasonable effort to accommodate an Employee’s need for extended medical
leave, even if the employee does not qualify for FMLA under the provisions of the law. Such
leaves will not exceed thirty days, unless required by law.

Consistent with applicable law, any Employee unable to return to work with a medical clearance
from a licensed physician at the end of a maximum medical leave shall be separated from
employment.

If an Employee files for FMLA or medical leave on false pretext or works for another employer
without pre-authorization from the Employer, the Employee will be removed from the program
and from employment with the Employer.

Employees must use all accrued and unused paid personal leave while on approved FMLA leave.

Section 17.4 - Military Leave

An Employee who is activated, drafted, or voluntarily enters service into any branch of the armed
forces of the United States under the provisions of the Selective Service Act or the Reserve Forces
Act shall be granted an unpaid military leave of absence, as required under the federal law, for the
time spent in full-time active duty. The period of such leave shall be determined in accordance
with applicable federal laws in effect at the time of such leave. Employees may choose to use
available paid vacation leave or Leave w/o Pay during the absence.



Section 17.5 - Procedure

A leave of absence not otherwise covered by a governing statute or federal law and/or regulation
shall be processed in the following manner:

(@) Any request for a leave of absence shall be submitted in writing at least seven calendar days
prior to the date such leave shall take effect except in case of emergency, and shall be accompanied
by a valid leave request form signed and authorized by the employee; and (b) The written request
for a leave of absence shall be submitted to the Project Manager for final disposition.

Section 17.6 - Leave of Absence in General

All leaves of absence shall be subject to the following general provisions except to the extent
otherwise required by applicable state or federal law:

@) Seniority shall accumulate during the period of any approved leave of absence subject to
the provisions of Article 4 of this Agreement;

(b) Any employee who receives a leave of absence for a definite period of time shall not be
entitled to return to work until the expiration of such leave unless the Employer elects to waive
this provision;

(© Such leaves shall be without payroll compensation unless the employee is eligible for paid
vacation days under the provisions of this Agreement, and then those benefits shall be the sole
source of payment to the employee; and

(d) Leaves covered by the FMLA for employees eligible for said leaves, shall be administered
in a manner consistent with the FMLA.



ARTICLE 18 - BEREAVEMENT LEAVE & JURY DUTY

Section 18.1 - Bereavement Leave

Non-probationary, full-time employees shall be eligible for up to five days (5) days of paid
bereavement leave for purposes of attending, on a day normally scheduled to work, the funeral of
a parent, stepparent, foster parent, spouse, child, father-in-law, mother-in-law, siblings, step
siblings, grandparent or grandchild. The employee must provide his/her immediate supervisor with
at least twenty-four (24) hours prior written notice, whenever possible, of the need for funeral
leave in order to be paid for this benefit. Proof of death (i.e. obituary, death certificate or funeral
service program, stating your relationship to the deceased) must be provided to the Employer upon
the employee's return to work. Bereavement days shall not be cumulative, nor shall they be payable
if not used. This benefit shall be paid based upon the base hourly straight time wage rate of the
employee, in accordance with the number of hours normally worked on the day(s) covered under
this Section.

Appropriate documentation of the death, attendance at the funeral, memorial service, family
grieving process, and family relationship may be required. Upon receipt of such documentation,
the bereavement pay will be paid. Such documentation may include letters or death certificates
from the funeral home, clergy, or community leaders. Leave for the death of a foster parent will
be granted in the case of death in only one foster family.

For employees who have to travel to attend to bereavement of family members referenced above,
the Employer will grant reasonable amounts of unpaid time off.

Hours paid under this article will not be considered as hours worked for the purpose of
computing overtime.

Section 18.2 - Jury Duty

Employees shall be eligible for up to ten (10) days of paid leave to serve on a jury. The employee
must provide his/her immediate supervisor with prior written notice of the requirement to serve on
a jury within 48-hours after notice is received in order to be paid for this benefit. Proof of jury
service must be provided to the Employer. Jury duty days shall not be cumulative, nor shall they
be paid if not used. This benefit shall be paid based upon the base hourly straight time wage rate
of the employee, in accordance with the amount of hours normally worked on the day(s) covered
under this Section, less all amounts received by the employee from any court or government
agency to serve on a jury. Hours paid under this Article shall not count as hours worked for the
purposes of computing overtime.



ARTICLE 19 - TRAINING

Section 19.1- Payment

All time spent qualifying and training as required by the Employer and/or the contract with the
Government will be on paid for time, with a minimum of four (4) hours pay for any day on which
the employee is assigned to qualifying or training activities.

Section 19.2 — Weapon Training

The Employer will ensure current weapons qualifications are maintained in accordance with
licensing/contract standards. The Employer shall afford employees the opportunity to have at least
one (1) practice session prior to any formal requalification test. All qualification and
requalification procedures shall be conducted in accordance with FPS standards. If an employee
fails the initial re-qualification session, that employee shall undergo an eight (8) hour remedial
training session within 30 days prior to a second re-qualification attempt. If the employee does not
qualify during the second qualification session, the employee shall undergo a second eight (8) hour
remedial training session prior to a third re-qualification attempt. The employee shall be
compensated for all hours spent on the aforementioned activities. After completion of the second
remedial training session, the employee will be afforded a third attempt to qualify. The employee
will be given a 30-day potential letter of termination after 3rd qualification and have 30 additional
days to qualify out of the employees’ own pocket. If the employee isn’t successful the employee
is deemed separated from service. Any employee who fails to re-qualify in that time period shall
be removed from the duty schedule. Time limits will be extended if the employee was unable to
requalify in the time periods set forth above due to external factors beyond his control.

Section 19.3 - Standards

Consistent with Federal Protective Service (FPS) standards, the Employer retains the unilateral
right to administer the standards for qualifying PSOs, as well as the method(s) of administering
those standards; such standards and the method of administering such standards, equally applied
within any single training group of employees, may not be the subject of a grievance under the
Grievance/Arbitration provisions of this Agreement.

Section 19.4 — Physical Examination

The Employer shall schedule, in a timely manner, employees to obtain any Client required physical
examination at no expense to the employee. In the event that the employee does not pass the
required physical, he will have the option of taking a second physical examination with a physician
of the employee’s choosing, provided that FPS standards (provided by the Employer) are used.
The results of the second examination will be final.



Section 19.6 — Permit Renewals

Prior to expiration, the Employer shall provide employees forms as are required by the state for
the renewal of their Maryland State handgun permit. The Employer shall promptly submit the
completed forms, photographs, and fingerprint specimens to the state.

Section 19.7 — Clearance
Officers are required to be qualified for and maintain a DOE “L” clearance, or the highest-level
clearance which is required by their assigned post.

ARTICLE 20 - STRIKES AND LOCKOUTS

Section 20.1 - No Strike

So long as this Agreement is in effect, the Union will not cause nor permit its members to cause,
nor will any member of the Union take part in, any strike including a sympathy strike, slowdown,
stoppage of work, planned inefficiency or any other curtailment of work or restriction or
interference with the Employer’s or Government’s operations for any reason whatsoever, nor will
the Union authorize or sanction the same. Upon hearing of any unauthorized strike, slowdown,
stoppage of work, planned inefficiency or other curtailment of work or restriction or interference
with the operation of the Employer, the Union shall take reasonable steps to avert or bring such
activity to a prompt termination.

Section 20.2 - Violation of No-Strike Provision
Any employee who violates the proscriptions of this provision is subject to immediate discharge.

Section 20.3 - No Lockout
So long as this Agreement is in effect, the Employer will not lockout bargaining unit employees.



ARTICLE 21 - GOVERNMENT/CLIENT SUPREMACY

The Employer and Union recognize that the Government/Client may impose various demands and
obligations upon the Employer and its employees. Nothing in this Agreement is intended to place
the Employer in violation of its service contract with its Client.

Therefore, employees agree to comply with any verbal or written non-disciplinary directive issued
by the government. All discipline shall be subject to the grievance and arbitration procedures,
except for those issues involving the government/client’s rights under the contract between the
government and the Employer. Government/client directives and any claimed violation of this
Agreement, which results from those directives, are not subject to the grievance or arbitration
procedure except as to a dispute of whether or not the employee complied with the directive. Upon
approval from the Government/client, documentation of Government/client directives will be
provided to the union upon request. Verbal directives will be documented in accordance by the
Employer.

ARTICLE 22 - BREAKS

Employees working an eight (8) hour shift will be provided one (1) fifteen-minute and one (1)
forty-five-minute paid meal break. Employees working a 12-hour shift shall receive one (1)
additional paid 15-minute break during the extended shift.

ARTICLE 23 - GENERAL PROVISIONS

Section 23.1 - Medical Examinations

The Employer shall pay for all physical/medical/psychological examinations that are required by
the Employer at Employer designated clinic(s) or physicians. Physical/medical/psychological
exams may be required per the Employer’s contract with its Client. The Employer may designate
the physician or clinic, at its discretion. In the event an employee is required to undergo a medical
examination during non-duty hours, Employer agrees to compensate employees for time, up to
four hours, spent undergoing the medical examination.



Section 23.2 - Time for Medical Examinations & Off-Site Trainings

The Employer agrees to pay employees four (4) hours at regular rate of pay for all Employer
required medical examinations. The Employer agrees to pay % hour pay at regular rate for travel
to and %2 hour pay at regular rate for travel from any Employer required off-site trainings or re-
certifications (except firearm qualification).

Section 23.3 - Bulletin Board
The Employer shall provide bulletin board space for postings related to Union business.

Section 23.4 - Contact Information

Employees shall notify the Employer in writing of their proper post office address and telephone
number or any change of name, address or telephone number. The Employer shall be entitled to
rely upon the last known address shown in the employee’s official records. Employees may be
required to provide written acknowledgement of any communication from the Employer. The
Employer shall provide the Union with an updated list of bargaining unit employees and all post
office addresses upon request.

Section 23.7 - Invalidation of a Provision

If any provision of this Agreement or any application of this Agreement to any employee or group
of employees shall be determined to be contrary to law, then such provision or application shall
not be deemed valid and subsisting except to the extent permitted by law, but all other provisions
or applications shall continue in full force and effect.

ARTICLE 24 - SUCCESSORS

The Employer shall give notice of the existence of this Agreement to any purchaser, transferee,
lessee, assignee, etc., of the operation covered by this Agreement or any part thereof. Such notice
shall be in writing with a copy to the Union at the time the seller and purchaser, transferee, or
lessee execute a contract or transaction as herein described.



ARTICLE 25 - ENTIRE AGREEMENT

The parties 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 all of the understandings
and agreements arrived at by the parties after the exercise of that right and opportunity are set forth
in this Agreement.

It is the intent of the parties to resolve all outstanding matters between them by entering into this
Collective Bargaining Agreement. Therefore, the parties agree this Agreement resolves all
outstanding disputes, grievances, and claims between them as of the date of this Agreement.

This Agreement constitutes the full and complete agreement between the Employer and the Union,
it being understood that nothing shall be implied as being binding on the parties hereto except to
the extent expressly set forth in this Agreement. This Agreement can only be modified by the
express, written, and signed agreement of the parties.

ARTICLE 26 - EFFECTIVE DATES

This Agreement shall be effective as of April 1, 2023 and shall remain in full force and effect
through March 3, 2026. Notwithstanding the foregoing, this Agreement shall not become effective
unless it is ratified by the membership of the Union pursuant to the procedure set forth in its
Constitution and Bylaws, and subsequently signed by the parties hereto.
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NOWTINESS WHERVOL, the parties hereto have set their signatures on the day and year
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n)enn Guest, Si '\ P Hum Resources Date
Calvin Meade Director of Security Date
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Eric Bynes, COO Trust Consulting Services  Date
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