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This meeting will be held electronically.
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1. Call to Order and Roll Call
2. Resolutions
2.1 Resolution No. 25-5517 For the Purpose of Ratifying the RES 25-5517

2025-2029 Collective Bargaining Agreement Between
AFSCME 3580 and Metro

Presenter(s): Julio Garcia, Human Resources Director
Attachments:  Resolution no. 25-5517
Exhibit A to Resolution no. 25-5517
Staff Report

3. Adjourn
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Council meeting

Agenda

August 12, 2025

Metro respects civil rights

Metro fully complies with Title VI of the Civil Rights Act of 1964, Title Il of the Americans with Disabilities Act, Section 504 of the Rehabilitation Act and other
statutes that ban discrimination. If any person believes they have been discriminated against regarding the receipt of benefits or services because of race, color,
national origin, sex, age or disability, they have the right to file a complaint with Metro. For information on Metra's civil rights program, or to obtain a discrimination
complaint form, visit oregonmetro.gov/civilrights or call 503-797-1830. Metro provides services or accommodations upon request to persons with disabilities and
people who need an interpreter at public meetings. If you need a sign language interpreter, communication aid or language assistance, call 503-797-1890 or TDD/TTY
503-797-1804 (8 a.m. to 5 p.m. weekdays) 5 business days before the meeting. All Metro meetings are wheelchair accessible. Individuals with service animals are
welcome at Metro facilities, even where pets are generally prohibited. For up-to-date public transportation information, visit TriMet’s website at trimet.org

Théng béo vé sw Metro khéng ky thj ctia

Metro tdn trong dan quyén. Mudn biét thém théng tin vé chuong trinh dan quyén
clia Metro, hodic mudn Iy don khiu nai vé sy ki thi, xin xem trong
www.oregonmetro.gov/civilrights. Néu quy vi cdn thong dich vién ra ddu bang tay,
trg gitip vé tiép xtc hay ngdn ngit, xin goi s6 503-797-1700 (tir 8 gitr sang dén S gidy
chiéu vao nhirng ngay thudng) trudc budi hop 5 ngay lam viée.

MNoeigomneHHa Metro npo 3a6opoHy gUCKpUMIHaLT

Metro 3 NoBaroko CTaBUTLCA A0 FPOMAAAHCHKMX Npas. [NA OTPUMAHHA iHpOpMaLi
npo nporpamy Metro i3 3axMcTy rpomagAaHCcbKMX npas abo Gopmu ckapru npo
AWCKPUMIHaLIO BiggiaaiiTe caT www.oregonmetro.gov/civilrights. abo Akwo Bam
notpibeH nepeknagay Ha 36opax, 4R 3340BONEHHSA BALWOro 3anNuTy 3aTenedoHyiite
33 Homepom 503-797-1700 3 8.00 ao 17.00 y poboudi gHi 3a n'AaTb poboumx aHie go
36opie.
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Ogeysiiska takooris la’aanta ee Metro

Metro waxay ixtiraamtaa xuquugda madaniga. Si aad u heshid macluumaad ku
saabsan barnaamijka xuquugda madaniga ee Metro, ama aad u heshid wargadda ka
cabashada takoorista, boogo www.oregonmetro.gov/civilrights. Haddii aad u baahan
tahay turjubaan si aad uga gaybqaadatid kullan dadweyne, wac 503-797-1700 (8
gallinka hore illaa 5 gallinka dambe maalmaha shagada) shan maalmo shaqo ka hor
kullanka si loo tixgaliyo codsashadaada.
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Paunawa ng Metro sa kawalan ng diskriminasyon

Iginagalang ng Metro ang mga karapatang sibil. Para sa impormasyon tungkol sa
programa ng Metro sa mga karapatang sibil, o upang makakuha ng porma ng
reklamo sa diskriminasyon, bisitahin ang www.oregonmetro.gov/civilrights. Kung
kailangan ninyo ng interpreter ng wika sa isang pampublikong pulong, tumawag sa
503-797-1700 (8 a.m. hanggang 5 p.m. Lunes hanggang Biyernes) lima araw ng
trabaho bago ang pulong upang mapaghigyan ang inyong kahilingan.

Notificacién de no discriminacién de Metro

Metro respeta los derechos civiles. Para obtener informacién sobre el programa de
derechos civiles de Metro o para obtener un formulario de reclamo por
discriminacion, ingrese a www.oregonmetro.gov/civilrights . Si necesita asistencia
con el idioma, llame al 503-797-1700 (de 8:00 a. m. a 5:00 p. m. los dias de semana)
5 dias laborales antes de la asamblea.

YeepomneHue o HeAONYLWEHWM AUCKPUMMHALMK OT Metro

Metro yeaxaeT rpaxaaHCKMe Npasa. Y3HaTe o nporpamme Metro no cobatoaeHuo
rPXKAAHCKUX Npas v NoNy4uTb Gopmy #anobbl 0 AMCKPUMUHALMM MOXKHO Ha BeO-
caiite www.oregonmetro.gov/civilrights. Ecnv Bam HyskeH nepesoauvk Ha
obuiecteeHHOM cob6paHuK, OCTaBbTE CBOW 3aNpoc, NO3BOHMB No Homepy 503-797-
1700 e pabouve gHu ¢ 8:00 Ao 17:00 1 3a NATL pabounx AHer Ao AaTel COBPaHKA.

Avizul Metro privind nediscriminarea

Metro respecta drepturile civile. Pentru informatii cu privire la programul Metro
pentru drepturi civile sau pentru a obtine un formular de reclamatie impotriva
discriminarii, vizitai www.oregonmetro.gov/civilrights. Daca aveti nevoie de un
interpret de limba la o sedinta publicd, sunati la 503-797-1700 (intre orele 8 si 5, in
timpul zilelor lucrétoare) cu cinci zile lucrdtoare inainte de sedintd, pentru a putea sa
vd rdspunde in mod favorabil la cerere.

Metro txoj kev ntxub ntxaug daim ntawv ceeb toom

Metro tributes cai. Rau cov lus ghia txog Metro txoj cai kev pab, los yog kom sau ib
daim ntawv tsis txaus siab, mus saib www.oregonmetro.gov/civilrights. Yog hais tias
koj xav tau lus kev pab, hu rau 503-797-1700 (8 teev sawv ntxov txog 5 teev tsaus

ntuj weekdays) 5 hnub ua hauj lwm ua ntej ntawm lub rogj sib tham.

January 2021
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BEFORE THE METRO COUNCIL

FOR THE PURPOSE OF RATIFYING THE ) RESOLUTION NO. 25-5517

2025-2029 COLLECTIVE BARGAINING )

AGREEMENTBETWEEN ) Introduced by Marissa Madrigal, Chief

AFSCME 3580 AND METRO. ) Operating Officer, in concurrence with
)

Council President Lynn Peterson
WHEREAS, Metro’s designated representatives for labor relations have negotiated in good faith
with AFSCME Local 3580 (“the Union”); and

WHEREAS, Metro’s designated representatives for labor relations and the Union’s designated
bargaining representatives have reached a signed tentative agreement for a four-year collective
bargaining agreement; and

WHEREAS, the Union membership has duly ratified the tentative agreement; and

WHEREAS, Metro’s designated representatives recommend and support ratification by the
Council;

Now therefore,

BE IT RESOLVED that the Metro Council hereby ratifies the tentative agreement attached to this
resolution as Exhibit A.

ADOPTED by the Metro Council this 12" day of August, 2025.

Lynn Peterson, Council President

Approved as to Form:

Carrie MacLaren, Metro Attorney
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Exhibit A to Resolution 25-5517

Collective Bargaining
Agreement

Metro and the American Federation of State,
County and Municipal Employees Local 3580

July 1, 20245 to June 30, 20259

BMeto  ARGE
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Article 1: Preamble

This Agreement is between Metro, (Employer) and the American Federation of State, County and
Municipal Employees Local 3580, AFL-CIO, (Union).

The purpose of this Agreement is to establish the complete Agreement between the Employer and
the Union on rates of pay, hours of work, fringe benefits and conditions of employment, and to
promote efficiency in employee work performance.

This agreement also provides an equitable and peaceful process procedure to resolve disputes in
interpreting and applying the terms herein consistent with Employer’s and the Union's mutual goal
of providing ever-improved public services.

This Agreement shall apply equally to all employees in the bargaining unit without regard to race,
color, religion, creed, sex, national origin, age, marital status, familial status, gender identity or
expression, sexual orientation, veteran status, disability, political affiliation, genetic information,
criminal record that has been expunged, or any other status protected by law, or union activity.

Except as otherwise provided by law, regulation, or grant provisions, the PARTIES AGREE AS
FOLLOWS:

Article 2: Recognition

Section 2.1
Employer recognizes the Union as the exclusive bargaining representative of all regular and limited
duration status employees, and variable hour employees, including:

e Variable hour status employees in these classifications:

— Program Assistantfs} 1 at the Zoo and Recycling Information Center;

Program Assistant 2

Program Assistant 3

Hazardous Waste Technicians
Safety/Security Officers
Scalehouse Technicians

— Traffic Control/Load Inspectors I

Metro Paint Operations Technicians;and

— Administrative Specialists | at Oregon Convention Center and Portland Expo Center;
— Education Technician

Utility Worker, and

Parking and Dock Agent

All full-time or part-time personnel at the Oregon Convention Center, Portland Expo Center
and Portland’5 Centers for the Arts that are listed in pay schedules for AFSCME represented
positions at the time of contract ratification. But excluding:

Other variable hour employees, supervisors, confidential employees as defined under ORS
243.650(6) and (23),

AFSCME Local 3580 — Metro 20245-259 Collective bargaining 1
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Employees represented by other unions,

Employees assigned to the Office of the Chief Operating Officer and Council Office.

2021-25 Collective bargaining agreement AFSCME Local 3580 — Metro
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Section 2.2

For the purposes of this contract a regular or limited duration status employee is defined as
follows:

o Regular Status Employee: An employee who is in a budgeted FTE position which is not
designated limited duration and has passed the initial probationary period in effect at the
time of the employee’s appointment or hire; and has been employed by the Employer in
such status continuously since passing the probationary period.

e Limited Duration Status Employee: An employee who is in a budgeted FTE position and has
passed the initial probationary period; and is serving in a limited duration position for a
duration not less than three months. Employees hired into a limited duration position serve
a probationary period and are governed under the same terms of the contract as regular
status employees unless otherwise specified in this agreement.

e Variable Hour Employee (VHE): An employee

yees working less than one
thousand forty (1040) hours per year in a twelve (12) month period from initial hiring, or
any 12-month period thereafter. Variable hour employees represented by the union as
stated in section 2.1 shall be limited to working less than one thousand forty (1,040) hours
per fiscal year. Variable Hour employees are designated at-will until they have worked a

cumulative of 1040 hours. Hours of work may vary based on operational needs. The
scheduling of work is not guaranteed and may be ongoing, intermittent, and/or irregular as

determined by management.

Section 2.3

The Employer shall not use variable hour employees:
e Toreplace and/or diminish wages, hours or other conditions of employment of existing

bargaining unit employees;
e In amanner that circumvents the appropriate establishment of regular or limited duration

status positions; and
e For ongoing, continuous staffing needs when regular part-time or full-time employees can
fulfill these roles.

The Employer shall only use variable hour employees:
e To cover temporary or emergent needs, such as employee absences, short-term non-
recurring work operations, or seasonal workload increases; and
e During bona fide recruitment of regular or limited duration status employees.

AFSCME Local 3580 — Metro 20215-259 Collective bargaining 3
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Section 2.4
The Emplover agrees that the function of supervisors is the supervision of employee performance
and not to expressly perform the work of the employees they supervise.

2.4.1 No supervisor shall perform any of the work covered under this Agreement, except in cases of

emergency. Emergency is defined as a situation beyond the control of the Employer, which the
Employer could not anticipate, including but not limited to:

(a) Unanticipated situations where bargaining unit employees were contacted; but were not

available for work.

(b) The Employer has made an unsuccessful attempt to contact bargaining unit employees via
personal contact information provided to the Employer.

(c) Situations where current staff are at capacity and the supervisor must perform work to meet a
client need and/or scheduling deadline.

Emergencies shall not include those day-to-day situations which require immediate action which

have been normally performed by bargaining unit employees.

2.4.2 A supervisor may use tools or equipment and perform work when the objective is to:

(a) Show, explain or train employees in the proper performance of their work assignments; or

(b) Reacquaint themselves with methods and routines, to maintain knowledge, skills and abilities,

expertise or certification, or an understanding of the work provided, as long as the work done does
not replace aregularan employee of the Bargaining Unit; or

(c) For incidental responses due to emergency situations.

The Emplover shall make every reasonable effort to maintain a sufficient workforce to staff its
operations with bargaining unit employees.

Article 3: Management Rights

The Employer shall have and retain the sole responsibility for the management and operation of all
Employer’s functions and direction and control of its workforce, facilities, properties, programs and
activities, except as expressly limited by the terms and conditions of this Agreement. These rights
include but are not limited to the following:

e Determining the Employer’s mission, policies, and all standards of service offered to the
public and other local governments;

e Planning, directing, controlling and determining the operations or services to be conducted
by employees;

e Determining the methods, means, number of personnel needed to carry out any
department's mission;

e Directing the work force and issuing or changing work orders and rules.

e Hiring and assigning or transferring employees within or between departments;

4 2021-25 Collective bargaining agreement AFSCME Local 3580 — Metro
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Promoting, suspending, disciplining or discharging, consistent with this Agreement;

AFSCME Local 3580 — Metro 20245-259 Collective bargaining
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e Laying off or relieving employees due to lack of work or funds or for other legitimate
reasons;

e Making, changing, publishing and enforcing work practices, rules or personnel policies and
regulations covering permissive subjects of bargaining, including issuing rules over issues
which are nonnegotiable and are not in conflict with or otherwise addressed in a specific
provision of this Agreement; and

e Introducing new or improved methods, equipment or facilities.
e Completing performance evaluations of employees as required.
o (lassifying, reclassifying or merging positions as required.

These rights are diminished only by the law and this Agreement.

Article 4: Union Security

Section 4.1 Membership

Employees covered by this Agreement shall have the right to pay dues as a means to participate in
their Union through application to the Union. Application and resignations of membership shall be
handled solely by the Union. The Employer agrees to remain neutral with respect to an employee’s
decision about union membership and payroll deduction. The Employer agrees to direct to the
Union; all communications from employees regarding union membership or union payroll
deduction.

Section 4.2 Holder of Record

During the life of this Agreement and to the extent possible, the Union will notify the Employer
within 30 days of receipt of notice to the Union of individuals who have authorized, or discontinued,
authorizations for deductions to the Union.

Section 4.3 Dues Checkoff

The Union shall notify the Employer of the current rate of dues and other authorized deductions in
a timely manner, which will enable the Employer to make the necessary payroll deductions as
specified in this Article.

The Employer shall deduct from the paycheck of employees in the bargaining unit who have
authorized the deduction, the specified amount for payment to AFSCME Council 75. The Employer
agrees to remit the aggregate deductions together with an itemized statement to AFSCME Council
75 and the Union’s designated person(s), on a bi-weekly basis. The itemized statement will be
provided electronically in an MS Excel, comma separated value, data interchange format, symbolic
link format, tab delimited or space delimited file; and shall include: the employee name, employee
identification number, regular hourly wage, wages earned during the relevant period, the pay
period dates from which the dues are being withheld, the amount of dues forwarded on behalf of
the employee, the amount of any retroactive dues withheld if any and the pay period from which
they were withheld.

6 2021-25 Collective bargaining agreement AFSCME Local 3580 — Metro



4.3.1 PEOPLE and Other Deductions

The Employer agrees to make employee authorized payroll deductions to the Treasurer of the
National Public Employees Organized to Promote Legislative Equality (PEOPLE) Committee.
Employee authorizations must be in writing and specify an amount to be deducted per pay period.

The Employer shall remit the aggregate deductions of all employees, together with an itemized
statement showing the name and employee identification number and the amount deducted during
the period covered by the remittance, to AFSCME Council 75.

All PEOPLE Contributions shall be voluntary and may be revoked at any time upon written notice to
the Union and the Employer. It is expressly understood that PEOPLE contributions are not required
as a condition of employment.

Section 4.4 Timely Deductions

The Union will provide new authorizations or changes in authorizations for employee Union
deductions to the Employer by email. The Employer agrees to process payroll deduction
authorizations or changes from the next issued paycheck for the previous applicable pay period.

Section 4.5 Quarterly Reconciliation Report

The Employer agrees to run a report comparing the full list of all represented bargaining unit
employees with the list of employees who have authorized Union deductions as provided for
electronically by the Union. This report shall take place at least quarterly or as mutually agreed
upon in writing by the Parties.

Section 4.6 Bulletin Boards

The Employer agrees to furnish and maintain suitable bulletin boards in convenient places in each
work area to be used by the Union. The Union shall limit its posting of notices to such bulletin
boards. All posting of notices on bulletin boards by the Union shall be signed and dated by the
individual doing the posting. Each bulletin board will have a sign designating it as a specific
AFSCME posting area

e Metro Regional Center:
Dompleserand e adons

South and Central Scalehouses

e South and Central Hazardous Waste Facilities

South Traffic Break Room

e Metro Paint
e St.Johns Landfill
e Regional Illegal Dumping Patrol (RID)

Oregon Zoo (¥we-Three separate bulletin boards)

Oregon Convention Center (Two separate bulletin boards)

Portland Expo Center (Two separate bulletin boards)

Portland’5 Centers for the Arts

Employer and Union will work together to provide bulletin boards at any new work locations.

AFSCME Local 3580 — Metro 20245-259 Collective bargaining 7
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Section 4.7 Union Access and Representatives

The Employer agrees that representatives of the Union, whether local union representatives,
Council representatives, or International Union representatives, shall have access to the premises
of the Employer to conduct Union business. The Union shall appoint and certify the names of shop
stewards to Employer and regularly provide a list of these designated representatives to the
Employer.

The Union shall be permitted to meet with employees during scheduled work hours at their regular
work location to discuss grievances, complaints, and other workplace related matters, without loss
of compensation or benefits to any employee, including any designated representative attending
the meeting.

Union representatives shall be subject to normal building security and safety requirements. Such
visits shall not cause the employees to neglect their work or interfere with building activities or
events in progress.

The Union shall have the right to use the Employer’s facilities to conduct Union meetings, based on
availability and with at least twenty-four (24) hours’ notice. The Employer agrees to allow the
Union to use non-fee facilities without charge to the Union. The Union agrees to pay Employer fees,
consistent with those applicable to the Employer’s policy, for the use of fee-based venue spaces for
meetings.

Section 4.8 In-House Mail System, Email Communication and Storage

4.8.1Email communications

Employees elected/appointed to official positions, stewards and/or other representatives may use
Employer’s email system to conduct Union business for the purposes of:

Notifying AFSCME represented employees of meetings and scheduling meetings (date, time, place
and agenda); and

Scheduling meetings among Union officers, stewards, other representatives and/or members (date,
time, place, and agenda).

Union related communications including, but not limited to: New member orientation, collective
bargaining, grievance or other dispute investigations, or governance of the Union.

Email communications may not be used to distribute information regarding election campaign
material for or against any person or organization.

The Employer shall provide one Metro email account for the sole purpose of the Union President,
Vice President, Secretary or designee to create and manage such Union related calendar
appointments.

All Employer systems (including computer, network, and email) are provided for business purposes
and are subject to Employer’s acceptable use policy and may be subject to public records requests.

8 2021-25 Collective bargaining agreement AFSCME Local 3580 — Metro

19



4.8.2In house mail system
The Union is authorized to use the Employer’s in-house mail system. The Employer shall not be

responsible for the delays in delivery (if they occur) for such materials, and this authorization for
the Union to use the mail system shall be permitted only so long as no Employer postage or non-
reusable supplies are used.

4.8.3Storage
Employer shall provide Union an area to store supplies and records, provided that, in Employer’s

sole discretion, such space is available. It shall be the Union’s responsibility to maintain inventory
of and/or provide security for such supplies and records. Union shall comply with building’s
security requirements for securing access to storage.

The Union will hold the Employer harmless for any loss or damage to items contained in storage on
Employer’s premises.

In the event that the Employer needs to reoccupy such storage space, reasonable advance notice
shall be given to the Union.

Section 4.9 Notification and Reporting of Employee Information

4.9.1New Employee, Contact Information and Employment Status Change
Each week, Employer will provide the Union a report containing the following information for each

employee in the bargaining unit:

e Employee name;

e Employee identification number;

e Worksite and Department;

e Date of hire;

o Employment status change such as leave of absence, separation, retirement or position change;
e (lassification;

e Contact information or change of information such as cellular, home and work telephone
numbers; personal and work electronic mail addresses; and home or personal mailing address,
if available and/or provided by the employee.

4.9.2Variable hour employee reporting
By the first work day of each month, Employer shall provide the Union a report(s) containing the

following information:

a) Areport containing any variable hour employees who have newly begun working within the
last month.

b) Areporting of total hours worked for the fiscal year for each variable hour employee in the
bargaining unit that includes Employee name, Employee identification number, classification
and worksite or department.

c) A reporting of total hours worked within that fiscal year for all non-represented AFSCME
classifications working in a variable hour status that includes Employee name, Employee
identification number, classification and worksite or department.

AFSCME Local 3580 — Metro 20245-259 Collective bargaining
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4.9.3Demographic Information
Upon request, the Employer will electronically provide, demographic information of employees in

the Union’s bargaining unit collected by the Employer, including but not limited to: age, gender,
and race. Such information of non-bargaining unit Employees must be requested through
Employer’s record request process.

Section 4.10 New Employee Union Orientation

Within thirty (30) days of employment, new employees and a Union Steward or designee will be
granted at least thirty (30) minutes but no more than one hundred twenty (120) minutes of paid
time for introductions and to welcome the new employee. Such formal orientation may be
conducted in conjunction with the Employer’s new employee orientation and the Union will be
notified at least ten (10) days in advance of the Employer’s new employee orientation. If no such
orientation is conducted, or the employee is unable to attend such orientation, within the first thirty
(30) days of employment, the formal Union orientation will occur on an individual basis during
both employees’ scheduled work day within ninety (90) days. The meeting will not cause the
employee to neglect their work or interfere with building activities or events in progress.

Section 4.11 Negotiations

For successor contract negotiations, management will pay a combined total of up to 360 hours of
bargaining time in regular wages, on scheduled work days, for those current AFSCME 3580
employees who serve on the Union bargaining team. Additional paid time may be granted by
mutual agreement of the parties. No overtime, shift differential, travel time, per diem, or any other
premium pay shall apply to time spent bargaining. The parties recognize that bargaining may occur
outside of scheduled work hours. Designated representatives who attend a bargaining session
outside of scheduled work hours shall be permitted to flex their work hours on the day of the
bargaining session in order to attend the bargaining session on paid work time. Bargaining time
shall include time spent in preparation for bargaining, at the bargaining table, and in caucus.

Section 4.12 Indemnification

The Union shall indemnify, defend, and hold the Employer harmless against any and all claims,
damages, suits or other forms of liability which may arise out of any action taken or not taken by
the Employer, or person acting on behalf of the Employer, for the purpose of complying with the
provisions of this Article.

Section 4.13 Union Activities

The Employer shall allow designated Union representatives a reasonable amount of time to engage
in the following activities during work hours and at the Employer’s facilities, without loss of
compensation or benefits:

a) Investigate and process grievances and other workplace-related complaints;

b) Attend investigatory meetings, hearings, and other due process proceedings;

c) Participate in, or prepare for, proceedings that arise from a dispute involving the collective
bargaining agreement, including arbitration proceedings, administrative hearings and other
proceedings before the Employment Relations Board;

d) Engage in collective bargaining;
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e) Attend labor-management meetings, safety committee meetings and any other meetings
between representatives of the Employer and the Union to discuss employment relations;

f) Provide information regarding the collective bargaining agreement to newly hired bargaining
unit employees outlined in Section 4.10 of this Article.

g) Testify in a legal proceeding in which the designated Union representative has been
subpoenaed as a witness.

For purposes of this Article, “designated representatives” shall include Union executive board
officers, building or site representatives, stewards and their designees.

A non-employee Union Representative shall be permitted access to the Employer’s facilities for the
purpose of engaging in the activities described in this Article on the same terms and conditions as
designated representatives. Barring emergencies, a non-employee representative shall give 24-
hour prior notice to the Employer of the visit. The non-employee Union Representative shall
comply with all safety and security rules while at the facility.

The Employer shall not reduce a designated representative’s work hours to accommodate the
designated representative’s performance of the activities listed above. However, the designated
representative and their supervisor may agree to a flex schedule that allows the designated
representative to perform the activities above during paid work hours within the FLSA workweek.
No overtime, shift differential, travel time, per diem, or any other premium pay shall apply to time
spent in these activities nor apply towards the calculation of such time.

Union members performing Union activity as defined in Article 4 will record time spent on
activities in the Employer’s electronic timekeeping system.

4.13 Release Time
4.13.1Unpaid Release Time
Union-designated employees may be allowed time off without pay to attend union-sponsored

meetings, training sessions, conferences, and conventions, not to exceed and twenty (20) working
days per fiscal year per employee. The employees’ time off will not interfere with the operating
needs of the Employer. The employees may use accrued compensatory time, personal holiday,
vacation leave, or leave without pay. Employees shall provide their immediate supervisor with at
least five (5) working days written notice of the need to perform the activities listed above prior to
the time at which the activities will be performed. Employee requests shall not be unreasonably
denied and approval of release time may be contingent upon the ability of the Employer to maintain
operations or other business needs.
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4.13.2Temporary Employment with the Union
Upon request of the Union, the Employer shall grant leave with pay for temporary employment

with the Union for the duration specified by the Union. Temporary employment for the purposes of
this article shall be defined as an official position with the union which is not more than one (1)
year in duration. The Union will give the Employer at least thirty (30) calendar day’s prior notice,
unless otherwise agreed. The employee released under this Section shall receive full retirement
credit for the entire duration of the release time. The employee will have the right to return to the
same classification. The period of leave will not impact the employee’s seniority date.

In the event an employee desires to return to the Employer prior to the anticipated end of the
release time, the employee must provide the Employer with written notice of this intention no later
than thirty (30) calendar days from the requested date of return.

4.13.2.1
There shall be no more than one (1) employee on temporary employment with the Union, as
defined by Article 4.13.2, at any given time.

4.13.3Reimbursed Release Time

The Union agrees to reimburse the Employer for the fully burdened costs of positions that a
released employee holds as a result of either a) release time activities under 4.13.1, or b) an
approved absence for temporary employment with the Union under 4.13.2. and/or c) other release
time approved by the Employer.

The Union will provide the Employer’s Supervisor and Employer’s Human Resources designee with
a written request for release time to be used by the Union designee and shall include: employee
name, date(s) and number of release time hours. Written requests for release time under Section
4.13.1 shall be received at least five (5) days in advance of the qualifying event.

On a quarterly basis, the Employer will provide the Union with a report identifying the
reimbursement costs for release time. Within thirty days of receipt of this report, the Union will
reimburse the Employer and the Employer must deposit the payment within thirty days of receipt.
In the event the Union fails to make such payment, the Employer may, in its sole discretion, cancel
the release time and immediately recall the employee to their Employer position.

In no event will the Employer be liable for any act, omission or injury suffered by the employee
while serving as the designated representative of the Union during the release time period. If the
Employer is held liable, the Union shall indemnify the Employer and hold the Employer harmless
from all liability arising from the act, omission or injury that occurred during the release time
period.

During release time as defined in Sections 4.13.1 and 4.13.2, the employee shall not be eligible for
Employer’s workers’ compensation benefits arising out of an injury or illness occurring during
release time.

For purposes of this provision, “fully burdened costs of the positions” means the cost of wages,
benefits, workers’ compensation insurance, and other administrative costs not to exceed 5% of the
employee’s total salary.
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Article 5: No Strike or Lockout

Section 5.1

During the term of this Agreement, neither the Union nor its agents or any employee, for any
reason, will authorize, institute, aid, condone or engage in a slowdown, work stoppage, picketing,
strike, or any other interference with the work and statutory functions or obligations of the
Employer. During the term of this Agreement neither Employer nor its agents for any reason shall
authorize, institute, aid, or promote any lockout of employees covered by this Agreement.

Section 5.2

If any work stoppage, slowdown, picketing (excluding informational picketing), or strike shall take
place, the Union agrees to immediately notify any employees engaging in such activities to cease
and desist and to publicly declare that such work stoppage, slowdown, picketing (excluding
informational picketing), or strike is in violation of this Agreement and is unauthorized. The Union
agrees to immediately notify all Local officers and representatives of their obligation and
responsibility for maintaining compliance with this Article including their responsibilities to
remain at work during any interruption which may be caused or initiated by others and to
encourage other employees violating Section 5.1 above to return to work.

Article 6: Hours and Shifts

Section 6.1 Workweek

Forty (40) hours shall constitute the normal workweek, eight (8) hours per day, five (5)
consecutive days per week with two (2) consecutive days off. Notice of change in shift starting
times or days off will be given prior to the end of the week before the week in which the change
becomes effective, and such change will be effective for not less than one (1) week. Provided,
however, that this Section shall not govern the payment of overtime, which shall be strictly
governed by Article 7. For accounting purposes the work week will begin at 12:01 a.m. on Monday
and end at 12:00 a.m. (midnight) the following Sunday.

Section 6.2 Work Schedules at Oregon Convention Center and Portland Expo Center

Work schedules shall be posted at least two (2) weeks in advance of the effective date of the
schedule. An employee’s work schedule may be changed to meet building or events needs with no
less than twenty-four (24) hours prior notice. While business needs are unpredictable,
management shall endeavor to provide at least forty-eight (48) hours advance notice of a schedule
change. Work hours assigned to employees shall not constitute a guarantee of hours or work per
day or per week.
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Section 6.3 Rest Periods and Unpaid Meal Breaks

Rest periods and unpaid meal breaks shall be provided in accordance with state law. Except in cases
of emergency, all employees shall be provided with a fifteen (15) minute rest period during every
four (4) hours worked. Rest periods normally shall be taken near the middle of each one-half (1/2)
shift whenever feasible.

Section 6.4 Exceptions to Workweek Definition
Notwithstanding the workweek set forth in 6.1 and 6.2 above, the Union may request and Employer
may initiate an alternate workweek schedule, upon mutual agreement of the Union and Employer.

Section 6.5 ShiftsDefinitionDay Shift

Awee 8 e e 2 icationswithoutrestrictions-on-the-following-basis-The

day shift for pay purposes shall be defined as any hours scheduled to start between the hours of The—

day-shiftforpaypurpesesis-any-shift-which-beginsbetween-6:00 a.m. and 91:59 ap.m. Part-time

work which is commenced after 11:59 a.m. and completed by 6:59 p.m. is day shift work and is not
eligible for shift differential.

Section 6.6 Schedule Trade

When employees agree to trade shifts in a workweek, and it is approved by the Employer in
advance, such change will not result in any overtime liability to the Employer and the employee
shall waive the right to two consecutive days off. Employees must inform management at least 24
hours in advance of the shift trade commencing.

Section 6.7 Change of Shift

Employees whose work shift is changed from one shift to another shift, unless relieved from work
for at least eightten (810) hours before starting their new shift shall be paid at the overtime rate for
the first such new shift worked.

Section 6.8 Report Pay

Employees who report to work when their shift has been cancelled and were not notified of their
shift cancellation shall be paid a minimum of four (4) hours. Where the scheduled shift is less than
four (4) hours in duration the employee shall be paid the hours scheduled.

Section 6.9 Second or Swing Shift

The second or swing shift for pay purposes shall be defined as any hours werked-scheduled to start
between_the hours of 2:00 pm_—and 9:59 pm. Employees scheduled on the shift shall receive a shift
premium of $1.60 in addition to —the regular hourly rate (as set forth in Exhibit A).

Section 6.10 Third or Graveyard Shift

The third or graveyard shift for pay purposes shall be defined as any hours werked-scheduled to
start between 10:00 —pm and 5:59 am. Employees scheduled on the third shift shall receive a shift
premium of $1.70 in addition to the regular hourly rate (as set forth in Exhibit A).

Section 6.11 Differential Payment Across Shifts

The shift differential is paid for the entire shift when the majority of hours worked fall within the
shift as defined in Sections 6.9 and 6.10. Employees are not permitted to flex or alter work hours in
order to attain shift differential.
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Section 6.12 Weekend Differential

Employees in the below-listed classifications who are scheduled to work weekends shall be paid a
differential of

$1.50 for all hours worked between the hours of 12:00 a.m. Saturday to 11:59 p.m. Sunday. The
weekend differential is in addition to the shift differentials in Section 6.168-9 and 6.1110.

Hazardous Waste Technician, WPES Program-AssistantH,-RIG-WPESEducation Technician
Hazardous Waste Specialist, WPES

Landfill and Environmental Technician, WPRES-SScalehouse Technician, WPES Landfill-
and-Environmental Specialist, WPES Lead Scalehouse Technician, WPES  Traffic
Control/Load Inspection Tech I, I, WPES Metro Paint Operations Technician, WPES

Metro Paint Operations Specialist, WPES

Section 6.13 Intermittent language translation and culturally specific

knowledge, skills and abilities

An-annual stipend of $1,800,paid-$150 menthly-will be paid to Eemployees for any month in
which the employee provides culturally responsive services and/or expertise, language
translation or review of work products for whe-cemplete-anylanguage translationorreview-of
workpreduetsfor-cultural responsiveness as part of requested —~work duties but-outside of
assigned regular duties, for any of the Employer’s programs or -initiatives. This work shall not
include interpretation services that are considered part of the ~Employer’s responsibility to meet
requirements for vital services or documents under Title VI. The stipend will be paid $75 per pay
period for the first two pay periods of any calendar month in which the employee qualifies.

qualifyfor-thestipend-Receipt of this stipend does not make an employee ineligible for
compensation received for participation as part of a Special committee assignments.

Section 6.14 Voluntary time off or temporary reduced schedule

Employees may request to voluntarily and temporarily reduce their work schedule for a period of
no more than six months. Requests will be provided in writing and include the proposed hours for
the temporary reduction and duration. Employer will respond to requests in writing within thirty
(30) days of receipt of request. Employer shall not unreasonably deny a temporary reduced
schedule request.

The voluntary reduction in work hours may have an effect on benefits and employees should
contact Human Resources in advance of making a final determination to understand the impact of
any voluntary reduction on their individual situation. Articles 8.3 and 12.2 regarding proration of
benefits shall apply.

benefit areas may be impacted by voluntary time off under the following circumstances:

e Overtime: Overtime compensation will not begin until after forty (40) hours have been worked
during any one work week, and voluntary time off shall not be considered as time worked when
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e Long Term Disability: Because the Long Term Disability Plan is based on the worker's salary,
the reduced work hours and/or the corresponding reduced salary may lower the premiums and
the benefits derived.

e Retirement: voluntary time off does not impact years of service, but may impact calculation of
some retirement benefits.

e Benefits: employee premium cost share

e Life Insurance: Reduction in life insurance to reflect reduction in salary

e The rate of accrual for holidays

See Article 35 Variable Hour Employees, for provisions of this article applicable to variable hour
employees.

Article 7: Overtime, Compensatory Time, and Bonus Time

Section 7.1 Overtime

Overtime worked by employees non-exempt from the Fair Labor Standards Act (FLSA) shall be paid
at one and one half (1-1/2) the employee's regular rate including any regular rate premiums.
Overtime is time worked over eight (8) hours per day or over forty (40) hours in one (1) workweek.
For employees working four day workweeks overtime is time worked over ten (10) hours per day
or over forty (40) hours in one (1) workweek. The "workweek" for purposes of calculating overtime
for non-exempt employees is defined as seven (7) consecutive calendar days. The "workday" for
purposes of calculating overtime for non-exempt employees is defined as the 24-hour period
beginning at 12:01 a.m. each day and ending at 12:00 midnight. Overtime shall be paid whenever
required by this subsection or the FLSA.

Application of the overtime section shall not be construed to provide for compensation for overtime
at a rate exceeding time and one-half or to affect a “pyramiding” of overtime.

Section 7.1.1 Flexible schedules and overtime
For non-exempt employees working flexible schedules granted under Article 29, overtime is time

over the hours identified in the alternate schedule, unless those hours are less than eight hours in a
work day or over forty hours in a single work week.

Section 7.1.2 Assignment of Overtime
The Employer shall give reasonable notice of any overtime to be worked.

Upon request of either party, the Employer and the Union may meet for the purpose of negotiating
issues related to the development of methods for the scheduling and distribution of overtime for
departments, venues or workgroups. Any proposals agreed to shall be incorporated through a letter

of agreement.

14 2021-25 Collective bargaining agreement AFSCME Local 3580 — Metro

29



Section 7.2 Compensatory Time for Non-Exempt Employees

Upon agreement with a non-exempt employee that overtime not be paid, non-exempt employees
shall receive one and one-half (1-1/2) hours of compensatory time off for every hour worked in
excess of eight (8) hours (ten (10) hours per day for four day workweek employees) or forty (40)
hours per workweek. Compensatory time must be requested in the payroll period in which the
excess hours were worked, and the employee may via written request default future excess hours
to be received as Compensatory time rather than paid as overtime.

a) Compensatory time must be used within the fiscal year in which it is awarded, and if unused
will be ferfeited-paid out at the end of the fiscal year unless it is awarded during the month of
June. If Compensatory time is awarded in the month of June, the employee may have until June
30th of the following year to use the benus-time.

b) Compensatory time shall be provided in the electronic time-keeping system as a separate leave
bank for employee’s use, shall be pre-approved, and scheduled as time off.

Section 7.3 Bonus Time for Employees
The Employer may, at its sole discretion, award employees "bonus time" off as-determined-
app#ep%m&e—by—tk@)epaﬁmen{—D#eeteHméeS@eeconswtent with Metro policy. The decision to

grant or disallow bonus time;
awarding-benus-tme; shall be con51dered as the exercise of a Management nght allowed by Article
3 of this Agreement. Bonus —time can be awarded to exempt and non-exempt employees.

a) Bonus time must be used within the fiscal year in which it is awarded, and if unused will be
forfeited at the end of the fiscal year unless it is awarded during the month of June. HBenus-

b) An employee being awarded bonus time shall receive notice in writing, to include the number of
hours awarded and the reason for the award.

¢) Bonus time shall be provided in the electronic time-keeping system as a separate leave bank for
employee’s use, shall be pre-approved, and scheduled as time off.

d) Overtime:

Non-exempt: Bonus time shall not be considered in the calculation of overtime during the FLSA
workweek.
Exempt: Exempt employees under FLSA shall not be paid overtime.
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Article 8: Holidays

Section 8.1 Recognized Paid Holidays
New Year’s Day;

Martin Luther King Day;
President’s Day;
Memorial Day;
Juneteenth;
Independence Day;
Labor Day;

Veterans Day;

© ® N o 1w

Thanksgiving Day;

[EnN
e

Day after Thanksgiving; for those employees whose worksite is Metro Regional Center, and-
administrativestaffat-Oregon Convention Center, Portland Expo Center, and Portland 5
Center for the Arts. Employees whose worksite remains open for business on the day after
Thanksgiving, upon mutual agreement with their supervisor, may take that day if business
operations allow, or defer this holiday consistent with Section 8.6.

42:11.Christmas Day;

13:12.Two (2) Personal Holidays are allowed each fiscal year on days of each employee's choice,
subject to schedule approval of the supervisor. For purposes of this section, a Personal
Holiday is any day chosen by the employee and approved by the supervisor which would
otherwise be a regular scheduled workday.

a) Employees hired between January 1 and June 30 of each fiscal year shall be entitled to
one (1) such holiday to be used by the end of the fiscal year.

b) With the exception of instances provided in item 13.a above, personal holidays must be
taken by the employee within the fiscal year in which they accrue.

Section 8.2 Holiday Pay

Eligible employees shall receive the amount of hours regular pay equal to that of their regularly
scheduled work day for each of the holidays set forth above on which they perform no work.
Holiday pay is provided for the day in which the shift began.

Section 8.3 Part-time Proration

Holiday pay for part-time employees will be prorated based on average hours paid per week during
a six (6) month period of time (semi-annual). This semi-annual calculation shall be from October 1
through March 31 and Aprill through September 30 of each year, and shall hereinafter be referred
to as the calculation period.

Personal holidays will be calculated once a year based on the previous two qualifying six-month
calculation periods (annual calculation) and shall be placed in the employees personal holiday bank
once a year.
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The following table shows the months worked on the left to calculate the hours of holiday pay for
the holiday on the right, including personal holidays:

Qualifying Six-Month Holidays
Average Hours Paid

April 1 through September 30 New Year’s Day

Dr. Martin Luther King Jr. Day
President’s Day

Veteran’s Day

Thanksgiving Day

Day after Thanksgiving
Christrmasbre

Christmas Day

Oct 1 through March 31 Memorial Day
Juneteenth
Independence Day
Labor Day

8.3.1Average hours paid per week shall be calculated as follows:

o Employees with average hours paid of 20-26.69 per week shall receive a prorated holiday of
50% of their regular shift, such that if their regular shift was eight (8) hours they would
receive four (4) hours of pay; or if their regular shift was ten (10) hours they would receive
five (5) hours of pay.

o Employees with average hours paid of 26.7-31.99 per week shall receive 75% of their
regular shift as holiday pay, such that if their regular shift was eight (8) hours they would
receive six (6) hours of pay; or if their regular shift was ten (10) hours they would receive
seven-and-a-half (7.5) hours of pay.

o Employees with average hours paid of 32 hours per week or more shall receive the
equivalent of their full shift, either 8 or 10 hours, respectively.

8.3.2Exempt employees shall receive holiday pay equivalent to their regularly scheduled shift.

8.3.3 Newly hired, regular status employees (including probationary employees) who have not yet
worked a complete qualifying period (six months for holidays and twelve months for personal
holidays) and employees not in paid status for half or more of the qualifying period (per the table
above) will be paid pro-rated holidays based on their FTE status. After six months of employment, a
review of hours worked will be conducted to confirm that the employee’s budgeted FTE status used
to determine pro-rated holiday pay since hire date was accurate. In instances where an employee
worked more than the budgeted FTE, the employee shall be provided the difference from forecasted
FTE and actual hours worked as deferred holiday leave.

8.3.4 Part-time employees shall not be required but may be allowed to use their (non-sick-leave)
accruals to “back fill” any holiday where pro-rated holiday pay is provided.
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8.3.5 Within 30 days of the close of each six-month period outlined in number one (1) above,
employees and the Local shall be notified of their amount of holiday hours for that period.

Section 8.4 Alternate Holiday Scheduling

Whenever a holiday shall fall on the first day not included in the employee's regularly scheduled
work week, the preceding day in an employee's regular workweek shall be observed as a holiday.
Whenever a holiday shall fall on the second day not included in the employee's regularly scheduled
workweek, the following day in an employee's regular workweek shall be observed as a holiday. In
the event an alternative holiday cannot be scheduled due to operational necessity, the holiday will

be deferred per Section 8.6.

Section 8.5 Holiday During Approved Absences
Holidays which occur during vacation or sick leave shall not be charged against such leave.

Section 8.6 Holiday Worked/Deferred

In addition to holiday pay, any non-exempt employee shall be paid the FLSA overtime rate for any
holiday —actually worked;with-the-exception-ofthe-dayafter Thanksgiving. However, if an
employee is scheduled to work on a holiday, that employee will be permitted to defer the holiday
with regular —pay until a later date. An employee under this section can accumulate no more than
five deferred holidays. Deferred holidays in excess of 5 deferred days permitted will be paid out at

the employee’s FLSA pay rate.

Section 8.7 Holiday Scheduling

The Employer shall offer work available on holidays to qualified volunteers from any shift.
Employees interested in working the holiday will advise the Employer of their desire to do so as
soon as possible and no less than four (4) calendar days prior to the holiday. If two or more
qualified employees volunteer with four (4) calendar days prior to the holiday, the most senior will
be selected. If there are no volunteers, the least senior non-probationary employee will be required
to work.

If an employee volunteers to work on a holiday, the following shall apply, in accordance with Article
6: Hours and Shifts and Article 7: Overtime, Compensatory and Bonus Time:
a) The employee shall waive the right to two consecutive days off as outlined in Article 6.

b) If the holiday shift begins prior to the employee being relieved from work for eight (8) hours,
the employee shall not receive additional overtime pay as outlined in Article 7.

See Article 35 Variable Hour Employees, for provisions of this article applicable to variable hour
employees.
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Article 9: Vacation

Section 9.1 Vacation Accrual for Employees
Subject to department approval, all bargaining unit employees shall be granted annual vacation
leave with pay based on hours worked, accruing at the following rates:

Total Years of Accrual Equivalent

Continuous Rate Per Annual

Service Hours Hour
Full-Time Employees

Date of hire .0577 hours 120 hours

through

completion of 3

yrs.

4 years through .0692 hours 144 hours

completion of 7

yrs.

8 years through .0808 hours 168 hours

completion of 11

yrs.

12 years plus .0923 hours 192 hours

Section 9.2 Existing accrual rates for OCC and Expo

Oregon Convention Center and Portland Expo Center employees that were accruing two-hundred
(200) vacation hours per year (per full-time employee) at the time of ratification of this agreement
shall continue to accrue vacation hours at a rate of two-hundred (200) vacation hours per year (per
full-time employee).

Section 9.3 Vacation Leave Approval
Regular and limited duration status employees employed for more than six (6) consecutive months
may be granted accrued vacation leave by approval of the department director or designee.

Department directors or their designees shall schedule vacation for their respective staff with
consideration for vacation accrued, seniority, the desires of the staff, and for the work requirements
of the department. Vacation schedules may be amended to allow the department to meet emergency
situations. Vacation requests more than thirty (30) working days in advance shall not be arbitrarily
denied or amended without demonstration of conflict with a prior request or a bona fide

work emergency. All employees are generally required to submit vacation requests through the
electronic timekeeping system. In the instances where vacation has yet to accrue in employee’s
leave balance, employees may request vacation in writing to their department director or designee.
Approval of vacation leave shall be provided in a timely manner.
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Section 9.4 Vacation for Probationary Employees

Probationary employees may use accrued vacation. A probationary employee who terminates
employment for any reason during the initial probationary period will not be paid for any accrued
but unused vacation leave at time of departure.

9.5 Vacation Accrual Maximum

Employees are expected to take vacation leave each year. shall netaccumulate more thantwe-
hundred-seventy-five (275} hours-ef vaeationeave: While unused vacation may be carried over
year-after-year, any amount which exceeds 275 hours on the last day of the pay period prior to July
1 of each year shall be forfeited. —Additional hours that would have accrued at the rates in this
Agreement shall be forfeited unless a —denial of a vacation request prevents an employee from
avoiding the 275 hours maximum. If denial of a vacation request prevents an employee from
avoiding the 275 hour maximum, the employee shall be paid at regular rate for those hours
accrued over 275 hours. This article is subject to the provision that the Employer shall have the
option to "buy back" any vacation hours over 250 that an employee has accrued at the end of each
fiscal year, at the employee's regular straight time rate.

9.6 Vacation Payout at Separation

Any regular employee who resigns, retires, is laid off or dismissed from employment with the
Employer shall be entitled to immediate lump sum payment for accrued and unused vacation at the
employee's existing salary rate provided, however, that such lump sum payment shall not be made
if separation occurs prior to the completion of the initial probationary period including any
extensions.

Article 10: Sick Leave

Section 10.1 Sick Leave Accrual

Bargaining unit members shall earn sick leave with pay at a rate of .05 hours per hour paid accrued
in an unlimited amount. Qualified employees shall be eligible for use of earned sick leave after
working one (1) day of service with the Employer. Sick leave cannot be used until the beginning of
the pay period after which it is accrued.

Sick leave shall not continue to accrue during periods of leave unpaid by the Employer.

Section 10.2 Use of Sick Leave

Employees may use sick leave for both physical and mental illness, disability or medical
appointments for themselves or their immediate family which includes an employee’s spouse,
domestic partner, parent, parent-in-law, step parent, and in loco parentis; biological, adopted, step
and foster child; grandchild and grandparent; and any other person for which the employee is a
legal guardian; or as otherwise required by law.

All employees, for schedule use of sick leave, are generally required to submit request through the
electronic timekeeping system. In the instances when the sick leave has yet to accrue in employee’s
leave balance, employees may request leave through email to their department director or
designee. Approval of sick leave shall be provided in a timely manner.
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Section 10.3 Sick Leave Notification

Employees unable to report to work shall notify their supervisor within (1/2) hour before the
scheduled beginning of their shift. At locations where multiple shifts are worked, employees unable
to report to work due to illness shall notify their supervisor one (1) hour prior to the scheduled
beginning of their shift.

Section 10.4 Sick Leave Use in Conjunction with Workers’ Compensation

The Employer and the Union agree that no employee should receive full net wages in paid sick leave
while also receiving time loss payments on an insured Workers' Compensation claim. The parties
therefore agree as follows:

Where the dual payment would result from the employee filing a claim for time loss payments for
an injury or disease the employee shall receive only the paid sick leave, if any, for the same
condition necessary to bring the employee to full net take-home pay for the pay period. The
Employer may recoup any overpayment of sick leave paid, either by deductions from gross wages
per pay period in an amount not exceeding 20 percent gross wages until the total overpayment is
recouped, or the Employer and the employee may, by mutual agreement, provide for some other
means for repayment. Upon repayment of the total amount of the excess, the employee's sick leave
account shall be credited with that portion of the sick leave repaid.

Section 10.5 Unused Sick Leave

The Employer shall participate in the PERS unused sick leave program as provided in ORS 238.350.
The Employer shall report the number of unused sick leave hours to PERS for use in the calculation
of the employee’s final average salary.

Section 10.6 Infrequent Absences of Exempt Employees

When an exempt employee has an absence of four hours or more, such absences will be tracked in
the leave management system and covered through the use of available leave accruals as
appropriate for the situation.

Infrequent absences of less than four hours by an exempt employee that does not negatively impact
expected work performance or productivity will not be covered through the use of leave accruals. In
addition, this section would not apply if an employee has received prior approval from their
manager to flex their schedule in a given workweek.

Section 10.7 Physical Examination

Where the Employer has reason to believe the employee is not physically capable of performing the
duties of the position, the Employer may require the employee to submit to a physical examination
by a physician selected by the Employer. The employee shall be notified in writing of Employer’s
intent to require a physical examination. The notification shall include information regarding the
employee’s right to Union representation. In all discussions with Employer’s officials or
representatives, the employee shall be entitled to union representation. Costs for such examination
shall be at no cost to the employee and performed on duty time at no charge to leave accruals.
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Article 11: Other Leaves

Section 11.1 Bereavement Leave
The Employer shall comply with the Oregon Family Leave Act.

An employee absent from duty due to the death of an immediate family member as defined by the
employee shall be allowed time off from duty, not to exceed three (3) days, without deduction of
pay on account of such absence. If travel is required, up to four (4) additional days (chargeable to
sick leave) will be allowed. If leave is not used immediately following the death of the family
member, the employee will provide their manager with reasonable notice of any absences as a
result of Section 11.1. and such requests shall not be unreasonably denied.

Employees may attend a funeral ceremony for a fellow employee and receive time off with pay for
any regularly scheduled shift to attend sueh-the funeral ceremony, subject to the needs of the
operation and management approval. No overtime shall accrue as a result of participation in this

event.

Section 11.2 Military Leave
Eligible employees shall be granted military leave with pay, as required by law. Any remaining
leave shall be without pay, as required by law.

Section 11.3 Jury Duty/Court Appearances

Employees shall be granted a paid leave of absence for time off for jury service, or as a result of
service upon the employee of a lawful subpoena requiring the employee’s appearance in a court of
law. Any jury or witness fees will be endorsed over to the Employer. In the event that an employee
is excused from jury duty prior to the end of the employee’s daily work shift, and there is more
than half of an employee’s scheduled work shift remaining, the employee shall promptly return to
work. Employee’s participating in jury duty lasting more than half of their scheduled work day
will be compensated for time equal to their scheduled work day.

11.3.1: Employees shall not be eligible for leave with pay under Section 11.3 if the subpoena is for a
dispute between the Employer and employee. In instances where the dispute is with the Employer,
the employee is entitled to use any accrued vacation in these circumstances. Union related
arbitrations are exempt if they occur on an employee’s regularly scheduled work day.

Section 11.4 ADA and Family Medical Leave

11.4.1: Employer abides by the Americans with Disabilities Act (ADA), ADA Amendments Act
(ADAAA), Family Medical Leave Act (FMLA) and the Oregon Family Leave Act (OFLA) when
administering qualifying leave for employees. Employees shall be allowed to use accrued leave
balances in the following order: (sick leave, compensatory time, personal holiday and vacation) for
FMLA and OFLA leave. Once an employee reaches a leave balance of 40 hours vacation leave,
employee may elect to take leave without pay and retain accrued vacation leave.
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11.4.2: Ifaleave of absence for a disability extends beyond the authorized FMLA or OFLA leave and

the employee is on an authorized leave without pay, the employee shall elect COBRA if the employee
wishes to continue health benefits. An employee shall be notified of eligibility for COBRA

benefits as required by law. In the event a leave of absence extends beyond the authorized FMLA or
OFLA leave, the employee will not be eligible to retain a leave bank of any accrued hours as stated

in section 11.4.1 of this Article.

Section 11.5 Leave Witheut-Payof Absence

Employees may be granted leave of absence without pay and without employee benefits for a
period not to exceed six (6) months provided such leave can be scheduled without adversely
affecting the operations of the Employer. Such leave may be extended once by the Chief Operating
Officer for an additional six (6) months. All requests for leave of absence without pay shall be in
writing, shall be directed to the department director and shall-containreasenablejustificationfor-
apprevalmust contain description of leave requests. Requests of less than ten (10) calendar days
may be approved by the Department Director. Both the request and the Chief Operating Officer’s
approval of the request shall be in writing and shall be filed in the Human Resources Department
Office. Approval or denial of leave shall be done within thirty (30) calendar days or less. The
employee may elect to continue employee coverage and benefits under COBRA. Any and all such
extensions of coverage and benefits shall be subject to any and all restrictions and conditions
which may exist in each applicable benefit policy or plan. No employee may be denied leave
without pay for arbitrary or capricious reasons. Any employee returning from an approved leave
shall be reinstated with no greater or lesser employment rights than if the employee had not
taken the leave.

Article 12: Health and Welfare

Section 12.1 Joint Labor Management Committee for Health Benefits

A Joint Labor Management Committee (JLMC) for health benefits comprised in accordance with
adopted by-laws shall review health, dental and vision insurance plans and costs and make plan
offering recommendations to the Human Resources Director and Chief Operating Officer in an effort
to keep health care costs at a minimum for employees and for the Employer. The Union is entitled
to select one voting member, who is a current employee, to serve on the Joint Labor-Management
Committee on Health Benefits.

Employer shall make available to the committee current information regarding insurance premium
rates and projected increases as such information becomes available to the Employer. The
committee shall meet to maintain an ongoing review of health benefit related issues for employees.

A lawful meeting shall be comprised of an equal number of Union and Employer Committee
members with not less than two of each group. The Committee shall make recommendations to the
Human Resource Director and Chief Operating Officer. The Chief Operating Officer shall consider
the committee’s recommendations and have the authority to make Plan modifications as necessary.
In the event that the Parties do not agree, the Union has the right to utilize the remedies available
under ORS 243.698 - 243.722 including mediation and fact finding.
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Section 12.2 Benefit Eligibility

Regular and limited duration status employees as defined below are eligible to participate in the
Employer’s health insurance programs. Non prorated insurance will be available to employees who
work thirty-two (32) hours a week or more.

12.2.1: Health benefits will be prorated for part time employees except for employees at the
Oregon Convention Center and Portland Expo Center. Their premium share will be calculated based
on the total cost of the health insurance premium for the plan selected by the employee, less the
employee’s FTE status, multiplied by Employer’s full-time employee premium portion for that plan.

Example: using a health insurance premium of $1,000 and Employer’s portion for a full-time
employee is $920. The remaining $80 is the full-time employee’s portion.

e Anemployee working .5 FTE would pay $1,000 - (.5 x $920) = $540.00
e Anemployee working .75 FTE would pay $1,000 - (.75 x $920) = $310.00

12.2.2: An employee’s FTE status, for the purpose of benefits, shall be based on average paid hours
per week during a six (6) month period of time (semi-annual). This semi-annual calculation shall be
from October 1st through the end of March, and April 1st through the end of September of each year,
and shall hereinafter be referred to as the calculation period.

Employees with hours paid of 20-26.69 per week (according to the calculation period) shall receive
benefits prorated on a .5 FTE basis.

Employees with hours paid of 26.7-31.99 per week (according to the calculation period) shall
receive benefits prorated on a.75 FTE basis.

Newly hired employees who have not yet worked a complete qualifying six-month calculation
period (as outlined above) and employees not in paid status for half or more of the qualifying
period shall have prorated benefits based on their budgeted FTE status.

No modifications will be made to the calculation period unless an employee has a change in position
FTE status (i.e. through the budget) or they experience a federal qualifying event.

12.2.3: When a manager becomes aware that a newly hired employee will be working over their
hired FTE within their first six (6) months, the employee’s benefits will be based on their
anticipated hours.

After six months of employment, a review of hours worked will be conducted to confirm that the
employee’s budgeted FTE status used to determine benefit eligibility was accurate. In instances
where an employee worked more than the budgeted FTE, the employee shall be reimbursed for the
Employer-paid insurance premium based on the prorated calculation on actual hours worked.

12.2.4: Eligibility will begin the first days-of employment for all benefit eligible employees who
elect to participate in one of the Employer plans.
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12.2.5: All employees (.5 - 1.0 FTE) who have worked for the Employer prior to July 1, 1999, and
who are working less than full time at the time of ratification of this contract, are eligible for full
health and welfare benefits. Employees hired prior to July 1, 1999 who experience an involuntary
reduction in FTE status (e.g. lay-off, seniority bidding) shall retain eligibility for full health and
welfare benefits.

Section 12.3 Premium Sharing

Effective upon ratification, the Employer shall contribute ninety-two percent (92%) of the
insurance premium costs per plan and employees shall pay eight percent (8%) of the premium
costs per plan selected by the employee.

The premium cost used in these calculations shall be the amount agreed to with the carriers. No
cost sharing between plans or any other premium cost adjustments shall be made.

These premiums will be paid through payroll deduction for medical, dental, and vision plans
provided by an HMO and/or indemnity carrier.

12.3.1: The Employer agrees to pay an amount of $150 per month to full-time benefit eligible
employees and a prorated amount equivalent to their FTE status for those in less than full-time
benefit eligible positions, who provide proof of other medical coverage and who opt out of medical
and dental coverage through the Employer. Should contracts with insurance carriers, financial
consideration, or health insurance plan designs indicate a need to change the opt out amount, the
parties will meet to confer and come to mutual agreement on this paragraph.

12.3.2: Part-time employees in non-benefit eligible positions at the Oregon Convention Center and
Portland Expo who have been employed for more than 90 consecutive days in an AFSCME
represented position, will be eligible for a healthcare incentive of $125 in any month they work 80
hours or more. Eligible employees may decline the incentive at any time.

12.3.4Excise Tax Reopener
For the duration of this agreement, should the Employer be subject to a health insurance related

excise tax, the Employer may reopen Article 12 (Health and Welfare) for further negotiations under
the expedited bargaining rules. Other articles may be reopened only by mutual agreement of the
parties.

12.3.5Benefit eligibility reopener

For part-time employees working at the Oregon Convention Center and Portland Expo: Should
Employer-provided insurance become available at a lower cost, for any reason, than comparable
insurance plans through the Affordable Care Act (ACA) or open market, or when plans made
available through the ACA and open market become more expensive than Employer-provided
plans, the Employer or the Union may reopen this (Health and Welfare) for further negotiations
under the expedited bargaining rules.

Section 12.4 Long Term Disability and Accidental Death Dismemberment Insurance

Life Insurance, accidental death and dismemberment, and long term disability coverage shall be
provided to all employees who are health insurance benefit eligible and shall be maintained at
current levels at no cost to the employee.
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Section 12.5 Child Care
The Employer shall establish under the terms of Section 129 of the IRS Code, as a pre-tax benefit, a
voluntary deduction by the employee to a flexible spending account for childcare.

Section 12.6 Employee Assistance Program
The Employer shall provide at no cost to the employee an employee assistance program, subject to
approval of funding by the Metro Council.

Section 12.7 Voluntary Short-Term Disability

The Employer shall make available voluntary short-term disability insurance to all employees who
are health insurance benefits eligible. Employees may voluntarily elect short-term disability
insurance and shall pay their insurance premiums through voluntary payroll deductions. Voluntary
short-term disability is subject to participation requirements of the insurance carrier. While the
Employer will make every effort to meet these participation requirements, should participation not
be met, the Employer shall attempt to offer short-term disability again in the following year.

See Article 35 Variable Hour Employees, for provisions of this article applicable to variable hour
employees.

Article 13: Retirement Benefits

Section 13.1 Participation

During the term of this Agreement, all eligible bargaining unit employees shall participate in the
Oregon Public Employees Retirement System (PERS), as provided in the Oregon Revised Statutes
and by applicable court decisions. The extent of PERS membership shall include prior eligibility
service, but shall not include prior benefit service.

Section 13.2 Employee Contribution for Employees

Effective July 1, 2021, the Employer shall pay the employee's contribution to the Oregon Public
Employees Retirement System in the amount of six (6) percent of the employee's base salary, for
those who are qualified for PERS, in addition to the required Employer contributions for current
employees active on the payroll.

Section 13.3 Unused Sick Leave

The Employer shall participate in the PERS unused sick leave program as provided in ORS 238.350.
Employer shall report the number of unused sick leave hours to PERS for use in the calculation of
the employee’s final average salary.
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Section 13.4 Change to PERS

The Employer shall “pick-up” the 6% employee contribution consistent with Section 13.2. The
parties acknowledge the 6% payment is inapplicable to employees who are not PERS or OPSRP
members due to insufficient service. For the duration of this agreement, if for any reason the entire
6% payment becomes no longer legally available for deposit into the Individual Account Program
(IAP), the Employer shall on the first payroll period following the effective date of the change
increase the wages of any affected employee by 6%.

In the event that there are changes to PERS that impact a mandatory subject of bargaining that
result in a reduction to the contribution to the Individual Account Program (IAP), and a cost savings
for the Employer, the Union may demand to bargain the impacts of such a decision in accordance
with the expedited bargaining process (ORS 243.698).
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Article 14: Salary Administration

Section 14.1 New and Revised Classifications

The Employer shall notify the Union when creating a new classification or substantially revising an
existing classification. The Union shall have fourteen (14) calendar days to request wage
negotiations for a new or substantially revised classification.

Section 14.2 Classifications and Salary rate

The Employer will implement a salary rate for a new or revised classification. This rate shall remain
in effect subject to negotiations between the Employer and the Union. If negotiations result in an
increase in salary rate, the increase shall be effective back to the date the new or revised
classification was implemented.

Section 14.3 Working Out of Classification Assignments

When an employee is assigned for a limited period to perform the duties of a position at a higher
level classification for the majority of their work hours during a work week, the employee shall be
compensated for all hours worked at the higher level classification. The employee shall be
compensated at the next higher step in the employee’s classification range or the first step in the
higher classification whichever is greater.

The period for working out of an employee’s current classification in a higher classification shall be
limited to no more than 18-12 months. If an employee reaches their anniversary date during a
working out of class assignment, the employee’s pay rate will advance one step in their former
classification pay range. The employee’s working out of class pay will also increase by one step. At
the end of the working out of class assignment, the employee will return to their former
classification pay range at the step of their anniversary increase.

14.3.1 WPES employees at Metro Central and South

Scalehouse or HHW employees who are assigned to work in a higher classification
{nensupervisery} shall only receive out-of-class pay when they are assigned and work out-of-
classification for 1 hour or more.
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Section 14.4 Annlversary Date-and—Step—Advaaeement

employee S date of eemple&e&ef—prebatteahwe shall become the employee s anniversary date One
(1) year after the employee's anniversary and each anniversary date thereafter the employee shall
advance one (1) step in the salary range until the employee reaches the top step. Nothing in this
section is to be construed to prohibit the Employer from placing employees above step one or
advancing employees to higher levels of the salary range.

Section 14.5 Promotion
Emplovees promoted through a recruitment process into a higher classification shall be placed ata

new step within the new salary range subject to Metro procedures governing Pay Equity.

teth&nexelﬂgheemtemtheﬁewsalamaﬂg&Bona f1de factors oft1me in class, semeﬁt}keducanon
and experience, as well —as any combination of these factors, mayallewforstep-placementgreater
than-the-nexthigher rate—in-the newsalaryrangewill govern step placements.

Fange—The date efcempletion-of promotlona«l—plpebatren shall constitute a new "anniversary date"
and employees shall advance one (1) step on each anniversary date until the employee reaches the

top step. Nothing in this section shall be construed to prohibit the Employer from starting
promoted employees higher or advancing employees upon the steps faster.

Section 14.6 Probationary Period

Initial Probation: For the purposes of this section, initial probation shall be six (6) calendar months
from the first day of hire or promotion. At any time during the initial probationary period the
Employer may remove the probationary employee from service. Initial probationary employees
may be terminated without recourse to the grievance procedure. The probationary period shall be
extended by the number of days an employee is on leave provided such leave exceeds ten (10) work
days.

14.6.1Promotion upon Completion of Probation

For employees promoted through a recruitment process into a higher classification, promotional
probation shall be six (6) calendar months from the first day of promotion. Promotional
probationary employees shall return to their former classifications and rate of pay if they fail to
complete their probation without recourse to the grievance procedure. If the prior position has
been filled, provisions on seniority and bumping rights found in Article 16 of the contract will apply.

Promotional probationary employees shall not be discharged without just cause and shall have
recourse to the grievance procedure. The probationary period may be extended by the number of
days an employee is on leave provided such leave exceeds ten (10) consecutive work days.

14.6.2Demotion
a) Employees who are demoted to a classification previously held as a result of a disciplinary
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action will not serve an additional probationary period. If an employee is demoted to a
classification not previously held, the employee will serve a three (3) calendar month
probationary period.

b) For voluntary demotions the employee will serve a three (3) calendar month probationary
period. These employees shall not be discharged without just cause and shall have recourse to
the grievance procedure. A voluntary demotion shall not reflect discredit on the employee.

bjc) For all demotions, involuntary or voluntary, the employee will be paid at a new step within
the new salary range subject to Metro procedures governing Pay Equity.
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14.6.3Reclassification

a) Employees who are being reclassified to a higher classification as a result of a reorganization or
other business need and who have not previously performed those duties shall serve a three (3)
calendar month probationary period. These employees shall not be discharged without just
cause and shall have recourse to the grievance procedure. The date of reclassification shall
become the new “anniversary date” and employees shall advance one step on each anniversary
date until the employee reaches the top step.

b) Employees who are reclassified laterally or lower as a result of reorganization shall not serve an
additional probationary period.

b}c) Employees who previously completed 6 months Work-Out-Of-Class prior to reclassification
into the same classification will not serve a new probationary period.

€}d) Employees who are reclassified as a result of recognition and they have previously
been performing those duties will not serve a new probationary period.

14.6.4Layoff
Employees who choose to transfer laterally or to a lower classification as a result of bumping

during a layoff process shall not serve an additional probationary period.

Section 14.7 Downward Reclassification

If an employee is moved to a classification with a lower salary range, for reasons unrelated to
discipline, the employee’s rate of pay shall be at a step within the new salary range subject to
Metro procedures governing Pay Equity. placed-entThe step of the new salaryrange-elosestto—
the-employee’srate of pay will be determined by -takinginte-consideration-the bona fide factors

of senierity-time in class, education and—_experience as well as any combination of these factors,
but shall be no higher than the top step in —the salary range of the new classification. The
employee’s anniversary date shall remain the same —for downward reclassification.

Section 14.8 Voluntary Demotion
If an employee voluntarily moves to a classification with a lower salary range, -and-the employee’s—

)

4 a%a) He-ofpave a¥a¥a a¥a) Hary apesefo ha na 3 3 =- ----- ovee rateofpay__

will be at a new step within the new salary range subject to Metro procedures governing Pay
Equity. ficati i

butthe step-and grade will reflect that of the newelassifieation—The employee’s anniversary date

shall remain the same for voluntary demotion.

Section 14.9 Lateral Transfer

When an employee is appointed to a different classification having the same salary range, the
employee’s rate of pay and anniversary date shall remain the same. If the essential duties and
minimum requirements of the new position are distinctively different, the employee may be
required to serve a six (6) month probationary period. If the employee is unable to successfully
complete the probationary period, the employee shall return to the employee’s former classification
without recourse to the grievance procedure. If the prior position has been filled, provisions on
seniority and bumping rights found in Article 16 of the contract will apply. The employee’s
anniversary date shall remain the same for lateral transfer.
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Section 14.10 Reclassification Procedure

An employee may submit a written request for reclassification through their department
supervisor to be reviewed by Human Resources. The department supervisor will submit the
request to Human Resources within one (1) month of receipt. The requesting employee shall
receive a response on the decision from Human Resources no later than four (4) months from the
initial submission date.

If a reclassification request is approved by Human Resources, for an employee moving to a higher
classification, the employee shall be placed at a new step within the new salary range subject to

Metro Drocedures governing Pay Equity. Mw&hghemtepm%h&m#&a%wmgeiﬁm

7range.Step placement will
be determmed by %mbona fide factors of semeﬁtytlme in class, education and experience.+ray-
, 7range: Any new rate of
pay will be effective the first day of the pay perlod following the date in which the request was
received in Human Resources. Employees sharing the same or substantially similar position

descriptions or employees the Employer agrees to treat as a group may file an appeal as a group.

See Article 35 Variable Hour Employees, for provisions of this article applicable to variable hour
employees.

AFSCME Local 3580 — Metro 2021-25 Collective bargaining agreement 31

48



Article 15: Wages

Section 15.1

Effective the pay period including July 1, 2025, upen-ratification-by-beth-parties;employees shall
be paid in accordance with the classifications and rates of pay contained in Exhibit A: AFSCME
Pay Schedule, Exhibit B Pay Schedule adjustments beginning July 1, 20215, and Exhibit C
AFSCME Variable hour employees.

15.1.1: Exhibit A AFSCME Pay Schedule

e-.g-the decimal 0-84-6 rounded-to-the nearest hundredth—is0.85) Effective the pay
period including July 1, 2025, adjust straight time rate of pay by a percentage equal to
the percentage change in the CPI-U, West - Size Class A, Second Half (July-Dec) of the
previous 2 years, minimum 2.0%, maximum 5.0%
o Effective the pay period including July 1, 2026, adjust straight time rate of pay by a

percentage equal to the percentage change in the CPI-U, West - Size Class A, Second

Half (July-Dec) of the previous 2 years, minimum 2.0%, maximum 5.0%
o Effective the pay period including July 1, 2027, adjust straight time rate of pay by a

percentage equal to the percentage change in the CPI-U, West - Size Class A, Second

Half (July-Dec) of the previous 2 years, minimum 2.0%, maximum 5.0%
o Effective the pay period including July 1, 2028, adjust straight time rate of pay by a

percentage equal to the percentage change in the CPI-U, West - Size Class A, Second

Half (July-Dec) of the previous 2 years, minimum 2.0%, maximum 5.0%

Employees will keep their current anniversary date, except as otherwise provided for in
this Agreement.

Pay schedule adjustments shall be applied to all rates in each classification.

All pay adjustments shall be performed using standard rounding principles (i.e. 5 or higher
rounds up and lower than 5 rounds down) to the nearest one hundredth decimal place (e.g.

the decimal 0.846 rounded to the nearest hundredth is 0.85).
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15.1.2: Automatic Bargaining Trigger
If the referenced CPI is less than 1% or exceeds 7%, Metro and AFSCME Local 3580 shall
automatically reopen this article for bargaining.

45-4.215.1.3 : Exhibit B Pay schedule adjustments

step-inerease:Effective the pay period including July 1, 2025, employees in the listed classifications
with an adjustment listed in Exhibit B: Pay Schedule Adjustments, Column “New Pay Range July 1,

2025” shall be placed at the same pay step as the previous pay period, in the adjusted range.
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Section 15.2 Call Back Pay

Any non-exempt employee required to return to work before the employee’s next work shift shall
be paid for a minimum of two (2) hours at the rate of one and one-half (1-1/2) times the regular
rate. However, when any non-exempt employee is required to work in excess of their regularly
scheduled work day; eight (8) or ten (10) hours in any workday, and the excess time is adjacent to
the employee’s regular work schedule, the employee will be paid time and one-half (1-1/2) only for
the time worked in excess of their regular work day; eight (8) or ten (10) hours.

For Oregon Convention Center and Portland Expo Center employees: Employees whose work shift
is changed from one shift to another shift, unless relieved from work at least for eight-ten (810)
hours before starting their new shift shall be paid the overtime rate for the first such new shift
worked.

Section 15.3 Household Hazardous Waste Response

15.3.1: Any regular, full-time or part-time Household Hazardous Waste (HHW) Technician and/or
Household Hazardous Waste (HHW) Specialist (hereinafter referred to as “employee”), who is
required to report to either HHW facility outside of their normal work schedule to respond to a
radiation alarm, acid spill, asbestos response call, or response of a similar nature, shall be paid for a
minimum of four (4) hours at the rate of one and one-half (1-1/2) times the regular rate.

15.3.2: In the event the four (4) hour response time overlaps with the start of the employee’s next
scheduled shift, the employee shall continue to receive pay at the rate of one and one-half times the
regular rate for the remainder of the four (4) hour period. The employee shall receive their regular
rate of pay beginning with the fifth hour directly following the four (4) hour radiation response
time period.

15.3.3: In the event the employee is responding during their regularly scheduled shift and the
employee is required to work beyond the end of their shift, the employee shall be paid time and
one-half (1-1/2) only for actual time worked in excess of their regular shift. The call back pay
minimum of (4) four hours will not apply.

15.3.4: When an employee having a regular 4-day/10 hours work schedule is required to work in
excess of ten (10) hours in any workday, outside of the above circumstance, the employee shall be
paid time and one-half (1-1/2) only for the time worked in excess of ten (10) hours.

15.3.5: Shift differential will not apply when an employee is required to report to either HHW
facility outside of their normal work schedule, to respond.

Section 15.4 Landfill and Facilities Maintenance Call Back Pay

Any regular or limited duration status Facilities Maintenance Worker, Facilities Maintenance
Technician, Landfill and Environmental Technician or Landfill and Environmental Specialist,
Facilities Coordinator who is required to report to work outside of their normal work schedule to
respond to an emergency, shall be paid for a minimum of four (4) hours at the rate of one and one
half (1-1/2) times the regular rate of pay. In such instances, shift differential will not apply.
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Article 16: Seniority

Section 16.1

Seniority shall be computed from date of hire or entry into an AFSCME classification. Seniority shall
be calculated based on continuous service in any AFSCME classification. Employment as a Variable
Hour Employee will not count for purposes of seniority pursuant to Article 35. Time spent on

approved leave or as a result of on the job injury or illness shall not be considered a break in
service and employees shall continue to accrue seniority during these leaves. Employer shall
publish and distribute to the union semi-annually and thirty (30) days prior to any layoff a
seniority list for all employees.

Seniority shall be applied for layoff, shift bidding and elsewhere as specified in this Agreement. }n—

Section 16.2 Multiple Shifts

Where the Employer employs multiple shift operations, such employees shall have the right to
choose appropriate shifts twice annually, with the duration of such bids set upon the initial posting
for both bid periods. Employees shall indicate their shift preference in writing to their immediate
supervisor prior to the filling of a vacancy. The supervisors shall assign employees based on written
seniority preference. Employees may not be denied seniority preference for arbitrary and
capricious reasons. The parties hereby agree that the shift bidding process specified in this Section
16.2 will be implemented in the following manner:

Section 16.2.1 Shift Bidding at Oregon Zoo
For Zoo security, part-time shifts are not eligible for bidding.

Section 16.2.2 Shift Bidding at Oregon Convention Center and Portland Expo Center
Except for part-time Event Custodians at the Oregon Convention Center and Utility Maintenance

Specialists at Portland Expo Center, employees shall bid for work shifts established by the
Employer under the following conditions:

a) Shifts and days off will be bid every six (6) calendar months for implementation at the
beginning of the first full pay period including each July 1st and January 1st of each calendar
year.

b) When shifts and days off are bid, the employee shall identify in writing to their immediate
supervisor the established designated shift the employee wishes to work. Shifts will be assigned
based on the seniority of the employee as defined in Article 16 (Seniority), except as stated in
subsection (a) above.

c) Anewly hired employee on initial probation shall be placed on shifts according to operational
and training requirements. Following three (3) months of continuous service the employee will
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be allowed to shift bid at the next shift bid opportunity.
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d) Shifts will be posted for bidding by October 15 or April 15, as appropriate. Shift bids will be
completed by December 1 or June 1 as appropriate. An employee who does not sign up for a
shift within a reasonable amount of time will be moved to the bottom of the seniority list for
purposes of that specific shift bidding cycle. The Chief Steward or designee, and the Director of
Operations/Operations Manager, or designee, will agree what constitutes a “reasonable amount
of time,” after consultation with the employee. If the Chief Steward, or designee, and the
Director of Operations/Operations Manager, or designee, do not agree, the Director of
Operations/Operations Manager, or designee, will have the authority to make the decision to
move the employee to the bottom of the list. Any employee who is moved to the bottom of the
list during a shift bidding cycle will be restored to their appropriate seniority level for the next
shift bidding cycle. If any employee refuses to sign up for a shift by December 1 or June 1, the
Director of Operations/Operations Manager or designee has authority to assign them to an
available shift.

Section 16.3 Assignment of Overtime at Oregon Convention Center and

Portland Expo Center

It shall be the responsibility of Management to determine in each instance if overtime work is
required, and if so, how many employees will be required to perform work.

All overtime work shall normally be distributed to the employees who work in the job
classifications in the areas which normally engage in the work based upon seniority, under the
following guidelines:

Scheduled overtime shall first be offered to the most senior employee when overtime is required,
and shall proceed in an order of descending seniority until the shifts are filled.

Unscheduled overtime shall be offered to on-shift employees based upon seniority and shall
proceed in an order of descending seniority until the shifts are filled.

Mandatory overtime shall be assigned to the least senior, on-shift employees until the required
shifts are filled. The Employer will make every effort to give the employee as much notice as
reasonably possible of the mandatory overtime. Additionally, no employee will be required to work
involuntarily more than fourteen (14) consecutive days.

Section 16.4 Layoff

Layoff shall be defined as a separation from service for involuntary reasons not reflecting discredit
upon employees or an involuntary reduction of full time equivalent (FTE) status of .5 or greater
from the last voluntary FTE status change. The Chief Operating Officer shall determine the number
and classifications to be laid off. Effective the date of layoff action as established by the Employer, all
Al-temperary;-seasenaland-probationary employees within the affected department and —
classification selected for layoff shall be laid off prior to any layoff of regular status employees.
When the Employer determines a layoff will be necessary, the Employer will notify the Union prior
to notifying the employee.

Under no circumstances will temporary, VHE, unrepresented employees or employees represented
by another collective bargaining union be assigned to any task or tasks that are identical or

analogous to a task which is or was performed by a member of AFSCME 3580 that experienced a

lay-off and/or has recall or return rights.
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Section 16.5 Seniority in Layoff
Employees will be laid off by classification within the department with the least senior employees
laid off first.
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a) Iftwo (2) or more employees have equal seniority, per Section 16.1, the tie shall be broken as
follows, with most credit given to:

1. Length of continuous service with Employer
2. Length of continuous service in the job classification
3. Cointoss

b) All impacted employees, at least one union representative and one Human Resources
representative shall be present at the time of the coin toss.

c) A union officer or business representative shall toss the coin unless another person is
designated by mutual consent of the parties.

d) The coin shall be tossed in as many rounds as needed to narrow the selection of employees.
1. Heads shall indicate more seniority, tails shall indicate less.

2. The coin shall be tossed for each employee individually to determine the level of seniority.

16.5.1 Part-time Employee: Seniority shall be calculated the same as a full-time employee.

Section 16.6 Notice of Layoff and Potential Bumping
Employees shall be given no less than thirty (30) days’ notice of layoff. Employees given notice of

layoff shall —within ten (10) working days_choose one of the following options:
a) FILL

i. Fill a vacant position of the same classification in any department, provided that the
receiving manager determines that, on the basis of an existing job description, the

employee can perform all of the duties of the specific position adequately within 60

days. The 60 days time period is for the purposes of orienting the employee to the

position, not training the employee to perform the work. Therefore, it is necessary

for the employee to possess the knowledge, skills and abilities to perform all of the
essential duties and responsibilities of the position prior to bumping into the

position, as determined by the receiving manager. The employee will receive

performance coaching during this period of 60 days as assistance for successfully
performing the duties of the position.

b) BUMP

a}i.  Bump the leastsenieremployee with the lowest amount of seniority in the same
classification, provided that the receiving manager —determines that, on the basis of
an existing job description, relevantjeb-skills;the employee can perform all of the
duties of the specific position adequately within three-weeks60 days. The three-
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week60 day time period is for the purposes of orienting the employee to the position,
not training the employee to perform the work. Therefore, it is necessary for the
employee to possess the knowledge, skills and abilities to perform all of the essential
duties and responsibilities of the position prior to bumping into the position, as
determined by the receiving manager. The employee will receive performance -
coaching during this-three-weekthe 60 day period as assistance for successfully

performing the duties of the position. In the case that an employee is moved to a
position where shift bidding occurs, due to layoff or involuntary demotion of any kind,

shift bidding shall be redone to account for seniority of that employee. This does not
count as one of the twice annual shift bids.

c) DEMOTE to a former classification previously served, AND

i.  FILL

1. Fill a vacant position efin the lower classification, provided that the
receiving manager determines that, on the basis of an existing job

description, the employee can perform all of the duties of the specific
position adequately within 60 days. The 60 days-timedays’ time period is
for the purposes of orienting the employee to the position, not training the
employee to perform the work. Therefore, it is necessary for the employee
to possess the knowledge, skills and abilities to perform all of the essential
duties and responsibilities of the position prior to bumping into the

position, as determined by the receiving manager. The employee will
receive performance coaching during this period of 60 days as assistance
for successfully performing the duties of the position.

ii. BUMP
b}—Bump the employee with the lowest amount of seniority in the lower
classificationdesestdemeationronfommerclhesitionton srevionslr comend

7
n-. N aaVWa 1f1 A-
y d

former-elassification,and, provided that the receiving manager d—
determines that, on the basis of relevantjob-skillsan existing job
description, the affected-employee can perform all of the duties of the
specific position adequately within three-weeks60 days. The three-week60
day time period is for the purposes of orienting an employee to the
position, not training the employee to perform the —~work. Therefore, it is
necessary for the employee to possess the knowledge, skills and abilities to
perform all of the essential duties and responsibilities of the position prior
to bumping into the position, as determined by the receiving manager. The
employee will receive performance coaching during these 60 days as
assistance for successfully performing the duties of the position.
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appointment to a vacant position and classification not previously held, at the same
or lower salary range, and for which the employee meets the minimum

qualifications.
ii. The employee shall be appointed to the vacant position if the employee meets the
minimum gualifications.
€}iii.  If multiple employees choose to APPOINT for the same vacant position and meet the

minimum qualifications, the receiving manager may choose the most qualified, per
the job description and any relevant job posting materials, regardless of seniority

differences between the employees.

e) ACCEPT
eé}i.  Acceptlayoff and be placed on the Recall List.

f) Clarifications (NOT AN OPTION TO CHOOSE)

i.  Disputes concerning layoffs shall be handled through the grievance procedure,

beginning at step 3.

ii. If an employee has both “FILL” and “BUMP” options, the employee may not
choose “BUMP”

iii. If an employee has neither “FILL” nor “BUMP” options, and has “DEMOTE AND
FILL” and “DEMOTE AND BUMP” options, the employee may not choose

“DEMOTE AND BUMP”

iv. In the case that an employee is moved to a position where shift bidding occurs,
due to layoff or involuntary demotion of any kind, shift bidding shall be redone to

account for seniority of that employee. This does not count as one of the twice
annual shift bids.

V. All employees who, due to lay-off notice, experienced a change in employment

with regards to classification or department assignment, but not task assignment
within a department, shall be placed on the layofflist by seniority.

e—
16.7 Recall List
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All employees on the layoff list shall have the right to be recalled to a vacant position, in order of
seniority, in the same classification they were in when laid off for a period of three (3) years. The
recalled employee will be considered to be qualified and offered the vacant position unless there is
a distinct difference in the essential functions and required knowledge, skills and abilities of the
vacant position. In those situations, the employee will be provided an interview and given an
opportunity to demonstrate their qualifications and knowledge/skills/abilities to successfully
perform the job. Should the supervisor determine that the employee does not possess the
qualifications and knowledge/skills/abilities for the vacant position, the supervisor may elect to
conduct a recruitment for the position and not recall the laid off employee to the vacant position.
Should an employee be offered a recall to the same classification from which they were laid off and
the employee declines the offer, the employee shall be removed from the recall list. An employee
impacted by an involuntary reduction of full time equivalent (FTE) status of .25 or greater from
their last voluntary FTE status change can elect to be placed on the recall list in order of seniority
for a period not to exceed two years.

If recalled to the former position, the employee will return to the same range and step as when laid
off and will have a new anniversary date for purposes of step increases. The employee will have the
employee’s seniority in classification restored to the level it was at time of layoff. If an employee is
recalled to a different position in the same or lower classification and is successful in demonstrating
their qualifications in the above mentioned interview, the employee will serve a three month
probation period. If an employee is unsuccessful during this probation period they will be returned
to the recall list for the remainder of their original duration and placement on the list.

The employee may also elect to be placed on a recall list for a vacant position in a lower salary
range classification in which they have previously worked. If the employee declines an offer for a
position from this lower level classification list, the employee’s name will be removed from the
lower level list but will remain on the list for the position at the same classification the employee
was laid off from should the employee choose to remain active on that list.
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Upon recall to any position in Metro, the employee will be immediately reinstated to the rate of
vacation and other leave accruals as what they were at time of layoff.

On re-employment of laid off employees, the Employer shall notify the employee by certified letter,
with a copy to the Union, mailed to their last known address. The employee shall have five (5)
calendar days to report their intentions to the Employer sand shall report to work within two (2)
weeks after notification by the Employer or as mutually agreed. Failure to accept recall to work will
terminate any rights for re-employment.

16.8 Rights of Return

Employees who move to another position after being notified of the elimination of their previous
position shall have the right to return to their previeuspeositionthe same classification in the same
department if the pesitien-same classification in the same department is either 1) not —eliminated
or 2) restored for any reason within the three (3) years immediately following the —employee’s

move-to-the newpeositiondate of layoff.

All contractual rights under this agreement and seniority time shall be forfeited if an employee
resigns, is terminated, retires, or does not return to work from a leave of absence, or is on a layoff
list for more than three (3) years.

16.9 Temporary assignment to a supervisory or management position

An employee who accepts a temporary assignment to a supervisory or management position will
have seniority suspended while serving in that role as of the date of last day worked in a
represented position. For the purpose of this article only, temporary assignment is defined as a
period not to exceed six (6) months, and may be extended once by an additional six (6) months.
During this time, the employee will not pay union dues or be considered eligible for union
representation.
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Article 17: Discipline and Discharge

Section 17.1 Just Cause

Just cause shall refer to the standard that an Employer must meet to justify discipline or discharge.
No regular or limited duration status employee, nor variable hour employee with more than 1040
continuous service hours may be disciplined or discharged without just cause.

The requirements of this article apply to Union represented regular and limited duration status
employees who have completed the probationary period outlined in Article 14, as well as variable
hour employees with more than 1040 continuous service hours represented by the Union.

Section 17.2 Investigations
Investigations will be conducted in an efficient and timely manner. The Employer will provide a
status update to the union upon request.

An employee may be placed on administrative leave with pay when there is a good faith basis, on
the information available, to remove them from the worksite pending an investigation.
Administrative leave shall not be considered disciplinary.

Section 17.3 Union Representation

The Employer shall notify the Union, in writing, of any investigatory meeting or due process
meeting regarding any represented employee. The Employer will work collaboratively with the
Union to schedule any such meetings.

No employee shall be denied Union representation in any investigation. Employees shall receive all
rights and safeguards provided by the State and Federal Constitutions. Employees have the right to
decline union representation.

Section 17.4 Discipline

17.4.1: Discipline is a corrective action taken in response to employee misconduct, rule violation,
or poor performance. Discipline shall not be arbitrary or capricious. Employer will make use of
progressive discipline unless otherwise warranted by the situation.

Disciplinary actions may include but shall not be limited to the following:

a) Verbal warning

b) Written reprimand

¢) Suspension without pay

d) Transfer or Demotion

e) Termination from Employment

All disciplinary documentation should be presented to the employee for signature and managed in
accordance with Article 22: Personnel File.
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17.4.2: Non-disciplinary actions may include Counseling or Letter-Memo of Expectation (MOE).

Counseling is an effort on the part of a supervisor to provide to an employee, positively or
negatively, significant feedback regarding on-the-job activity. It is meant to be a positive
communication device, clarifying what has occurred and what is expected. Counseling is not
disciplinary, having constructive goals, such as assisting in employee development, or teaching or
modifying behavior.

A Letter-Memo of Expectation (LMOE) is a tool designed to help the employee succeed by formally
documenting performance expectations and requirements. It is not disciplinary.

Neither counselings nor LMOE’s will be documented in the employees personnel file.

Section 17.5 Discharge Appeal Process

Any employee as defined in section 17.1 who is discharged may appeal such action in writing
within fourteen (14) calendar days directly to step 3 of the grievance procedure, provided that all
other requirements of Article 19 shall apply. In the case of discharge of an employee as defined in
section 17.1, the union shall be copied on the discharge notice, subject to the provisions in Section
17.3. All other disciplinary actions shall be processed through the grievance procedure from the
first step.

Section 17.6 Respectful Treatment
If the Employer has reason to reprimand or discipline an employee, every reasonable effort shall be
made to avoid embarrassment to the employee before other employees or the public.

Section 17.7 Union Notification of Disciplinary Action

When an employee exercises their representation rights and involves a Union Steward in the due
process meeting, the Union shall be sent a copy of any disciplinary action issued to the employee
including verbal reprimand, written reprimand, suspension, transfer, demotion, or termination
from employment.
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Article 18: Safety and Health

Employer agrees to provide a safe and healthful workplace, as required by law. Employer also
agrees to provide and maintain all clothing, tools and equipment required by the Employer for use
by the employee. (See Article 31)

The Employer and the Union will establish joint labor-management safety committees in
compliance with current Oregon law and administrative rules. Joint safety committees will be
established to represent the following primary places of employment:

Metro Regional Center

Oregon Zoo

All facilities under Waste Prevention and Environmental Services control

All facilities under Parks and Nature Department control.

Oregon Convention Center

Portland Expo Center

N o Ut N

Portland’5 Centers for the Arts

The Employer and the Union will each elect or appoint an appropriate number of representatives
and alternates to the committees specified above in accordance with the statute. Employer and the
Union agree to establish new committees as required by expansion or reorganization.

Each safety committee shall inquire into and make recommendations to the Employer on all safety
issues in the work area. Any employee who observes an unsafe condition in the workplace shall
promptly report the same to the employee’s supervisor and safety committee representative for
their respective workgroup.

No employee shall be disciplined for failure to perform an unsafe work operation or operate unsafe
equipment.
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Article 19: Grievance Procedure

Section 19.1 Grievance Defined

A grievance for the purpose of this Agreement is any dispute regarding the meaning, application or
interpretation of any provision of this Agreement. Grievances except as noted elsewhere in this
Agreement shall be processed as follows:

Section 19.2 Level I: Supervisor

Within twenty-one (21) calendar days of the alleged dispute, or the employee's first knowledge of
such dispute, the employee alone or accompanied by the Union shall file the written grievance with
the employee's immediate supervisor. The Human Resources Department shall simultaneously
receive a copy of the grievance. Within fourteen (14) calendar days of receipt of the grievance, the
supervisor shall respond in writing to the employee and Union. Failure of the supervisor to
respond, or failure of the grievance to be resolved at this level, shall permit the employee and Union
to advance it to Level II.

The Union may choose to skip Level | and submit a grievance directly to the Department Director in
matters where the Department Director made the decision that resulted in the grievance. The
Human Resources Department shall simultaneously receive a copy of the grievance.

Section 19.3 Level lI: Director

Within fourteen (14) calendar days of the receipt of the supervisor’s response, or absent a response
fourteen (14) calendar days from the deadline for the supervisor's response at Level I, the Union
and employee shall submit the advanced written grievance to the Director of the employee's
particular Department. The Director or designee may respond within fourteen (14) calendar days of
receipt of the written grievance. Failure of the Director or designee to respond, or failure of the
grievance to be resolved at this level, shall permit the employee and Union to advance the grievance
to Level III.

The Union may choose to skip Level | and II and submit a grievance directly to the COO in matters
where the COO made the decision that resulted in the grievance. The Human Resources Department
shall simultaneously receive a copy of the grievance.

Section 19.4 Level lll: Chief Operating Officer (COO)

Within fourteen (14) calendar days of the receipt of the Department Director’s response, or absent
aresponse fourteen (14) calendar days from the deadline for the Department Director’s response
at Level I, the Union and employee may submit the grievance to the Chief Operating Officer of
Metro. The Chief Operating Officer or designee shall respond within fourteen (14) calendar days of
receipt of the written grievance. Failure of the Chief Operating Officer or designee to respond, or
failure of the grievance to be resolved at this level, shall permit the employee and the Union to
advance the grievance to arbitration within fourteen (14) calendar days of the response, or of the
deadline for the Chief Operating Officer's response.

Section 19.5 Arbitration
In order to advance the grievance the Union shall request a list of five (5) arbitrators from the State
of Oregon Mediation and Conciliation Service within 30 days of stating their intent to advance the
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grievance. Upon receipt of the list of arbitrators, the parties will strike names within fourteen (14)
calendar days. The parties will make best efforts to schedule arbitration within three (3) months of
selecting an arbitrator. Such request shall not prohibit the parties also requesting grievance
mediation at the same time. Any mediation shall be mutually agreeable to the parties. Upon receipt
of the list, the parties shall select an arbitrator by mutual agreement or alternate striking of names
with the Union proceeding with the first strike. The Arbitrator thus selected shall be contacted by
the parties to set a hearing.

Section 19.6 Arbitrator’s Decision

The Arbitrator's decision in the grievance shall be final and binding upon the parties. The
Arbitrator's decision shall be within the scope of the Agreement. The Arbitrator shall have no
authority to alter, amend, modify, add to or detract from the Agreement, The losing party shall pay
the cost of the Arbitrator's award. All other expenses shall be borne by the party incurring them.

Section 19.7 Deadline Extension
If mutually agreed upon by both Employer and the Union, and the request is made prior to the
response due date, deadlines for all of the above sections may be extended.

Article 20: Equal Opportunity

Section 20.1

Employer and the Union agree to continue their policies of not unlawfully discriminating against
any employee because of race, color, religion, creed, sex, national origin, age, marital status, familial
status, gender identity or expression, sexual orientation, veteran status, disability, political
affiliation, genetic information, criminal record that has been expunged, Union activity or any other
status protected by law, and in full accordance with Employer’s Safe and Inclusive Workplace
policies.

Section 20.2

Any complaint alleging unlawful discrimination based on race, color, religion, creed, sex, national
origin, age, marital status, familial status, gender identity, sexual orientation, veteran status,
disability, political affiliation or any other status protected by law which is brought to the Union for
processing will be submitted directly to the Employer’s Human Resource Department or the online
Prohibited Conduct Complaint form. If such a complaint is not satisfactorily resolved within thirty
(30) days of its submission, it may be submitted to the Bureau of Labor and Industries for
resolution.

Section 20.3

If an employee has a grievance alleging unlawful discrimination based on Union activity, it shall be
first pursued through the grievance procedure at the Chief Operating Officer's level; however, the
parties may mutually agree, in writing, to waive arbitration on any such grievance allowing the
matter to be resolved through the State of Oregon Employment Relations Board.
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Article 21: Complete Agreement, Letters of Agreement, Demand to Bargain

Section 21.1 Complete Agreement

This agreement constitutes the parties’ complete agreement regarding the subject matter herein
and supersedes all prior understandings and agreements, whether written or oral, between the
parties with respect to such subject matter as contained herein.

Section 21.2 Letters of Agreement and Notice Thereof

This agreement may be amended only by mutual written agreement executed by the parties. The
Employer shall provide duly executed letters of agreement that affect the entire membership to all
AFSCME represented employees within twenty one (21) calendar days of the signature of such
modifications.

Section 21.3 Demand to Bargain

If the Employer has refused to bargain a subject change and the union believes it is a mandatory
subject of bargaining, the Union may then file an unfair labor practice complaint with the
Employment Relations Board. If the Board determines that the change is a permissive or prohibited
subject of bargaining, the Union shall withdraw its demand to bargain. If the Board determines the
change is mandatory, the parties shall meet to negotiate the change. If, after bargaining, the parties
do not reach agreement, the Union may submit the matter to arbitration. The arbitrator shall have
authority to set aside changes, which are arbitrary and capricious. The notice must be received by
the Director of Human Resources within fifteen (15) days immediately following the last date the
parties met to negotiate the change. Nothing herein is intended to prevent the parties from
agreeing, on a case-by-case basis, to resolve matters covered by this Article through a collaborative
interest-based process.

Article 22: Personnel File

Section 22.1

Employer shall maintain one (1) official personnel file for all employees. This file shall be
maintained in the Employer’s Human Resources Office. No document, report or correspondence of
an adverse nature shall be placed in this file without a signature by the employee or a statement
signed by the supervisor which indicates the employee has been shown the document and refused
to sign it. An employee's signature shall not be construed to mean the employee agrees with the
content.

Section 22.2

All material in the official personnel file of any employee may be inspected by the affected
employee. No material of an adverse nature may be used against an employee unless entered in the
official Employer file as described in subsection 22.1. An employee upon request shall have the
right to view all material in the employee's personnel file.
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Section 22.3

At the request of the employee or a union representative, disciplinary material, except
discrimination and harassment policy violations, shall be expunged from the personnel file two (2)
years or thereafter from the date the material was entered, and provided that the employee has
received no other disciplinary action. Discrimination and harassment policy violations shall be
expunged from the personnel file four (4) years from the date the material was entered, and
provided that the employee has received no other disciplinary action. Periodic performance
appraisals shall permanently remain part of the official personnel file. Supervisors may elect to
remove disciplinary material from an employee's personnel file prior to the end of the 2-year
period specified above. Any material of an adverse nature shall be removed if not entered in
accordance with subsection 22.2. Employees may include in their official personnel file any material
rebutting disciplinary material that they believe to be incorrect. Grievances shall not be maintained
in the personnel file.

Section 22.4

A written record of an oral reprimand may be included in the personnel file as disciplinary material
subject to the restrictions specified in 22.3. Such a written record will consist only of the date of the
reprimand and a brief explanation of the reason for the reprimand.

Article 23: Outside Employment

Employees may engage in outside employment, provided that such outside employment does not:

e (reate a conflict of interest with the employee's duties; and
e Prevent the employee from meeting applicable performance standards.

Employees who engage in outside employment found to violate the above restrictions may be
disciplined, as set forth in Article 17: Discipline and Discharge, including due process and just cause
standards.
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Article 24: Inclement Weather, Unsafe Conditions, and Regional
Emergency

Section 24.1 Determination of Inclement Weather, Unsafe Conditions, or Regional Emergency
The Chief Operating Officer or their designee has sole authority to determine facility closure or
operations curtailment due to inclement weather, unsafe conditions, or regional emergencies.

Section 24.2 Worksite closures and late openings

a) Ifthe Employer decides to close, or delay the opening of, a worksite due to inclement weather
or other unsafe or emergency conditions, employees will be notified as soon as possible but no
less than one hour prior to the start of the shift.

b) Upon determination by the Chief Operating Officer or their designee that inclement weather,
unsafe conditions, or other emergency exists, and such determination results in the decision to
open later than regularly scheduled hours or close any of the Employer’s work locations and
direct non-essential employees home before the end of their normal shift, those employees shall
receive pay for their regular scheduled shift. Employees who are absent or are scheduled to be
absent on an approved leave when their worksite has been closed or opens later than regularly
scheduled hours due to inclement weather will be subject to the use of such applicable leave.

Section 24.3 Employee Determination of Unsafe Travel Conditions

If a worksite is open and an employee reasonably decides that inclement weather, unsafe or
emergency conditions make it unsafe to report to their worksite, the employee may use accrued
vacation, personal holidays, or unpaid leave for that shift or be authorized to work remotely under
Section 24.4 of this Article.

Section 24.4 Remote work under Article 24

The Employer may authorize remote work in the event of an inclement weather event, unsafe
condition or regional emergency. Requests from employees to work remotely during such
conditions will not be unreasonably denied.

Section 24.5 Essential Personnel reporting

Management shall be responsible for identifying essential personnel for each department and
worksite. A current list designateding essential personnel including employee name, classification
and worksite(s) will be provided to the Union no less than once each year by October 15. Generally,
essential personnel includes, but is not limited to, employees required to report to Employer’s work
locations regardless of facility closure or curtailment of operations.

Employees who are designated as essential personnel or any employees who are required to report
to work when their worksite has been closed, or Employer’s other worksites within a 1.25 mile
radius have been during inclement weather, unsafe conditions or regional emergency shall be
compensated for hours worked at the overtime rate for a minimum of four (4) hours per incident,
in addition to their regular pay.
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Section 24.6 Dangerous and Excessive Heat Conditions
During periods of excessive heat or high temperatures, Employer will-previde-employeeswith—

maintain-employees—well-being- implement engineering and administrative controls and PPE as

described in Metro’s Air Quality Protection Policy and Heat-Illness Prevention Policy.

Section 24.7 Annual Review of Best Practices

The Employer and Union recognize that ongoing scientific discoveries may affect best practices for
employee safety regarding weather situations listed in this Section 24.6. Annually, the employer will
schedule a joint- management labor committee shall-to meet prior to May 15 of each year to
establish best practices for personal protective equipment and alternatives for employees during
high or excessive heat events or unhealthy or hazardous air quality.

Section 24.8 Reopener

During the term of this agreement, the Employer and the Union may mutually agree to meet for the
purpose of negotiating working conditions impacted by inclement weather, dangerous air quality or
other—_emergency conditions. Any proposals agreed to shall be incorporated through a letter of
agreement.

See Article 35 Variable Hour Employees, for provisions of this article applicable to temporar:
employees.
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Article 25: Recoupment of Wage and Benefit Overpayments and
Underpayments

Section 25.1 Overpayments

In the event that an employee receives wages or benefits from the Employer to which the employee
is not entitled, regardless of whether the employee knew or should have known of the
overpayment, the Employer shall notify the employee and the Union in writing of the overpayment
which will include information supporting that an overpayment exists and the amount of wages
and/or benefits to be repaid. For purposes of recovering overpayments by payroll deduction, the
following shall apply:

a) The Employer may, at its discretion, use the payroll deduction process to correct any
overpayment made within a maximum period of two (2) years before the notification.

b) Where this process is utilized, the employee and the Employer shall meet and attempt to
reach mutual agreement on a repayment schedule within thirty (30) calendar days
following written notification.

c) Ifthere is no mutual agreement at the end of the thirty (30) calendar day period, the
Employer shall implement the repayment schedule stated in subsection (D) below.

d) Ifthe overpayment amount to be repaid is more than five percent (5%) of the employee's
regular monthly base salary, the overpayment shall be recovered in monthly amounts not
exceeding five percent (5%) of the employee's regular monthly base salary. If an
overpayment is less than five percent (5%) of the employee's regular monthly base salary,
the overpayment shall be recovered in a lump sum deduction from the employee's
paycheck. If an employee ends employment before the Employer fully recovers the
overpayment, the remaining amount may be deducted from the employee's final check.

An employee who disagrees with the Employer’s determination that an overpayment has been
made to the employee may grieve the determination through the grievance procedure.

This Article does not waive the Employer’s right to pursue other legal procedures and processes to
recoup an overpayment made to an employee at any time.

Section 25.2 Underpayments

1. Inthe event the employee does not receive the wages or benefits to which the
record/documentation has for all times indicated the Employer agreed the employee was
entitled, the Employer shall notify the employee and the Union in writing of the underpayment.
This notification will include information showing that an underpayment exists and the amount
of wages and/or benefits to be repaid. The Employer shall correct any such underpayment
made within a maximum period of two years before the notification.

2. This provision shall not apply to claims disputing eligibility for payments which result from this
Agreement. Employees claiming eligibility for such things as leadwork, work out of
classification payor reclassification must pursue those claims pursuant to the timelines
elsewhere in this Agreement.
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Article 26: Contracting Out

26.1 Contracting Out of Bargaining Unit Work

In the event the Employer decides to contract out work normally performed by bargaining unit
members which would result in a reduction of hours, or the layoff of bargaining unit members, the
Employer shall provide the Union with notice of its intent to contract out and shall, upon demand,
bargain the impact of such a decision in accordance with the expedited bargaining process (ORS
243.698). No language in this article shall be construed as a forfeiture of rights under the Public
Employee Collective Bargaining Act (ORS 243).

26.2 Automation of Bargaining Unit Work
The Employer will notify the Union in writing of any intention to automate work of the bargaining
unit which may impact employee staffing levels.

If the Employer intends to automate such work, the Employer shall provide the Union with no less
than thirty (30) days’ notice that it intends to request bids or proposals to automate where the
decision would result in displacement of bargaining unit members.

During this thirty (30) day period, the Employer shall not request any bids or proposals and the
Union shall have the opportunity to submit an alternate proposal.

Nothing in this Article shall prevent the Employer from continually analyzing its operation for the
purpose of identifying cost-savings and efficiency of operations.

26.3 Effect on Displaced Employees

Any reduction of employees as the result of contracting out or automation will be done through
attrition or transfer of affected employees to comparable employment, including placement into
vacant positions for which they meet the minimum qualifications or have the ability to meet
minimum qualifications through skill development opportunities within six months of appointment
to the position, as determined by the supervisor. This does not preclude layoff for other reasons
including the termination of regular status employees for just cause.

The Employer’s obligation to discuss the effect of contracting out bargaining unit work does not
obligate it to secure the agreement of the Union or to exhaust the dispute resolution process
concerning the decision or the impact.

26.4 Contracted Work Reporting
The Employer shall provide a report of current executed contracts for professional services to the
Union at the end of each quarter.

Any contracting out of bargaining unit work under the terms of this article shall be bound
exclusively by the exercise of the discretion of the Employer, subject only to the limitations of this
article, laws in effect at the time of execution and duration of this Agreement.
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Article 27: Education and Training

Section 27.1 Training

The Employer and AFSCME Local 3580 share a desire to retain a skilled workforce. To the extent
possible, the Employer will make available to regular employees, including support and technical
staff, current information about available training opportunities.

Section 27.2

Job-related training for employees may be conducted both during and outside of an employee's
work schedule. When an employee's attendance is required by the Employer, they shall be notified
in writing and shall be paid for the time as time worked. When a regular status employee requests
job related training/education, the request shall be made in writing to the employee’s Supervisor.
Supervisors have the discretion to approve or deny the request.

Section 27.3

Department Directors may agree to provide financial assistance and/or paid leave to employees
who request to participate in job-related training/educational programs. Department Directors
may deny requests based on, but not limited to, operating requirements, priorities or budget
limitations.

Section 27.4

The Employer may offer in-house training for employees to improve their knowledge, skills and
abilities to perform their job. Employer may designate certain trainings as required for all
employees or those with specific tasks or assignments.

Section 27.5

The Employer and Union recognize the organization’s goal to provide equitable programs and to
provide employees a safe and inclusive workplace that is free from discrimination, harassment and
bullying. In support of these efforts, the Employer and the Union recognize that racial equity and
inclusion trainings are a required investment toward these goals.

Article 28: Jeb-sharingRESERVED
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Article 29: Flexible Schedules and Remote Work

Section 29.1 Individual Flexible Schedule Requests

A Flexible Schedule is defined as an alternate work schedule for regular full-time employees which
accommodates Employer's operating requirements. A flexible schedule shall be mutually agreed to
in writing between the supervisor and the employee(s). A flexible schedule will not impair
Employer's need to meet operating requirements through assigned overtime or other similar
scheduling. A flexible schedule may be canceled with twenty one (21) calendar days’ notice to the
employee(s). A manager shall not unreasonably deny or change a flexible schedule arrangement.

Section 29.2 Work Group Flexible Schedule Request

An employee or a group of employees in the same work unit desiring a flexible work schedule or a
change in work schedule may request such a change in writing from the employee’s supervisor.
Where an employee’s request for an alternative schedule is denied, such denials shall be in writing
with an explanation for the denial. The request shall include benefits to Employer of the requested
schedule. If the Employer approves the flexible work schedule, the employees waives all rights to
reporting pay, overtime compensation or other forms of penalty pay during the transition from one
schedule to another to the maximum extent permitted by the FLSA.

Section 29.3 Special Flex Time Allowance

An exempt employee that is required by their supervisor to attend an after-hours (before 7 a.m. or
after 6 p.m.) meeting or an event on a weekend to represent Employer shall be allowed to take an
equal amount of time off at a later date.

Time must be used within thirty (30) days of the assignment. Managers and employees will
mutually keep track of this time and mutually schedule time off. Employees may not count work
time that is required beyond normal business hours to complete regularly assigned work.

29.3.1 Waste Prevention and Environmental Services

An exempt employee assigned to complete a facility inspection or audit; investigation of an-ilegal—
dumped or abandoned materials-site; or investigation of potential violators before or after
regularly scheduled hours shall be allowed to take an equal amount of time off at a later date.

Section 29.4 Remote Work

Remote work is defined as any work arrangement that allows employees to work outside of their
primary worksite, usually at home, on a regular basis, at least one day a week. Remote work can be
routine, where the remote work is a regular and recurring part of the employee’s work schedule, or
it can be temporary where the remote work is a short-term work arrangement with a specific term
or duration. A department may permit remote work on a routine, or temporary/ ad hoc basis.
Remote work arrangements will not impair the Employer's need to meet operating requirements. A
remote work arrangement shall be mutually agreed to in writing between the supervisor and the
employee.
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Section 29.5 Remote Work equipment

vvvvv

i .Employer will provide standard equipment to employees in accordance with
the Employer’s telework policy. Employees are required to return all issued equipment upon

separation.

Section 29.6 Employer provided workspace

In cases where the Employer may limit opportunities for in-person work activities to be conducted
at worksites, and where the employee does not have an appropriate and/or safe work environment
to complete remote work, as deemed by the employee for any reason, a work space will be
provided to the employee at the Employer’s worksite.

AFSCME Local 3580 — Metro 2021-25 Collective bargaining agreement 51

74



Article 30: Commercial Drivers Licence (CDL) Reliey

Section 30.1 Applicable Drug and Alcohol Policies and CDL Licenses

In the event that any AFSCME-represented employees are assigned duties which require a
Commercial Driver’s License (CDL), those employees shall be subject to the CDL Drug and Alcohol
Policies required by the Federal Department of Transportation (DOT).

Section 30.2 Employer Rights for CDL Determinations
Employer reserves the right to determine the classifications, number of positions and employees

required to perform duties requiring a CDL. Classifications in which a CDL is required must list
that requirement and include such information in recruitment information. Employer will
provide the Union with 14 (fourteen) days’ notice of their intent to require CDL certification to
any AFSCME represented classification.

Section 30.3 Voluntary CDL Licensure and Duties

Employees holding a CDL who are employed in Hazardous Waste, Metro Paint or any other
classification that does not require a CDL as a minimum qualification, and at management's
determination, perform duties that require a CDL, will receive a premium of $1.00 per hour.

a) Employer will allow employees in the appropriate classifications that do not require a CDL as a
minimum qualification to submit their interest in performing duties requiring a CDL and that
are eligible for a CDL premium. Employer reserves the right to determine the selection process
to select employees that have submitted interest.

b) Inthe event an employee requests to no longer perform duties requiring a CDL, the employee
shall make their request in writing and will be eligible to return to previous duties not requiring
a CDL within eight (8) weeks from the date the request is received.

c) Employer may remove duties requiring a CDL from an employee with twenty-one (21) days
advanced notice or immediately in the event an employee is not eligible to hold a CDL. Such
duties change is not subject to the grievance procedure. If the reason for the removal of such
duties is for performance or conduct, the employee will be afforded a due process meeting.

Section 30.4 Classifications Requiring CDL

Employees required to maintain a CDL as part of their job classification may not request removal
from performing associated job duties of the license. Employees who fail to maintain a CDL as
required by their job classification may be subject to disciplinary action.

Section 30.5 CDL License and Renewal Costs

Employer shall be responsible for all costs associated with training and licensure for CDL
certification. Employees shall receive paid time for hours spent in training, test preparation and
exam.
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Article 31: Clothing Allowances

Section 31.1

Where the Employer requires specific work clothing for employees in its various operations, the
Employer will furnish such clothing. The classifications requiring specific allowances and uniforms are
outlineoutlined in Exhibits D, Uniform Allowance Table and Exhibit&E, Issued Uniform Table.

Employees shall be required to wear such clothing while performing work on behalf of the Emplovyer.
Clothing options will consider fit, fabric, function and sizing for various body types. The Employer may
expand this policy to any of its operations covered by this Agreement.

Normal wear and tear is expected and any uniform items, other than shoes, that are damaged or suffer

unusual wear due to the performance of on-the-job duties will be replaced by the Employer.

Section 31.2 Payment of Clothing Allowance

Employer shall provide employees in covered classifications listed in Exhibit E by-this-Article-with
a clothing and/or shoe allowance equal to the dollar amount corresponding to their job
classification as outlined in Exhibit D on the first full paycheck on or after August —1 of each year.

Employees on Employer’s payroll as of August 1 of each year will receive the —maximum benefit. -
Newly hired employees will receive their allowance in their first full paycheck.

Eligibility will start the day of hire; however, should the employee voluntarily leave before
completion of their six (6) month probation, money shall be reimbursed to the Employer through
payroll deduction, based on the following pro-rated calculation:

e Less than one (1) month of employment: 100%
e One (1) to three (3) months of employment: 75%
e Four (4) to six (6) months of employment: 50%

No reimbursement deduction will occur if the departing employee does not have qualifying
earnings for their final payroll period or paycheck to cover the cost of the reimbursement.

Employees shall promptly return all Employer’s uniform items issued to them-in-the preceding 12—
monthperiod upon termination. Failure to return any uniform items shall result in the replacement
cost being assessed against the employee.

Employer will determine the style and color of the uniform; any changes to the style and color of
the uniform and reasonable rules concerning the maintenance and wearing of the uniform shall be
made at the discretion and direction of the site supervisor. Clothing options will consider fit, fabric
and sizing for various body types. Requests to accommodate specific needs shall not be
unreasonably denied. Changes in the uniform rules will be posted with due notice.

Normal wear and tear is expected and any issued uniforms that are damaged or suffer unusual wear
due to the performance of on-the-job duties will, at the discretion and direction of the site-
superviseremployee’s manager, be —replaced by the Employer on a one-to-one basis. Uniforms are
to be provided for wear during work hours, including —travel to and from the job site, and may not
be worn at any other time.
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Nothing in this article shall prevent Employer’s management from providing additional clothing,_
prescription safety glasses, —equipment or other items of higher value or utilizing a uniform
services provider to meet the clothing requirements for a given role.

Employer is required to provide personal protective equipment to protect the health and safety of
all employees.
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See Article 35 Variable Hour Employees, for provisions of this article applicable to variable hour

employees.
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Article 32: Joint Labor Management Committee

To improve communications and further each party’s commitment to solving problems and
improve relations (including but not limited to employee/management relations), the parties agree
to create, a join labor/management committee, as further agreed between the parties.

The committee will consist of four (4) employee members appointed by the Union and four (4)
members of management. The parties may increase the number of appointed members by mutual
agreement. Employees appointed by the Union will be in pay status during the time spent in
committee meetings. Time spent in committee meetings shall neither be charged to leave credits
nor considered as overtime worked. The committee shall meet as mutually agreed.

The committee may use the interest-based problem solving method to reach consensus. The parties
will share the costs of training of the committee members in interest-based problem solving.

Other labor/management committees may be mutually created as required by this agreement, or as
deemed necessary by the parties (e.g., JLMC on Health Care).

[t is understood by the parties that the committee shall be on a “meet and confer” basis only and
shall not have the authority to negotiate amendments to this Agreement or other mandatory or
permissive subjects of bargaining.

Matters that should be resolved through the grievance and arbitration procedure shall be handled
pursuant to that procedure. The committee shall not discuss disciplinary actions.

Article 33: Savings Clause

Should any Article, Section or portion thereof of this Agreement be held unlawful and
unenforceable by any court of competent jurisdiction, such decision shall apply only to the specific
Article, Section or portion thereof directly specified in the decision. Upon the issuance of any such
decision, the Parties agree immediately to negotiate a substitute, if possible, for the invalidated
Article, Section or portion thereof. All other portions of this Agreement and the Agreement as a
whole shall continue without interruption for the term of this Agreement.
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Article 34: Parking, transit pass and commuter benefits

Section 34.1

All employees who elect to participate in Employer provided parking will pay the full cost of the
parking program via pre-tax payroll deduction. As parking fees increase, all employees in the
parking program will cover the increases through the pre-tax payroll deduction program. Such
increase shall be limited to increasing the monthly fee by no more than $5 in a fiscal year. Parking
availability is managed by the Employer and a wait list coordinated on a first come first served
basis.

Section 34.2

All full-time Oregon Convention Center employees hired before January 1, 2003 will be eligible for a
pre-tax payroll deduction of $20.00 per month for parking and exempt from any parking fee
increases.

Section 34.3
Employees who are scheduled to start work after 9:00 pm at any worksite will be provided parking
by the Employer.

Section 34.4 Transit pass

Tri-Met Pass: Based on the availability and Employer’s participation in the plan, a Tri-Met pass may
be made available to all employees working in an AFSCME represented position who work 10 hours
or more each work week for more than 6 months out of the year.

Section 34.5

work-unexpectedly-e aylate-due-tojob-demands-oremergency-For employees who carpool, use

transit, walk or bike to work, the Employer will pay for a ride home if the need arises for the

employee to leave work unexpectedly or stay late beyond their regular shift due to job demands or

operational emergencies.

Section 34.6 Reopener

During the term of this agreement, the Employer and the Union may mutually agree to meet for the
purpose of negotiating transportation related issues such as transit passes and parking fees. Any
proposals agreed to shall be incorporated through a letter of agreement.
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Article 35: Variable Hour Employees

For the purpose of this contract, Employer recognizes the Union as the exclusive bargaining
representative of all variable hour employees that are in the job classifications described in Article 2

of this Agreement ef Pregram-A an atthe Zoo-and Reeycling Infoermation Center, Hazardeu

A \/ \
- ;o v

Na ~ab ale-Hou anicians, 1ra 8 d
icians,-who average more than four hours per week
per calendar quarter. The following represents the terms and conditions for temperary-variable

hour employees:

All provisions of the collective bargaining agreement apply to variable hour employees except
Article 6 Hours and Shifts, Article 8 Holidays, Article 9 Vacation, Article 12 Health and Welfare,
Article 16 Seniority, Article 31 Clothing Allowance.

Section 35.1

Variable hour employees with less than one thousand forty (1040) continuous service hours from
original date of hire are at-will. The Employer reserves the right to terminate any variable hour
employee with one thousand thirty-nine (1039) or less continuous service hours, at any time and
for any reason, including lack of work, with or without cause. Variable hour employees with more
than one thousand forty (1040) continuous service hours will not receive disciplinary action
without just cause in accordance to Article 17 and may process their grievance in accordance to
Article 19.

Section 35.2 Hours and Shifts

35.2.1 Schedules: Work scheduled for variable hour employees will be made based on availability.
Notwithstanding —needs that arise due to unforeseen circumstances, the Employer shall endeaver-
to-make weekly —work schedules available at a minimum of ten (10) days in advance.

35.2.2 Second or Swing Shift: A variable hour employee scheduled to work on a shift which
begins after 1:59 p.m. and ends after 6:59 pm shall receive_

$1.35 per hour in addition to their regular hourly rate.

35.2.3 Third of Graveyard Shift: A variable hour employee scheduled to work on a shift that
begins after 9:59 p.m. shall receive_
$1.45 per hour in addition to their regular hourly rate.

35.2.4 Canceled Shift: A variable hour employee who reports to work when their shift has been
cancelled and were-was not —notified of their shift cancellation shall be paid a minimum of four (4)
hours. Where the scheduled —shift is less than four (4) hours in duration, however, the employee
shall be paid for the hours scheduled.

Section 35.3 Holidays
Variable hour employees that work on a holiday will be compensated for hours worked at one and
half (1.5) times their regular hourly rate. The observed holidays shall include:

a) New Year’s Day, Martin Luther King Jr. Day, President’s Day, Memorial Day, Juneteenth,
Independence Day, Labor Day, Veterans Day, Thanksgiving Day, and Christmas Day.

b) Any variable hour employee, who has been employed with Employer for more than one year in
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a Union represented position, will be eligible for one (1) Personal holiday of 8 hours, each
subsequent year of employment upon completion of more than 240 hours worked in the
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preceding fiscal year. For purposes of this section, a Personal holiday is any day chosen by the
employee and approved by the supervisor which would otherwise be a regular scheduled
workday. Personal holidays not taken within the fiscal year accrued will be forfeited.

Section 35.4 Health and Welfare

In order to comply with the Affordable Care Act, prorated insurance will be available to variable
hour employees who work thirty (30) hours a week or more during a twelve (12) month
measurement period. The premium share will be calculated based on the total cost of health
insurance premium for the plan selected by the employee, less the employee’s FTE status (based on
average weekly hours) multiplied by Employer’s full-time employee premium portion for that plan.

Example: using a health insurance premium of $1,000 and Employer’s portion for a full-time
employee of $920.

e An employee working 32 hours weekly average would pay $1,000 - (.8 x $920) = $264.00
e An employee working 30 hour weekly average would pay ($1,000 - (.75 x $920) = $310.00

35.4.1 Variable Hour employee healthcare incentive: Any variable hour employee, who has been
employed with Employer and has worked 480 continuous hours fer-mere-than 365-censecutive-days
in a Union represented position, and —who is not eligible for insurance under the Affordable Care
Act (ACA), will be eligible for a temporary healthcare incentive of $1250 in any month they work
80 hours or more. Eligible employees may decline the incentive at any time. Any variable hour
employee who separates from Metro employment will need to re-qualify for this incentive upon

rehire.

35.5 Recruitment

Variable Hour employees will be hired through the general Employer recruitment process, except
for the community college program interns who may be appointed as variable hour employees
following their internship. Variable Hour employees will be considered internal applicants for
Employer recruitments.

Variable Hour employees, who apply for a position within the same job classification as their

current position, shall be provided an interview, provided the employee has fully completed all

application materials.

35.6 Clothing Allowance

The following items shall be made available to variable hour employees for use during their
working hours. Clothing options will take into consideration of fit and sizing for various body types.
Requests to accommodate specific fabric, sizing, prescription safety glasses for Hazardous Waste
Technicians or other needs shall not be unreasonably denied.

Employer is required to provide personal protective equipment to protect the health and safety of
all employees.

a) Hazardous Waste Technicians: Three (3) t-shirts_and ;-one (1) sweatshirt;and-preseription

safety—glassesasrequired. Following five-one hundred and twentyeighty (521800) hours of
employment and each_—year thereafter upon five-one hundred and twenty-eighty (520180)

hours of employment, the employee will receive an allowance of $150 for the purchase of
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safety shoes.

b) Traffic Control/Load Inspection Technician I/II: Three (3) t-shirts, one (1) sweatshirt, one rain
hat, one raincoat, one pair rain pants or rainproof coveralls and, following fiveone hundred and
twentyeighty (526180) hours of employment, and each year thereafter upon fivveone hundred
and twentyeighty
(526180) hours of employment, the employee will receive an allowance of $150 for the
purchase of safety shoes.
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c) Metro Paint Operations Technician: Three (3) t-shirts, one (1) sweatshirt, one hat, and following
fiveone hundred and twentyeighty (526180) hours of employment, and each year thereafter
upon fiveone hundred and twentyeighty (526180) hours of employment, the employee will
receive an allowance of
$150 for the purchase of safety shoes

d) Scale House Technicians: Three (3) t-shirts, one (1) sweatshirt, one hat

e) Safety/Security Officers: Two (2) pairs of pants, two (2) polo shirts, and one (1) multi-season
jacket.

f)_ Program Assistant 1 - Zoo: Those working in husbandry: three (3) tops (short or long sleeve),
two (2) pairs of pants, one (1) hat and one (1) jacket. Those working in a show capacity: two (2)
polo shirts, a fleece vest, a jacket, and one (1) pair of pants. Program Assistant 1’s working in
husbandry shall have boots made available to them during their work shift.

g) Program Assistant 1 - WPES: Three (3) t-shirts, one (1) sweatshirt, one hat.

h) Program Assistant 2 — Zoo: Three (3) tops (short or long sleeve), two (2) pairs of pants, one (1)
hat and one (1) jacket. Those working in a show capacity: two (2) polo shirts, a fleece vest, a
jacket, and one (1) pair of pants.

i) Education Technicians — Zoo: Three (3) tops (short or long sleeve), two (2) pairs of pants, one
(1) hat and one (1) jacket.

§j) Utility Worker - OCC: Two (2) sets of uniforms, including shirts and pants. Employees who
perform outside custodial duties shall be provided a waterproof outside coat and coveralls to be

used at work and stored on site; washed on-site, as needed. « Employees who work outside will
be provided safety and rain gear to be used at work and stored on site. e One (1) coat per

contract.

35.7 Intermittent language translation and culturally specific knowledge, skills and abilities

A stipend of $150 paid monthly, will be paid to variable hour employees who complete any language
translation or review of work products for culturally responsiveness as part of requested work duties
but outside of assigned regular duties, for any of the Employer’s programs or initiatives. This work
shall not include interpretation services that are considered part of the Employer’s responsibility to
meet requirements for vital services or documents under Title VI. Any month in which a variable hour
employee who provides culturally responsive services and/or expertise will qualify for the stipend.

This stipend shall not be paid to any variable hour employee who uses a secondary language
incidentally or is not required/assigned to utilize a secondary language as part of their work.

35.8 Step Increases

Retroactive to 07/1/2025, Variable Hour employees will receive a step increase upon completion of
2080 hours continuously worked, and upon completion of each block of 2080 hours continuously
worked thereafter. If a Variable Hour Employee is active in multiple classifications, the Employer will

track each hire date block of 2080 hours continuously worked separately and the employee will
advance a step based on each 2080 hours worked in each classification.

For current Variable Hour Employees who have worked continuously for 2080 hours or more in an

AFSCME classification, there will be a one time, one pay step adjustment in each classification in
which they are emploved applied retroactively to 7/1/2025.

AFSCME Local 3580 — Metro 2021-25 Collective bargaining agreement 67

92



35.9 Annual Meeting
The Union and Employer will meet annually, upon request by the Union, to discuss the use of variable

hour classifications. This meeting may occur as part of a regularly scheduled Joint Labor Management

Committee meeting.

Article 36: Term of Agreement

This Agreement shall remain in full force and effect from July 1, 20215 to June 30, 20259. It shall be
automatically renewed from year to year thereafter unless either party notifies the other in writing
not later than sixty (60) days prior to the expiration of the subsequent anniversary date that it
wishes to modify this Agreement for any reason.
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Signature page

For Metro For AFSCME Local 3580
Christina Longo, Labor and Employee Relations Eh-zabet#@eemngerMatan Gold, President

W Ao f% %/Wf

Yaju Dharmaraja, Labor and Employee

Relations | | -

Jasﬁrwé yer Oregon AFSCME field representatwe

Julid®Garcia, Human Resources Director

R e
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Stept  Step2  Step3  Stepd4  Step5  Step6  Step7?

TraffieC o Technici
. Coordi

ine Technici
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4491 4716 Hourly
9344280 98092.80-Annual

4716 49.52 Hourly
98092.80  103004-60-Arnual

4952  52.00-Houry

5200  54:50-Hourly
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Pay  Jeb

0034* TraffioC ion Technici
8485 EventGustodians

0043 S Techici

0040* Program-Assistant}

0032 Building Custodian—MRC

0049 Mai Coordi

0015* Eacilties Mai )
6026* Safety-and-Seeurity Officer
8500 Ytility-Worker

o02g* ine Technici
6020* PayroliFechnician
8470 Utiity-Mai Technici
8495* Utilitylead

6043" Navigator

0038* ina Soecial

coat Tochnic
C036" Education Soscial

0033 Lesd Buidine Costodian MR
0026* Lead Safety-and Security Officer
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0304 ProsurementAnalystt
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Pay  Job

16 0063* Metro-PaintOperations-Specialist
0306 AssistantEngineer

R
0066 Systems-Analysti
0074 Program-Goordinator}
0302 ProcurementAnalystH
ShE Leesndesooddesi

18 6004 Accountanthl

o o GIS Soscial

o . - ot
0355 Associate Regional Planner
0344 Asseciate Solid Waste Planner
6@_1_5 Accr\r\ia'ar‘ af :-' Y & Modeler
0349 Assosiate Transportation Planner
w2 " Special
0335 Senior ManagementAnalyst
6050 Associate Transportation Model

19 6040 Endocrinclogy Research Technician
6017 Investment Coordinator
0340 SeniorPublicAffairs Special
0075 Program Coordinator
0303 Procurement-Analysthl
0080 Education Goordinator !l

20 0476 Construction Project Manager |
0089 Systems Analystl
0365 RealEstate Negoiator
0070 Systems Administrator
0078 Transportation Engineer!

24 6035 Lead Real Estale Negotiator
0356 SeniorRegionalPlanner
0345 Senior Solid Waste Planner
6029 Senior Researcher & Modeler
0350 Senior Transportation Planner
6039 SeniorReal Estate Analyst
0079 ProgramManager
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Pay  Jeb
08  0034* TrafficControlioad Inspection Techniciant 267 238 2501 2625 27.57 2895 30.39-Hourly

6043 Navigator

0033 Lead Buidine Cstodian VR
0026* Lead Safety-and Security Officer
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0043* Eaciliies Coordi
6002  Accountantl

16 0332 HazardousWaste Specialist 3352 3522 36.94 38.80 40.75 42.80 44.95 Hourly
0064* Environmental Specialist 6972160 7325760 7683520 8070400  84760.00  89024.00  93496.00 Annual
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16 0063' MetroPaintOperations Specialist 3352 3822 34 BB 4095 4280 4405Houdy

0306 AssistantEngineer 6072460 7325760 7683520 8070400 8476000 8902400  93496.00-Annual
47 0067 SystemsAdministratorh B2 w9 33.80 4075 4280 4495 4749 Hourly

0074  Program-Coordinatort
0302 ProcurementAnalystH
0054  Education Coordinator !

0344 Associate Solid Waste Planner
6@4_5 Accnniamr‘ ‘—' IR Modeler
0349  Asseciate Transportation Planner
6025 P M Special
0335  SeniorManagementAnalyst
6050  Associate Transportation Model

0075 Program Coordinator |
0303 Procurement Analyst Hi
0060 Education Coordinator |l

20 0476 Construction Project Manager | 075 4280 4495 4749 4955 5203 54.63 Hourly
0365 Real Estate Negotiator
0070 Systems Administrator
0078 Transportation Engineer!
w0st A e Mosiorine Soecial

0356 SeniorRegionalPlanner
0345 Senior Solid Waste-Planner
6029 SeniorResearcher&Modeler
0350 SeniorTransportation Planner
6039 SeniorReatEstate-Analyst
0088 Die

0079  Program-Manager
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Exhibit B: Pay schedule adjustments (Section 15.1.2)

the pay period including July 1, 2025, Eemployees in classifications with an adjustment listed in

Exhibit B Pay schedule adjustments shall —be placed at the same pay step as the previous pay

usted range. atthepaystepinthenevw-payrate-highestand-closestto-their

period, in the adj

adjustmentforjuly 1,2022:
Job New-pay-rangeJuby1- New pay-rangetuly1—
Code Classification 2024Current Pay 2022Pay Range
RDanaon thraniah liino offoctivia iy 1 JN0C
6026601 | Safetyand-Security-OfficerGIS 812 914
[ Technician
0026600| Lead-Safetyand-Security- 112 13
7 OfficarAdminictrative Snocialict 111
0032603 | BuidingCustediansAssociate Visual 614 815
2 Communications Designer
0033033| LteadBuildingCustedianAssociate 816 17
A Maonaocoment Analvuct
o1t Cociliti , 5
co4c Cocititios Mol Coecial 16
0049 MaHroom-Coordinater + 8
013 S - — P
o : - — P}
0034 Traffic Control/load-nspection * 8
- -
0048 TFraffic Control/loadnspection 8 9
- .
5005 Aelpipisbee e Sacs s + 8
- c st
5006 Adpainistrative Speckalist i S 10
0040 Program-Assistant! 8
[alars] Program-Assistantt 1 32
6024 Program-Assistanttd 4 16
0038 Accounting Fechnicant S 10
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STAFF REPORT

IN CONSIDERATION OF RESOLUTION NO. 25-5517 FOR THE PURPOSE OF RATIFYING THE 2025-
2029 COLLECTIVE BARGAINING AGREEMENT BETWEEN AFSCME LOCAL 3580 AND METRO.

Date: August 12, 2025 Prepared by: Christina Longo, Director of Labor
Relations

Department: Human Resources Presenter: Julio Garcia, Human Resources Director

BACKGROUND

This resolution is submitted to ratify the contract between AFSCME 3580 and Metro for the
period July 1, 2025 through June 30, 2029. This four-year agreement contains the following key
economic elements:

I. Wages - Yearly Wage Rate Adjustments:

a. Upon ratification, wage increase will be made to the wage schedule, retroactive to the
pay period including July 1, 2025.

b. Effective the pay period including July 1, during the term of the agreement, we will adjust
the straight time rate of pay by a percentage equal to the percentage change in the CPI-U, West
- Size Class A, Second Half (July-Dec) of the previous 2 years, minimum 2.0%, maximum 5.0%.

c. ForFY 2026, this adjustment is 2.67%.

If the referenced CPI is less than 1% or exceeds 7%, Metro and AFSCME Local 3580 will
automatically reopen the article on wages for bargaining.

Il. Wages - Grade Adjustments:

a. Four classifications received grade adjustments. These positions were identified
by an independent reviewer as being below market. Variable hour status positions
in these classifications will also see a wage increase.

lll. Variable Hour Employees

a. Variable Hour employees will receive a step increase upon completion of 2080 hours
continuously worked, and upon completion of each block of 2080 hours continuously
worked thereafter.

Iv. Other Benefits
a. Vacation - employees who accrue vacation can accumulate more than 275 during the
course of the year, but unused vacation of more than 275 is forfeited if not used during
each fiscal year.
b. Clothing - increased dollars for allowances and lowered threshold to receive allowances.

V. Additional Provisions:
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a. Implemented Metro’s Equal Pay Act including language changes to maintain compliance
with the Act

ANALYSIS/INFORMATION
1. Known Opposition: none

2. Legal Antecedents: Previously ratified AFSCME 3580 collective bargaining agreements.

3. Anticipated Effects: Metro operations will continue uninterrupted.

4. Budget Impacts: The Fiscal Year 2025-26 Adopted Budget was finalized prior to the ratification of

the agreement and anticipated these costs. If budgetary changes are necessary, they will be presented to the
Metro Council for consideration later in the fiscal year.

RECOMMENDED ACTION
The Chief Operating Officer recommends approval of the resolution

ATTACHMENTS:
None.
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