COLLECTIVE BARGAINING AGREEMENT
BETWEEN
COMMUNITY ACTION MARIN
AND
SEIU 1021

PREAMBLE
Both parties are committed to the following philosophy:

CAM is a private non-profit Community Action Agency created pursuant to the Economic
Opportunity Act of 1964, as amended, for the purpose of promoting the participation of the
entire community in assessing local needs and attacking the causes and conditions of poverty and
to advocated for social and economic justice.

CAM, board members, employees, and volunteers, accomplish this purpose by building
relationships with clients and communities, embracing diversity, advocating for change in public
policy, partnering with other organizations, and ensuring the participation of low-income persons
in the development and implementation of programs and projects.

It is the purpose of this agreement to support the above philosophy while maintaining
harmonious relations between CAM and the Union, to provide for equitable and peaceful
adjustment of differences which may arise, and to establish wages, hours and conditions of
employment.
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1.1 Scope of the Agreement This agreement is entered into between Community Action
Marin, herein referred to as “CAM” and Local 1021, Service Employees International Union,
AFL-CIO/CLC, herein referred to as “Union.” Wages, hours and working conditions have been
mutually agreed upon by CAM and the Union and shall apply to all employees of CAM working
within the bargaining unit as set forth in this agreement.

1.2 Term This agreement shall be effective upon ratification and shall apply retroactively to
February 1, 2024, and remain in effect through April 1, 2028. The parties agree that this extended
term is a one-time exception due to the timing of negotiations and does not modify the parties’
intent to maintain a three (3) year term for successor agreements.

1.3 Recognition — Exclusive Bargaining Agent
Community Action Marin (CAM) recognizes SEIU Local 1021 as the exclusive bargaining

representative for employees working in hourly, state-funded positions within CAM’s Child
Development Programs.



The following job classifications are included within the bargaining unit:

Covered Job Classifications (Hourly, State-Funded Only):
o Associate Teacher I

Associate Teacher II

Teacher Assistant I

Teacher Assistant ]I

Administrative Assistant

Facilities Assistants

Janitor

Receptionist/Office Clerk

0 0 0 0 O ©

Excluded Positions:
o Teacher Assistant I/Teacher Apprenticeship, when assigned through the ECEPTS
Apprenticeship Program or any other non-state-funded initiative.

Temporary employees who perform the duties of the classifications listed above and are
assigned to a state-funded location shall be included in the bargaining unit for the duration of
their assignment.

1.3.1 New Classifications All other employees are excluded from the bargaining unit. Prior to
the implementation of any new job classification CAM and the Union will meet and confer for
purposes of determining if a classification will be part of the bargaining unit. If agreement
cannot be reached the matter will be submitted to mediation conducted through the Federal
Mediation and Conciliation Service (FMCS).

1.3.2 New Employvee Orientation When a new employee is hired in any of the covered job

classifications, CAM shall notify the employee(s) that the Union is the recognized bargaining
representative for employees in that classification.

Newly hired employees shall be granted release time without loss in compensation to meet with
the Union designee(s) for a maximum of 60 minutes during regular working hours and onsite to
participate in a mandatory new union employee orientation. This meeting is held within first four
days of employment, to coincide with the employee’s agency wide-onboarding schedule. Union
designees shall be released from work duties without loss of compensation to perform new
employee orientation meetings.

CAM shall provide the Union Field Representative with electronic notification in malleable
electronic format of the name, job title, department, work location, work, home and personal
cellular telephone numbers, home address, and personal and work e-mail addresses of any newly
hired employee, insofar as agreed to be voluntarily provided by the employee, within seven (7)
calendar days of the date of hire.

1.3.3 Bargaining Unit Lists

On a monthly basis, CAM shall provide to the Union a bargaining unit list to include the
employee ID number, employee name, home address, job title, department, work location, work
2



telephone number, home telephone number, personal cellular telephone number, personal e-mail
address, work e-mail address, date of hire, FTE status, hourly rate of pay, hours worked, gross
pay and bargaining unit code of all employees in the bargaining unit to the extent the employee
has provided that information to CAM.

This list shall include all employees newly hired, rehired, reinstated, transferred into or out of the
bargaining unit, promoted, reclassified, downgraded, placed on leaves of absence of any type
including disability, placed on or recalled from layoff, separated (including retirement), added or
deleted from the bargaining unit, or who have made any changes in Union deductions during the
preceding month.

1.4 Services to Program Clients Union recognizes its obligation to cooperate with CAM to

assure maximum services of the highest quality and efficiency to program clients, children and
parents.

1.5 Harmonious Labor Relations Union and CAM affirm the principle that harmonious labor

and management relations are in the best interest of the bargaining unit, Union, CAM, program
clients, children and parents.

1.6 Operation of Agreement. — Entire Agreement This Agreement, including attachments and

side letters, constitute the sole and entire existing agreement between the Union and CAM and
supersedes all previous Agreements and understandings.

1.6.1 Opportunity to Negotiate CAM and the Union acknowledge that during the negotiations
that resulted in this agreement, each had the right and opportunity to make demands and
proposals with respect to any issue or matter subject to collective bargaining under the applicable
law, and that the understanding and agreements arrived at by the parties after the exercise of that
right and opportunity are set forth in this agreement.

1.6.2 Waiver and Modification During the term of this Agreement, the parties waive the right
and each agrees that the other shall not be obligated to bargain collectively with respect to any
subject matter referred to or covered in this Agreement. Those subjects that may have been
within the knowledge or contemplation of either or both of the parties at the time they negotiated
or signed this Agreement shall not be raised during the term of this Agreement for purposes of
collective bargaining. Legal and regulatory changes may force CAM to renegotiate or introduce
new wages, hours and working conditions during the term of this Agreement. The Union agrees
that such changes mandate collective bargaining under the Severability clause of this Agreement.
The foregoing shall not preclude the parties hereto from collectively bargaining at any time
during the term of this Agreement with respect to any subject matter within the scope of
bargaining by mutual agreement.

1.6.3 Waiver of Breach Waiver by either party of any breach of this agreement shall not
constitute waiver of a future breach of the agreement.



1.6.4 Severability If any chapter or paragraph or section of this agreement shall be held to be
invalid by operation of law, or any court of competent jurisdiction, or if compliance with any
enforcement of any provision of this agreement be enjoined, the remainder of this agreement
shall not be affected, and the parties shall, if possible, meet and confer for the purpose of
replacing such chapter, paragraph or section.

1.7 Union Stewards and Representation, — Union Stewards The Union shall notify the

CAM Chief Executive Officer or designee, in writing of those employees designated as Union
stewards and any subsequent changes. No more than two (2) employees per program site shall
be designated as stewards. Stewards shall perform Union business on their own time, without
pay, except for the following, or as provided elsewhere in this agreement:

To act as a representative of a grievant/employee at the specified steps of the grievance
procedure and provide representation during investigatory interviews conducted by CAM, if the
employee so desires. Representation by a union steward shall be conducted and paid as work
time, not to exceed an agency aggregate of four (4) hours per month. To the maximum extent
possible People Managers will be given advance notice of scheduled meetings.

No steward may leave work for purposes of representation without the permission of their
people manager or other authorized management. Such permission shall not be unreasonably
withheld. In the event that a steward’s absence would disrupt the worksite, a mutually agreeable
time will be agreed upon for the meeting. CAM and the Union agree that no employee shall be
discriminated against for their designation or activity as a steward.

1.7.1 Union Field Representatives Subsequent to notifying CAM Chief Executive Officer or
designee, Union Staff, shall have reasonable access to any and all operations of CAM for the

purpose of administering this agreement where represented employees work. Union stewards and
field representatives shall not interfere with normal CAM operations.

1.7.2 Contract Negotiations No more than four (4) bargaining unit members from separate
work sites shall be authorized for paid leave for successor contract negotiations.

1.7.3 Bulletin Boards CAM will furnish reasonable space, not less than 11 x 17 inches, on
existing bulletin boards, or provide for wall space at each worksite that employs members of the
bargaining unit. Posting of Union materials shall be allowed on this designated space. It shall be
the Union’s responsibility to maintain, update and remove outdated materials.

1.7.4 New Emplovees CAM shall allow the Union steward a 15-minute initial meeting with
new employees to present information about the Union.

1.7.5 Union Use of Mailboxes and E-mail Svstem The Union shall be permitted reasonable

use of CAM’s mail system, including electronic mail.



1.8 Emplovee Representation Employees shall, upon request, have the right to have a Union
steward or field representative present in any investigatory interview with people managers or

management where the employee reasonably believes the investigation could result in
disciplinary action. Exercise of this right may not interfere with lawful CAM prerogatives.
CAM shall not be required to postpone the interview because the specific Union representative
the employee requests is unavailable. If another Union representative is available at the time the
interview is scheduled, CAM will provide the employee with a reasonable amount of time to
bring in that Union representative.

1.9 Non-Discrimination Both CAM and the Union agree that there shall be no discrimination
against any employee or manager covered by this Agreement as to any work related matter on
the basis of physical and/or mental disability, medical condition, ancestry, marital status, race,
color, national origin, sex, sexual orientation, age religion, special disabled veterans, veterans of
the Vietnam era and any other veterans who served on active duty during a war or in a campaign
or expedition for which a campaign badge has been authorized, political affiliation, union non-
membership or membership. Any employee alleging such discrimination may use the internal,
administrative process CAM provides. Union representation shall be permitted. The
administrative process in no way diminishes employees’ rights to pursue these issues with
appropriate outside agencies of the federal, state or local government.

1.10 Existing Laws, Regulations and Policies — Laws This agreement is subject to all

applicable existing laws, rules, regulations and ordinances of the United States of America, the
State of California, County of Marin, and local jurisdictions.

1.10.1 Policies CAM has existing policies, procedures, and practices. These shall remain in full
force unless otherwise and specifically abridged, modified or changed by way of this agreement.
To the extent CAM wishes to change said written policies and procedures that affect wages,
hours and working conditions, they shall give the union at least 30 days' advance notice. In
circumstances where thirty (30) days’ notice is not practicable due to operational needs,
regulatory requirements, or other exigent circumstances, CAM shall provide as much of advance
notice as possible.

1.11 Strikes and Lockouts — No Strike The Union, its agents, or any of its members will not

collectively, concertedly, or in any manner whatsoever, engage in, incite, or participate in any
strike, slowdown, boycott, work stoppage, sympathy strike, or action by any of its members
directed towards reducing CAM’s funding and/or enrollment, against CAM during the term of
this Agreement. It is further understood that the Union will take whatever lawful steps are
necessary to prevent any interruption of work in violation of this Chapter.

1.11.1 No Lockout During the term of this agreement, CAM shall not lockout any employees
covered by this agreement.

1.11.2 Consent and Waiver to Injunction The parties consent to and waive any defenses

against an action for injunctive relief by the other party to restrain any violation of this Chapter.
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1.11.3 Emplovee Vieolations Employees found to have violated the terms of this Chapter shall
be subject to discipline up to and including discharge. Employees shall have the right to grieve
discipline under this Chapter.

1.12 Management Rights Except as limited or modified by this Agreement and CAM’s
obligations to bargain with the Union, the management of CAM’s operations and the direction of
its employees, including all of the rights, powers, authority and prerogatives which CAM has
traditionally exercised are expressly reserved to it. These rights include, but are not limited to,
the rights to hire, train, promote, suspend, discharge or discipline; establish rules and regulations
covering the operation of CAM and the conduct of its employees; assign all jobs and work;
determine the function of all jobs; change, combine, transfer or terminate any jobs, layoff
personnel, terminate any department operation or service; determine what constitutes effective
and efficient practices and work; the number, locations and relocations of its facilities; the
merger, sale or termination of all or part of its business; closing down of any facility or any part
thereof; the movement and interchange of volume between its facilities; and to make all
decisions of any nature relating to the investment of capital and assumption of risk in the
management of the business shall be vested exclusively in CAM. The foregoing enumeration of
management’s rights shall not be deemed to exclude any other rights which is customarily that of
management.

The choice, control and direction of people manager and management staff shall be vested solely
and exclusively in CAM. These are employees who, by definition, are not represented by the
Union.

Chapter 2. HOURS AND LEAVE

2.1 Meal Periods and Rest Breaks CAM, whenever possible, subject to California law, shall
provide employee meal and rest breaks as follows:

i

Meals Breaks:
e Meal breaks are paid and are 30 minutes long and duty-free.
e Meal breaks are provided and should be taken within the first five hours of the work period.
« Employees must accurately record the start and end time for all meal breaks.

Duration of #Meal Comments
Shift In Hours |Periods

0to<5.0 0 An employee who does not work more than five hours in a
workday is not provided with a meal period.




An employee who works more than five hours but fewer than tery
hours in a workday is provided with a 30-minute paid meal period
> 5.0to < 10.0 1 available before the end of the 5* hour, subject to any meal period
N waiver in effect if the employee works no more than 6 hours.

An employee who works more than ten hours in a workday i
provided with a second 30-minute paid meal period availablg
> 10.0 5 before working more than ten hours, unless the employee ig
working twelve or fewer hours, did not waive the first meal period,
and elects in writing to waive the second meal period.

Rest Breaks

e Employees are entitled to fifteen (15) minutes of rest period for each four (4) hours, or a
substantial fraction thereof, that they work in a day.

No. of Actual |# Rest Commenis
Hours Worked |Breaks
Per Shift
0to<35 0 A non-exempt employee who works less than 3.5 hours in a
workday is not entitled to a rest break.

3.5t0<6 1 A non-exempt employee who works between 3.5 and 6 hours
in a workday is entitled to one 15-minute rest break.

A non-exempt employee who works more than 6 hours in j
> 6.0t0<10.0 2 workday but who does not work more than 10 hours in
workday is entitled to two 15-minute rest breaks.

A non-exempt employee who works more than 10 hours in 3
>100to<14.0 |3 workday but who does not work more than 14 hours in
workday is entitled to three 15-minute rest breaks.

Rest Breaks:
» Rest breaks are paid and are 15 minutes long.
» Rest breaks should normally be taken as near as possible of the middle of each work

period.

Employees may not accumulate rest breaks or use rest breaks as a basis for starting work late,
leaving work early, or extending a meal period.



Employees are responsible for reporting to their People Manager any meal break that was not
provided or any rest break not authorized and permitted where the people manager would have no
reason to otherwise know of this fact. The Director or designated People Manager shall schedule
meal periods. The Director or designated People Manager shall resolve all disputes or conflicts and
ensure that coverage regarding adult-child ratios are maintained.

Hours of Work and Overtime

2.2 Hours of Work
A. The work week shall begin on Sunday and end on Saturday and shall consist of five (5)

B.

51

consecutive work days.

The regular hours of work each day shall be consecutive except for the interruption for
meal periods.

Employees shall be provided with a work schedule at the time of hire. Any change in that
schedule of less than thirty (30) calendar days shall be made with notice provided to the
employee at least forty-eight (48) hours in advance. Changes to the schedule expected to
last thirty (30) calendar days or longer shall be made only with two (2) weeks advance
notice to the affected employee. Additional hours in emergency situations are compensated
at straight time or overtime as appropriate.

. Time spent preparing a classroom, curricula, and related materials shall be part of an

employee’s regular scheduled eight (8) hour work day.

Employees shall not be required to attend any meetings other than those regularly
scheduled mandatory meetings for which written notice has been provided at least one (1)
week in advance, except for emergency meetings in which case, whenever possible, at least
twenty-four (24) hour notice shall be provided and the subject matter shall be of an
emergency in nature.

2.2.1 Overtime
A. CAM shall abide by all provisions of state and federal law regarding overtime.

B. Overtime shall be time worked:

1. Beyond 8 hours in a work day (excluding Make-Up Time, Section 2.2.2
provisions);

2. Beyond 40 hours in a work week;

3 On holidays other than Saturday or Sunday.

C. Overtime shall be paid for all overtime worked at one and one-half times the base rate of

pay. Overtime shall be compensated to the nearest quarter hour.

D. CAM shall neither expect nor require excessive or chronic overtime, which generally shall

not exceed % the normal scheduled days of work per work week of an employee.

2.2.2 Make Up Time Employees may submit a signed written request to be approved by their
People Manager, to make-up work hours lost as a result of a personal obligation, provided make
up hours are performed within the same workweek in which the time was lost and do not result in more
than 40 hours worked in one workweek. Approval of the request is at the discretion of the
Employer. Employees requesting make-up time may make up to three (3) hours per work day
without overtime pay. Employees may either take time off in advance of the make- up time or
may make-up time in advance of anticipated time off needs within the same work week. Hourly
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full-time employees who are requested to work an additional day not regularly scheduled shall
have the option to either take another day off within the same work week or receive overtime
compensation. Any trade of work days shall be done in writing.

2.3 Sick Leave Employees may use sick leave for employee’s physical or mental illness or
injury or such illness or injury in the employee’s immediate family as defined by 2.7.5, or health
appointments relating to such. With the employee’s agreement, sick related absence extending
beyond earned sick leave shall be charged against employee’s earned annual leave. Employees
with a health-related absence, which extends beyond employee’s earned sick leave and annual
leave, may be granted an unpaid leave of absence.

2.3.1 Sick Leave Accrual

Hourly employees working forty (40) hours per week accrue sick leave at the rate of
four (4) hours per pay period for a total of twelve (12) days per calendar ycar.
Hourly employees working with a minimum of accrual rate of one hour for every
30hrs worked.

Sick Leave will be capped at 300 hours.

If, due to illness or injury, an employee is absent from work and has exhausted all

sick and vacation leave; other employees may voluntarily, in writing, donate their

sick leave to that employee for their use. An employee’s decision to assign sick
leave toanother employee can be revoked.

E. Employees who request to donate sick or vacation hours must donate in increments
of whole hours with a minimum donation of eight (8) hours. If an employee is
donating sick hours, he/she must retain a sick leave balance of one hundred twenty
(120) hours. If an employee is donating vacation hours, he/she must retain a
vacation leave balance of forty(40) hours.

F. Accrued sick leave is available for use after an employee’s initial ninety (90) calendar days

of employment.

g0 w >

2.3.2 Sick Leave Cash Out. When an employee voluntarily retires from CAM (at least age
55) and has been employed by the agency a minimum of five (5) years, they shall be paid for
twenty percent (20%) of their sick leave balance provided the employee gave at least two-weeks
notice. Whenever possible, notice must be given in advance of a fiscal year start.

b

2.4 Annual Leave

A. Annual leave requests submitted at least fifteen (15) calendar days in advance of
the proposed beginning of the annual leave shall be approved, whenever possible.

B. Requests to take annual leave shall be made in writing to the employee’s Site
People Manager or designated People Manager at least five (5) work days in
advance. Annual leave shall be scheduled by mutual agreement between the Site
People Manager or designated People Manager and the employee. The Site People
Manager or designated People Manager shall notify the employee whether the annual
leave has been approved or denied as soon as possible, but no later than five (5)
workdays after receiving the request. Employees shall be informed of the reason for



denial.

CAM will provide all eligible employees the opportunity to take annual leave.

Each Site shall maintain a vacation and leave schedule. All employees will, to the

extent feasible, schedule leave as early as possible. Conflicts shall be resolved on

a first in time- scheduled basis. Where two or more employees schedule at the

same time, seniority in services shall be the determining factor.

E. Annual leave requests that are approved shall only be revoked in the event of an
emergency.

F. An employee who becomes injured or ill while on annual leave and is otherwise
eligible for sick leave shall be allowed to substitute sick leave for annual leave on
a day to day basis for the period of annual leave affected by the injury or illness
provided that the injury or illness is supported by appropriate medical
documentation (i.e. physician’s note).

o0

2.4.1 Accrual and Accumulation Hourly full-time employees are entitled to 96 hours/12 days
per service year for up to 3 years of active service for vacation use. Active service commences

with an employee’s first day of work and continues thereafter unless broken by an absence
without pay, a leave of absence or termination of employment. Employees are entitled to 120
hours/15 days after the employee has completed three years of service, 160 hours/20 days after
the employee has completed five years of service and 204 hours/25.5 days after the employee has
completed nine (9) years.

Hourly part-time employees, as defined in section 2.8, shall accumulate annual leave at a pro- rated
rate based upon hours worked.

Employees earning 12 days of annual vacation can accrue a maximum of 144 hours; 15 days
earned the maximum is 180 hours; 20 days earned the maximum is 240 hours; and 25.5 days
earned the maximum is 306 hours. Once these caps are reached, no further vacation will accrue
until some vacation is used. Any member of the bargaining unit who requests annual leave and
is not permitted by CAM to use that annual leave shall be reimbursed for any annual leave above
their capped hours that they would otherwise accrue. Any annual leave remaining upon
separation of employment from CAM will be paid out to the employee.

Accrued annual leave is available for use after an employee’s initial ninety (90) calendar days of
employment.

2.5 Holidays

2.5.1 Category I — Holidays

New Year’s Day

Martin Luther King, Jr. Day
President’s Day

Memorial Day

N

Independence Day
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6. Labor Day

7. Thanksgiving Day

8. Day After — Thanksgiving Day
9. Christmas Eve

10.Christmas Day

11.New Year’s Eve

If Category I holidays fall on a Saturday or Sunday, they will be observed the preceding Friday
or following Monday, whichever is closer. To be eligible for holiday pay, you must be hourly,
working 20 hours or more per week, and are regularly scheduled to work on the day on which
the holiday is observed.

2.5.2 Category Il — Additional Holidays

Category II holidays are “additional holidays." There are a total of five (5) additional holidays
per calendar year. Some additional holidays are scheduled by the Program Director to meet the
needs of the programs. No more than two (2) additional holidays may be scheduled

by CAM each year.

Employees will be notified of the number of additional holidays available for self-scheduling by
January 1 or upon adoption of the State Department of Education calendar. Employees

will schedule additional holidays, with People Manager approval, no later than January 31 of
each year.

2.5.3 Holiday Pav Any employee scheduled to work on a Category I CAM-calendared holiday
shall be paid one and one-half (1.5) times their current hourly rate for all hours worked. Any
employee who works a holiday will receive an in-lieu day for the holiday to be taken at another
agreed upon time in-lieu of the holiday worked.

2.6 Education & Training
2.6.1 Education

A.CAM may allow an employee up to a certain percentage of scheduled work time as paid
release time for educational purposes for professional growth. CAM shall approve
outside education using prescribed criteria in a fair and equitable manner. Employee
requests shall be written and detail all relevant information and justification for
attendance.

B. Employees may be reimbursed up to $300 per year for tuition and books for education, as
well as for professional conferences, webinars, and related training purposes for
professional growth as determined and documented through their CAM employee
professional growth plan. CAM will share with employees, access to stipends readily
available in the county for payment of books and costs associated with additional
professional development opportunities. Please refer to the Community Action Marin
Employee Handbook.

C. Subject to qualification requirements (e.g., as noted in section “Continuing education for
purposes of obtaining or retaining required permit”) and as long as CAM is in compliance
with mandates that relate to Teacher qualifications, no employee shall be demoted or laid
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off for failure to obtain a degree. All outside education is subject to CAM approval.
Employee requests must be written and detail all relevant information and justification for
attendance. Scheduling changes to accommodate outside education, paid release time for
outside education and reimbursement for books and/or tuition can only be approved by the
Program Director in writing and submitted to People & Culture.

D. Any denial of educational leave requests will be submitted in writing to the employee and
give a detailed justification for denial. Disputes over educational leave requests, whether
specific individual denials or the general availability of the leave, will be brought to the
Labor Management Committee to attempt to find a collaborative solution. If no mutually
agreeable resolution can be achieved at the Labor Management Committee, the issue may
be subject to the grievance procedure outlined in this MOU. If submitted to the grievance
procedure, the date of the Labor Management Committee discussion will serve as the date
on which the action occurred.

2.6.2 Training

A. All mandatory and required trainings shall be on paid time.

B. Employees shall, to the extent it is possible and reasonable, be notified of job related
trainings, workshops, conferences, and seminars.

C. CAM shall provide regular, defined as at least one (1) day per year, in-service training to
regular full time employees and employees shall be paid for such time, if funding permits.

2.6.3 Staff & Team Support Time

Staff will be entitled to a daily 30-minute duty period to allow for professional development
training, team meetings, facilitated mental health/wellness meetings, child assessment paperwork
and other tasks as needed. The staff daily 30-minute duty period may be scheduled throughout
the day depending on the needs of individual sites and program requirements; often these will
occur during nap time, or during the first or last 30 minutes of a work shift. Additionally, staff
will receive wellness and professional development time regularly.

2.7 Leaves of Absence A leave of absence shall be defined as an approved absence from work
without pay or with pay if provided under the specific type of leave. The employee must submit
a written request for a leave of absence to their program director. The request shall state the
reason the leave of absence is being requested and the beginning and ending dates for the leave
of absence. Any extension of a leave of absence beyond the period initially approved for shall
require submission of an additional request and approval of CAM.

All employees returning from a paid leave shall be returned to their previous position. All
employees returning from an unpaid leave shall be returned to the same classification and
worksite held at the commencement of the [eave. An employee may elect to continue coverage
for all fringe benefits during a leave by reimbursing CAM for the amount of the premium(s).
Employees on leave without pay shall not accrue benefits or seniority while on the leave in
excess of one (1) month. However, such employees shall not lose any previously accrued
seniority or benefits as a result of a leave of absence.

2.7.1 Family Medical Leave Act (FMLA) & California Family Rights Act (CFRA) CAM
shall provide an unpaid family medical leave for up to twelve (12) workweeks during any twelve
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(12) month period to employees who have been employed a minimum of twelve months and have
worked at least 1250 hours. Family Medical Leave shall be granted, with medical documentation
provided, for one or more of the following, in accordance with the FMLA:

e The birth of a child
Adoption or placement of foster child

e Care of a spouse, domestic partner, parent, sibling or child with a serious health
condition.

e Employee’s own serious health condition

CAM must review all leave requests. Any employee in need of such a leave is required to
contact the People & Culture Department as soon as possible. Family care leave is without pay,
except that employees may use unused Sick Leave and/or Annual Leave. Procedures to be
followed are set out in the CAM Employee Handbook.

2.7.2 Disabili

Employees disabled because of pregnancy, childbirth, or related medical condition may qualify
for a leave of absence for the duration of their disability, up to a maximum of four (4) months.
An employee must submit a physician’s statement of disability to People & Culture and must
return to work upon release by their physician following the disability. Any disability leave
lasting in excess of four (4) months shall be granted upon providing medical documentation, but
the employee will not be guaranteed a return to their same position. Disability leave is without
pay, except that an employee who has unused sick leave or annual leave may use it during the
period of pregnancy disability leave. Procedures to be followed are set out in the CAM
Employee Handbook.

2.7.3 Military L.eave CAM shall provide military leaves of absence to all employees in
compliance with applicable State and Federal laws. Any employees requesting military leave
should submit such a request promptly and accompany any such request with a copy of their
orders indicating the beginning and ending dates of their active-duty period. All military leaves
shall be unpaid.

2.7.4 Jury Duty CAM encourages employees to serve on jury selection or jury duty when
called. Hourly employees will receive full pay while serving up to five (5) days of jury duty.
Pay for jury duty lasting more than five days will have to be approved by the People & Culture
Department and the Chief Executive Officer. The employee should notify their people manager
of the need for time off for jury duty as soon as a notice or summons from the court is received.
The employee may be requested to provide written verification from the court clerk of having
served. Any mileage allowance, fee, etc., paid by the court for jury service is to be retained by
the employee.

2.7.5 Bereavement Leave Hourly employees who suffer a death in their immediate family shall
be allowed up to three (3) paid work days using Bereavement Leave. Employees mayrequest
additional time off using unused Annual Leave and/or unused Sick Leave, and then as unpaid leave.
Immediate family is defined as spouse, legal guardian, child, parent, sibling, spouse’s parent, spouse’s
sibling, spouse’s child, grandparent or grandchild, any step-relative standing in the same position and any

13



significant other or child of same.

An employee may be asked to submit to the People & Culture Department a letter containing the
names and signatures of both the employee and the significant other. This letter shall remain in
the employee's Restricted File. An employee may have only one (1) significant other or spouse
identified at any time.

2.7.6 Yoting CAM shall comply with all applicable law in allowing employees to vote.

2.7.7 School Leave Employees may request up to forty (40) hours off per calendar year in order
to attend and participate in the school activities of any dependent child. School Leave is without

pay.
2.7.8 Alcohol/Drug Rehabilitation Leave Employees who have a problem with alcohol or

drugs and who decide to enroll in an alcohol or drug rehabilitation program will be given unpaid
time off to participate in the program. If an employee requests time off to participate in such a
program, CAM will keep the fact that the employee enrolled in a program confidential.

2.7.9 Witness Duty CAM shall grant employees unpaid time off to act as a witness upon
presentation of a copy of the subpoena to the People & Culture Department.

2.7.10 Emergency Paid Leave

In the event that an emergency is declared by state, local, or federal authorities that impacts
CAM facilities or operations and results in the closure of any facilities, employees regularly
assigned to work in a closed worksite may be required to report to a non-impacted worksite or
assigned duties to complete via telework at the discretion of CAM.

If employees are not assigned to a non-impacted worksite and have not been assigned duties to
complete via telework, and if funding guidance includes required payment provisions for such
impacted staff, they shall be paid leave in accordance with such requirements.

However, in the absence of funding guidance requiring wage payment, this section will create
no new duty for CAM to continue to pay employees while they are on leave due to worksite
closure, but instead shall allow CAM to retain management discretion whether to provide paid
leave in this circumstance. CAM will provide evidence of its lack of funding guidance to
support wage payments to SEIU in this situation and the parties will meet to discuss.

This provision applies to Federal, State, County, or City declared emergencies or to other non-
declared circumstances that result in the closure of CAM worksites.

2.8 Tuypes of Positions All positions shall be classified as hourly full-time, hourly part-time, or
hourly employees. All employees shall be provided written notification of their classification
status at time of hire. Any change in an employee’s classification status shall include at least two
(2) weeks advance notice. Upon an employee’s qualifying for the bargaining unit, CAM will
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evaluate the program needs to determine whether the employee fits one of the following
categories.

A. Hourly Full-Time shall be those employees who work 30-40 hour per wk during a
program year.

B. Hourly Part-Time shall be those employees who work 20-29 hours per wk during a
program year.

2.8.1 Job Descriptions CAM shall maintain accurate job descriptions for each
represented position and shall provide the Union with copies of each job description and
any revisions.

2.8.2 Introductory Statement In accordance with California Labor Code, Community
Action Marin is an “at-will employer”. This means that the employment relationship may be
terminated at any time by either CAM or the employee. Employees under the collective
bargaining agreement shall be entitled to all rights and privileges of this Agreement unless
specifically excluded herein, except that their discipline or termination shall not be subject to the
grievance procedure.

2.9 Absences and Substitutes

2.9.1 Reporting In the event a represented employee is going to be absent or tardy to work due
to illness or other unforeseen and unplanned circumstance the following call in procedure shall

apply:

(1) All staff will contact their People Manager or designated People Manager by telephone
call or telephone voice message.

(2) The employee will contact the appropriate person no later than two (2) hours before their
designated start time.

(3) In emergency situations where two (2) hours advance notice is not possible, then the
employee will contact the appropriate person as described above as soon as possible and provide
an explanation of their absence or tardiness.

2.9.2 Provision of Coverage

A. Unless prevented from doing so by a force majeure event, CAM will assure the
availability of qualified staff coverage at work sites to ensure ongoing operations with
adequate staffing. It shall be the responsibility of CAM to secure adequate staff coverage
when needed to fill in for absences or tardiness due to illness or other unforeseen and unplanned
circumstance and/or emergency absence or tardiness.

B. For employee vacations or other situations where an employee may be absent due to a
foreseeable event, CAM shall use best efforts to arrange for appropriate staff coverage.
Employees must schedule time off in advance in accordance with this Agreement or
Agency rules, as applicable.

2.10 Filling Vacancies through Transfers. Assionments. and Promotion
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A vacancy is defined as an open position that CAM wishes to fill.

2.10.1 Transfers & Promotions

A. CAM shall post notice of all bargaining unit vacancies for ten (10) work days at all work
sites. The notice shall include the following information: classification, any education,
experience, licenses, or certifications required by State or Federal regulations or collaborative
agency agreements, work site, program, capacity of facility license, scheduled hours, weeks per year,
classroom (if applicable), and language required (if any).

B. An employee may submit a written request to transfer to any vacancy within the ten (10) day

posting period.

C. Upon request, the Union shall be provided a copy of all vacancy notices and any involuntary
transfers (whether temporary or permanent).

D. Infilling vacancies, CAM shall abide by the following:

1) Transfers--The first priority for filling vacancies shall be given to employees within
the same classification as the position to be filled requesting a transfer to the vacancy. If
there is more than one employee requesting the transfer who has the necessary
classification, education, specific program experience, experience, permits, licenses, or
certifications required by State or Federal regulations or collaborative agency
agreements, and language proficiency for the vacancy, then where feasible the most
senior employee shall be awarded the transfer. Past performance may be an evaluating
factor. Temporary bargaining unit employees who qualify for the vacancy are included,
but said employees must serve a probation period in the new position.

2) Promotion--If there are no requests to transfer, the vacancy shall then be awarded to
the employee requesting promotion who is qualified for the position. For the purposes
of this section, “qualified” is defined as: meeting the minimum qualifications contained
in the classification’s job description, possessing any needed education, specific
program experience, experience, permits, licenses, or certifications required by State or
Federal regulations or collaborative agency agreements, and having any needed
language proficiency for the position. If more than one employee requesting the
promotion is qualified, then where feasible the most senior employee shall be awarded
the promotion. Past performance may be an evaluating factor. Temporary bargaining
unit employees who qualify for the vacancy are included, but said employees must
serve a probation period in the new position. Permanently Laid Off Employees--
Remaining vacancies shall then be filled where feasible with permanently laid off
employees, in accordance with the Chapter on Layoff and Recall in this Agreement.

3) Outside applicants--If the vacancy remains after transfers and promotions, CAM may
fill the position with a newly hired employee.

AR NE

3.1 Salaries
A. No employee on or before the effective date of this Agreement shall suffer any reduction
in pay as a result of this Chapter.
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B. Starting salaries have been established for each classification in the bargaining unit and
are provided in the Salary Schedule. Any employee on or before the effective date of this
Agreement who makes less than the minimum established for their classification shall
receive an increase in pay to at least the minimum for their classification. Placement of
new employees above the minimum will be negotiated with SEIU and any placement of
new employees above the minimum for a classification will create a new minimum for
that classification.

Wages:

Year 1 - The parties agree to reopen negotiations on base wage rates, with such negotiations
commenced no later than June 1, 2024. If no agreement is reached by September 1, 2024, the
existing wage rates shall remain in effect unless otherwise agreed to by the parties.

Year 2 - The parties agree to reopen negotiations on base wage rates, with such negotiations
commenced no later than June 1, 2025. If no agreement is reached by September 1, 2025, the
existing wage rates shall remain in effect unless otherwise agreed to by the parties.

Year 3 - The parties agree to reopen negotiations on base wage rates, with such negotiations to
commence no later than June 1, 2026. If no agreement is reached by September 1, 2026, the
existing wage rates shall remain in effect unless otherwise agreed to by the parties.

Year 4 - The parties agree to reopen negotiations on base wage rates, with such negotiations to
commence no later than June 1, 2027. If no agreement is reached by September 1, 2027, the
existing wage rates shall remain in effect unless otherwise agreed to by the parties.

Equity - CAM will raise the wages of lower paid classifications to $17.75/hr upon ratification
as aligned with the agency’s pay equity efforts.

3.2 Educational and Longevity Step Increases and Differentials Hourly employees not

eligible for benefits in any classification shall receive $1.70 per hour worked in lieu of receiving
health, dental, and life insurance. The $1.70 per hour will be increased each year following
implementation of new insurance rates so that the $1.70 increases with the total contribution of
CAM.

When promoted to a higher classification, an employee shall receive at least a five percent (5%)
increase in pay and no less than the minimum for that classification. The Program Director or
their designee may temporarily promote an employee when that employee is assigned by the
Program Director to substantially perform the duties of a budgeted position within a higher
classification. In instances of such a temporary promotion, the employee shall receive at least a
five percent (5%) increase in pay and not less than the minimum salary of that higher
classification for the duration of the assignment.

3.3 Bi-Lingual Pay CAM and the Union agree that employees who speak multiple languages
are a valuable asset to the program and services of CAM.

A. CAM shall pay an additional 5% for qualified bilingual working in a position that CAM
has posted as bilingual or as determined by site and classroom need.
B. Spoken languages that qualify for additional pay are determined by the demographics of
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children and families enrolled at a particular site.

C. Anemployee who actively utilizes their skill in a language other than English to perform
duties for CAM such that without that staff person’s engagement in the family language
the agency would have to hire an interpreter or translator, the employee will be eligible
for the additional 5% bilingual pay.

D. An employee shall be deemed “qualified” if they meet objective criteria established by
CAM.

E. Employees may request “qualification” of bilingual status by CAM at any time.

CAM agrees to reimburse an employee for the fee of taking any test, if they pass, that CAM uses
to establish that an employee is qualified.

3.4_Health, Dental, Life I | Disabilitv Benefit

3.4.1 Health Insurance Hourly part-time and full-time employees are eligible to enroll in the
health insurance plans provided by the Health Care Employees/Employer Dental and Medical
Trust. New employees must sign up for, or decline the health plan coverage by no later than
sixty (60) days after their first day of employment. Otherwise, the employee will have to wait
for the annual open enrollment period. Coverage becomes effective on the first day of the month
following sixty (60) days of continuous employment.

3.4.2 Dental Insurance Hourly part-time and full-time employees are eligible to enroll in the
dental insurance plan provided by the Health Care Employees/Employer Dental and Medical
Trust. New employees must sign up for, or decline the dental plan coverage by no later than
sixty (60) days after their first day of employment. Otherwise, the employee will have to wait
for the annual open enrollment period. Coverage becomes effective on the first day of the month
following sixty (60) days of continuous employment.

3.4.3 Life Insurance Hourly part-time and full-time employees are automatically enrolled at
no cost to the employee in the life insurance plan provided by Sunlife. New employees must
complete a beneficiary form for the life insurance coverage no later than sixty (60) days after their first
day of employment. Coverage becomes effective on the first day of the month following sixty (60) days
of continuous employment. CAM pays the premium for the employee’s life insurance.

3.4.4 Disability Insurance Each employee contributes to the State of California to provide
disability insurance (State Disability Insurance or SDI). Disability insurance is payable when
you cannot work because of illness or injury not caused by employment. Specific rules and
regulations governing disability are available from the People & Culture Department.

3.4.5 Contribution and Waivers
A. CAM shall contribute an amount equal to 100% of the premium of the Kaiser $40

Copay Employee Only health insurance plan towards health and dental insurance for hourly
(30-40 hrs per week) full-time employees irrespective of the level of coverage the employee
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chooses. This translates to a CAM contribution equal to 100% of the premium of the Kaiser $40
Copay Employee Only plan, at the time of enrollment, regardless of which plan the employee
chooses. CAM shall contribute a pro-rated amount for hourly (20-29 hrs per week) part-time
employees.

B. Hourly part-time and full-time employees eligible for the health and dental plans may
provide proof that they have coverage in place (for example, a spouse’s health plan). These
employees can waive coverage.

D. These rates will be updated each year of this MOU to reflect the new current

rates the Kaiser $40 Copay plan. If the plan substantially changes or ceases to exist, the parties
will meet and confer to agree on an acceptable substitute to set contribution rates.

D. Additionally, an employee who participates in the Kaiser High Deductible plan may opt
in to receive a Health Savings Account (HSA), into which CAM will deposit $500 per annum in
two payments of $250, at the start and mid-point of each year.

E CAM agrees to a health insurance contribution re-opener in October 2025 solely to
determine if healthcare contributions can be further increased.

3.4.6 Flexible Benefit Plan (Cafeteria Plan) Eligible CAM employees are permitted to make

tax-sheltered contributions to the CAM Cafeteria Benefit Plan. This plan allows the employee to
use before-tax dollars to pay for 1) certain health care expenses not covered by the health and
dental insurance plans, 2) dependent care expenses. For detailed information regarding eligibility
and operation of this plan, contact the People & Culture Department.

3.5 Yoluntary Retirement Plan CAM shall provide the current 403(b) plan for eligible

employees. The People & Culture Department shall provide employees who make requests
information regarding eligibility, contributions, benefits and tax status. All eligible employees
will receive a summary plan. CAM agrees to continue to provide the current options for
employees to contribute funds through deferred salary reduction agreements to its employee-only
exempt 403(b) plan.

3.6 Permits Continuing Education for purposes of obtaining or retaining required permit

Hourly employees who are currently occupying positions which require a permit must be actively
engaged in taking the classes required to obtain or retain their permit.

Employees who are required to obtain a permit:

Employees who are employed in a position for which they have not yet obtained the necessary
permit are required to be actively engaged in taking the course(s) necessary to obtain their
permit. ‘Actively engaged’ is defined as being enrolled in, and successfully completing, a
minimum of one 3 unit course per semester for at least two semesters during a calendar year.
Employees who fail to actively work towards obtaining the permit may be made ineligible for
their position and would be demoted to the highest classification for which they are currently
qualified. If no such position is available, they may be subject to termination.

Employees who are required to maintain a permit:
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Employees who are currently employed in a position for which they hold the appropriate permit
must continue to take whatever classes are necessary to retain that permit (i.e., continuing
education units). If an employee holds a permit that has limitations on the number of times that it
can be renewed, they must be actively engaged in taking the courses necessary to move to the
next level when their permit expires and is not eligible for renewal. Actively engaged would be
defined as being enrolled in and completing the a required course(s) within six months of the
date of expiration, and continuing to enroll and complete at least one 3 unit course each semester
until the required permit is obtained. Employees who allow their permit to expire and who do not
enroll in a required course within six months of the date of expiration may be made ineligible for
their position and would be demoted to the next highest classification for which they are
currently qualified. If such a position is not available, they may be subject to termination.

Employees in classification that require them to complete professional development hours must
be able to show that they are actively engaged in completing the hours necessary to retain their
permit.

Chapter 4. GRIEVANCE PROCEDURE AND ARBITRATION

4.1 Definitions

4.1.1 Grievance is any allegation by a grievant that he/she has been adversely affected by a
violation of a specific provision of this Agreement. Policies, procedures and
resolutions not specifically covered by the provisions of this Agreement shall not be
subject to the Grievance Procedure. Where a controversy, complaint or dispute arises over
policies, procedures and resolutions not specifically covered by the provisions of this
Agreement, a grievance can be pursued only with the mutual
consent of the grievant and CAM, and shall not be subject to arbitration.

4.1.1 Day shall mean any day that CAM is open for business, excluding weekends and
holidays recognized by CAM.

4.1.2 Grievant is one or more members of the bargaining unit, or the Union on its own
behalf.

4.1.3 Time Limits begin with the day following the event alleged in the grievance or the
day following receipt of a grievance decision.

4.1.4 People Manager. The immediate people manager is the first level administrator who
has been designated to adjust grievances and who has immediate people manager
jurisdiction over the grievant.

4.2 General Provisions

4.2.1 It shall be the goal of the Union and CAM to resolve grievances at the lowest level
possible. A grievant has the right to be represented at each stage of the procedure
and to have access to information regarding the basis of the grievance.
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4.2.2 If CAM fails to comply with the grievance time limits, the grievance shall
proceed through the steps. If the Union or employee fails to comply with the time
limits, the grievance shall be settled upon the basis of CAM’s last response. Time
limits and modification to the procedure may be adjusted upon the mutual consent
of the parties.

4.2.3 Employees who participate in the procedure, by filing a grievance or acting as a
witness on the behalf of either party, shall be free from discrimination by either the
Union or CAM.

4.2.4 The Chief Executive Officer of CAM shall designate a central administration
representative to act as the central repository for all grievances.

4.2.5 A grievant may present their grievance and have the grievance adjusted without the
representation of the Union as long as the adjustment is not inconsistent with the
terms of the Agreement.

4.2.6 A grievant shall obey the directions of the immediate people manager regarding
matters contested in the grievance and allow the grievance procedure to produce a
resolution later, unless the grievant would be compelled by the directions to violate
licensing requirements or health and safety standards that present imminent danger
to people affected. All documents, communications and records dealing with the
processing of a grievance shall be filed in a separate grievance file and shall not be
kept with the grievant’s personnel file.

4.3 Grievance Procedure

Step 1. Within fifteen (15) calendar days of when the grievant knew or should have known of
the act or omission causing the grievance the grievant shall present either in writing or verbally a
clear and concise statement of the grievance to the immediate people manager of the grievant.
Within fifteen (15) calendar days thereafter the immediate people manager shall meet with the
grievant, investigate and respond to the allegations of the grievant. The response shall be written
if the grievance was presented in writing.

Step 2. If the grievant was not satisfied with the resolution at Step 1 the grievant must reduce
the grievance to written form and present it to the department manager within fifteen (15)
calendar days. The written grievance shall contain a statement of facts about the nature of the
grievance, and shall identify the specific provisions of this agreement alleged to be violated,
applicable times, dates, places and names of those involved, the address of the grievant, the date
at which Step 1 was commenced and concluded, the remedy or relief requested, and shall be
signed by the grievant.

The department manager shall confer with the grievant and within fifteen (15) calendar days
communicate her/her decision in writing.

Step 3 If the grievant is not satisfied with the resolution in Step 2, the grievant shall within
fifteen (15) calendar days appeal the matter to the Chief Executive Officer, or designee. Failure
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by a grievant to appeal a decision within the specified time limits shall be deemed an acceptance
of the decision. The appeal shall include the original grievance, the decision rendered, a clear
statement of the appeal and the reasons for the appeal. The Chief Executive Officer or designee
shall investigate the matter, conduct a hearing, if the Chief Executive Officer or designee
considers it appropriate, and within fifteen (15) calendar days thereafter, respond to the
allegations in writing.

If the Chief Executive Officer or designee is named as a substantial party to the grievance, Step 3
shall be bypassed and the grievance shall proceed under Step 4.

Step 4 If the grievant is not satisfied with the response, the grievant may petition the CAM
board of directors within fifteen (15) calendar days to review the Step 3 decision. If the Chief
Executive Officer or designee is a substantial party to the grievance the grievant may petition the
CAM board of directors to review the Step 2 decision. Within fifteen (15) calendar days
thereafter the president of the board of directors, on behalf of the board, shall notify the grievant
whether the board elects to review the grievance. Thereafter, if the board elects to review, the
board shall research and conduct a hearing, if the board considers it appropriate, and respond in
writing to the grievant within thirty (30) days. If the board elects to not review the appeal the
grievant may proceed pursuant to Step 5.

Step 5 If the grievance remains unresolved after the above, the grievant may, by written notice
to the CAM Chief Executive Officer or designee within fifteen (15) calendar days give notice
that the grievant wishes to appeal the grievance to final and binding arbitration. Within fifteen
(15) calendar days thereafter the Federal Mediation and Conciliation Service shall be contacted
and a list of five (5) names of arbitrators be provided. Within fifteen (15) calendar days after
receipt of the list the parties shall meet and each alternately strike a name until only one name
remains.

The order of striking shall be determined by the flip of a coin, with the grievant making the call
of heads or tails.

It is specifically agreed that the parties may choose to agree between/among themselves on the
selection of an ad hoc arbitrator in lieu of the FMCS arbitrator.

4.4 Rules of Arbitration,

4.4.1 The arbitrator shall be empowered to conduct a hearing and to hear and receive
evidence presented by the parties. The hearing shall be informal and need not be
conducted according to technical rules of evidence. Repetitious evidence may be
excluded and oral evidence shall be taken only under oath. The arbitrator shall
determine what evidence is relevant and pertinent, as well as any procedural matters
and may call and examine witnesses as deemed proper.

4.4.2 The burden of proof shall be upon the Union/grievant in grievance matters and
upon CAM in disciplinary/discharge matters.
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After the conclusion of any hearing and the submission of any post hearing evidence
or briefs agreed upon by the parties, the arbitrator shall render a written decision with
findings of facts and conclusions of authority, which shall be final and binding upon
the Union, CAM and any employee(s) included in the grievance or disciplinary
matter.

The arbitrator shall not be empowered to add to, subtract from, or in any way modify
or alter any provision of this Agreement. The arbitrator shall only determine whether
a grievance exists in the manner alleged by the grievant, and what the proper remedy,
if any, shall be, or in the case of disciplinary/discharge matters whether CAM acted
with just cause. All fees and expenses of the arbitrator shall be shared equally by the
Union and CAM. All other expenses shall be borne by the party incurring them. The
cost of the services of a court reporter shall be borne by the requesting party unless
there is mutual agreement between the parties.

4.5 Expedited Arbitration By written agreement of CAM’s Chief Executive Officer or
designee and Union, grievances which are referred to binding arbitration may be addressed using
expedited rules, which include the following rules: (1) extensive efforts will be used by the
parties to stipulate to facts before hearing; (2) retained counsel will not appear at the hearing; (3)
there shall be no stenographic record of the proceedings; (4) opening arguments and closing
arguments will be oral, and (5) only an oral bench decision shall be required.

4.4 of this Chapter, to the extent not specifically altered by 4.5, shall remain in effect.

Chapter 5. DISCIPLINE AND DISCHARGE

5.1 Discipli gl
5.1.1  Right to Discipline and Discharge CAM shall have the right to discharge or

discipline any such employee for just cause. Disciplinary action shall mean oral or written
reprimand, suspension, reduction in salary, demotion or discharge.

It is specifically agreed and understood that discipline administered by CAM at the direct
instructions of licensing or a government funding source shall be subject to the procedural steps
provided by law and regulation as enacted by that agency. If none, the provisions of Chapter 4
shall be used.

Unless the violation is such as to justify immediate termination or other serious discipline, CAM
shall use progressive disciplinary steps, which may include oral reprimand, written reprimand,
suspension, demotion and discharge. It is agreed that an employee may be subject to immediate
discharge without prior warning or progressive discipline if the cause is serious misconduct
and/or negligence that endangers the health or safety of clients or staff or otherwise seriously
compromises the operational or programmatic integrity of the program or agency. Examples
include, but not limited to, child abuse, being under the influence of drugs or alcohol while on
duty, physical assault on a client or staff member and theft.
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5.1.2 Preliminary Notice A union employee shall receive a preliminary written notice from
the department manager or appropriate administrator of any proposed disciplinary action that
involves the loss of pay. The notice shall contain: a specific statement of charges or grounds upon
which the proposed disciplinary notice is based;

e the rule, authority, or expectation relating to the deficient performance;

e clear direction on the expected conduct;

e the timeline, and consequence if the employee fails to comply; and

e the date the disciplinary action will be effective.

Upon receipt of the notice, the employee shall have five (5) business days to respond to the
disciplinary notice orally or in writing to their Program Director and have the response included
in their personnel file. The department manager or appropriate administrator may direct in
writing that the proposed disciplinary action be imposed or modify it.

5.1.3 Discipline Action and Appeal Ifthe grievant is not satisfied with the response under

Chapter 5.1.2, the grievant may proceed under Chapter 4.3 with Grievance Procedure Step 3
within fifteen (15) calendar days of receipt of the decision. If no written appeal is filed within
fifteen (15) calendar days thereafter, the employee shall be deemed to have accepted the
decision. Step 5 of Chapter 4.3 shall apply only to disciplinary actions that involve the loss of

pay.

5.1.4 Decisions regarding Discharge All decisions to terminate an employee must be made

jointly by the Chief Executive Officer or designee and the department manager or appropriate
administrator.

5.1.5 General Provisions Written disciplinary notices shall be given to the employee and
shall provide for the employee’s response. All records of a disciplinary nature will be maintained
in the employee’s personnel file. Insofar as it is consistent with CAM’s licensing and state
funding sources, if the employee has no further disciplinary problems for a period of one

(1) year from the date of the disciplinary action in question, it will not be considered grounds for
further disciplinary action and shall be removed from the employees personnel file. The
exception to the one (1) year policy shall be serious misconduct and/ negligence as defined in
Chapter 5.1.1.

Chapter 6. SENIORITY

6.1 Seniority Defined CAM and the Union recognize that job opportunity and security shall
increase in proportion to the length of service. Seniority shall be defined as the length of service
of an employee continuously working for CAM in a bargaining unit position. The computation
of seniority for regular part-time employees will be based on the hire date. In the event two or
more employees have the same hire date, the employees shall flip a coin and the winner shall be
deemed to have higher seniority. CAM shall provide the Union with a copy of the seniority list at

least annually on or about the beginning of the program year. Any dispute regarding the accuracy of the
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seniority list shall be subject to the Grievance and Arbitration Chapter in this Agreement.

6.2 Seniority Accumulation

A. The seniority of each employee covered by this Agreement shall be established after the
initial probation period as defined in this Agreement and shall date back to their first day of
employment.

Seniority shall be accumulated by pay period.

Seniority shall be broken when an employee resigns or is terminated.

. Employees on layoff or unpaid leave of one pay period or less shall accumulate seniority.
Employees on layoff or unpaid leave of more than one pay period shall neither accumulate
nor lose seniority.

Employees on layoff or unpaid leave of absence of more than one (1) year shall lose all
seniority.

mOOw
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7. LAY

7.1 Permanent Lavoff CAM may lay off, without prejudice, any employee covered by this
Agreement because of lack of work or funds, or organizational alterations, or for reasons of
economy or organizational efficiency. Permanent layoff shall be defined as a reduction in the
workforce or hours. In the event of a permanent layoff, CAM agrees to meet and confer with the
Union over impact on employees.

7.2 Permanent Lavoff Procedures In the event of a permanent layoff, Temporary employees

in the classification shall be laid off first. Then, if further reductions in workforce or hours are
necessary, regular employees shall be laid off in inverse seniority within classification. A
classification is defined as a position or number of positions within the bargaining unit having
the same job title as identified in Appendix A. A part time regular employee with more seniority
can displace a full time regular employee.

In the event of a permanent layoff, the affected employee shall be notified in writing of the
impending layoff at least fifteen (15) business days in advance of the effective date of the layoff
or pay in lieu thereof, except in such cases where the Employer receives less than fifteen (15)
business days notice from a funding source of a cutback in financial support which is cause of
the layoffs and in such cases the Employer shall provide affected employees reasonable notice.
The employee shall have the right to terminate their employment prior to the end of the fifieen
(15) business days, if he/she so wishes. The early departure will be treated as a layoff and the
pay in lieu of notice will be waived. The Union shall be sent copies of all layoff notices.

1. Ifthere is a vacant position in the same classification, the affected employee shall have first
preference for that position and may move to that position if they have the necessary
classification, education, experience, licenses, or certifications required by State or Federal
regulations or collaborative agency agreements, and language proficiency. In the absence of a
vacant position as described in #1 above, the affected employee may replace a less senior
employee in a classification the affected employee has previously held unless they no longer
meet the minimum qualifications contained in the job description. The employee shall replace
the least senior employee in that classification. The affected employee may choose to accept
the permanent layoff rather than bump another employee from a position or move to a lower or
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equal classification.

2. If the employee has no placement rights described in #1 and #2 above, the employee may take
any vacant position for which they meet the qualifications.

3. The affected employee who replaces another employee in the same or equal classification
shall retain their current rate of pay and continue to receive all regular pay increases. The
affected employee who bumps to a lower classification shall enter the pay range of the
classification at the pay rate nearest to their rate of pay.

4. CAM shall provide to the affected employee and the Union an updated seniority list with the
layoff notice in order for the affected employee to determine their options. Upon request, CAM
shall also provide the affected employee and/or the Union a listing of all known vacancies. An
employee shall have five (5) work days after receipt of the layoff notice and seniority list to give
written notice to CAM of their intention to accept a vacant position or replace another employee.
If the employee fails to provide timely notice, they will forfeit placement rights pursuant to this
section.

7.3 Recall Employees on permanent layoff shall be recalled in the following manner:

1) An employee whose hours have been reduced pursuant to this section shall be offered any
available increases in hours in the classification involved provided the necessary classification,
education, experience, licenses, or certifications required by State or Federal regulations, and
language proficiency for the vacancy prior to a new employee being hired in that classification.

2) Permanently laid off employees shall have recall rights for up to twelve (12) twelve months
from the last day of work. Recall shall be by seniority, with the most senior qualified employee
being recalled first. For the purposes of this section, “qualified” shall be defined as having the
necessary classification, education, experience, licenses, or certifications required by State or
Federal regulations or collaborative agency agreements, and language proficiency for the
vacancy. A permanently laid off employee shall be offered both full and part-time positions for
which they qualify. An employee may refuse an offer to return to a non-comparable position
(i.e. in terms of pay, hours, classification grade, and/or benefits) and remain on the recall list.

3) CAM shall provide the Union with a recall list and copies of all notices of recall in advance
of recall notices being mailed to employees.

4) CAM shall notify an employee of recall by sending a certified letter by US Mail to the
employee’s most recent address on file, at least one (1) week prior to the date that the employee
is scheduled to return to work. It is the employee’s responsibility to notify CAM of any change in address.
Notice of acceptance of recall may be by telephone to CAM, but must be confirmed in writing.

5) No new employees may be hired until all employees on layoff who are qualified for the
available positions and desire to return to work have been recalled.

6) In the event a permanently laid off employee declines recall from layoff for a comparable
position or does not return to work on the date that the employee has been scheduled to report to
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work, the employee shall be deemed to have voluntarily resigned their employment.

Chapter 8. UNION RIGHTS

8.1 Union Membership - Union Membership and Fair Share/Agency Shop The Union

agrees that it has a duty to provide fair and non-discriminatory representation to all employees in
the bargaining unit. Subject to the remaining provisions of this section, on or after the thirty-first
(31°") day following the beginning of employment, all bargaining unit employees, shall as a
condition of employment either:

e Become a member of the Union and pay membership dues to the Union; or
e Pay to the Union a fair share fee as determined by the Union, which does not exceed the
amount of its periodic dues.

To accomplish this, the employee will be asked to prepare a Union membetship form. If the
employee fails to complete a Union membership form, the default option shall be automatic
enrollment as an agency fair share fee payer.

The Union agrees to make an annual financial report that is prepared and certified by a C.P.A.
available to employees and CAM on request.

Religious Exception: Any employee who is a member of a religion, which holds conscientious
objections to joining or financially supporting employee organizations shall not be required to
join or financially support any employee organization as a condition of employment. Such
employee shall be required, in lieu of periodic dues or fair share fees to pay sums equal to such
dues or fair share fees to a non-religious, non-labor charitable fund exempt from taxation under
section 501(c)(3) of the Internal Revenue Service Code, chosen by the employee from the
following list: Marin Child Care Council;

1. Milagra Foundation;

2. Family Services Agency of Marin.

Proof of such payments shall be made on a monthly basis to the Union as condition of continued
exemption from the requirement of financial support to the employee organization.

8.2 Separation from Bargaining Unit The provisions of this Chapter shall not apply during

periods that an employee is separated from the bargaining unit, but shall be reinstated upon the
return of the employee to the bargaining unit. The term “separation” includes transfer out of the
unit, layoff, and leave of absence with duration of more than one (1) pay period.

8.3 Compliance and Authorization to Deduct

A. CAM agrees to deduct dues, fair share fees, assessments, and any other contribution towards

a union program or fund, from each employee’s wages, as specified by the Union. CAM shall
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transfer all funds collected to the Union as soon as possible, but no later than ten (10) calendar
days from the end of the final pay period each month.

B. Union shall provide written notice of the amount of the fair share fee of non-members to
CAM’s designee.

C. Ifthe balance of an employee’s wages, after all other involuntary and insurance premium
deductions are made in any one pay period, is not sufficient to pay deductions required by this
Chapter, no such deductions shall be made for that pay period.

D. CAM shall supply the Union with the name and dues paid information with each dues
payment to the Union. Any newly hired employee and the names of any employees terminated,
laid off, or who otherwise left the employment of CAM shall be provided to the Union on an
ongoing basis.

8.4 Hold Harmless The Union shall defend, indemnify, and save CAM harmless against any
and all claims, demands, suits, orders, judgments, or other forms of liability that shall arise out of
or by reason of, action taken or not taken by CAM under this Chapter. This includes not only
CAM’s reasonable attorney fees and costs, including costs of appeal, but reasonable cost of
management preparation time. CAM shall promptly notify the Union of the commencement of any
proceeding or the threat of commencement of any proceeding and the costs incurred for prompt
reimbursement by the Union.

8.5_Non-Bargaining Unit Employees CAM and Union will comply with State and federal

legal restrictions/regulations with respect to Union interaction with other CAM employees
outside the represented bargaining unit. In recognizing that the Union may attempt to organize
these other employees, CAM agrees to meet with Union and consider whether to seek the free
services of a mediator to redress disputes between the parties in this aspect of the relationship
between the parties.

T IT1

9.1_Health and Safety

9.1.1 General CAM shall provide a safe workplace for all employees and comply with all
federal, state and local safety laws and regulations.

9.1.2 Workplace Safetv CAM shall provide, at least yearly, training on working with children
with difficult and unusual behavior. The training shall be conducted by an expert in the field.
The expert shall identify internal and external resources available to teaching staff, as well as
CAM staff for ongoing assistance and referral.

9.1.3 Adequate Staffing

CAM will take all reasonable steps to ensure that staffing levels in the worksite are appropriate
for the number of children in care as mandated by Community Care Licensing, CDE, and
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HSPPS. Staffing levels should be adequate to ensure that all employees are able to take breaks,
meal periods, annual leave, sick leave when necessary, and educational leave without
jeopardizing the mission of the agency to provide quality services to their clients.

Regular staffing levels alone will not be a legitimate reason to deny employee leave requests, and
People Managers will consider training, professional development requirements, and other site
needs during requested leave when making a determination on employee leave requests.

Adult: child ratio and Teacher: child ratio are determined by California Community Care
Licensing (CCL), Title V of California Department of Education (CDE) and the Head Start
Program Performance Standards (HSPPS)

9.2 Personnel Files and Evaluations
9.2.1_Personnel and Restricted Files

A. Personnel files shall be maintained by the People & Culture Department in the central
administrative office. CAM shall treat personnel files as confidential available only to
appropriate management staff. Restricted Files are confidential and available only to the Chief
Executive Officer and People & Culture. Licensing files are separate and must be maintained
at the site and be accessible to employees of State Licensing. Only specific documents should
be kept in the Licensing file, including but not limited to Child Abuse Reporting
Requirements; Criminal Records Statement; TB Test Results; Health Screening Report; Job
Description and Fingerprint Clearance.

B. Employees shall have the right to review their personnel file by (1) appointment on their own
time and (2) with a member of management or designee present. CAM shall schedule the
appointment at a mutually agreeable time within three (3) days of employee request.
Employees may request a copy of their personnel file. Employees may authorize the Union
to obtain a copy of their personnel file provided the written request is original, signed, and
dated by the employee. Copies shall be provided within three (3) days of Agency receipt of
request.

C. Employees shall receive a copy of any performance-related material at the same time it is
being placed in their restricted file. Employees shall have the right to place a written
response to any performance-related material, evaluation, or disciplinary action into their
restricted file, within seven (7) calendar days of when the document or material is first
brought to the attention of the employee.

D. Each employee is responsible to provide CAM with updated and accurate information for the
Licensing file as required by law. CAM shall maintain the confidentiality of the Licensing
file. Program Directors shall annually review each employee’s Licensing file and provide at
least annual notice to employees of any deficiencies or upcoming renewals. Employees shall
minimally receive two (2) weeks notice to correct deficiencies in their Licensing file.

9.2.2 Evaluations

A. Employees shall be evaluated annually.
B. Employees shall be evaluated by the Department Manager or appropriate administrator or
first level manager, in consultation with any people manager or lead staff assigned to
work directly with the employee.
C. Employees may rebut evaluations in writing and request that management consider changes
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to the evaluation before finalized.
D. Employee evaluations shall be treated as confidential, placed in the employee’s restricted
file, and a copy provided to the employee.

9.3 Qutside Employment Outside employment for full time employees will be allowed.
Outside work, which conflicts with work at CAM, may be denied by the employer. Work
requirements will have precedence over any outside or volunteer work.

9.4 Labor Code Sections 2802 and 2804 CAM agrees to comply with the provisions of Labor
Code sections 2802 and 2804 under this agreement.

9.5 Child Care for Emplovees CAM agrees to cooperate with the Union by promoting
legitimate Union proposals to seek grant funding and State funding to provide hourly full-time

employees covered by this Agreement childcare services at no cost or a discount depending on
the need and funding secured. The Committee for Labor-Management Resolution will meet to
recommend how any and all funding secured for such a purpose shall be spent.

CAM currently provides the opportunity for employees to qualify for subsidized child care under
the funding guidelines of CDE. In addition, CAM shall continue to provide half-price discounts
to employees for predetermined, full-cost slots and a half-price discount to the CDE-determined
family fee copay for employees who qualify for state subsidized child care. Employees shall be
eligible for the half-price discount upon hire dependent upon child care slot and

funding availability.

9.6 Background Checks CAM shall pay the cost of any required background checks which are
necessary for the performance of an employee’s job function at CAM. Background checks
covered by this chapter include, but are not limited to: fingerprinting, criminal records check,
child abuse index clearance, and FBI clearance.

9.7 Physical and Health Examinations CAM shall bear the cost of any physical or health

examination that is necessary for the performance of an employee’s job function at CAM and
agrees to pay the cost of an employee visiting CAM appointed Physician or pay the employee’s
health plan co-pay; at the employee’s option.

9.8 Certificates CAM shall bear the cost of any certifications and permits that are necessary for
the performance of an employee’s job function at CAM.

9.9 Mileage Reimbursement CAM agrees to reimburse employee automobile expenses for
employee use of their automobile for CAM business at the IRC Standard Mileage Rate, plus
parking fees and tolls.

Chapter 10. COMMITTEE FOR LABOR-MANAGEMENT RESOLUTION
10.1 Committee for Labor-Management Resolution The Union and CAM agree to establish

an ongoing committee to discuss and recommend outstanding issues and improve on-going
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communications and problem-solving about program and workplace matters for the success of
CAM’s mission. CAM and the bargaining unit employees must agree on items to be discussed.

A.

The bargaining unit members of the Union may select three (3) employee representatives for

the Committee.

B.

MmY O

Each Committee shall contain at least as many employee representatives as management
representatives. Union and CAM staff may contribute as resources are needed.

The Committee shall meet during normal working hours and employees shall be entitled to
paid release time for serving on the Committee.

The Committee shall meet regularly.

The Committee shall set its agendas and meeting times subject to CAM needs.

Written recommendations shall be delivered to the Union and CAM for negotiation and
resolution as appropriate.

IN WITNESS WHEREOF, the parties hereto have caused their duly authorized representatives to execute
the within agreement this _J "E day of '-‘PIP‘(‘\ ,2024. 202 (p/

COMMUNITY ACTION MARIN NEGOTIATING COMMITTEE:

Chandra Alexandre

Chandra Alexandre, Chief Executive Officer

Juanita Camacho-Chapman

Juanita Camacho-Chapman, VP, People & Culture

SEIU LOCAL 1021 NEGOTIATING COMMITTEE:

Salvador Israel Marroquin Garcia

Salvador Marroquin, SEIU Chief Negotiator

Andrea Zanetti

Andrea Zanetti, SEIU Area Director

David Canham

David Canham, SEIU Executive Director
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CAM Board Resolution as of L\ w 200 Confirmed by: Sean Casey, Board Chair

Sean Casey

Sean Casey, Chair, Board of Directors
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Union Salary Schedule — FY24-25

Collective Bargaining Union List Salary Scale (Frontline Org Band) SSIMI':? l
FY24-25 ACTICON IN YOUR
MARIN CORNER

| HourLY | ANNUAL

0-6 ECE Units |$ 23.00[$ 47,840.00

6+ ECE Units . |$ 2497|% 51,937.60

12 ECE Units (and permit In process) $ 2611 | $  54.308.80
12 ECE Units PLUS Current Associate Teacher Permit or CDA $ 2835(% 58,968.00
AA PLUS Associate Permit 3 20.77|$ 61,921.60
BA PLUS Associate Permit $ 30.62|% 63,689.60

NON-TEACHER ROLES**

$23.00 - $35.80

$23.00 - $35.80

$23.00 - $35.80

$23.00 - $35.80

FOC = Famiy Deveiopment Cradendix!

Fudly quadfiea” = Education includes 12+ Sace £CE Units. ERXS requires one ECE infant/toddier clazs, CAM netanz saie discretian in determeing wrather an ¢smaplppse

wio sSEurs addilionat equcalior, permits, or credarhals wil b2 fsced mio o higher pay <lassd;

shor ar ate assocuted avth suek qualiicotsas, The altainment of @ parmii,

degrae, or creaeniix doas mat aukammatic Ay enitle an ovpziayes (o an morsase It oay o meclassifesiicn, Notrming in lfus Apsenaix shail o2 irlerzretad fg guarmniss autaimare
arogressan arttun a sulory range or Slassification.

Exciuded Positions: Teacher Assiztont Uzecrer Aprenticaship, when axsigred tiraugh the ECEPTS Apprenticeahip Frogram ar any other non-stxte funded inliolive.
Compeasation Structure - Nor-Teacher Classifizations *=: The z9tary ranges ifsted abave rafisct Commus iy dzrian Mann s campensstion framewnek fac the Mentifed
classgTationg F’V.'lcemen; weltun the range shall he Jetermined by CAM based or experiance, gualificatians, pedormance, and operational neeas. Mothing o ihis dopenal
shal e interpretea (o guarnates avlomatic sogressian wihie o range.
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Union Salary Schedule — FY25-26

Collective Bargaining Union List Salary Scale {Frontline Org Band) 8 g ;?r ';' I
FY25.26 ACTION  INYOUR

MARIN  CORNER
| HourLy | ANNUAL

0-6 ECE Units |$ 24.00]$ 49,520.00

6+ ECE Units |$ 25578 s4,015.10

12 ECE Units (and permit in process) % 2715 |$ 58,481.15
12 ECE Units PLUS Cumrent Associate Teacher Permit or CDA % 29.48 |8 61,326.72
AA PLUS Associate Permit % 30.96|$ 64,398.46
BA PLUS Associate Permit $ 31.84|$ 66,237.18

NON-TEACHER ROLES**

$24.00 - $37.24

$24.00 - $37.24

FOC = Foymily Development Credential

Fully-qualified” - Education incfudges 12« Care ECE Urnuts. EMS requires one ECE infany/tockier ciges, CAM relaing soie dNscraran in getermiiing whachar an emplpyzs
wiho abtains adcitional educahar, peamits, of credentiols vat! ba plycad nie o higher pay clossiicahon or rafe assachabed with suck quadificatans. The altanment of a peome,

degrae, ar credi { dows nat ao enlitle a1 smployes to a0 increase ip poy or reclassiffcation. Notrng i bhis Appendu shall b= inlevprelad i gurmzniee automats
progression wAthin 3 sadary rainge ar classfcaiion.
Evzioded Posthons: Teachier Assistant WTeacker Apprenticestyg, when assigred [hnsugh the ECEPTS Apprenticeship Prograim ar any ather aon- state Junded inilinline.

Compensatian Structure - Non-Teacher Classifications*™ The salary ranges (isted abowe reflect Communily Actian Marie s compensatiar framewonk for the identified
classéficatians, Placement aithin e ange shall be detsrmirad by CAM based on experieance, qualfications, pevicrmansce, and aperadional neeas. Nothmg e this Anpenolx

shall ke interprated o guamntee dwtomahic grogressian withie a range.

NOTE: For all positions if m'IIIJE! 13l skills are zaguired, then add S% diffarantial to Day
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\ tix A.- Worksite Monitori
Preamble

This proposal aims to establish guidelines for the use of video surveillance in educational
environments, balancing the needs for safety and security with the privacy rights of children,
staff, and families.

1. Purpose and Scope

1.1. Video surveillance shall be used solely for the purposes of:

A. Ensuring the safety and security of children, staff, and visitors.
B. Protecting preschool property from theft or vandalism.
C. Assisting in the resolution of incidents or accidents.

2. Camera Placement and Restrictions

2.1. Cameras are strictly prohibited in the following areas due to privacy considerations

A. Bathrooms

B. Changing areas
C. Staff break rooms
D. Private offices

2.2. Cameras may be installed in any other area of CAM-owned or CAM-leased property, including
but not limited to:

Classrooms

Building exteriors and perimeters

Parking lots

Main entrances, exits and reception areas

Common areas (excluding those listed above as restricted)
Storage or supply areas

MEY 0w

2.3. Any camera placement must not violate the reasonable expectation of privacy of staff,
children, or families. Concerns about specific camera locations may be brought to the
Program Director or People & Culture for review, and the union may request a review of such
placements.

3. Notice and Consent

3.1. Clear, visible signs shall be posted in areas where cameras are in use.
3.2. All staff members must be informed of this policy during hiring.

4. Access and Storage of Footage

4.1. Access to live feeds and recorded footage shall be strictly limited to:
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A. The Program Director

B. People & Culture

C. Designated security personnel

D. Law enforcement, when legally required

4.2. Recorded footage shall be stored securely for a maximum of 60 days, unless an incident
requires longer retention.

4.3. A log must be maintained of all instances of accessing recorded footage, including the
reason for access.

5. Use of Footage
5.1. Footage may only be viewed in response to a reported incident or emergency.
5.2. In the event footage is used in a staff disciplinary matter:

The staff member has the right to view the relevant footage.

Union representation must be present during viewing.

Staff members may submit a written response to be kept with the footage.

Video footage shall not be used as the sole basis for disciplinary action. Any corrective
or disciplinary decision must be supported by additional corroborating evidence, such as
witness statements, reports, or investigative findings.

E. The employer shall notify the staff member and their union representative when
surveillance footage is used in the context of an investigation that may lead to discipline.

oowy

6. Staff Rights and Protections
6.1. Staff members have the right to:

A. Know the location of all the cameras.
B. Request a review of camera placements that may infringe on privacy.

6.2. No audio recording shall be permitted without separate, explicit consent from staff and
families.

6.3. Covert or hidden cameras are strictly prohibited.

7. Policy Review and Amendment

7.1. Any proposed changes to this policy shall be negotiated with the union.

7.2. As this is a new implementation policy, all current staff shall be provided with at least
two (2) weeks’ written notice prior to the activation of any new camera system or

surveillance practices covered by this policy. During this period, staff will be informed of
camera locations, their rights under this policy, and have an opportunity to ask questions or
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1.3

Signature:

Email:

Signature:

Email:

Signature:

Email:

raise concerns.

The union shall be notified in writing at least ten (10) busin

ess days in advance of any future

additions or changes to camera placements not covered in this agreement, for the purpose of

reviewing potential impacts on staff rights or privacy.

Salvador Marroquin Signature

Soheader Marmogen (Apr 24 3078 1101 04 20T)

salvador.marroquin@seiul021.org Email:

David Canham Signature:

David Canham {Apr 23 2026 14 42 19 PDT)

david.canham@seiu1021.org Email:
Signature

Saan Casay (Azf 22 s 1e 5708 1]

scasey@camarin.org Email:

. Andren Zanettl

‘Andrea Zanett (Apr 24, 2025 11:08 03 FOT)

andrea.zanetti@seiu1021.org

Chandra Alexandra (Apr 23, 2026 14:48:54 PDT)
calexandre@camarin.org

} Quandz Camact-Chgpman

jcamachochapman@camarin.org
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