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 This Agreement is made and entered into as of February 1, 2024 by and between Block by 

Block (herein after called “Employer”) and the Service Employees International Union Local 26 

(herein after called “Union”).  

 

WITNESSETH 

 

WHEREAS, the employees of the Employer have elected to bargain collectively with the 

Employer, and, for said purpose, a majority of them have affiliated themselves as members of the 

Union, and have chosen said Union to bargain collectively in their behalf for wages, hours and 

working conditions. 

 

Whereas Place Management Organizations (“PMO”) are  private cooperative entities that have 

a unique requirement of integrated safety and cleaning ambassador services, and whereas any other 

union company submitting proposals for contracted services to PMOs  will be able to use the same 

wages and benefits at that account as are contained in this Agreement, therefore this Agreement 

shall be effective for the Minneapolis Downtown Improvement District, St. Paul Downtown 

Alliance, University of Minnesota Dinkytown Commercial District, and for any other PMO contract 

acquired by the  Employer  in the seven (7) county Twin Cities Metropolitan Area in Minnesota 

during the term of this Agreement.   

 

ARTICLE 1 – MANAGEMENT RIGHTS 

 The Union recognizes the exclusive right of the Employer’s management to manage the 

business and direct the working force including, but not limited to, the following: 

a. Promulgate and publish reasonable working rules (copies to the Union) 

b. Establish standards of quality and performance 

c. Assign and transfer employees 

ARTICLE 2 – RECOGNITION 

1. The Employer recognizes the Union as the exclusive bargaining agent for all employees 

employed in a PMO in the seven (7) county Twin Cities Metropolitan Area in the 

classifications of Clean Ambassador, janitor, cleaner and any other employees engaged in 

the contract cleaning industry performing cleaning services, and Safety Ambassadors, 

security guards and officers and any other employees engaged in the security industry 

performing security services, leads, Dispatchers, or in classifications called by different 

names when performing similar duties, but exclusive of: 

a. All executive, salaried supervisors, sales employees, clerical employees 

and shop employees of contract cleaners. 
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b. Hourly paid supervisors, foremen.  An “hourly paid supervisor” or 

“foreman” is defined as an employee with the authority to hire, discharge, 

discipline or otherwise effect changes of the status of employees on a job. 

2. Supervisors or other non-bargaining unit personnel shall be allowed to perform bargaining 

unit work in cases of (a) bona fide emergencies; (b) when no bargaining unit employees are 

available to complete a shift that has already begun; and when such work does not result 

in the layoff of a bargaining unit employee. 

3. There shall be no subcontracting of bargaining unit work. 

   ARTICLE 3 – UNION MEMBERSHIP 

1. Union Shop: The Employer agrees that all employees presently employed and all new 

employees shall, as a condition of employment, join the Union within thirty (30) days after 

the effective date of this Agreement and shall continue their membership during the life of 

this Agreement. 

2. Dues Check-Off:  

a. Dues Withholding: The Employer agrees to withhold from the wages of each employee 

working over twenty-four (24) hours in any calendar month, and pay to the Union all 

initiation fees and dues required by the Union.  The Employer will deduct such dues 

and initiation fees on the first pay period of each month and immediately forward the 

amount with a digital spreadsheet list of employees’ names, addresses, phone 

numbers, start date, job classification, the employee’s status as full-time or part-time, 

and if taking “employee only” or “employee plus child\children” healthcare.  The Union 

will notify the Employer in advance of any changes in dues or initiation fees, in writing.  

The Union agrees to indemnify and save harmless the Employer from any and all 

liabilities it may suffer as a result of agreeing to be bound by Article 3, including court 

costs and reasonable attorney’s fees. 

b. Liquidated Damages:  The Employer agrees that all Union dues and initiation fees 

deducted from the employee’s wages will be considered past due if not received by the 

Union on or before the fifteenth (15th) day of the month following said deductions.  If 

such dues and initiation fees are not received by the Union within sixty (60) days of the 

past due date, the Employer shall pay the Union liquidated damages amounting to 

twenty percent (20%) of the total dues and initiation fee amounts that have not been 

received by the Union in a timely manner.  In addition to the twenty percent (20%) 

liquidated damage amount noted herein, the Employer agrees to pay the Union simple 

interest at the rate of ten percent (10%) on all unpaid dues and initiation fees, court 

costs and reasonable attorney’s fees incurred by the Union in collecting said dues and 

initiation fees.  
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c. Any employee who has authorized payroll deduction of dues or an amount equal to 

dues or service fees may revoke authorization for those payroll deductions by giving 

written notice to both the Employer and the Union during the period not less than 

thirty (30) and not more than forty-five (45) days before the annual anniversary date 

of the employee’s authorization or the date of termination of the applicable contract 

between the Employer and the Union, whichever occurs sooner.  The Employer will 

honor employee check-off authorizations unless they are revoked in writing during the 

window period, irrespective of the employee’s membership in the Union.  

3. Voluntary Check-Off for Other Funds:  The Employer agrees to make payroll deductions 

for each employee who has authorized such deduction in writing in the amounts and at the 

times stated in the authorization into the Union’s Committee on Political Education Fund, 

Property Services Civic Engagement (PSCE) Fund, or other legally constituted funds 

established by the Union.  The Employer agrees to remit the amount deducted to the Union 

within seven (7) days after the deductions are made by the Employer.  The Employer shall 

retain ½ of 1% of the amount deducted as reimbursement to the Employer.  

4. Union Obligation: The Union will provide all new members with a copy of the wage rates 

within thirty (30) days of their application to the Union.  Union Orientation: During the 

scheduled hours of new employee orientation, a Union representative or Steward will be 

given thirty (30) minutes to meet with the new employees without Management present. 

ARTICLE 4 – JOB CLASSIFICATIONS 

For the purpose of this Agreement, the following classifications will be applicable: Clean 

Ambassador, Safety Ambassador, Team Lead, and Dispatcher.  Work tasks may be shared between 

job classifications and employees may be assigned to work outside of their regular job classification, 

as long as employees assigned to Safety Ambassador duties will have undergone state-mandated 

annual training for private security officers. Team Leads may direct the work, but may not hire, fire 

or administer discipline to employees. 

 

ARTICLE 5 – EMPLOYEE STATUS 

1. The first forty-three (43) completed work shifts shall be considered a probationary period 

for new employees during which time an employee shall have no resort to the grievance or 

arbitration procedures provided in this Agreement.  Upon successful completion of the 

probationary period, the employee shall become part of the regular workforce.  

2. A regular full-time employee has successfully completed the probationary period and is 

scheduled to work forty (40) hours per week. 

3. A regular part-time employee has successfully completed the probationary period and is 

scheduled to work less than forty (40) hours per week. No more than twenty percent (20%) 
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of the regular workforce, or ten (10) regular employees, whichever is greater, shall have 

regular part-time status.   Employees who are retained on a stand-by, part-time basis for 

the purpose of occasionally working shifts in the Dispatch job classification may be 

excluded from this calculation. 

ARTICLE 6 – PHYSICAL REQUIREMENTS 

1. Physical Examination:  In any case where there is a question as to the employee’s ability to 

carry on or do the work, the Employer shall have the right to require a physical 

examination, and if such employee is found to be physically unfit to perform his or her 

duties, the employment relationship may be reclassified or, if there is no classification 

available which they are able to perform, put on layoff.  If the employee is not medically 

able to perform any job classification, then they may be terminated.  The Employer shall 

also have the right to require a physical examination of all new employees.  The Employer 

shall pay the expense of such examination. Applicants for employment shall not be tested 

for Tetrahydrocannabinol (THC), and a positive test for THC shall not be sufficient 

evidence in itself for discipline. Employees may be progressively disciplined for marijuana 

and hemp-derived product use or possession at work and the Employer may require testing 

for THC for post-accident and reasonable suspicion to the extent permitted by law.   

2. Drug Testing: The Employer reserves the right to establish and enforce any lawful policy 

concerning employee use, possession or transfer of drugs or testing for drugs as a condition 

of employment.  In the event there are reasonable grounds t0 suspect an employee is using 

drugs or under the influence of drugs on the job, the Employer reserves the right to impose 

any and all discipline, including termination for refusal to submit to lawful testing.  The 

Employer shall pay the expense of such drug testing.  

3. Security and Background:  The Employer reserves the right to conduct necessary personal 

background investigations for Safety Ambassadors.  Any refusal to supply or authorize 

access to information or lack of cooperation on the part of the employee in the course of 

such investigation may result in termination of employment. Failure to meet State or 

Federal requirements will be just cause for termination of Safety Ambassadors.  With the 

exception of the initial fingerprint-based Bureau of Criminal Apprehension check on 

external applicants for Safety Ambassador positions, the Employer shall be responsible for 

the costs associated with background checks.  For applicants to Safety Ambassador 

positions, this background check shall occur at the time of hire and the results of the 

investigation known to the applicant as soon as the Employer has received the results of 

the background check.  For existing Clean Ambassadors being reassigned to be Safety 

Ambassadors, security and background checks shall occur at the time of reassignment of 

job classification and the results of the investigation known to the employee as soon as the 

Employer has received the results of the background check.  Applicants shall be told at the 
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time of hire that these investigations will determine their eligibility of employment.  

Existing employees who, as a result of a security and background check do not meet the 

eligibility for the Safety Ambassador position, shall remain in their original job 

classification.  

ARTICLE 7 – WORKLOAD AND SAFETY 

1. The Company shall not impose an unreasonable workload upon any employee, and should 

there be a substantial change in workload, the employee’s work hours shall be reviewed 

and adjusted as appropriate. An employee shall not refuse to perform work based on their 

own opinion of the reasonableness of the workload.  Rather, if an employee has a dispute, 

it shall be subject to the Grievance Procedure in this Agreement.  

2. Training Documents: All employees are required sign any document that the Employer 

provides to substantiate training, i.e., safety, MSDS, OSHA, etc., provided adequate 

training has been offered on the Employer’s time. 

3. Safety and Sustainability Committee: 

(a) Definition: The Employer and the Union will establish the Safety and Sustainability 

Committee.  This Committee shall consist of three (3) representatives to be named by the 

Union and three (3) to be named by the Employer. The charge of the Committee is to meet 

as needed to resolve matters related to safety and environmental sustainability in the 

workplace.  Committee members should provide input to the Employer on safety training.  

 (b) Green Chemicals & Safe Equipment: The Committee will review the use of green 

chemicals.  It is the responsibility of the Employer to provide a safe and healthy work place 

for employees, and to be committed to work practices and the use of materials that 

contribute to a healthy and sustainable ecological environment. The Union supports these 

goals and will cooperate with the Employer’s efforts in this regard. 

i. The Employer shall provide all Personal Protection Equipment (PPE) as 

recommended by Material Safety Data Sheets (MSDS). Employees shall use 

MSDS-compliant gloves, face masks and/or goggles (provided by the 

Employer) when required by the assigned work task. In addition, the Employer 

shall provide training to employees on the use, mixing and storage of cleaning 

chemicals.   

ii. No employee shall be required to perform any work with cleaning chemicals if 

not provided with PPE as recommended by MSDS or having not been provided 

training on the use, mixing and storage of cleaning chemicals. Failure to 

perform work under such circumstances shall not be considered a cause for 

discharge or discipline.   Potentially dangerous work that is not chemical 

related will be reviewed by management within 48 hours of a complaint being 
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raised by an employee, but the employee shall not have the right to refuse such 

work unless they are in serious imminent physical danger.  

iii. The Employer shall furnish cleaning and safety supplies in sufficient quantity 

and maintain all equipment in such state of repair as is required to perform 

the work assigned.  Employees shall promptly report supply shortages and 

equipment maintenance needs to management.  

iv. The Employer shall make every effort to use only green, sustainable cleaning 

products where possible. 

4. Major Changes: If the Employer proposes a change that impacts at least 50% or more of 

the employees:   

a. The Employer shall give the Union 30 days’ notice before implementing changes.  

If it is documented that the client gives less than 30 days’ notice to the Employer, 

then the Employer shall give the Union as much advance notice as possible.  

b. The Union and Employer shall meet and confer before the proposed changes are 

implemented.  If the Union and Employer are unable to agree to a distribution of 

start times and workloads and assignments, then the Employer may implement 

such adjustments as it deems warranted. 

c. If the Union files a grievance over a major change after the meet and confer process 

has failed to resolve the dispute, the grievance will move immediately to expedited 

arbitration, and the following shall apply: 

i. The arbitration shall be expedited and in no event shall be scheduled and 

heard later than seven (7) calendar days after the Union’s request for arbitration. 

ii. The Employer shall have the burden of proof to demonstrate that the 

workload is not unreasonable, and that any workload changes or layoffs are in 

reasonable proportion to changes in technology, equipment, method, vacancies, or 

building cleaning specification. 

iii. The Arbitrator shall issue the award within seven (7) calendar days after 

the closing of the hearing. 

iv. There shall be no adjournments granted without mutual consent. 

5. Rest periods on paid time shall be fifteen (15) minutes every four (4) hours. 

6. Employees shall notify the Employer when encountering a person(s) that poses an 

imminent threat of serious physical harm.  Employees shall take necessary steps to 

promptly distance themselves from the person(s) that poses an imminent threat of serious 

physical harm.  The Employer shall report the imminent threat of serious physical harm to 

local law enforcement officials and will have the option of dispatching another employee to 

the area to assist the reporting employee, dispatching an employee in a truck to patrol the 

area, or excusing the employee from completing their assignment in that area at that time.   
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The Employer shall plot the locations, dates and times of all such reports in an effort 

to identify recurring hazard areas.  Recurring hazard areas shall be posted in the 

Employer’s office in view of Employees so they may be especially aware and careful when 

in or near these hazard areas.   

A review of reports of imminent threats of serious physical harm and of the identified 

recurring hazard areas shall be conducted at each Safety and Sustainability Committee 

meeting.  The Committee shall discuss whether to formally notify the client of the identified 

recurring hazard areas. 

 

7. An employee who witnesses a fatality while on duty or suffers a physical injury due to being 

assaulted on duty shall be granted up to two (2) days off with pay, scheduled such that the 

employee may have access to an appointment with a mental health professional. 

8. When the wind chill temperature is 9 degrees to 0 degrees, employees on walking patrol 

will patrol for 40 minutes followed by a 5 minute weather break.  When the wind chill 

temperature is -1 degree to -19 degrees, employees on walking patrol will patrol for 20 

minutes followed by a 10 minute weather break.  When the wind chill temperature is -20 

degrees or lower, employees on walking patrol will be kept inside, and those on truck patrol 

will remain on truck patrol provided the vehicle has a working heater. When the 

temperature is more than 90 degrees, employees on walking patrol shall be allowed a ten 

minute weather break after every 20 minutes of patrol. 

 

ARTICLE 8 - ATTENDANCE 

1. All employees are expected to model prompt and reliable attendance to help ensure 

maintenance of service to the customer.  Employees are expected to notify the Employer in 

advance of the start of a scheduled work shift if they are to be absent or tardy, or if they must 

leave work before the completion of a scheduled work shift. 

2. All employees will be credited with 30 points in their personal attendance account after they 

successfully complete their probationary period.  

3. Deductions for an employee’s personal attendance account will be taken as follows:  

a. Tardy for start of scheduled shift 

i. 1 point for being tardy two hours or less      

ii. 2 points for being tardy more than two hours 

iii. 2 points for each incident of tardiness that exceeds two in a calendar 

month  

b. Leaving work before the completion of scheduled work shift due to illness or 

emergency 

i. 1 point for leaving within two hours of end of scheduled shift 
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ii. 2 points for leaving more than two hours before end of scheduled shift 

iii. 2 points for each incident of leaving early that exceeds two in a calendar 

month 

c. Absent for scheduled shift 

i. 2 points when notice given to Employer before start of scheduled shift 

ii. 4 points when notice given to Employer after, but within four hours of, 

start of scheduled shift 

iii. 4 points for each incident of absence that exceeds two in a calendar month 

for a scheduled shift immediately preceding or following a regularly 

scheduled day off 

iv. 15 points when notice not given to the Employer within four hours of start 

of scheduled shift 

4. A continuous period of absence for multiple days due to the same illness or injury shall be 

considered to be a single absence if the need for absence is validated in writing by the 

employee’s treating physician. 

5. An employee may present evidence of extenuating circumstances that made it impractical to 

notify the Employer of absence within four hours of start of scheduled shift.  Should the 

Employer deem those circumstances valid, the absence shall be regarded as one with notice 

given to Employer after, but within four hours of, start of scheduled shift. 

6. Points shall not be deducted for time on approved leave of absence. 

7. After a paid sick day is earned, employees will be charged for use of that sick day when absent 

from work for illness or injury; however, no points will be deducted from their account for this 

absence.    

8. Points shall be added back to an account one year from the date of the infraction for which they 

were deducted; however, an account balance may not exceed 30 points. 

9. Preferred Status is a personal attendance account balance of 21-30 points.  Cautionary Status 

is a personal attendance account balance of 11-20 points.  Critical Status is a personal 

attendance account balance of 1-10 points.   

10. No more than 2 points shall be deducted from the account of an Employee with Preferred or 

Cautionary Status who is both tardy for the start of and leaves before the completion of the 

same scheduled shift, yet who works at least half of that scheduled shift.  

11. The Employer shall give written notice to an employee whose account balance drops to 

Cautionary and Critical Status.  Upon such notice, the employee may have ten (10) working 

days to dispute any account deductions that were taken and that affected the most recent status 

change.   

12. No disciplinary time off for unsatisfactory attendance shall be given to any employee who has 

an account balance of 1 point or more.  When an employee’s account balance falls below 1 point, 

the employee shall be terminated for unsatisfactory attendance.  
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ARTICLE 9 – SENIORITY 

1. Seniority:  Employees shall accumulate seniority effective as of the first day of their 

employment, provided, however, in the event of a break in employment, the employee’s 

seniority commences as of his most recent employment.  For the purpose of this Article 9 

Section 1, “break in employment” shall be defined as (a) termination, (b) resignation, ( c) 

failure to accept an offer of re-employment in a substantially comparable position after 

layoffs due to lack of work, promotions, advancements or recall.  The Employer shall take 

such actions described in (c) above with due regard to the seniority of employees; however, 

due regard may be given to other factors, such as ability, physical fitness, efficiency, 

experience with specific job routines and specific types of skills.  The Employer shall be the 

judge as to all factors other than seniority.   

2. Seniority Tiebreaker: Where two or more employees share the same seniority date, 

preference shall be given to the employee whose last four digits of their social security 

number are lowest, in a manner such that an employee whose last four digits are 1234 shall 

be considered to have more seniority than an employee whose last four digits are 6789.   

3. The Employer agrees to give two weeks paid notice of any layoff period.  Employees will be 

paid for any part of the two weeks’ notice not allowed to work.  This provision does not 

apply in circumstances when a contract is terminated with less than two weeks’ notice, with 

written proof to the Union to that effect. 

4. Laid-Off Employees: An employee who has been laid off shall be given at least two (2) days 

to accept or reject an offer of employment by the Employer in a bargaining unit position.  

If the employee accepts such a position, he must report to work the next working day after 

notification of acceptance.  In the event that after accepting such a position the employee 

fails to report within the time specified, the employee shall lose any benefits s/he may have 

with the Employer and another individual may be hired. 

5. Displaced Worker List:  When it becomes necessary to reduce the working force, the person 

with the least seniority within their PMO shall be laid off first provided the employees to 

be retained have the ability to perform the available work; Employees who cannot be placed 

on active job assignments in any PMO in accordance with the foregoing shall be laid off.  

An employee who faces being laid off at their PMO cannot bump another employee with 

less seniority at another PMO in a manner which results in that other employee being laid 

off instead.  The Employer shall maintain an updated list of all laid off employees, ranked 

according to seniority.  A copy of this list shall be provided to the Union at the end of every 

month.  Laid off employees will maintain their seniority for up to twelve (12) months.  

6. Job Vacancies:  Whenever a vacancy occurs in any job classification other than Team Lead, 

said vacancy will be posted in the Employer’s office break rooms at each PMO for seven (7) 

calendar days (Employer maintains full discretion on Team Lead appointments). The job 

posting shall indicate the weekly schedule for the job, the job classification and PMO, and 
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the required licensing to perform the job. The posted vacancy shall be assigned in this 

order:  

a. to the most senior employee from the PMO where the vacancy exists who 

submits their interest in writing to the Employer and who meets all of the 

minimal job requirements and qualifications 

b. to the most senior employee on the displaced worker list who meets all of 

the minimal job requirements and qualifications  

c. to the most senior employee from the other PMOs who submitted their 

interest in writing to the Employer and who meets all of the minimal job 

requirements and qualifications.  

 
7. Employees may request job training.  Requests shall be submitted in writing to the 

Employer.   If more employees request training than the Employer needs or is able to 

accommodate, preference shall be given to those with the most seniority. 

8. Employees may not request to change classifications unless they have completed twelve 

(12) months in their current classification and until such time there is a qualified 

replacement for the position they are vacating.   

ARTICLE 10 – WAGES 

1. Employment on Hourly Basis: The Employer shall employ members of this Union on an 

hourly basis.  The Employer will allow a five (5) minute grace period for late arrivals with 

no loss in pay. 

2. Paydays are to be every week. 

3. The base straight-time hourly wage rate shall be determined by length of employment 

service: 

 2/1/2024 2/1/2025 2/1/2026 2/1/2027 
 

At Hire 
 

 
$20.84 

 
$21.36 

 
$21.99 

 
$22.65 

After 1 year of service 
 

 
$21.84 

 
$22.36 

 
$22.99 

 
$23.65 

After 3 years of service 
 

 
$22.54 

 
$23.11 

 
$23.79 

 
$24.50 

After 8 years of service 
 

 
$24.34 

 
$24.96 

 
$25.70 

 
$26.47 

After 12 years of service 
 

 
$24.84 

 
$25.48 

 
$26.24 

 
$27.02 

 

 

Should the State of Minnesota’s partial paid family and medical leave law go into effect 

(tentatively scheduled for January 1, 2026), the base straight-time hourly wage rates 

effective 2/1/2026 shall be increased by 0.35% to: 
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• $22.07 at Hire 

• $23.07 after 1 year of service 

• $23.88 after 3 years of service 

• $25.79 after 8 years of service  

• $26.33 after 12 years of service 

and Article 14 Section 2 (Disability Income Insurance) shall be nullified. Should the State 

of Minnesota’s partial paid family and medical leave law itself be later rescinded, Article 

14 Section 2 (Disability Income Insurance) shall be reinstated.         

4. Employees with seniority dates before the effective date of this Agreement shall maintain 

their rate of pay if it is greater than what is stipulated above.  

5. Regular employees designated as Team Leads and Dispatchers shall receive an hourly 

straight-time wage premium of $3.38 for all time worked on Team Lead duty and Dispatch 

duty.  

6. Employees assigned to clean perimeter windows will be paid at the prevailing journeyman 

rate of pay.  Window cleaning pay will not apply to first floor windows, entryway glass, or 

other interior glass. 

7. Regular employees shall receive an hourly straight-time wage premium of 50¢ for all time 

worked on the third shift. 

8. Overtime shall be paid at the rate of time and one-half the employee’s regular rate to all 

employees covered by this Agreement for all hours worked in any week in excess of forty 

(40) hours. Senior employees shall have first choice to work extra or overtime hours by job 

classification. If they are absent for extra or overtime hours that they were awarded in this 

manner three (3) times in twelve (12) months, then they will become ineligible to bid on 

extra or overtime hours for three (3) months. 

9. Employees may be suspended for three days without pay as part of disciplinary action.  

10. An employee may be suspended pending the Employer’s investigation of a workplace 

incident, or allegation of such.  Should the findings of the investigation not result in 

disciplinary action that includes unpaid suspension from work, or does result in 

disciplinary action that includes an unpaid suspension for days fewer than those actually 

missed, the employee shall be paid for the corresponding scheduled work hours missed. 

This provision shall not apply when an employee is suspended pending the outcome of a 

matter which is in the hands of law enforcement officials or the court system. 

11. Any gratuities, bonuses, recognition awards, picnics or banquets given by the Employer are 

of a voluntary nature and are not to be considered as part of this Agreement.  They, 

therefore, may be altered or discontinued at any time at the Employer’s discretion. 

12. Employees shall promptly report suspected pay discrepancies to the attention of the 

Employer so they may be researched and corrected, if necessary.  If the discrepancy is 
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found to be due to an administrative error made by the Employer, the employee shall be 

paid twenty dollars ($20) in addition to the amount of the pay discrepancy.  Payment for 

errors of $100 or more shall be made no later than three business days after the error is 

confirmed. No payment shall be due to the employee if the error was caused by systemic 

issues, an employee’s failure to accurately report their hours, or a wage rate adjustment 

that occurred in the middle of a pay period.  At no cost to the employee, an employee may 

elect to have his or her paycheck electronically deposited at the employee’s designated 

bank.   

ARTICLE 11 – PAID HOLIDAYS 

1. Recognized holidays are New Year’s Day, Martin Luther King, Jr. Day, Memorial Day, 

Juneteenth, Independence Day, Labor Day, Thanksgiving Day, Christmas Day, and one (1) 

Floating Holiday.  

2. Active full-time employees shall receive eight (8) hours holiday pay for these recognized 

holidays. Active part-time employees with at least nine months of continuous employment 

service shall receive (4) hours holiday pay for these recognized holidays (three years 

continuous service for the Floating Holiday). Holiday pay shall not be due to an employee 

who fails to work the last scheduled shift before the holiday, the first scheduled shift after 

the holiday, or on the holiday itself if scheduled to do so.  

3. A Floating Holiday must be requested of and approved by the Employer.  Preference for 

Floating Holidays shall be given by seniority; however, seniority may not be exercised to 

postpone the already approved Floating Holiday of a less-senior employee.  

4. An employee shall be paid one and one-half times (1.5 x) their pay rate for all time worked 

on Christmas Eve after noon (12:00 p.m.).   

ARTICLE 12 – PAID VACATION 

1. Regular employees earn one (1) week of paid vacation per year after the completion of one 

(1) year of seniority and two (2) weeks of paid vacation per year after the completion of two 

(2) years seniority, and three (3) weeks of paid vacation per year after five (5) years 

seniority, and four (4) weeks of paid vacation per year after eleven (11) years seniority, and 

five (5) weeks of paid vacation per year after twenty (20) years seniority.  

2. The anniversary of the employee’s hire date begins the employee’s vacation year.  One week 

of vacation may be carried over in to the next vacation year; otherwise, all other earned 

vacation must be taken during the employee’s vacation year.   

3. Vacation must be approved by the Employer.  Each March, the Employer shall post 

vacation time that will be available from April through the following March.  In order of 

seniority, Employees shall have the opportunity to select from the posted vacation time.  

This seniority-based selection process shall be completed by March 31 of each year.  After 
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March 31, vacation requests shall be granted on a first come, first served basis, whereby 

seniority shall be given preference only when, on the same date, two or more employees 

make a request for the same vacation time.  Requests made after March 31 shall be made 

in writing on form provided by the Employer, with Employer denoting the outcome of the 

request on the same form, a copy of which shall be provided to the Employee within two 

(2) business days. 

4. Vacation time selected or granted that subsequently becomes a regularly scheduled off day 

shall be rescheduled. The Employee shall have the option of rescheduling that vacation 

time to a regularly scheduled work day immediately preceding or following the remaining 

adjacent vacation time that was selected or granted; otherwise, the Employee’s request for 

another date will be considered on a first come, first served basis, per Section 3 of this 

Article.    

5. If a Holiday falls during an approved vacation week, the Employer may grant the employee 

an additional paid day off to be taken later, or the equivalent in pay.   

6. The Employer reserves its final right to allot vacation periods to ensure orderly business 

operations and maintenance of service.  When exercising this right prevents an employee 

from taking requested vacation time, the unused vacation may be carried over from one 

vacation year into the following vacation year and must be scheduled and taken within the 

first ninety (90) days of the following vacation year.  

7. Vacation pay shall be forty (40) hours per week or eight (8) hours per day for full-time 

employees, and twenty (20) hours a week or four (4) hours per day for part-time employees.  

8. Earned but unused vacation shall be paid to an employee who provides the Employer with 

at least one week’s notice of resignation.  An Employee terminated for cause shall not 

receive pay for earned but unused vacation. 

9. Should the Employer lose its contract with a PMO, the Employer shall pay out all earned 

but unused vacation to employees whose employment is terminated as a result. 

ARTICLE 13 – HEALTH INSURANCE 

1. The Employer shall contribute to the Service Employees International Union Health & 

Welfare Fund (“Fund”) on behalf of active regular full-time employees who enroll in coverage.     

2. The Employer and Union shall cooperate in providing enrollment materials to employees who 

achieve regular full-time status.  The employee is responsible for completing and submitting 

the enrollment form to the Employer within thirty (30) days of achieving regular full-time 

status. The Employer shall forward the completed enrollment form to the Fund within five (5) 

business days of receipt.  Coverage through the Fund begins the first day of the month 

following the date on which the employee achieves regular full-time status.   
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3. The straight-time hourly wage rate for active regular full-time employees who are not enrolled 

in coverage through the Fund shall be increased by $1.00, except as noted in Section 5 Part a) 

of this Article.  

4. The total monthly contribution rates to the Fund per enrolled employee shall be $716 for 

employee-only coverage, or $1,148.61 for employee plus child\children coverage. Each 

January the rates may be increased as directed by the Trustees of the Fund by up to 8%.   

5. By enrolling in coverage through the Fund, an employee authorizes the Employer to withhold 

their share of the total monthly contribution to the Fund from their pay.  An employee’s share 

of the total monthly contribution for employee-only coverage shall be $44 or $165 for 

employee plus child\children coverage. Where there are insufficient funds to withhold from 

an employee’s pay to cover their share of the total monthly contribution, the employee shall 

make payment by United States Post Office money order directly to the Employer.   

a) Failure to make such full payment directly to the Employer within twenty-eight 

(28) days of that payroll date shall result in loss of coverage, for which the 

employee may not enroll again until Fall, per Section 7 of this Article, and during 

which time the employee shall not receive the wage increase provided in Section 3 

of this Article. Nothing in this paragraph would prevent an employee’s eligibility 

for continuation of benefits under COBRA.         

6. The coverage for a regular full-time employee who becomes inactive due to being on an 

approved leave of absence or being laid off shall be reinstated the first of the month following 

return to work as a regular full-time employee. 

7. A regular full-time employee who does not enroll in coverage, who wishes to change their level 

of coverage, or who loses coverage per Section 5 Part a) of this Article and has made full 

payment to the Employer on past due amounts for their prior coverage, shall have the 

opportunity to enroll again each Fall. Being adequately supplied by the Fund with enrollment 

forms, the Employer shall be responsible for distributing them to the employees during the 

Fall enrollment period. The employee is responsible for completing and submitting the 

enrollment form to the Employer between October 15 and November 14. The Employer shall 

forward the completed enrollment form to the Fund by that December 1. Coverage through 

the Fund begins January 1 of the next year.     

8. Any employee on whose behalf the Employer had made contributions to the Fund during the 

month prior to the effective date of this Agreement shall be eligible to continue their coverage.     

ARTICLE 14 - PENSION 

1. Coverage: The Employer agrees to make periodic contributions on behalf of all employees 

covered by the Collective Bargaining Agreement to the Service Employees International 

Union National Industry Pension Fund (hereinafter, “Fund”) in the amounts specified in 

Section 3 below. 
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2. Term: The Employer agrees to become and remain a participating employer in the Fund 

throughout the term of this Collective Bargaining Agreement, including any extensions 

thereof. 

3. Contributions: Beginning August 1, 2024, the Employer will make contributions into the 

Fund as follows on behalf of all regular full-time employees and all regular part-time 

employees after their completion of 90 days of employment: 

 Hourly Base Supplement % Supplement Amt. Hourly Total 

8/1/2024 $0.15 7.75 $0.0116 $0.1616 

8/1/2025 $0.25 16.10 $.0242 $0.2742 

8/1/2026 $0.25 25.10 $0.0377 $0.2877 

8/1/2027 $0.25 34.80 $0.0522 $0.3022 

 

Contributions required by this provision shall be paid to the Fund on or before the fifteenth 

day of the month following the period for which contributions are due or before such other 

date as the Trustees may thereafter determine. 

Contributions shall be transmitted together with a remittance report containing such 

information, in such manner, and on such form as may be required by the Fund or their 

designee. 

4. Trust Agreement: The Employer hereby agrees to be bound by the provisions of the 

Agreement and Declaration of Trust establishing the Fund, as it may from time to time be 

amended, and by all resolutions and rules adopted by the Trustees pursuant to the powers 

delegated to them by that agreement, including collection policies, receipt of which is 

hereby acknowledged. The Employer hereby designates the Employer members of the 

Fund’s Board of Trustees, or their duly selected successor(s), as its representatives on the 

Board. 

5. Audits: The Employer agrees to permit auditors authorized by the Fund to inspect and 

review any of its records necessary to ensure compliance with this Agreement and to 

forward such records or true copies thereof to the Fund’s auditors upon request. 

6. Delinquencies:  The Employer agrees and affirms that, should it default or become 

delinquent in any of its obligations to the Fund set forth in this Article, it shall be liable for 

such damages, penalties and costs as may be provided for by the Fund's Trust Agreement, 

resolution(s) and collection policy(ies) of the Fund's Trustees including, but not limited to, 

a late payment penalty, interest, liquidated damages, and all costs of collection including 

reasonable attorney's and accounting fees. 

7. Cooperation: The Employer and Union agree to cooperate with the Trustees of the Fund in 

distributing Plan booklets, literature, and other documents supplied by the Fund 

Administrator and in obtaining and providing such census and other data as may be 
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required by the Fund’s Administrator or Trustees to enable them to comply with the 

applicable provisions of the Employee Retirement Income Security Act. 

8. Approval by Trustees:  The Union and Employer acknowledge that the provisions of this 

Article and the participation of the employees covered by it are subject to approval by the 

Trustees of the Fund and that the Trustees reserve the right to terminate, at their sole and 

unreviewable discretion, the participation of the employees covered by this Agreement and 

to establish the level(s) of benefits to be provided. Termination may be directed by the 

Trustees for reasons including, but not limited to, failure of the Employer to timely pay 

contributions and expiration of a Collective Bargaining Agreement. The parties further 

acknowledge that the Trustees' acceptance for participation in the Fund of the employees 

covered by the Collective Bargaining Agreement is limited only to the categories of 

employment covered by the Collective Bargaining Agreement at the time application for 

acceptance occurs and the admission of other categories of employment to participate in 

the Fund will require specific acceptance by the Trustees. 

9. Miscellaneous: In the event of any inconsistency between this Article 14 and any other part 

of this Collective Bargaining Agreement, the terms of this Article 14 shall prevail.  

 

ARTICLE 15 - LEAVE OF ABSENCE 

1. An employee with one year of continuous service may be granted a leave of absence, with 

or without pay, for time away from work under the following conditions: 

2. Disability Income Insurance: Regular full-time employees shall be covered under the 

Employer’s disability income insurance plan. The plan does not replace or provide benefits 

required under Worker’s Compensation laws in the State of Minnesota.   Under this plan, 

which shall require no premium contribution from the employee, the employee may receive 

sixty percent (60%) of basic weekly earnings. This is payable to the employee as a taxable 

benefit when: 

a. The employee and attending physician have submitted a claim form to the 

disability income insurance carrier stating the date the disability began, its cause, 

its degree, and a description of any restriction on the employee’s performance of 

regular work duties; 

b. The employee provides what is reasonably required by the disability income 

insurance carrier to support a claim of continued disability. 

Benefits begin on the eighth (8th) consecutive calendar day of disability due to accidental 

injury or sickness, including pregnancy and its complications, and are payable for a 

maximum of thirteen (13) weeks.  



 

Page 19 

3. Family and Medical Leave Act (FMLA): When the Employer employs fifty (50) or more 

employees within the jurisdiction of this Collective Bargaining Agreement, eligible 

employees may be entitled to leave of absence for: 

a. The birth of a child, or the placement of a child with the employee for adoption or 

foster care 

b. The employee’s own serious health condition 

c. Because the employee is needed to care for a child, spouse or parent with a serious 

health condition 

d. Because of a qualifying exigency arising out of the fact that the employee’s spouse, 

son, daughter or parent is on active duty or call to active duty status in support of 

a contingency operation as a member of the National Guard of Reserves 

e. Because the employee is the spouse, son, daughter, parent or next of kin of a 

covered service member with a serious injury or illness 

Eligible employees must have worked for the Employer for at least 12 months and must 

have worked at least 1,250 hours in the 12 months preceding the leave. 

4. Personal Emergency: Personal Emergency Leave of up to twelve (12) weeks within a twelve 

(12) month period may be available to employees with at least one (1) year of service to 

attend to urgent or compelling personal matters when all other means of taking leave have 

been exhausted and all paid time off has been exhausted. 

Personal Emergency Leave may be granted to participate in a substance abuse 

rehabilitation program when such request for leave is made prior to an event that would 

subject the employee to immediate termination.  When possible, the employee must be 

referred to the rehabilitation program through the Employee Assistance Program (EAP) 

included in the Service Employees International Union Health & Welfare Fund.  

Requests for Personal Emergency Leave must be made in writing to Employer and 

must be submitted at least ten (10) business days in advance of the desired start of the 

leave, or as soon as practicable.  Employer maintains the right to approve or deny requests 

for Personal Emergency Leave and shall do so in writing.  Requests shall not be 

unreasonably denied; however, employee absences on the days denied for personal leave 

shall not be considered excused solely because the employee questions the reasonableness 

of the denial. 

Requests by employees who otherwise would have been granted FMLA if not for the 

number of employees employed at the time of the request shall not be denied by the 

Employer.  

5. Military Leave of Absences:  All reservists or National Guard members are required to 

notify their Employer as soon as possible of training exercises requiring time off of work.  

Military leave will be without pay or at the discretion of the Employer. 
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6. Bereavement Leave:  Non-probationary employees will be allowed a period of up to five (5) 

days off with pay to mourn the death and\or make arrangements for and attend the funeral 

of their mother, father, spouse, or child.  Up to four (4) days will be allowed for their 

brother, sister, current mother-in-law, or father-in-law.  Employees will be allowed up to 

three (3) days with pay to attend funerals for their grandparents, grandchildren, great 

grandchildren, step-parents and current brother\sister-in-laws.  In the case of a funeral 

outside of the Continental United States, upon submission of satisfactory documentary 

evidence, an employee shall not be unreasonably denied up to no more than two (2) 

calendar weeks of unpaid funeral leave. 

7. Union Leave:  Upon at least ten (10) business days of advance written notice, one (1) 

employee from each PMO shall be granted up to twelve (12) weeks unpaid leave in any 

consecutive twelve (12) month period for union business, extendable by mutual agreement.   

The Union will be responsible for all benefits and accruals during extended (which shall be 

defined as a period of twelve business days or more) leave for the employee.  Following 

such leave, the employee shall be entitled to be reinstated to his former or an equivalent 

position with the same rate of pay.  The Employer will release employees who serve on the 

Union’s Executive Board, Negotiating Committee, or as Shop Stewards for meetings as long 

as the Union has requested release at least twenty-four (24) hours before the employee’s 

scheduled work shift which would be missed to attend the meeting.     

8. Jury Duty: The Employer will allow full-time employees paid time to serve on a jury.  An 

employee must, within one working day of receipt of a summons for jury duty, notify 

his\her manager of the days required to be available for jury duty.  The Employer is to pay 

the differential in wages then jury duty conflicts with his\her working schedule. If the 

employee works second or third shift, they will be given the time off and paid the 

differential, as well.   

9. Paid sick and safe leave, as prescribed by federal, state or local laws and or ordinances, 

shall be afforded to employees. On the effective date of this Agreement, sick and safe time 

local ordinances already exist in the cities of Minneapolis and St. Paul, and law in the State 

of Minnesota (which requires the Employer to follow the sick and safe time requirements 

most favorable to the employees).  All available hours shall be front-loaded each January 1 

(including retroactively to 1/1/2024). On the effective date of this Agreement, 48 hours per 

year is most favorable to the employees (a “year” means the consecutive 12-month period 

starting each January 1).  On the effective date of this Agreement, allowing an employee to 

carry over unused time from year to year until an 80-hour maximum amount is reached is 

most favorable to the employees. 
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ARTICLE 16 – EQUIPMENT AND UNIFORMS 

1. Furnishing of Equipment: Employees shall not be required to furnish any equipment to 

perform their duties, unless herein provided.  Employees shall be responsible for the care 

of the equipment they are furnished by the Employer.  Employees shall immediately advise 

the Employer of equipment that is in need of repair or maintenance.     

2. Where required, the Employer will provide regular uniforms at no cost to the employee. 

Uniforms shall remain the property of the Employer. Employees shall be responsible for 

the care of the uniforms they are furnished by the Employer. Uniforms shall be 

professionally cleaned at the expense of the Employer before being reissued to a different 

employee. Uniforms shall only be worn during scheduled work shifts.  

3. Company Property: An employee who separates from the Employer, who as been entrusted 

with any company property, must return all such property to the Employer upon 

separation.  Company property included, but is not limited to keys, badges, uniforms, 

pagers, and other equipment.  The Employer may hold the employee’s final pay check until 

such items are returned to the company or the employee may forfeit the cost incurred by 

the Employer to regain the property or forfeit the lesser of $250.00 or his/her final pay 

check as liquidated damages. 

4. Regular employees with at least one year of service shall be eligible to receive an annual 

work shoe reimbursement.  The employee must present proof of purchase made within the 

prior thirty (30) calendar days. The employee must present the shoes to the Employer for 

inspection. If the shoes match the proof of purchase and are approved to be worn on duty, 

then the employee shall be reimbursed for up one-hundred dollars ($100) of the purchase 

price.  The employee shall become eligible for the reimbursement again in no less than 

twelve (12) months.   

5. Employees active at any time between December 1 and February 28 shall receive an annual 

winter gear allowance of fifty dollars ($50) for that winter season. 

   

ARTICLE 17 – CONTRACTING NEW ESTABLISHMENTS 

1. Entitlement to Undertake New Contracts:  It is understood that any Union contractor is 

entitled to negotiate a contract with any potential customer who might have a Union 

agreement of his/her own employees who are covered by an agreement with the Union. 

2. Obligations to Union Members When Contracts for Services Covered under This 

Agreement Change Hands between Companies Whose Employees are Members of SEIU 

Local 26:  When the company signs a contract to provide services at a property where such 

services are provided by another contractor whose employees are SEIU Local 26 members, 

the newly arriving company will offer employment to the non-probationary employees of 

the departing contractor subject to the following conditions: 
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a.   The customer may specifically disqualify employees of the departing contractor 

and such employees shall not be hired by the arriving company. The departing 

contractor will then either (a) place the disqualified employee(s) in another 

substantially comparable position without loss of benefits or seniority or, if no such 

position is available, (b) layoff the disqualified employee(s) subject to the 

provisions of Article 8 of this Agreement.  Customer decisions in this regard shall 

be final and binding and not subject to arbitration. 

b. Any employees not disqualified by the customer shall be required to pass the 

arriving company’s normal selection and hiring processes, including, but not 

limited to, background checks and drug screening, before becoming employed by 

the arriving company.  Any employees of the departing contractor who do not pass 

such processes shall not be hired by the arriving company. 

c. Employees hired by the newly arriving company will retain their seniority date as 

recorded by the departing company, as well as their previous pay rate, vacation 

accrual levels, full-time or part-time status, and eligibility for benefits (without a 

new probationary or waiting period).  

d. Individual shift assignments, work schedules and work assignments given to 

employees hired shall be exclusively the determination of the arriving company 

and no grievance concerning any such decision shall be subject to the contractual 

arbitration procedure.  Any non-disqualified employees who are not hired by the 

arriving company shall be laid off subject to the provisions of Article 8 of this 

Agreement, by the departing company.  

e. Under no circumstances would a re-bid or change in contractors result in having 

fewer full-time employees than are already employed in a PMO, either by contract 

or in-house staff that are presently members of SEIU Local 26, unless there is a 

specification change by the customer.  Such change in specifications must be given 

in writing to the Union, and must have a reasonable relationship to the number of 

hours reduced, but the company shall not be required to disclose any confidential 

and proprietary information. 

f. The contractor shall continue to have the obligation to the Union members 

employed by the customer or all previously “protected” employees who were 

formerly employed by the customer or contractor to provide employment in the 

PMO with no reduction of pay or other benefits. 

3. The Employer will provide the Union with the following information, within a reasonable 

period of time, if a PMO contract is lost to non-union companies.  

a. Date of contract termination 

b. Incoming contractor (if known by the Employer) 

c. Number of full-time and part-time employees  
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ARTICLE 18 – NON-DISCRIMINATION 

1. Non-Discrimination Principle:  There shall be no discrimination against any present or 

future employees by reason of race, creed, color, age, religion, national origin, sex, sexual 

orientation, disability, veteran status, marital status, or Union membership. 

2. The Employer and the Union are committed to maintaining a workplace free from all forms 

of illegal harassment, including sexual harassment.  New employees shall be given a copy 

of the Employer’s policy regarding sexual harassment within one month of their starting 

date.  All employees shall be given a copy of the Employer’s policy regarding sexual 

harassment at least annually and shall acknowledge their receipt of the policy in writing.  

The Employer shall conduct training on the prevention of sexual harassment in the 

workplace for all employees at least once per year. 

3. Subsequent Proceedings:  The negotiations which culminated in this Agreement were an 

equal effort by both the Employer and the Union, with equal responsibility for the results.  

Therefore, in the event the Employer is charged or sued because of an alleged violation 

arising out of these terms and conditions of this Agreement, on the basis of race, creed, 

color, age, religion or national origin (under state, federal, or local laws or regulations), the 

Union shall be immediately joined as a party to such charge or suit and the Union agrees 

to defend the Employer’s position and bear equally all responsibility and costs that may 

result from such proceedings. 

4. Arbitration of Discrimination Claims:  Any claim which is cognizable under Title VII of the 

Civil Rights Act of 1964 as amended or under any other applicable federal, state or local 

civil rights legislation shall not be arbitrable except by mutual consent of the Employer and 

the Union.  Any such claim shall first be submitted to the Employer with the appropriate 

evidence necessary to ascertain the merits of the claim.  Absent such mutual consent, the 

sole recourse of an employee with such claim shall be the government agency having 

jurisdiction over such claim.   The Union and the Employer agree to make a good faith effort 

to try to resolve any such issue. 

5. The Employer agrees that in the event of an issue or inquiry arises involving documentation 

of work authorization status of a non-probationary employee, the Employer shall promptly 

notify the employee in writing of the specific problem and forward a copy of such 

notification to the Union. 

a. In the case of an I-9 Audit by Immigration and Customs Enforcement (ICE), the 

employer agrees to notify ICE immediately of the existence of a collective 

bargaining agreement that determines the terms and conditions of employment of 

its employees. 

b. The employee will, upon written request and consistent with the business needs 

and legal obligation of the Employer, be permitted unpaid time off of up to 120 

days, with no loss of seniority, for the purposes of correcting the identified 
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problem, provided the Employer is given adequate notice of planned absences and 

verification of reason. 

c. Lawful changes to an employee’s work authorization document (e.g. name change, 

correction of social security number, etc.) shall not be cause for a break in 

employment or a rehire.  

d. An employee terminated as a result of alleged problems with documentation of 

work authorization shall be paid out all accrued vacation. 

e. Employees terminated for issues regarding documentation of work authorization 

shall be placed on the layoff list and will maintain their seniority if they are able to 

lawfully resolve their work authorization issue within 12 months of the date of 

termination. 

6. In the event of the passage of federal immigration reform, the Union and the Employer 

agree to meet and confer on issues that may surface affecting terms and conditions of 

employment.  It is expressly agreed that this provision shall not constitute a reopener of 

this Agreement. The Agreement in its entirety shall remain in full force and unchanged. 

7. The Employer shall accommodate members who request time for religious prayer at 

religiously appropriate break times during work hours according to past practice, provided 

the employees complete their regular full workday obligations without additional straight 

time compensation.  If no past practice exists, the Employer shall make accommodations 

for prayer time during break times.   

ARTICLE 19 – NO STRIKE, NO LOCKOUT  

1. No Strikes, No Lockouts:  The Employer shall not declare any lockout during the life of this 

Agreement and the Union shall not cause or permit any strike, sympathy strike, work 

stoppage, slow down, sit down, stay-in, walkout, picketing or other interference or 

interruption with the Employer’s operation and the Union shall cooperate with the 

Employer in bringing the same to an end.   It is further agreed that the Employer shall have 

the right to discipline and/or discharge any employee participating in any conduct 

prohibited by this paragraph and that “just and sufficient cause” for such discipline or 

discharge shall be deemed established by the fact of such participation.  The obligations of 

this clause shall be suspended in the event that the Employer expands its security and\or 

janitorial operations into other accounts within the Union’s 7-county metro area 

jurisdiction without agreeing to the terms of the Master Agreements for such operations.   

The Employer’s expansion into any future PMO within the Union’s 7 county metro area 

jurisdiction with a similar unique mix of janitorial and security ambassador services as the 

current PMOs would not trigger the suspension of this clause. 

2. Honoring Picket Lines: The Employer shall not require any employee to go through a picket 

line of a striking Union.  However, the Union agrees that in the event the Employer 
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becomes involved in a controversy with another Union, the Union will do all in its power 

to help a fair settlement. .    

ARTICLE 20 – COMPLIANCE WITH AGREEMENT  

1. Job Stewards: The Union shall designate at least one Job Steward at each PMO.  The Union 

shall notify the Employer in writing of all designated Job Stewards.  If the Union has failed 

to designate a Job Steward, an employee shall have the option to engage a Union 

Representative for any Job Steward duties within 24 hours. Job Stewards shall have the 

right to investigate complaints relating to the specific terms of this Agreement at their 

regular job location.  The Employer agrees not to discriminate against or retaliate against 

Job Stewards for Union activity.  However, Job Stewards are subject to the same rules, 

regulations and working conditions as apply to all other employees.  Job Stewards shall be 

paid for time spent in the Employer’s investigatory interviews with employees, disciplinary 

action meetings with employees, and in Step 1 of the grievance procedure prescribed in 

Article 20 of this Agreement.    

2. Conference with Union Representatives: The Union shall not hold conferences with on-

duty employees without arrangements being made at least 24 hours in advance with the 

Employer. The Union shall make arrangements for conferences between its 

Representatives and on-duty employees through the Employer. The Employer shall 

cooperate with the Union in making these arrangements in a reasonable manner and 

consistent with the demands of security and other establishment rules prescribed by the 

PMO.  This does not preclude a Union Representative from briefly greeting (i.e., no more 

than two minutes) an on-duty employee in a public area so long as it does not keep the 

employee from tending to a duty that requires immediate attention.  The Union 

Representative and Job Steward shall be given access at all times without notice to a Union 

bulletin board in the employee’s break area at the PMO office, and to discussions with off 

duty (on break, before or after shift) at the PMO office.   

3. Compliance with Agreement: The Employer, after receiving written notice from the Union 

regarding a specific violation of the Agreement, is to be given thirty (30) days within which 

to correct the violation.  After the thirty (30) day period, the Union may audit records of 

the Employer involved with respect to the specific violation.  If the audit shows the 

Employer has corrected any and all violations, then it shall not be regarded as “willful” and 

the audit shall be paid for by the Union.  If, on the other hand, the audit shows that said 

Employer has not corrected all violations, then it shall be regarded as “willful” and it shall 

be made to pay the cost of the audit and also pay whatever items are applicable under the 

violation plus eight per cent (8%) interest for the total amount of money involved.  

Reasonable proof must be provided by the Union before the Employer is obligated to 

present its records. 
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ARTICLE 21 – GRIEVANCE PROCEDURE  

1. Definition of Grievance:  A grievance within the meaning of this Agreement shall be any 

difference of opinion, controversy or dispute arising between the parties hereto relating to 

any matter of compensation, hours and working conditions or the interpretation or 

application of any provision of this Agreement.  The parties pledge their cooperation in 

promptly resolving grievances using the steps prescribed herein in a courteous and 

respectful manner. 

2. Grievance Steps: 

a. Step 1: An aggrieved employee or employees, accompanied by the steward, may 

consult with the Employer’s supervisor.  If a group of employees are involved in 

the grievance, the steward may act as representative for the employees.  The 

employer shall not be required to recognize any shop steward unless the steward 

has been previously identified in writing by the Union. 

b. Step 2: An aggrieved employee or employees shall present the grievance in writing 

(other than a grievance relating to discharge) to the Employer within ten (10) 

working days from the time it first arose.  The Employer is allowed ten (10) working 

days to respond to the Union in writing.  With ten working days of receipt of the 

Employer’s written response, the Union must notify the Employer in writing 

whether it wishes to advance the grievance to Step 3. 

c. Step 3:  If the grievance is not settled in Step 2, the Union’s representative shall 

then meet with the Employer’s designated representative.  That meeting will occur 

within ten (10) working days of the receipt of the Union’s request to advance the 

grievance to Step 3.  Within five (5) days of this meeting, the Employer will notify 

all parties, in writing, of its decision in this matter. 

d. No written or verbal warnings or reprimands shall be considered for purposes of 

progressive discipline after twelve (12) months from the date of the warning or 

reprimand.  This does not apply to past suspensions, EEOC claims, criminal 

conduct, or violence.  The Employer agrees that if an employee is asked to sign a 

document of disciplinary action, such signature implies only receipt of 

documentation. 

e. Failure by the Employer to meet with the Union within the prescribed time limits 

or to respond to the Union within the prescribed time limits shall render the 

grievance automatically elevated to the next level in the grievance procedure. 

f. It is expressly agreed and understood that the Employer shall have equal ability to 

initiate grievances, but the Employer grievances shall commence at Step 3, with a 

meeting between the Union and the Employer. 

g. Arbitration: Within 45 days of receipt of the Employer’s written Step 3 response, 

the Union must notify the Employer in writing of whether it wishes to advance the 
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grievance to arbitration.  The Union shall request the Federal Mediation and 

Conciliation Service (FMCS) to furnish a panel of seven (7) arbitrators.   

Within seven (7) calendar days of receipt of the panel of arbitrators from 

the FMCS, the Union shall provide written notification to the Employer’s Legal 

Director of such receipt and its desire to commence the process to select the 

arbitrator.  This notification to the Employer shall include a copy of the panel of 

arbitrators provided by the FMCS. 

The arbitrator selection process shall be as follows.  Within seven (7) 

calendar days of the Legal Director’s receipt of the Union’s written notification of 

its desire to commence the process to select the arbitrator, the Union and the 

Employer shall alternately strike three (3) names each from the panel of arbitrators 

provided by the FMCS. The first party to strike shall be determined by lot. The 

remaining name on panel shall be that of the arbitrator.   

Should either party be delinquent in the striking of names process within 

the seven (7) calendar days allotted, the other party may provide the delinquent 

party written notice of its intent to unilaterally select an arbitrator from the panel 

provided by the FMCS.  If within three (3) calendar days of receipt of such notice 

the delinquent party still has not participated in the striking process, the notifying 

party may unilaterally select an arbitrator from the panel provided by the FMCS, 

and set the date, time and location for an expedited arbitration.   

The expense of the arbitrator so selected and the court reporter (if 

mutually agreed upon) shall be borne equally to the Employer and the Union. 

Failure of either party to process the grievance within the time period 

specified above shall be deemed to be a waiver of that grievance. 

3. Grievance on Discharge:  An Employee who has been discharged shall have three (3) 

working days after discharge to file with the Union a written grievance.  The Union shall 

then have three (3) working days, after receipt of the grievance, to mail or give a copy 

thereof to the Employer.  If these time limits are not met, the matter will be considered 

closed.  

4. Authority of Arbitrator:  The arbitrator shall have the authority to apply to provisions of 

this Agreement and to render a decision of any grievance properly coming before him\her, 

but he\she shall not have the authority to amend or modify this Agreement or to establish 

any terms or conditions of this Agreement not shall he\she have the authority to award 

back pay to an employee in a discharge case greater than thirty (30) working days beyond 

the date the arbitrator is selected.  When selected, the parties shall advise the arbitrator 

that he\she must render his\her decisions within ten (10) business days following the close 

of the arbitration hearing.     
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ARTICLE 22 - STATE AND FEDERAL LAWS 

1. Compliance with State and Federal Laws:  It is the intent and purpose of this Agreement to 

abide by and comply with all laws, both State and Federal, and all decisions and rulings of 

all courts, tribunals and boards, both State and Federal, that may legally affect this 

Agreement.  It is the belief of the parties hereto that this Agreement does so comply will all 

such laws, decisions and rulings. If, however, the Agreement does not and the employer-

employee relationship herein is not in compliance with any such present law, decisions or 

ruling, which may be enacted or promulgated in the future, the parties hereto agree to 

accept and comply with any such Federal or State law, any such Federal or State court 

decisions or the ruling of any such State or Federal board or tribunal. 

2. Readjustments to Comply with Legislation: Should any of the provisions of this Contract, 

be held either administratively or judicially to be in violation of any applicable Federal, 

State or Local legislation, the Union and the Employer agree to meet to bargain any 

necessary changes or adjustments in this Agreement, so that compliance with such 

legislation shall be achieved.  It is agreed, however, that such adjustments shall result in no 

(or minimum) overall financial cost to the Employer.  It is provided, however, that such 

changes and/or readjustments must be lawful. 

ARTICLE 23 - SAVING CLAUSE 

 Should any part of this Agreement or any provisions herein contained be rendered invalid 

by reason of any existing or subsequently enacted legislation or act of any authorized agency of 

government or by the decree of a court of competent jurisdiction, such will not invalidate the 

remaining portions thereof and they shall remain in full force and effect. 
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ARTICLE 24 - TERM OF AGREEMENT 

This Agreement shall become effective on February 1, 2024, and shall remain in full force 

and effect up to and including January 31, 2028, and thereafter from year to year unless and until 

either party shall give the other sixty (60) days’ notice in writing prior to the expiration of this 

Agreement of their intentions to negotiate changes or terminate this Agreement. 

 

For the Union:     For the Employer: 

 

____________________    ____________________ 

Greg Nammacher                            Date    Bill Stejskal                              Date      

President       Chief Human Resources Officer   
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MEMORANDUM OF UNDERSTANDING - EMPLOYEE SAFETY 

 
February 1, 2024 
 
Signatures below indicate mutual agreement to the following:  
 

• Management shall train employees in situational awareness and verbal de-escalation 

techniques. 

• After 6:00 pm on Thursdays, Fridays and Saturdays between Memorial Day and Labor Day, 

employees assigned in Zones 6 and 7 will have the option of working in pairs. 

• Dispatchers shall immediately notify all employees who are on duty of imminent danger, 

assaults, and gunfire. 

• The drain at Peavey Plaza shall not be cleaned without proper equipment.  

• The cleaning of portable toilets beyond sweeping shall be deferred to the equipment 

provider (currently Biffs, Inc.). 

• DID pop up bathroom will not be cleaned by employees if feces or blood is outside the toilet. 

• Within 30 days of the effective date of the renewed collective bargaining agreement, the 

Safety and Sustainability Committee (Article 7 Section 3) shall convene to discuss safety 

related to a) the use of Brutes after dark, b) cleaning and maintenance work performed in 

bike lanes, and c) staffing levels and cross-training of safety responsibilities in St. Paul.  

 

  For the Union:     For Management: 
 
 
 
 
      Greg Nammacher    Bill Stejskal  
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SIDE LETTER OF AGREEMENT 

 
February 1, 2024 
 
Signatures below indicate mutual agreement to the following:  
 

• The Employer shall work with the Union to schedule on paid time a one-time meeting of 

Job Stewards and Team Leads from all PMOs covered by the CBA with a Union 

Representative to facilitate communication and joint understanding of roles. 

• Employees whose attendance accounts exceeded 30 points shall have all points carried over 

on the effective date of the renewed CBA. Going forward from then, they shall be eligible 

again for Article 8 Section 8 add back points once their balance gets below 30 points; 

however, their balance may not again exceed 30 points. 

• For employees in St. Paul, parking and bus passes will be paid, consistent with past 

practice, as long as the Employer’s client allows.  

 

  For the Union:     For Management: 
 
 
 
 
      Greg Nammacher    Bill Stejskal  

 


