TENTATIVE AGREEMENT
Housing Opportunity Commission and UFCW Local 1994 MCGEO

Gender-neutral Language

In order to recognize the evolution of gender identification in today’s society, we recommend
transforming the language of the Collective Bargaining Agreement to gender-neutral language in an
effort to demonstrate inclusion to all people including those who do not identify with the stereotypical
gender binary of male/female.

ARTICLE 3 AGENCY SHOP

3.12 Bargaining Unit Members who pay Union dues and initiation fees and-Bargaining-Unit-Members
whe-pay-a-sepvice-fee shall pay amounts set by the Union. These amounts may be subject to change once

each year of this Agreement as a result of the Union’s notice to the Employer and the appropriate
Bargaining Unit Members mailed thirty days prior to the change.

3.23 The Union shall indemnify and hold the HOC harmiess against any and all claims arising from
actions taken by the Union with regard to the collection of Union dues and initiation fees, service-fees or
the resolution of disputes concerning Union dues and/or initiation fees initiation-fees-or-ageney-service
fees, including any costs for attorneys (attorneys to be selected by the HOC), expert witnesses, and other
litigation expenses.

ARTICLE 4 PAYROLL DUES DEDUCTION

4.1 The HOE-Union shall provide a voluntary checkoff and HOC shall check off Union dues, initiation
fees and service-fees voluntary political contributions from all bargaining unit members who submit an
advance written authorization for such a checkoff. covered-by-this—agreement. The amount to be
deducted shall be certified to the HOC by the Treasurer of the Union, and the aggregate deductions from
all bargaining unit members shall be remitted bi-weekly to the Union, along with an itemized statement.

ARTICLE 5 WAGES

5.1 Wage Adjustments (rewrite as follows)



Effective the first full pay period after January 1, 2022, Bargaining Unit Members shall receive a $1064
general wage adjustment.

Effective the first full pay period after June 1, 2022, Bargaining Unit Members shall receive a $1684
general wage adjustment.

The minimum and maximum of the pay scales for each grade shall be increased commensurate with
each general wage increase.

5.1.2 Service Increments (rewrite as follows)

5.1.2(a) For Fiscal Year 2022, Bargaining Unit Members who have been rated as fully successful
by the effective date, shall receive a 3.5% annual pay increment effective the first full pay period after
January 1, 2022. A Bargaining Unit Member who is not fully successful the first full pay period after
January 1, 2022, shall receive their FY22 increment when they become fully successful.

5.1.2(b) For Fiscal Year 2021, Bargaining Unit Members who have worked at least six months in
FY21, shall receive a 1.75% annual pay increment effective the first full pay period after June 1, 2022
and a 1.75% annual pay increment effective the first full pay period after September 1, 2022.

5.1.2(c) The annual pay increment is granted up to the level for the pay grade to which the
Bargaining Unit Member is assigned. When a Bargaining Unit Member is not at the top of the pay grade,
any remaining balance of the increment will be given as a one-time bonus. Bargaining Unit Members
who are already at the top of the pay grade shall not receive any increment as a bonus.

5.1.2(d) At no time during the contract period will a Bargaining Unit Member receive a wage
that is below the minimum of the Bargaining Unit Member’s pay grade.

5.1.3. Wage Reopener

if during FY21 or FY22, non-represented employees receive General Wage Adjustments, Service
Increments or Longevity Steps or bonuses, or other increases above the amount received by
bargaining unit members, HOC will inform the union within ten (10) days of issuing the increase/s and
the parties will enter negotiations over the particular topic (General Wage Adjustments, Service
Increments, Longevity Steps, Bonuses, etc.) where the percentage paid to non-represented employees
exceeded the percentage (or amount in cases where agreement specifies lump sum dollar increases)
paid to bargaining unit members.

5.2.1 Top of Grade Lump Sum (rewrite as follows)



Bargaining Unit Members who were not eligible for the FY22 increment because they are at top of grade
shall receive a $825 bonus in the first full pay period after January 1, 2022.

Bargaining Unit Members who were not eligible for the FY21 increment because they are at top of grade
shall receive a $412.50 bonus in the first full pay period after June 1, 2022 and a $412.50 bonus the first
full pay period after September 1, 2022.

This lump sum amount shall be pro-rated for part-time employees. This payment will be made in one
lump sum, by separate payment, and processed on the same pay date as Service Increments for
Bargaining Unit Members not at the top of the grade.

Eligible employees who are on unpaid leave and return to work during FY22 will receive their payment
by separate payment following their return to active employment with the Agency.

The lump sum payment is considered regular earnings or income, withholding, and employment tax
purposes. The payment will not be added to the employee’s base salary. These payments are not
considered “regular earnings” for retirement/life insurance purposes and employees will not receive
any retirement/life insurance benefits based on these payments.

ARTICLE 9 WORKING CONDITIONS

9.8 Training

9.21 Emails

Email is an official method of communication at HOC and employees are expected to check their HOC
email on a regular basis in order to remain informed about policy updates, upcoming deadlines and any
Agency -related communications. Employees are expected to ensure that they do not allow their email
accounts to overflow. HOC is not responsible for communications that are lost due to lack of email
account maintenance by the employee.

9.8 Training

The HOC will provide training to improve the skills of Bargaining Unit Members taking into
consideration the following factors: (1) budgeting considerations; (2) giving first priority to the
enhancement of skills related to the job duties of an employee’s existing position; and (3) ensuring that
the training relates to skills associated to the Commission’s business. To the extent that it is available



and to the extent that the work schedule permits, training will be held during work hours.
Compensation for any training held outside of work hours will be consistent with FLSA Regulations and
applicable provisions of this Agreement.

Bargaining Unit Members agree to undertake and complete training to improve skills related to
the performance of essential functions of their positions and to become and remain proficient in the use
of any new improved skills.

ARTICLE 12 MERIT RULES AND PRACTICES- GRIEVANCE AND ARBITRATION

12.2.3 Grievance Procedure

12.2.3(b) Step 2: Upon receipt of a written appeal from Step 1, the Division Director or designated
representative responsible for resolution shall provide a written response within thirty (30) days of receipt
of the grievance. If the Union is not satisfied with the response, or no response is given, the grievance
may be appealed to Step 3. The appeal to Step 3 must be in writing and submitted within fifteen {15) days
of the receipt of the department head’s written response or the deadline for receipt of that response.

The parties agree to participate in a twe-year pilot program to evaluate the benefits of MCGEO’S
proposal to change the Grievance Procedure, Section 12.2.3 by introducing FMCS involvement. The pilot
program will terminate on July 1, 2048-2023, unless the parties agree to continue the program.

12.2.4 Arbitration

Either party may request arbitration by giving the other side written notice within forty-five (45)
days after receipt of the answer at Step 3 or the date the answer was due. The arbitration proceeding
shall be conducted by an arbitrator selected by the HOC and the Union. The parties will develop a list of
five (5) mutually-agreed upon arbitrators. The arbitrators removed from the list shall be by mutual
agreement. If the parties cannot reach a mutual agreement, then each side shall strike one name from
the list. Matters referred to arbitration/mediation in accordance with the various sections of this
Agreement shall be rotated among the arbitrators on the list. If an arbitrator cannot hear the matter
within sixty (60) calendar days of being contacted, then the parties shall move to the next arbitrator on
the list, unless otherwise mutually agreed to by the parties.

ARTICLE 16 SICK LEAVE PROGRAM



16.1 A Sick Leave Donor Program shall be created for Bargaining Unit Members covered by this
Agreement in need of sick leave and who have already depleted their own accrued leave and have an
illness/ condition that would gualify for FMLA. Coordination and management of the Sick Leave Donor
Program shall be the sole responsibility of the Union management. The Union shall solicit donations
from Bargaining Unit Members on behalf of the Bargaining Unit Member in need. Bargaining Unit
Members will be allowed to donate sick leave, annual leave, and personal leave to the Bargaining Unit
Member to be used as sick leave. Individual Bargaining Unit Members who volunteer to make a
donation will be required to donate a minimum of four (4) hours. When-a-bleck-ef-twenty{20}-heurs-has
been-aceumulated;- the Union shall notify the HOC and the hours then will be transferred to the
Bargaining Unit Member in question. To be considered for a given payroll, MCGEQ’s request for a
transfer of hours must be received in the Human Resources office no later than the Tuesday preceding
the payroll. No supplemental checks will be issued by the Agency when this deadline is not met.

16.2 Any Bargaining Unit Member covered by this Agreement who leaves employment with the HOC may
donate up to srxty (60) hours of accrued sick leave to the Union Sick Leave Donor Program sueh-denatrens

Member—leaves-the-éemmssren—HOC WI|| provnde exn:mg Bargalmng Umt Members a donatlon form
during the employee’s Exit Interview with Human Resources. Human Resources will provide completed
donation forms to the Union no later than thirty (30) days after the Bargaining Unit Member leaves
the Commission. In the event the employee does not attend the Exit Interview, Human Resources will
notify the Union. Should this occur, the Union will have thirty (30) days to solicit the former employee
for donations and provide the Commission with a copy of the written donation form.

ARTICLE 17 LEAVE WITHOUT PAY

17.5 If a Bargaining Unit Member is granted a leave without pay for a period in excess of four (4)
consecutive weeks, the date the Bargaining Unit Member would have been eligible for a higher leave
accrual rate must be deferred and reassigned to a later date. The length of time the date is deferred must
be equal to the period of time the Bargaining Unit Member was on approved leave without pay. Leave
accruals will be suspended when a Bargaining Unit member has been on approved Leave Without Pay
for a period in excess of four (4) weeks. Leave accruals will resume when the employee returns to
Active Status.

ARTICLE 18 DISABILITY LEAVE FOR WORK RELATED INJURIES
Section 18.5

Employees who are members of the Retirement Savings Plan and the Guaranteed
Retirement Income Plan are also eligible for a long- term disability benefit (LTD2) as provided in
accordance with the Participating Agreement terms between the HOC and Montgomery County

Government and accordlng to the Montgomery County Code. Ihere-ts—no-beneﬁt—wamng-pened




ARTICLE 35 UNIFORMS AND TOOLS
35.2 Safety Shoes

35.2.5 Any employee found utilizing the HOC shoe voucher program to purchase boots or shoes for a
spouse child or anyone other than the employee shall be subject to discipline.

35.5 Uniform Issuance and Appearance

The issuance and replacement of uniforms and equipment shall be done within a reasonable
time. Replacement of uniforms will be based on normal wear and tear criteria. Once Bargaining Unit
Members receive their entire uniform complement, they will be expected to report to work in full
uniform with assigned safety apparel/equipment. Unless the Bargaining Unit Member has received
written approval from their Maintenance Supervisor, or as a result of a Reasonable Accommodation,
Bargaining Unit Members shall refrain from wearing non HOC issued apparel including unapproved
hats or shoes. In daily use, uniforms shall be neat, clean and odor free.

HOC shall continue to provide, at no cost to Bargaining Unit Members, uniform cleaning services.
Employees who choose not to utilize HOC provided uniform cleaning services shall maintain their
uniforms in an acceptable manner.

35.7 Service, Labor, Trades Differential Program

ARTICLE 37 UNION ACTIVITIES

37.5 Union Activities

On a quarterly basis. the Union shall provide HOC with a current list of Union officers and shop
stewards. The Union will notify HOC of any changes to the list of officers and stewards within thirty
(30) days of the change. Bargaining Unit Members’ designated shop stewards shall be limited to no
more than eight (8) for OPT and six (6) for SLT.

ARTICLE 40 UNION COMMUNICATIONS

40.4 The Union may e-mail its members through the Internet at their HOC e-mail addresses for the
purposes of posting date, time, and location information for scheduled Union meetings and other
official activities. HOC agrees not to block e-mail of this nature originating from the Union’s address.
Management shall update the bargaining unit group email list at least quarterly. MCGEO agrees to
limit e-mail communication to members to before or after the working day unless the communication
involves enforcement of the contract, including the investigation of grievance or the conducting of the
parties' business. MCGEO communication shall not interfere with the conduct of normal Commission
business or Bargaining Unit Member work. If MCGEO allows excessive usage of e-mail communication,
the Commission will expect MCGEO to cease and desist from said activity immediately upon notice. If



excessive communication does not immediately cease and desist, then the Commission shall have the
right to take the appropriate action.

ARTICLE 41 PERFORMANCE EVALUATIONS

41.7 Performance Improvement Plans

The Performance Improvement Plan (PIP) is a strategy tool designed to assist employees in
correcting performance deficiencies and meeting supervisory expectations. The use of a Performance
Improvement Plan is mandatory when an employee receives an overall rating of "Mostly Successful" or
"Unsuccessful" on a performance evaluation and is placed on probation as a result of work performance.
A Performance Improvement Plan may be initiated at any time during the performance appraisal cycle if
a determination is made through a performance evaluation that the employee's performance is less than
fully successful. HOC shall add placement on a PIP to Article 34 of the Collective Bargaining Agreement
and will notify the Union upon authorization from the employee placed on a PIP.

ARTICLE 42 EMPLOYEE LISTS

HOC will provide the following personnel data of Bargaining Unit Members to the Union
electronically en-computer-disk; home phone number, date of birth, sex, race, social security number,
street address, city, state, zip code, any home e-mail addresses provided to the Agency, job title,
department, pay grade, salary, hourly rate of pay, work location address, date of hire, and hours/week
(full or part-time}-rame-ofinsurer{health-plan),-and-retirementgroup. The Union will not authorize the
use of the information by any other agency, organization, or individual for any purpose. The HOC agrees
to provide employee lists on or before the 5* of each month.

ARTICLE 45 NO-SMOKING POLICY

Smoking, the use of other tobacco products, and the use of e-cigarettes (vaping) is prohibited in
all enclosed HOC buildings and in all enclosed space leased or rented by the HOC. Smoking and the use
of e-cigarettes is also prohibited on any HOC property where the public is prohibited from these actions.
No Bargaining Unit Member shall be permitted to smoke, use e-cigarettes, or use any other tobacco
products while utilizing any HOC vehicle. This prohibition applies irrespective of whether there is any
other person in the vehicle.

45.2




ARTICLE 66 RETURN TO WORK EXAMINATIONS

66.1 An employee must present a Medical Release to Return to Work form to theirsuperviser the Human
Resources Office immediately upon returning to work under the following circumstances:

ARTICLE 68 TERMINATION

Add as new: Section 68.9 Term employees shall receive sixty (60) days’ advance written notice, or pay
in lieu of notice, of the termination of their employment. In addition, such term employees will be
given priority consideration for any available, vacant, posted position for which the employee then
qualifies, from the date of the notice of termination until six (6) months after the termination date.
Should a term employee decline any such position offered by HOC, the employee shall no longer be
entitled to priority consideration.

Employee recognizes that during the course of this employment, Employee will learn and become
aware of information including, but not limited to, HOC technical and business information as well as
client information related to social security numbers, finances, medical information and other confidential
data, including Personally ldentifiable Information (“Confidential Information”). Employee agrees and
understands that maintaining the confidentiality of such information is essential to HOC's operations and

would be harmful to HOC and its clients if released. Additional-examples-of-Confidential-lnformation
include,but-are-netlimited-torthefollowing:-The following shall also be considered confidential:

Customer or employee social security numbers;

Customer addresses, telephone numbers and household composition;
Customer income and bank account information;

Customer medical and social security information;

To protect this Confidential Information, Employee agrees that during employment with HOC,
they he/she will not disclose to any person, firm, company, corporation, or any other entity any
Confidential iInformation, and wull not otherwnse dlsseminate or publlsh Conf' dential Information in any
manner whatsocever. and-3 < :
eenﬁdent-nal—u#eﬁmatmy—ef—fts-ehens- Employee further agrees to take all reasonable precautlons to
protect against the intentional, negligent, or inadvertent disclosure of such Confidential Information,

including following all HOC security policies. to-any-etherpersen-or-business-entity.

Upon separation of employment, Employee agrees to return to HOC all documents, records,
materials and other property of whatever nature received from or created for HOC and any and all copies
thereof including, but not limited to, those documents, records, and materials containing or relating to
secret or Confidential Information. Employee agrees that all such documents which are currently in




his/her possession or control or which may come into their histher possession or control in the future
shall be the property of HOC.

Upon separation of employment with HOC, any employee who inappropriately unlawfully utilizes
or discloses Confidential Information which the employee was privy to during his/her employment will be
prosecuted to the fullest extent of the law.

If Employee becomes legally obligated to disclose any Confidential Information, Employee shall
give HOC prompt and timely notice of such fact in order to allow HOC the opportunity to seek a
protective order or other appropriate remedy concerning any such disclosure.

ARTICLE 70 SAFETY & HEALTH
70.3 Flu Shots

Upon request and contingent upon the availability of the vaccine for individuals not in medically at-risk

categories, HOC shall provide flu shots to employees atthe-cest-of-Five-Dellars-{$5-00)-
ARTICLE 73 CONFIDENTIALITY

Employee recognizes that during the course of this employment, Employee will learn and become
aware of information including, but not limited to, HOC technical and business information as well as
client information related to social security numbers, finances, medical information and other confidential
data, including Personally Identifiable Information (“Confidential Information”). Employee agrees and
understands that maintaining the confidentiality of such information is essential to HOC's operations and

would be harmful to HOC and its clients if released. Additional-examples-ef-Confidential-information
includerbut-are-not-limited-to,-the-following:-The following shall also be considered confidential:

Customer or employee social security numbers;

Customer addresses, telephone numbers and household composition;
Customer income and bank account information;

Customer medical and social security information;

To protect this Confidential Information, Employee agrees that during employment with HOC,
they hke/she will not disclose to any person, firm, company, corporation, or any other entity any
Confidential Information, and wull not otherwnse dlssemmate or publish Confidentlal Information in any
manner whatsoever. and pE-the : :
eenﬁdenﬁal—w#opmat-len—ef—us—ehents— Employee further agrees to take aII reasonable precautlons to
protect against the intentional, negligent, or inadvertent disclosure of such Confidential Information,

including following all HOC security policies. te-any-otherperson-or-business-entity.

Upon separation of employment, Employee agrees to return to HOC all documents, records,
materials and other property of whatever nature received from or created for HOC and any and all copies
thereof including, but not limited to, those documents, records, and materials containing or relating to






