COLLECTI VE BARGAI NI NG AGREEMENT
BETWEEN
TREVOR S CAMPAI GN, | NC.
AND
AFSCVE LOCAL 1739

Cct ober 1, 2001 to Septenber 30, 2005



This is an Agreenent, made this 28th day of Septenber, 1993,
by and between Trevor's Canpaign, Inc., whose headquarters are
currently at 3415 West Chester Pi ke, Newtown Square, PA 19073
("the Enployer"”) and the Anerican Federation of State, County and
Muni ci pal Enpl oyees, Trevor's Canpai gn Chapter, Community and
Soci al Service Agency Enpl oyees, Local 1739, affiliated with
District Council 47, AFL-CIO ("the Union").

SECTI ON 1
RECOGNI TI ON OF UNI ON

The Enpl oyer recogni zes the Union as the sole and excl usive
bar gai ni ng agent for the enpl oyees of the Enployer, as determ ned
by the National Labor Relations Board to be an appropriate
bargaining unit in Case 4-RC-18031: "All full tinme and regul ar
part tinme non-professional enployees, including resident
counsel ors/ house nonitor, resident counselors/liaison, assistant
cooks, custodi ans and nai nt enance enpl oyees enpl oyed by Trevor's
Canmpaign, Inc. at its facilities presently |ocated at 1618 and
1624 Popl ar Street, Philadel phia, PA, excluding all professional
enpl oyees, office clerical enployees, confidential enployees,
guards and supervisors as defined in the Act." The bargaining
unit is hereby specifically clarified to include any Cook who is
not a supervisor.

The term "enpl oyees” as used in this Agreenent neans
bargai ning unit enpl oyees covered by this Agreenent.

SECTI ON 2
SUCCESSORS AND ASSI GNS

Thi s Agreenent shall be binding upon the successors and
assigns of the parties. This Agreenent shall al so be binding
upon
any future operations of Trevor's Canpaign in southeastern
Pennsylvania. Nothing in this agreenent, however, shall require
Trevor's Canpaign to violate the National Labor Relations Act.

SECTI ON 3
SHARED M SSI ON OF TREVOR S CAMPAI GN
The managenent of Trevor's Canpai gn, the enpl oyees, and the

Uni on hereby state their commtnent to the m ssion of Trevor's
Canpai gn--to provide food, clothing, counsel, and shelter to
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honel ess and hungry individuals in the Philadel phia area, to
provide to such persons job training and assistance, and to
provi de such persons drug and al cohol rehabilitation and nental
health counseling. This Agreenent shall be construed in |Iight of
this m ssion.

Any reference in this Agreenent to the residents of the
Enpl oyer shall nmean all honel ess or indigent people who rely or
may rely on the Enployer for food, shelter, rehabilitation, etc.,
whet her or not the individual resides at the Enployer or is
honel ess.

SECTI ON 4
UNI ON SECURI TY - AGENCY SHOP

The Enpl oyer agrees to an Agency Shop.

For the purposes of this Agreenent, an Agency Shop shall be
considered one in which all enployees hired shall be liable for
uni on dues commensurate with union policy that are lawfully
i nposed and wi t hhel d.

After conpletion of the Probationary Period, such enpl oyees
shal | have the option of accepting or rejecting union nmenbershinp.
It shall be the joint responsibility of both the enployer's
Executive Director (or/his designee) as well as the Union shop
steward to nmake new enpl oyees aware of this enploynent condition.
The enpl oyer will provide the Union the nanme, address, soci al
security, position and salary of all new hires.

The Enpl oyer agrees to collect the appropriate anount of
uni on dues and/or agency fees fromall enployees in accordance
with the principles of the agency shop as stipulated in this
Section. The Enployer will forward these nonies to the Treasurer
of AFSCME Local 1739.

The Uni on may demand the di scharge of any enpl oyee who fails
to conply with the provisions set forth above, by serving witten
noti ce.

Not hing in this Section shall require the Enployer to
violate any statute, ruling, regul ation, applicable executive
order or other |aw

The Union agrees that it will indemify and hold the
Enpl oyer harm ess fromany and all clains, demands, actions,
proceedi ngs, or other formof liability that may arise out of or
by reason of any action or om ssion taken or not taken by the
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Enpl oyer for the purpose of conplying with this Section,

i ncl udi ng the maki ng of deductions by the Enployer. Once the
funds are remtted to the Union, their disposition shall be the
sol e responsibility of the Union.

SECTI ON 5
NONDI SCRI M NATI ON

The Enpl oyer shall conply with all applicable |local, state,
and federal |aws prohibiting discrimnation, including by way of
exanple Title VIl of the Cvil R ghts Act of 1964, the Age
D scrimnation in Enploynent Act of 1967, the Americans with
Disabilities Act, the Pennsylvania Human Rel ati ons Act, and the
Nat i onal Labor Rel ations Act.

SECTI ON 6
MANAGEMENT' S RI GHTS

The managenent of the Enpl oyer and the direction of the
wor ki ng forces are vested exclusively wth the Enpl oyer.

Except where expressly abridged by a specific provision of
this Agreenent, the Enployer retains the sole right to hire,
di scipline or discharge for just cause, |ayoff, pronote, transfer
and assign its enployees; to determ ne or change the starting and
quitting time and nunber of hours worked; to promnul gate worKking
rules and regul ations; to assign duties to the working force; to
establish new job classifications; to reorganize, discontinue,
enl arge or reduce any job classification, departnent, function or
operation; to assign or transfer enployees to their departnents
as operations may require; to introduce new or inproved
facilities; to pronote the welfare of residents; to carry out the
ordinary and customary functions of managenent whether or not
possessed or exercised by the Enployer previously. It wll be
managenent’s responsi bility to ensure coverage for all shifts.

The Union, on behalf of the enpl oyees, agrees to cooperate
with the Enpl oyer to attain and mai ntain maxi num services to
residents and full efficiency. Also, the Union in spirit of
cooperation and shared m ssion [see section 3], agrees to refuse
to support grievances wthout nmerit that expressly contradict
managenent’s rights as outlined in this section.

Not hi ng herein contained is to be construed to nean that

wor ker has, or group(s) have, inherent rights to a particular job
or task. Nothing herein contain shall limt the right of the
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Enpl oyer to assign tasks to enpl oyees, including tasks of a type
or in a location not normally or previously done by bargaini ng
unit enpl oyees.

Nothing in this Section, however, shall excuse the Enpl oyer
fromits obligation under the National Labor Relations Act to b
argain during the termof this Agreenent. The Enpl oyer shal
bargain over the wage rate of any new job classification it
proposes to establish.

SECTI ON 7
USE OF VOLUNTEERS

The Enpl oyer has the right to use volunteer workers for any
tasks, as long as such use is not wwth the intent of underm ning
the Union in its role as collective bargai ning agent of
enpl oyees. No bargaining unit nmenber shall be discharged, laid
of f, or have hours reduced in order to replace himlher with a
vol unt eer.

SECTI ON 8
NO STRI KES, LOCKOQUTS OR OTHER WORK STOPPAGES

During the termof this Agreenent, no enpl oyee shall engage
in any strike, sit-down, sit-in, slowdown, cessation or stoppage
or interruption of work, boycott, or other interference with the
operations of the Enployer. The commtnent in the precedi ng
sentence, and all relevant commtnents in this Agreenent, shal
apply equally to strikes, sit-downs, etc. in synpathy with or
support for other workers or causes.

The Enpl oyer will not |ock out enployees during the term of
this Agreenent.

SECTI ON 9
NO PREJUDI CE BASED ON W THDRAWAL OF PROPOSALS

The Enpl oyer and the Union recognize and agree that the
w t hdrawal of any proposal, partial proposal, or proposed
| anguage during 1997 negotiations is without prejudice to the
party that proposed and w thdrew the proposal, partial proposal,
or proposed | anguage, and that the position of the party
proposing and withdrawing is equally preserved as a result of
that w t hdrawal .
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SECTI ON 10
FULL- TI ME AND PART-TI ME

A full tinme enployee is defined to be an enpl oyee who is
currently scheduled for, and has worked, an average of thirty
(30) hours per week or nore for the preceding two nonths. A
part-tinme enployee is defined as a regularly schedul ed enpl oyee
who does not neet the standards for hours schedul ed and wor ked of
a full-time enpl oyee.

No part time enployee shall accrue vacation days, personal
days, or sick days.

There shall be no nore than three part-tine enpl oyees at any
facility. |If nore are needed, this wll be discussed with the
Uni on.

No part time enployee shall receive holiday pay unless
he/ she works the holiday, in which case he/she shall be paid tine
and one-half (1-1/2) for all hours actually worked. No part tine
enpl oyees shall receive pay for tine not worked or other enpl oyee
benefits unless this Agreenent specifically provides for such.

Any enpl oyee who is changed fromfull-time status to part-
time status shall only be able to use vacation, personal, or sick
days which were accrued as a full tine enployee during the tine
he/she is a part tine enployee if the change to part tine status
was involuntary in nature.

SECTI ON 11
DI SCI PLI NE AND DI SCHARGE

The Enpl oyer shall have the right to discipline, suspend or
di scharge enpl oyees for just cause in accordance with its
progressive discipline procedure.

The Enpl oyer nmust notify the Union within forty-eight (48)
hours (excludi ng weekends and holidays) of the tine of any
suspensi on or discharge, unless a Union representative is present
at the time of the suspension or discharge.

The provisions of this Section shall not apply during the
Probationary Period or any extension thereof.
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Any enpl oyee who has not actively worked for the preceding
twel ve nonths shall be considered to be automatically term nated,
except for enployees on layoff status with recall rights pursuant
to Section 13.

SECTI ON 12
PROBATI ONARY PERI GD

New enpl oyees shall be deened probationary during the first
ninety (90) cal endar days of their enploynment during which tine
they nmay be discharged for any reason, and such a di scharge shal
not be subject to the grievance and arbitration procedure. The
Enpl oyer with consent of the Union may extend the probationary
period up to one-half (2) the normal probationary period. Consent
of the Union wll not be unreasonably w thheld.

In the event an enployee is out fromwork for five (5) or
nmor e schedul ed days during his/her Probationary Period, the
Probati onary Period shall be deenmed to run for ninety (90) days
wor ked, unl ess ot herw se extended.

SECTI ON 13
LAYOFF AND RECALL

In case of a layoff, the Enployer shall determ ne the nunber
of positions in each classification to be elim nated.
Thereafter, the Enployer shall select the enployees to be laid
of f from anong those enpl oyees enployed in the job classification
experiencing the reduction in staff.

In selecting enployees to be laid off, seniority will govern
if factors such as performance, skill, ability, experience,
education, and ability to do the job are equal. Such sel ections
shal |l be subject to the grievance procedure. |If the Enpl oyer
retrenches the | east senior enployee, the Union shall not pursue
the grievance beyond the third step of the grievance procedure.

Laid off enpl oyees shall have recall rights for a maxi num of
ei ghteen (18) nonths fromtheir | ast day actually worked. There
shall be no new hires for bargaining unit positions as |ong as
there are laid off enployees wth recall rights who have not been
offered recall pursuant to the provisions of this Section.

Laid off enployees will be recalled in the opposite order in
which they were laid off; nore recently laid off enployees shal
be recalled first. Anmong enployees laid off at the sane tine,
seniority shall govern. Al rights to recall are contingent upon
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the ability to performthe job effectively.

The Enpl oyer neets its obligation to recall an enpl oyee when
it places a letter inthe US. Mil, certified, return receipt
requested, to the enpl oyee's | ast known address naki ng the
enpl oyee aware of a possible position. The enployee nust contact
the Enployer within ten (10) cal endar days of the date the letter
is placed in the nmail, make his/her availability knowm to the
Enmpl oyer, and be ready to start work for the Enployer within
cal endar 14 days of the date the Enployer's letter is placed in
the mail. |If the Enployer directly contacts the laid off
enpl oyee by a manner other than mail (such as directly by
t el ephone) the applicable tinme periods run fromthe date of that
direct contact. It is the duty of the laid off enployee to
mai ntain a current address with the Enpl oyer.

If a laid off enployee fails to tinely respond to
notification by the Enployer, or fails to be available for work
when offered recall, all his/her recall rights expire. |If the
enpl oyee fails to respond because notice was never received, and
t he enpl oyee subsequently makes his/her current address and
avai lability known to the Enployer, the enployee wll again have
recall rights in accordance with his/her seniority, up to a
maxi mum of eighteen (18) nonths fromthe |ast day actively
wor ked.

The recall rights in this Section shall also apply to
enpl oyees who were |laid off subsequent to the certification of
the Union as collective bargai ning agent, but prior to execution
of this Agreenent.

SECTI ON 14
POSTI NG AND PROMOTI ONS

All new or vacant positions at Trevor's Canpai gn shall be

posted. The Enpl oyer shall not fill a bargaining unit job until
the position has been posted at | east seven (7) cal endar days.
Preference in filling bargaining unit job openings shall be given

to qualified current enployees who apply. Enployees who apply
and are given new shifts at an existing job are subject to 90-day
performance probation. Nothing in this Agreenent shall |imt the
Enpl oyer's discretion in staffing non-bargaining unit positions.

There may be a probationary period (wth respect to job
performance only, not benefits) when an enpl oyee noves to anot her
job, in the sane or a different classification. |f the enployee
fails to pass probation, the enpl oyee nmay bunp back to his/her
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previous job, even if it results in the displacenent, |ayoff,
etc., of enployees affected by the bunping.

Enpl oyees may bunp back into the bargaining unit from non-
bargai ning unit position within the first six nonths of |leaving a
bar gai ni ng unit position.

SECTI ON 15
EVALUATI ONS

The Executive Director or his/her designee shall evaluate in
writing all enployees once per year, in the enployee's
anni versary nonth, or the nonths imedi ately before or after the
enpl oyee' s anniversary nonth. The content of the eval uation
shall be within the discretion of nmanagenent.

Each enpl oyee shall be furnished with a copy of the
evaluation. 1In the event the enpl oyee does not agree with the
eval uation, he/she nmay request a review by the Executive
Director. Should no agreenent be reached, the evaluation may be
subject to the grievance and arbitration procedure.

Any enpl oyee who receives in his/her annual anniversary
eval uation an overall evaluation rating of 45 or nore points (on
the attached evaluation form or has perfect attendance [working
all schedul ed shifts] for the preceding 12 nonths (excl udi ng
vacations and personal days) will receive in the next pay period
a bonus of $150.00 for a full tine enployee and $75.00 for a part
ti me enpl oyee.

SECTI ON 16
SENI ORI TY

"Seniority" as used in this Agreenment neans |ength of
service with Trevor's Canpaign, Inc. Seniority shall govern
deci sions of the Enployer only to the extent specifically stated
in this Agreenent.

A bargaining unit enployee who is pronoted to managenent but
returns for any reason to the bargaining unit shall return with
full seniority as if the enpl oyee never |left the bargaining unit,
only if the enployee returns within 90 days of having left the
bar gai ni ng unit.

Any enpl oyee who quits or who is properly discharged shal

| ose all seniority, and if rehired, shall be treated under this
Agreenent as a new hire.
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SECTI ON 17
WORK WEEK AND OVERTI ME

The regul ar workweek for full tinme enpl oyees shall consi st
of forty (40) hours. The regular workday shall consist of eight
(8) hours.

Enpl oyees shall receive two (2) paid fifteen (15) mnute
breaks per day, which shall be schedul ed by the Enpl oyer, and
subj ect to change based upon the needs of the Enpl oyer.

Any hours actually worked in excess of eight (8) in a day or
forty (40) in a week shall be conpensated at a rate of tinme and
one half (1-1/2) the enpl oyees normal hourly rate. However, if
an enployee is not paid for all regularly scheduled shifts, he
will be paid at his standard rate for all hours worked outside
t he schedul ed shift.

No overtinme shall be worked unless specifically authorized
by the Enployer. In the event an enpl oyee works overtinme hours
whi ch were not authorized and had to do so because hi s/ her
repl acenent was | ate for scheduled start tinme, the Enployer may
dock the late enployee for tinme not worked, but nust pay the
enpl oyee held over an overtine premium if applicable.

There shall be no pyram ding of overtine.

For the purpose of allocating overtine, the Enployer wll
mai ntain a publicly posted list of full time and part time staff
who has conpl eted their probationary periods. These lists wll
be in order of seniority and will be conpiled in conjunction with
the Union. There will be a separate list for each job
classification. The nanes of all enployees will be placed on the
lists unless an enpl oyee requests in witing that his/her nane be
omtted. Al participating enpl oyees nust ensure that the
Enpl oyer has his/her current tel ephone nunber.

Overtinme opportunities for a given classification shall be
offered on a rotating basis, utilizing the relevant |ist
described in the precedi ng paragraph. Wen an overtine
opportunity arises, the enployee who is then highest on the
relevant |ist shall be offered the opportunity. |[|f he/she turns
down the opportunity, or cannot be reached through a single phone
call to the nunber on record, the opportunity shall be offered to
t he enpl oyee who i s next highest on the relevant list, and then
if necessary to the third highest person, etc. If four enployees
turn down the overtinme opportunity or cannot be reached, the
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Enpl oyer nay sel ect any enpl oyee for the overtinme work. [In any
case, subsequent overtine opportunities shall be offered by
returning to the list at the point where the Enpl oyer last |eft
of f.

Overtinme opportunities expected by the Enployer to be |ess
than 90 mnutes in length may be offered to the incunbent w thout
recourse to the procedures specified above.

I f no enployee for the relevant classification is avail abl e,
the opportunity may be offered to any enployee. Nothing in this
Agreenent shall require the Enployer to offer overtine work to an
enpl oyee who is not capable of performng the tasks effectively.

In the event that an overtinme opportunity is incorrectly
of fered, the aggrieved enployee shall bring this error to the
attention of the Enployer through a grievance. The renedy for an
error in the offering of an overtine opportunity shall be to
of fer the wonged enpl oyee the next avail able and suitable
overtinme opportunity.

The Enpl oyer shall have the right to require enployees to
work overtinme. The Enployer shall first ask all avail able
enpl oyees cable of performng the job effectively to work the
overtinme. |If an insufficient nunber of enpl oyees agree to work
overtinme, the Enployer may require the | east senior avail able
enpl oyee capabl e of performng the job effectively to work the
overtine.

To prevent the burden of required overtime work continuously
falling upon the sane Al east seni or @enpl oyees, managenent has
the right to require senior staff to work overtine after two (2)
consecutive refusals of overtine opportunities. This requirenent
will be for only one shift and no nore than tw ce per nonth.

Enpl oyees nmust report to their next scheduled shift, after a
double shift to get conpensated the overtine rate.

SECTI ON 18
WAGES

The base wage rates for enployees in the foll ow ng positions
shal |l be as follows:

Resi denti al
Counsel or $6. 75

Cust odi an $6. 75
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Assi st ant

Cook $6. 75
Cook $7. 25
Mai nt enance $7. 25

Al'l enpl oyees shall receive twenty-five (.25) cent increase
per hour to their base wage effective January 1, 2002.

Al |l enpl oyees shall receive twenty-five (.25) cent per hour
increase to their base wage effective January 1, 2003.

Al'l enpl oyees shall receive twenty-five (.25) cent increase
per hour to their base wage effective January 1, 2004.

Al'l enpl oyees shall receive thirty (.30) cents per hour
increase to their base wage effective January 1, 2005.

There shall be a shift differential for residential
counsel ors who work the overnight shift. This shift differential
shall be an additional ten (.10) cents per hour.

Longevi ty

Ef fective January 1, 2003 any enpl oyee who has been enpl oyed
at Trevor’s Canpaign for ten years wll receive a bonus of three
hundred ($300.00) doll ars.

Ef fective January 1, 2003 any enpl oyee who has been enpl oyed
at Trevor’s Canpaign for fifteen years will receive a bonus of
five hundred ($500.00) dollars.

Thereafter, all enpl oyees who reach their tenth and

fifteenth anniversary date shall be given their bonuses
respectfully.
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SECTI ON 19
BENEFI TS

The Enpl oyer shall maintain the enpl oyee benefits (group
health coverage, life insurance, and pension, contributory and
non-contributory) that are in effect at the tinme of execution of
this Agreenent, including the eligibility provisions and specific
benefits provided.

Ef fective January 1, 2003 Trevor’s Canpaign for the Honel ess
W1 provide nedical coverage as foll ows:

| ndi vi dual Coverage — 100%
Enpl oyee and Spouse — 87.5%
Enpl oyee and Child — 87.5%
Fam |y Coverage — 87.5%

Ef fective January 1, 2004 Trevor’s Canpaign for the Honel ess
wi |l provide nedical coverage as foll ows:

| ndi vi dual Coverage — 100%
Enpl oyee and Spouse — 75%
Enmpl oyee and Child — 75%
Fam |y Coverage — 75%

Eligibility for group health benefits shall be based upon
actual ly working an average of 30 hours or nore per week for the
precedi ng cal endar nonth. The Enpl oyer contribution to the
pension plan is one percent (1% of conpensation, and a matching
2.5% as defined in the plan docunents.

Not wi t hst andi ng the precedi ng paragraph, in the event a
severe financial crisis for the Enployer arises subsequent to the
execution of this Agreenent, the Enployer may curtain or
elimnate any enpl oyee benefit, if reasonably necessary to the
conti nued operation of the Enployer, given the changes proposed
and all the surrounding circunstances. Any curtail nment or
elimnation of benefits may be nmade only after negotiation with
the Union, and shall be subject to the grievance procedure. Any
curtailment or elimnation of benefits with respect to bargaining
unit enpl oyees nmust al so be applicable generally to nanagenent
enpl oyees.

The Enpl oyer shall, upon request, provide the Union with a
copy of any enpl oyee benefit plan docunents.
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SECTI ON 20
GRI EVANCE AND ARBI TRATI ON PROCEDURE

A grievance is hereby defined to be a conplaint or dispute
ari sing between the Enployer and an enpl oyee or the Union under
or out of this Agreement or the interpretation, application,
performance, termnation, or any alleged breach thereof, and
shall be filed, processed, and di sposed of in the foll ow ng
manner .

A steward on behalf of the Union or on behalf of enployee(s)
may file a grievance as long as the Union office and/or grieving
enpl oyee are fully aware of the grievance. The Union may
designate three (3) bargaining unit nmenbers to act as stewards
and said witten list of stewards nust be given to the Enpl oyer
in a tinely fashion.

The steps of the grievance procedure, which nust be strictly
adhered to, are listed below. Both the Union and the Enpl oyer
agree that the purpose of the grievance procedure is to resolve
the conflict at the | owest possible | evel and each commts to
negotiate in good faith, follow all witten procedures, answer
all relevant questions and seek resolution that avoids the costs,
adversarial posture and tinme delay of arbitration.

The steps of the grievance procedure are as foll ows:

Step 1. A grievance nust be presented by the steward in
witing to the grievant's supervisor (Assistant Director or a
designee) within five (5) cal endar days after the grievance knew
or should have known of the facts which led to the grievance.

Gi evances not presented in person nust arrive by mail by the
fifth day.

Each grievance nust be signed by the grievant, properly
dated, conpletely and clearly state the specific facts and case
to reconsider a decision or alter an existing situation,
specifically state the contractual basis for the grievance
(citing all relevant sections and applicabl e | anguage) i ncl udi ng
contract clauses allegedly violated, and specifically and
conpletely state the renedy sought. |If any of these elenents is
omtted the grievance will be returned for revision and
conpletion. The supervisor shall attenpt to resolve any
grievance matter by responding in witing to the Union within
five (5) cal endar days of his/her receipt of the grievance. Tine
is of the essence.
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Step 2. Wthin 5 (five) cal endar days of the supervisor's
response, if the union deens the response unacceptable for stated
cause, the grievance may be submtted to the Director of the
Shelter, or his/her designee. The Director of the Shelter or
hi s/ her designee shall attenpt to resolve any Step 2 grievance
matter by responding in witing within (5) five cal endar days of
recei pt of the grievance. Tine is of the essence.

Step 3. Wthin five (5) cal endar days of the response from
the Director of the Shelter or his/her designee, if the Union
deens the response unacceptable for stated cause, the grievance
may be submitted to the Federal Mediation and Conciliation
Service for nediation. A federal nediator will call the parties
together wthin another five (5) calendar days in order to help
resolve the grievance. Both parties will exam ne the

recommendati on of the nmediator, which will include counsel as the
probabl e findings of arbitration if pursued, in an attenpt to
resolve the grievance at this level. Tine is of the essence.

Step 4. The Union, within ten (10) cal endar days after the
recommendati on of the Federal nediator, may request arbitration
by witten notice to the Executive Director. The arbitrator
shal |l be selected and the arbitration shall be conducted in
accordance with the rules of the Arbitration Association of
Arerica (AAA). (In all cases, AAA and arbitrators will be
request to resolve all matters within 120 days of the matter
| eading to the original grievance.) The decision of the
arbitrator shall be final and binding on the parties and the
arbitrator shall be requested to issue a decision within thirty
(30) days after the conclusion of testinony and argunent... Tinme
is of the essence.

The jurisdiction and authority of the arbitrator and his/her
opi nion and award, if any, shall be confined exclusively to the
provi sion of this Agreenent which were specified to be at issue
by either side. The arbitrator shall have no authority to add,
alter, anmend or nodify any provision of this Agreenent, or to
determ ne that any provision of this Agreenment establishes an
inplied limtation upon the Enployer which is not herein
specifically set forth

Expenses of the arbitrator and the proceedi ngs shall be

borne equally by the parties except where specifically outlined
el sewhere in this Agreenent.
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SECTI ON 21
HCLI DAYS AND HCLI DAY PAY

Enpl oyees may be required to work on any holiday. Any ful
time enployee required to work on a holiday |isted bel ow shal
receive tine and one half (1-1/2) pay for all hours worked, and
receive eight (8) hours holiday pay in addition. Any full tine
enpl oyee who is not scheduled to work the holiday shall receive
ei ght (8) hours holiday pay.

Any enpl oyee who is scheduled to work a holiday but who does
not in fact work all schedul ed hours shall receive no holiday
pay. Any enployee who is not scheduled to work the holiday wll
receive holiday pay only if he/she works the scheduled shifts
i mredi ately preceding and i nmmedi ately follow ng the holiday.
Approved vacation or personal days shall not be considered
"schedul ed shifts" for the purposes of the preceding sentence.

The follow ng days will be treated as holidays under this
Agr eenent :

--New Year's Day

--Martin Luther King' s Birthday

--Menorial Day

- -1 ndependence Day

--Labor Day

--Vet erans Day

- - Thanksgi vi ng Day

--Chri stmas Day
Ef fective January 1, 2002, Veterans Day will not be treated as a
hol i day.

Job Description

When a new or current enployee starts in a new position, the
enpl oyee shall be given a copy of the appropriate job
description. On the enployees first day on the job, for
currently existing jobs or within thirty (30) days for newy
created position. Copies of all job descriptions shall be given
to the I ocal Union.

Managenment reserves the right to change job descriptions in
consultation wth the Union.
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SECTI ON 22
VACATI ON

Full time enployees will be entitled to vacation as foll ows:

Oto 2vyears......... ... 10 days per year
2to5years....... . ... 15 days per year
5 years and over................. 20 days per year

Trevor's wll endeavor to allow enployees to utilize their
vacation tine every cal endar year. The scheduling of vacation
time shall be at the request of the enployee, but subject to the
needs of the enployer.

SECTI ON 23
PERSONAL DAYS

Full time enployees who have conpl eted one full year active
service shall receive three (3) personal days for that cal endar
year. Personal days nmay be taken for any reason, but the
schedul i ng of such personal days is subject to the needs of
managenent and the enpl oyee nust request such personal days at
| east three (3) days in advance, if possible. Personal days may
not be used in less than one (1) day increnments. There shall be
no carryover of personal days fromone year to another, and there
shal | be no paynent for personal days at the cessation of
enpl oynent .

SECTI ON 24
SI CK DAYS

Full time enployees who were hired prior to the execution of
this Agreenent and who are enployed as of January 1 of a given
year shall receive up to ten (10) paid sick days for the com ng
cal endar year. Such sick days shall accrue one per nonth for the
first ten nonths of the year. Full tine enployees who were hired
subsequent to the execution of this Agreenent and are enpl oyed as
of January 1 of a given year shall receive up to six (6) paid
sick days for the comng cal endar year. Such sick days shal
accrue one every two nonths. Full tinme enployees who were hired
subsequent to the execution of this Agreenent and are enpl oyed as
of January 1 of a given year, and have conpleted tw years active
service, shall receive up to ten (10) paid sick days for the
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com ng cal endar year.

Sick days may only be used when the enployee is too ill
to work, and may not be used as vacation days. Any enpl oyee, who
has called out sick for three (3) or nore consecutive days, mnust
submt medical verification of illness to be conpensated for
t hose days. M suse of sick days is an offense subject to
di sci pli ne, suspension or discharge.

Al full-time enpl oyees may accumul ate a maxi numof thirty
sick days. If an enployee is at the maxi mnum accunul ati on and
either resigns with proper notice [two weeks] or receives notice
of layoff, the enpl oyee shall be paid for one-half of their
thirty-day accumul ati on.

After one (1) full year of service, the Agency w ||
guarantee the enpl oyee's present position (including shift), for
seventy-five (75) days away fromthe job (conbining tinme taken
with pay and without pay). Provided that the enployee (i)is
i ncapabl e of performng work due to illness or disability; and
(1i1) provides nedical verification that such illness or
disability prevents the enployee from perform ng work. Medica
benefits will be continued by the Agency during this period.

SECTI ON 25
NOTI CE AND SEPARATI ON PAYMENTS

Enpl oyees are expected to give two (2) weeks notice of their
intention to quit. Enployees who do not give at |east two (2)
weeks notice of intention to quit shall not receive the
separation paynents specified in this Section. |In addition,
enpl oyees who are discharged for just cause (but not exclusively
for poor job performance) shall receive no separation paynents.

At the conclusion of his/her enploynent or in the event of a
| ayoff of three (3) weeks or nore, the enployee shall be paid for
earned but unused vacation tinme at a rate of 100% For the
pur poses of this paragraph, vacation for the year of cessation of
enpl oynent or |ayoff shall accrue on a proportionate basis. The
appl i cabl e wage rate shall be the enployee's final wage rate, or
rate at the tinme of the layoff.

Enpl oyees shall not be entitled to earned but unused
vacation tinme (or any other pay for tinme not worked) except in
accordance wth this Section.

As to enployees on layoff at the tinme of execution of this
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Agreenent, earned but unused vacation, personal or sick tinme
shall be retained or but not usable while only layoff. If
recal l ed, such enpl oyees shall accrue vacation, personal, and
sick time on a pro-rata basis for the year at issue, and may use
that time and time accrued but unused prior to layoff.

Wth respect to enpl oyees actively working at the tinme of
execution of this Agreenent, the right to use vacation, personal
or sick tinme shall be governed fromthe execution of this
Agreenent until Decenber 31, 1993, under preexisting policies.

SECTI ON 26
BEREAVEMENT LEAVE

An enployee is eligible for a maxi mumof five (5)
consecutive cal endar days off work to handle the arrangenents or
to attend the funeral/nmenorial services of nenbers of an
imrediate famly. An imrediate famly nmenber is defined as
spouse, spouse equivalent, child, stepchild, brother or sister,
or parent or |egal guardian who raised the enpl oyee.

An enployee is eligible for a maxi mumof two (2) consecutive
days off work to handl e the arrangenents or to attend the
funeral / menorial services of nenbers of their spouse's parents or
gr andpar ent s.

Enpl oyees wi Il be paid for days m ssed because of
ber eavenent, as specified above, to the extent they were
schedul ed to work those days. Enployees may request additional
time off wthout pay for bereavenent.

In order to receive pay for days schedul ed but not worked
because of bereavenent, the enployee nust submt a witten
statenent specifying the nane of the deceased, the enployee's
relationship with the deceased, the county and state in which the
deceased died, the date of death, and the place or funeral or
ot her nmenorial services.

SECTI ON 27
WORKPLACE PRACTI CES COW TTEE

There shall be established a Wrkplace Practice Commttee,
consi sting of the Executive Director or his/her designee, and two
persons appointed by the Union. The Wrkplace Practice Conmttee
shal | neet once per nonth. The nonthly neeting shall take place
on the first Thursday of the nonth, unless rescheduled. Tine
spent in neetings of the Wrkplace Practices Commttee shall not
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be paid tine. Meetings may be schedul ed, reschedul ed, or
di scontinued for resunption at a later date in the discretion of
the Executive Director or his/her designee.

During such neetings, Union nmenbers of the Committee may
propose i deas and make suggestions on subjects that are not
ot herwi se mandatory subjects of bargaining. The Executive
Director or his/her designee shall consider such proposals and
suggesti ons.

Not hing in this Agreenment, however, shall require the
Enpl oyer to reach an agreenent with the Union on these subjects,
or to bargain to an inpasse. The only obligation arising under
this Section is to neet and to consider ideas and suggestions.

The Workpl ace Practices Conmttee is a forumfor
constructive ideas and suggestions for the betternment of services
provided to the residents.

SECTI ON 28
FAM LY AND MEDI CAL LEAVE

The parties recognize that the Enployer is not at the tine
of the execution of this Agreenent bound by the terns of the
Fam |y and Medical Leave Act. The Enployer will, neverthel ess,
gi ve consideration to requests for unpaid | eave for famly or
medi cal | eave.

SECTI ON 29
DRUG & Al cohol Policy

The Enpl oyer shall conply with, and the Union agrees to and
abi des by, all applicable Federal, State, and Local | aws
regardi ng the mai ntenance of a Drug-Free work place. Were the
Enpl oyer has cause to believe an enpl oyee nay be under the
i nfl uence of al cohol or drugs, the Enployer will notify the Union
and the Enpl oyee will be tested by a certified test site.

For any enpl oyee who violates this policy, the Enpl oyer may
termnate his or her enploynent for the first offense, however
counseling and treatnment will be considered where appropriate.
Treat nent for substance abuse is avail able under the enpl oyee’s
heal t h coverage.
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SECTI ON 29
ENTI RE AGREEMENT

The Agreenent constitutes the sole and entire agreenent
bet ween the parties, and may be nodified only in witing with
specific reference to this Agreenent.

SECTI ON 30
DURATI ON OF AGREEMENT

This Agreenent shall be in full force and effect fromthe
date of execution and shall remain in full force and effect until
Sept enber 30, 2005. This Agreenment shall remain in effect from
year to year thereafter unless and until either party gives to
the other party witten notice by certified mail, return receipt
requested, ninety (90) days prior to the end of the original
term or ninety (90) days witten notice prior to the subsequent
year, of an intention to termnate the contract at the end of the
original termor at the end of the then current year.

In the event of failure to serve notice by either party, the
Agreenent shall renewitself fromyear to year.

FOR THE EVMPLOYER

Davi d Buf fum Executive Director
Trevor's Canpai gn

FOR THE UNI ON

Frederick Wight, President
AFSCMVE LOCAL 1739
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