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PREAMBLE
CONTRACT BETWEEN MTA & AFSCME

This Contract was entered into between the Los Angeles County Menopohtan
Transportation Authority (Authority) and American Federation of State, County and
Municipal Employees (Union) in a spirit of cooperation between the Union and the
Authority in recognition of the need to maintain safe and efficient operation of the transit
systern.

All matters pertaining to the management of operation, including the type and kind of
service to be rendered to the public, the equipment used, the maintenance of discipline
and efﬁclency, the hire, promotion and transfer of employees, and their discharge or

"discipline. for proper cause, are the prerogatives of the Authority, subject to such

limitations thereon as are set forth elsewhere in this Agreement.

The Union recognizes that willfil infractions of the Authority’s Rules and Regulations
that are necessary for efficient operation will constitute cause for disciplinary action. No
rules or regulations atany time promulgated of efiforced by the Authority shall be valid if
they violate any provisions elsewhere set forth in this Agreement.

of a grievance.

The MTA recognizes its duty to negotiste any change that affects hours, wages and
working conditions of AFSCME members.

In negotiation for a successor contract, five (5) members appointed by the Union shall be
released from duty in an unpaid status to participate in Local 3634 negotiations. Two (2)
membersshallbeappomtedbytheUmonandbereleasedﬁomdutymanunpaxdstatus
to participate in Local 3150 negotiations. The negotiations shall be conducted in a
coordinated manner. The parhes reserve the ngh: to mclude any necessary staﬂ' or

to paruclpate in part:cular meet:lngs
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1.4

ARTICLE 1

RECOGNITION

‘The Los Angeles Metiopolitan Transportation Authority and the Public
Transportation Services Corporation (herein referred to collectively as the
“Authority”) recogrize the American Federation of State, Coinity and Municipal
Employees, Locals 3634 and 3150 (herein referred to as “the Union™) as the
exclusive representative for all of the employees in the bargaining ugit for
purposes of collective bargaining with respect to wages, hours, and terms and
conditions of employment.

The bargdining mit includés employees employed by the Authority in the
classifications listed in Article 35 and in other classificationis the Authority and
the Union mutually agree to add to the bargaining unit.

The parties agree to negotiate over the creation of and implementation of new
positions, experimental projects (i.e. Rapid Bus} as it affects Union membership-

If the Authority acquires or merges with another entity, or adds new service with
positions or classifications with a similar community of interest to those
classifications certified by the State Conciliation and Mediation Service as
positions in AFSCME Locals 3634 or 3150, such classifications or positions will
become certified in the appropriate AFSCME Local, except as is provided in
Section 30753 of the Public Utilities Code. ”
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ARTICLE 2

TERM/EFFECTIVE DATE/TERMINATION DATE

Duration And Termination

Except as otherwise provided herein, this Agreement shall be made effective

April 1,2001 and shall remain in full force and effect to and including

June 30, 2008, and shall continue. in effect hereafter; unless notice in writing of
termination has been served by either party upon the other no later than 180 days
prior to June 30, 2008. If neither party so serves such notice of termination, this
Agreement, after June 30, 2008, may be terrhinated by either party serving upon
the other written notice of termination no later than .90 days prior to the time it is
proposed to make such termination.

Requests To Modify

Any requests to modify or change this Agreement, or any portion thereof, shall be

imade ih writing and shall be served on the other party no later than 180 days prior

to June 30, 2008, and in the event the Agreement is in effect after such date by
reason of the provisions of Section 2.1 hereof, not later than 90 days prior to the
time it is proposed to make siich change or modification.
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3.1

32
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3.4

ARTICLE3

FULL UNDERSTANDING

The parties agree that this Agreement constitutes the full and final agreement of
the parties on all subjects covered in this Agreement,

Neither party waives dny of its rights of obligations under existing State: or-
Fedéral law, with regard to their duty to negotlate over subjeécts fiot covered in
this Agreement. .

Nothing in this Agreement shall be construed as preventmg the Authomy from
u-ansfernng lines or service to a Transportatxon Zone: in accordance with
California S.B. 1 101 of the 2000 séssion. ‘

The parties agree that, except as provided in S.B. 1101 of the 2000 séssion, all
issues regarding the impact on employees related to the transfer of lmes or service
to a Transportation Zone are subject to negotiations.

nless the Parties mutually agree othemse, teither Party will seek any
amendments to S.B. 1101 and both Parties will opposé any amérfidments to S.B.
1101 proposed by anyone else.



ARTICLE 4

SAVINGS CLAUSE

In the event that any provision of this Agreement shall at any time be declared
invalid by any court of competent jurisdiction, the decision shall not invalidate
the entire Agreement, it being the express intention of the parties that all other
provisions shall remain in full force and effect. The parties agree to meet and
negotiate-a replacement for such provision. '

10
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ARTICLE 5§

UNION SECURITY

Agency Shop

As a condition of employment, all current and new employees shall become and
remain members of the Union or: pay the Union a service fee-in an amount not to
exceed periodic dues and assessments during the period of this Agreement within
thirty (30) days after the effective date of this Agreemenit or within thiity (30)
days from employment in a classification included in the bargaining unit,
whichever is later. The Union shall set the amount of the service fee, and it shall
be implemented by the Authority in the first pay period after written notification
by the Union.

Discharge for Non-Membership or Nan-Payment of Service Fee

In the event any employee fails to comply with the requirements of this Article,
the Union may give the Authority written notice of this fact, and within five (5)
days after receipt of said notice, the Authority shall terminate the employee.

Notification of Bargaining Unit Emiployeés

53.1 ‘The Authority shall forward to the Union a copy of a regularly published list

of names, classifications, home addresses and telephone numbers,
departments, and divisions or work locations of all employees and

membership statis in the bargaining unit.

532 The Authority shall forward to the Union a copy of a regulasly published list

of names, classifications and departments, divisions or work locations of all
employees leaving/entering the bargaining unit, the date they are scheduled to
leave dnd tlie reason that they are leaving.

Payroll Deduction of Ditles & Other Items

54.1 Payroll deductions shall be limited to the following choices:

1) Union membership dues,

2) Agency fees, , o
3) AFSCME, Voluntary Political Action Check off— PEOPLE

11
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5.6

4) Fair share donations to MTA Charitable Giving Campaign.
Fair Share Donations are limited to employees with religious objections.

Any employee who is a member of a bonafide rehgmn, body, or sect which
has historically held conscientious objections to joining or ﬁnanclally
supporting public émployee organizations. shall not be reqmred to join or
financially support the organization. Such employee shall in lieu of agency
shop fees, pay sums equal to said amount to a non-religious, ifion-labor
charitable fund exempt from taxation under Section 501c (3) of the Internal
Revenue Code, which has been selected by the employee: from a list of such
funds designated by the parties hereto in a separate agreement. Such
payments shall be made by payroll deduction as a condition of continued
exemptlon fmm the requm:ments of ﬁnanclal support to the Umon and as a

this provision shall be subject to drbitration.

542 The Authority shall make payroll deductions for each employee who executes

an “Authorization for Payroll Deduction”.

5.4.3 The authorization for payroll deduction shall be made.on a form approved in

advance by the Authority.

544 In the event the Authority receives from an employee writtén revocation of

the employee’s check off authorization, the Authority shall within five (5)
working days notify the Union.

Information to Emiployees

The Authority shall inform all new hires and all employees promoted. into the
Bargaining Unit, at the time of hire or promotlon, of the existence of this
Agreement and the requirements of this provision. A union officer or designee
will be afforded time to meet with any employee entering the Bargaining Unit for
Union érientation.

Union Indemnification of the Authority

The Union agrees to hold harmless and to indemnify the Authority for any and all
costs arising from any cldim or legal action caused by compliance with this
article. Legal fees and costs incurred by the Authority in connection with the
defense shall be subject to negotidtion and/or arbitration with regard to the
reasonableness of the fees.

12
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ARTICLE 6

CONTINUITY OF SERVICE

No Work Stoppage

During the térm of this Agreement, the Union agrees that the Union shall not call
or engage in any strike, slow down, or any other concerted activity that will stop,
hinder, or impair the Authority’s ability to provide the public with safe and
efficient public transportation.

Picket Lines

It shall not be a violation and shall not be cause for discipline for-an Authority
employee voluntarily to refuse to enter upon any property involved in a primary
bonafide labor dispute. It shall not be a violation of this section and shall not be
cause for discipline of any employee by any party, should sy employee
voluntarily enter Authority property at a time when the Authority is involved in a

primary labor dispute.

For purpose of this section, a primary labor dispute is defined as a dispute
between MTA and other MTA Uniions.

No Lockout

The Authority agrees that it shall not lock out employees diring the term of this
Agreement.

13
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ARTICLE 7

BULLETIN BOARDS

7.1  Encased Bulletin Boards

The Authority shall erect encased balletin boards with locks and keys at work
locations. Keys will be given to authorized Union representatives. The Bulletin
Boards will be the exclusive location for posting Union literature on MTA
property. The Bulletin Board will be shared by all AFSCME locals.

7.2  Use of Bulletin Boards

72.1 The bulletin bodrds may be used by the Union for posting Union approved
notices.

7.2.2. Notices shall not contain material that is derogatory toward management

employees of the Authority. Nor shall such notice contain slanderous or
obscene statements.

7.23. Notices postéd that are not Union approved shall be removed immediately by

7.3

the Union.

Location and Quantity of Bulletin Boards

The number and location of bulletin boards shall be mutually agreed upon by the
Authority and the Union. Bulletin Board locations will be reasonably convenient
to the majority of Union members.

14
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8.1

8.2

ARTICLE 8
NON-DISCRIMINATION
The Authority and the Union agre¢ not to discriminate agdinst an employee
because of race, color, sex, age, marital status, religious creed, national origin,
ancestry; disability; sexual orientation or for lawful political activity, or any other
reason prohibited by law.
The Authonty and the Umon agree. that employees shall not be mterfered thh,

participation in or refiisal to participate in winion activity.

15
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9.1.1

9.12

ARTICLE 9
JOINT LABOR/MANAGEMENT COMMITTEES

9.1  Joint Labor/Management Commitiees

Joint Labor Management Committees (JLMC) have been formed. These
Comitittees consist of System Wide, Bus and Rail Operations, Operations
Maintenance, and Facilities Maintenarice and Support Finctions. The
Authority and the Union shall appoint its members to these Committees. The
Committees will meet on an as-needed basis to resolve issues regarding the
implementation of the terms of this Agreement. Each committee w111 develop
and distribute written procedures.

Union Committee members who are schediiled to be on duty, will be in a pdid
status and shall notify the appropriate Manager/Supervisor of each committee
meeting no less than seventy-two (72) hours prior to the meeting. JLMC
meetings will be scheduled to afford at least-72 hours notice to all attendees.

16



I- ! ARTICLE 10
j
REPRESENTATION
1 ] 10.1  List of Uniion Officers/Stewards/Authorized Union Staff Representatives

The Union shall provide a written list of names of authorized union staff

‘-

10.2.2

representatives, union officers and union stewards to the Authority’s Chief Labor
Relations Officer or designee, as well as changes in sich list at least three (3)
days prior to the effective date of assuming the duties of office.

10.2 Working Officers/Working Stewards

10.2.1 It is agreed and understood that employee unjon stewards and officers are

employed to perform full-time productive work for the Authority. Officers
and Stewards will be required to observe all safety and other rules and
regulations of the Authority. Nothing herein regarding rules of conduct shall
be construed to prevent the officer or steward from condilcting union business
in a responsible manner.

Union officers and/or union stewards may only leave his or her work during
working hours with the permission of the employee’s immediate supervisor
provided:

1) such release from work does not negatively impact on the safety of others;

2) the employee and the supervisor agree to set an approximate penod of
time the employee shall be released from work;

' 3) Union Officers and Union Stewards - may leave their work during working

hours with notification to their manager in order to investigate grievances
or proposed disciplinary action, attend grievance, or pre-disciplinary
hearings, attend disciplinary interviews, or attend other meetings
scheduled by Authority management;

4) Attendance is in a paid status provided the release time is liniited to no
more than one umion officer or union steward at any one function;
attendance outside of the normal work hoiirs of the tifion officer or rtion
steward is:in an unpaid status.

17



103  Conductifig Union Business on Authority Property

Union staff representatives will be permitted access to the property for the
purpose of conducting urnion business with Union stewards and Union members.
Where reasonable and practical, théy shall notify the Location Manager in
advance of thejr intent to visit a work site and the approximate duration of the
visit. The representative’s access will fict disrupt the work flow. Union staff
Representatives will ‘be required to observe all safety and other rules and
regulations of the Authority. Union staff representatives are employees of the
union.. .

18



11.1

11.2

ARTICLE 11

PROBATIONARY PERIOD

Application

All fegular, newly hired, promoted and rehired employees are subjéct to the
probationary périod.

Definitions

Initial Probationary Period - The first 180 calendar days of continuous service
from the date a new employee is hired except that in cases where the required
training exceeds 90 days, the probationary period shall be for a period of 90 days
after thé required training has been successfully completed by the new employee.
The probationary period shall be extended by the period of an employee’s
absences, if the absenices total 5 days or more.

Promotional Probationary Period - The first 180 calendar days of continuous
service from the date a regular employee comipleted the reqiired training period
except that in cases where the required training exceeds 90 days, the probationary
period shall be for a period of 90 days after the required training has been
successfully completed by the new employee. The probationary period shall be
extended by the period of an employee’s absences, if the absences total 5 days or
‘more.

Assessment Period — An employee who moves from one job function.to: -another,
where addressed in another article in this Agreement, within the job classification,
or who moves from one classification to another when such movement does not
result in a promotion, may be subject to an assessment period. The assessment
penodshallbeextendedbythepmodofanemployeesabsences,lftheabsences
total 5 days or more.

Regular Employee - Full-time or part-tlme employee occupying a budgeted
position who has successfully competed in the selection procéss.

Trajning Périod - The period of time required by the department to receive and
pass all required training as determined by the Authority.

i}

19



11.3 Procedures — New Hires
11.3.1 Failure of Initial Probation.

A new employee may be terminated at any time and for afiy legal reason
during the initial probationary period, without right of appeal..

11.4 Procedures - Promotions
11.4.1 Failure of Promotional Probation

An employee on promotional probation may be removed from the position at
any time without right of appeal. An efiployee who does not satisfactorily
complete promotional probation may request a review with the
manager/supervisor to discuss the failire of probation.

When an employee fzils the promotional probation, the employee shall return
to his/her former position if the position is still vacant. If the position is filled,
the employee shall be placed in a comparable position at his/her prior rate of
pay at his/her former location.

An employee may also elect to return to his/her prior position within the term
of the probationary period if the position is still vacant. I the position has
been filled the employee shall be placed in a vacant comparable position at
his/her prior rate of pay at his/er former location. Employees returning to
their prior positions/classifications under the provisions of this section shall
suffér no loss of seniority. -

11.5 Procedures — Assessment Period
11.5.1 Failure of Assessment Period

During the assessment period, an employee may be removed from the position
at any time without right of appeal. An employee who does not satisfactorily
complete the assessment period may request a review with the
managa/supervxsor to discuss the failure of the assessment period.

When an employee fiils the assessment period, the employee shall return to
his/her former position if the position is still vacant. If the posmon is filled,
the employee shall be placed in a comparable position at his/her prior rate of

pay at-his’her former location. :

20
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An employee may also elect to return to his/her piior position within the term
of the assessment period if the position is still vacant. If the position has been
filled the employee shall be placed in a comparable position at his/her prior
rate of pay at his/her former location. Employees returning to their prior
positions/classifications under the provisions of this section shall suffer no
loss of seniority.

11.6 Performance Evaluation

11.7

11.8

During the probationary period, the employee’s performance shall be evaluated at
dates determined by mutual agreement between the employee. and the
manager/supervisor. If no agreement is reached the employee shall be evaluated
at 60, 90 and 120 day intervals following the appointment date. :

Extension of Probationary Period

The CEO or deSigne‘e, at the request of the hiring department, may extend the
probationary period in rare circumstances. No probationary period may be
extended for more than 180 additional calendar days. The manager/supervisor
will notify the employee in writing prior to the extension of the probanonary
period.

Promotion Outside of AFSCME Bargaining Units

It is the intent of the parties to encourage employees to pursue promotional
opportunities within the Authority without jeopardy to their employment status
during the length of the promotional probationary period. An employee who
promotes outside of AFSCME Bargmnmg Unit(s) who fails to pass promotional
probation shall be returned to his/her prior position if the position i3 still vacant or
will bé placed in a comparable position at' his/her prior rate of pay at his’her
former location. The employee and the manager/supervisor can also mutually
agree at any time in the probationary period that the employee return to the
AFSCME Bargaining Unit(s). The employee shall return to his/her prior position
if it is still vacant. If the position has been filled, he/she shall be placed in a
vacant comparable position at his/her prior rate of pay. Employees who.return to
their positions under the provisions of this section shall suffer nio loss of seniority.

21



11.9 Responsibilities

Managers/supervisors will monitor the employee’s performance during the
probationary period, and provide a written evaluation as specified in this Article.
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ARTICLE 12

DISCIPLINE

12.1 Application

This Article applies to all AFSCME represented employees who have completed
their initial probationary period.

12.2 Procedures

MTA will impose discipline in accordance w:th the principles of just cause and
progresswe discipline. An employee may be reprimanded verbally or in writing,

suspended, demoted (with or without salary reduction) or discharged for reasons

such &s, biit not limited to, poor performance, misconduct, violation of MTA
policies and pmcedures inappropriate behavior, or violation of the law which
causes discredit to the MTA or the employee's position.

12.2.'1

Informal Discussion or Counseling

The. employee’s manager/supervisor may conduct an informal counseling
session with the.employee. This step is optional and is:not to be considered as
disciplinary in natare but an opportunity for the employer to correct the
employee’s behavior.

Records of informal discussion or counseling shall be mamtamed at the
employee’s work location.

Pre-discipline Process

An employee may be suspended, demoted or terminated for masons set forth
in Section 12.2. An employeé who xstobesuspended,demotedorteﬁninated
has the right to be represented by AFSCME throughout the pre-discipline
process and the steps of the disciplinary procedure. Employee shall be
notified of this right and afforded reasomable opportunity to secure
representation.

The following steps shall be followed by the managerlsupervxsor prior to

-taking disciplinary action against an AFSCME represented full-time or pait-

time employee, except for verbal and written reprimands.



1) Notice of Proposed Action

A written notice of the proposed disciplinary action will be prepared by
the manager/supervisor and delivered to the employee The notice will
include:

a) Reason(s) for the proposed action
b) List and copy of all materials supporting the proposed action
c) Right to respond

The employee will have the right to respond either orally or in writing
within a reasonable time (not to exceed 10 working days), unless extended
by mutual agreement with the supervisor or manager imposing the
discipline.

2) Decision to Inipose Discipline

The employee will be notified by written notice.of:
a) the original charges
b) the determination as to the chaiges .
¢) the level of disciplinary action to be imposed, if any.

The written notice of discipline shall be maintained at the employee’s
work location and in the employee’s permanent personnel file.

12.23 Appeal Rights

New-hire probationary employees may not appeal disciplinary actions.
Regular, non new-hire probatlonary employees may appeal discipline per the
standards established in this article. The appeal will be processed in
accordance with Article 14, Grievance and Arbitration. Information
pertaining to discipline shall not be entered. into the file permanently until
resolution of hearing,

123 Investigatory Stigperision

An employee may be suspended pending a disciplinary investigation. Suspension
may occur prior to the disciplinary process. This form of investigatory
suspension is not considered a form of discipline and will be served with pay.



-—

-

12.5.2

1253

“ - - - . . . . -

124 Progmssive Discipline

Progressive discipline provides for increasingly severe penalties to be imposed o
an employee. This provides the employee with an opportunity to correct his or
her behavior before more severe disciplinary action is taken. However, under
some circumstanceés more severe: discipline, including termination, may be
administered the first time an employee commits a serious offense. Additionally,
under some circumstances lesser discipline may be administered due to mitigating
circumstances.

12.5 Discipline

12.5.1 Verbal Reprimand

The supervisor shall discuss with the employee unacceptable performance or
behavior. The employee must be given the opportunity to relate histher view
of the situation.

After this meeting and a review of relevant factors and docuinents, the
manager will prepare a brief written summary of the Verbal Reprimand and
send.a copy to the employee and the employee's work location personnel file.
The employee may respond in writing and request that the response be
attached to the récord of the verbal reprimand.

Written Reprimand
A written reprimand may be necessary for a more serious violation or a repeat.

of the sarie problem. Again, a meeting shall be conducted as soon as possible
between the manager and the employee where the facts are presented.

A copy of the written reprimand with the eniployee’s response shall be: given

to the employee with a copy placed in his/her pemonnel file at the worksite
location. The employee shall be requested to sign and date the written
reprimand. The employee’s signature is an acknowledgement of receipt of the
written repritmand only.

Suspension
Suspension is normally applied in the following circumstances:

1) Where the offending conduct or job deficiency does not warrant demotion
or discharge.



. 12.5.4

12.5.5

12.5.6

2) Where the employee has received progressive discipline for similar
conduct or job performance deficiency.

All suspensions must be documented in writing by thé manager/Supefvisor.
Suspension of Employees in (FLSA) Exempt Positions

Employees in Fair Labor Standards Act (FLSA) exempt positions can only be
suspended in increments of five (5) days. All suspensions must be
documented in writing by the manager/supervisor.

Demmotion

A demotion requires notification as described in the pre-discipline process.
An employee may be demoted with or without salary reduction.

Termination

1) Termination is appropriate where progressive discipline has failed to
correct behavior, or

' 2) Where the offending conduct or job deficiency warrants immediate

26
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ARTICLE 13
PERSONNEL FILES

An embployee’s central personnel file is maintained at the Human Resources Department.

A secondary file is kept.at an employee’s department or division. The Departmental or
‘Divisional file will contain all evaluations and disciplinary documents.

13.1 Maintenance of Re;cords

Information entered in the Employee’s Personnel File(s) is intended for the use by
the employee’s manager/supervisor-in the day-to-day operations of the Authority.

Managers are responsible for maintaining and ensuring the confidentiality of the

files.

13.1.1 Adding Information to Employee Files

13.1.2

13.13

Department heads, managers, and the employee through his/her manager may
add items to an employee’s file. An employee shall be made aware of any
additions to his/her file and provided a copy of additions, such as, but not
limited to, commendations, discipline, time off and leave requests, training
documents and evaluations.. Once a memo, notation, or evaluation is placed in
a file, it becomes a part of the Divisional Personnel File(s).

Before documents relating to employée performance commeéntary dfe placed
in an employee’s file, the employee has the right to respond in writing within
five (5) working days from the receipt of such materials. Such response is to
be attached to the document(s) and placed in the file. Information perlnmmg
to discipline shall not be entered into the file until the disciplinary action is
assessed to the employee.

Removing Information From Employee Records

Documents will be removed from the Personnel File subject to the resolution
of grievance or arbitration awards, of through miutual agreement.

Review of Disciplinary Record

Afler one year, verbal reprimands and written reprimands will not be used
€xcept to provide evidence of progressive discipline.
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13.1.4

713‘.1.5

Confidentiality

Personnel files are confidential and only those persons who are authorized by
the Director of Humnn Resources or his/her designee are permitted to review
the files.

Request to Review Flle(s)

An employee or his/her authorized Union representative, with the employee s
permission, may request to review all théir own personnel files and make
copies of any documents contained herein. Such requests will be made with
no léss than two (2) working days notice.

1) An employee who requests to sec his/her file located at the Human
Resources Departmerit during scheduled work time must have the
permission of the manager to leave the workstation. A representative
from the Human Resources Department must be: present.

2) If an employee is reviewing his/her divisional Eniployee Record File(s) at
the department/division, the manager or  designee miust be present.
‘Employees working hours will be accommodated to facilitate review of
the folder.

3) An employee or his/her representative may make copies of any document
in'the file except for pre-employment references.
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14.1 Definition

e

ARTICLE 14

GRIEVANCES AND ARBITRATION

A grievance is defined as any dispute concerning the interpretation or application

of this Agreeniiént, or Authority rules, policies, procedures or working conditions

—

when employees are impacted and employee disciplined. When more than one
employee is impacted, the Union may file a group grievance on behalf of all of

the impacted employees.

'14.2  Grievance Procedure (Non-discipline)

14.2.1 Informal Discussion

An employee raising a grievance shall meet with his/her. supemsor s soon as

possible.

During this informal meeting, the parues should review the matter

and seek agreement on a solitich. If the grievance cannot be resolved
satisfactorily or if a timely meeting cannot be scheduled, the employee may

D

b)

d)

2)

1

i

1

1

I

_

i

1

1
l file a formal written grievance as specified below.
I_

1

1

i

i

1

1

i
i

Step One (Work Location Manager)

The Union may request on an AFSCME Grievance Form, a
meeting with the Work Location Manager within fifieen (15)
working days from the date the émployee knew or should have

* known of the dispute.

The Work Location Managér ‘shall meet with the Union and the
gricvani(s) on or before the fifth working day after receiving the

The Union shall identify the issie(s) in dispute and the remedy
h;'.ingl'i]llﬂst!ﬂ .

The Work Location Manager shall respond in writing within
twenty (20) working days from the date of the meeting. The
Manager shall mzil a copy of the response to the Union within the

required time limits. The Manager shall also give a copy of the
response to both the grievant and the Union Steward.

Step Two (Deputy Chief Executive Officer)

29



3)

4)

a)

b)

b)

c)

If the response at Step One is not satisfactory, the Union may file a
Step Two grievance appeal with the Deputy Chiéf Executive
Officer on an AFSCME Grievance Form (Non-discipline), which
shall state the issue in dispute, the provisions of the Agreement
alleged to have been violated, if relevant, and the. relief sought.
The grievance shall be filed within ten (10) working days from the
receipt of the response at Step One.

The Deputy Chief Executive Officer or designee shall meet with
the Union and the grievant(s) to review the gnevance and resolve
matter within fifteen (15) working days of réceiving the appeal.

The Deputy Chief Executive Officer or designee shall respond in
writing within twenty (20) working days from Step Two meeting.
If the Grievance is denied, the Deputy Chief Executive Officer
shall state the reasons for the denial. The Deputy Chief Executive
Officer shall mail a copy of the response to the Union within the
required time limits, This response shall also be provided to the
employee and the Union Steward.

Step Three (Chief Executive Officer)
Labor Relations will serve as the CEQ’s designee.

If the response at. Step Two is not satisfactory, the Union may
move the grievance to Step Three by submitting a request in
writing within ten (10) working days from receipt of the respohse
at Step TWO

The CEO or designee shall meet with the Union and the grievant(s)
to review the grievance and resolve the matter within fifteen (15)
working days of feceiving the appeal.

The CEO shall respond in writing w1thm twenty (20) working days
denicd, the CEO shall state the reasons for the denial. The CEO
shall mail a copy of the response to the Union within the required
tirhe limits. The response shall be provided to the grievant and the
ste“--' Vaﬂ .

Step Four (Arbitration)
If the response at Step Three is not satisfactory, the Union may

move the grievance to arbitration by suibmitting a request in
writing within thirty (30) working days after the receipt of the

30
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‘respiorise at Step Three.

143  Grievance Procedure (Discipline)

14.3.1 Step Onie (Executive Officer)

1) If an employee has been disciplined, the Union may file a grievance on an

2)

3

AFSCME Grievanée Form (Discipline), which shall state the issue in
dispute, the provisions of thé Agreement that have been violated if
relevent, and the remedy requested. The grievance shall be filed within
ten (10) working days from the receipt of the date of the discipline
decision.

The Execiitive Officer or designee shall meet with the Union and the
grievant to review the grievance and resolve the matter within fificen (15)
working days of receiving the appeal.

The Executive Officer or designee shall respond in writing within twenty
(20) working days from the meeting. If the grievance is denied, the
Executive Officer shall state the reasons for the dénial. The Executive
Officer shall mail a copy of the response to the Union, to the Union
Steward and to the grievant at his/her work site or last known address
within the required timie limits.

Step Two (Chief Executive Officer)

Labor Relations will serve as the CEO’s designee.

1)

2)

3)

If the response at Step One is not satisfactory, the Union may move the
grievance to Step Two by submitting a request in writing within ten (10)
working days from receipt of the résponse at Step One.

The CEO or designee shall meet with the Union and the grievanit(s) to
review the grievance and resolve the matter within fifteen (15) working
days of receiving the appeal.

The CEO shall respond in writing within twenty (20) working days from
the date of the Step Two meeting. If the grievanice is denied, the CEO
shall state the reasons for the denial. The CEO shall mail a copy of the
response to the Union, to the Union Steward and to the grievant at his/her
work site or last known address within the required time limits.
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14.3.3 Step Three (Arbitration)

If the response at Step Two is not satlsfactory, the Umon may move. the

(30) workmg days after the reeelpt of the response at Step Two.

{

144  Arbitration

14.4.1

14.4.2

1443

14.4.4

14.4.5

14.4.6

In the event the parties cannot mutually agree upon an arbitrator within five
(5) working days from the receipt of the request for arbitration, the moving
party shall request that the Califoriia State Conciliation and Mediation
Service submit to them the: names of seven (7) arbitrators. No arbitrator on
the list shall have any official, financial or other connection with or mterest in
the Authority or the Union.

Up'on.receipt of the list, the Authority and the Union shall determine by lot the
order in which the parties will strike names from the list. In that order they
shall strike names from the list until only one (1) name remains. The

Authority and the Union shall accept the remaining name as the arbitrator in
the case.

In the event that the arbitrator is unable to serve, the moving party shall
request a new list from the California State Conciliation and Mediation
Service. Upon receipt of the new list, the Authority and the Union shall
follow the same procedure.

The cost of the arbitrator and the certified court reporter shall be equaily
shared by the parties. The parties agree to follow the generally accepted
practice and procedure for labor arbitrations. Each party shall bear all costs
for presentation of its case.

Within thirty (30) calendar days from the date of the closing of the hearing or
the filing of written briefs, whichever is later, the arbitrator shall provide the
parties a written decision. The arbitrator’s writtén decision shall be final and
binding upon the Authority, the Union and the grievant(s).

Either party may call any employee as a witness in any proceedings, and if the
employee is.on duty, the Authority agrees to release that employee on duty so
that he/she may appear as a witness. If an employee witness is called by
either party, the party calling such witness will reimburse the witness for the
time lost.
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14.5 Time Limits
14.5.1 The parties may mutually agree to extend the time limits.
14.52 In computing time limits, Saturdays, Sundays and Holidays. shall be éxcluded.

14.5.3 If the Union fails to process the claim to the next level within the time limits,
the grievance shall be automatically processed to the next level of review.

14.5.4 If the Authority fails to comply with the time limits, the grievance shall be
automatically processed to the next level of review.

14.6 Release Time for Grievance Meetings

Grievant(s) shall be released from work and shall suffer no loss of pay for
attendance at grievance meetings.
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15.1

15.2

153

ARTICLE 15

FLEXIBLE SCHEDULING

The Authority and/or the Union may propose to create, eliminate or modify
flexible work schedules. Upon request by the Authority or the Union to change
flexible work schedules, the Authority shall meet with the Union to discuss the
proposed changes, within twenty (20) days of the initial notice to the Authority or
Union. The Authority shall designate a representative from Labor Relationis and
the impacted department and the Union shall designate two representatives to
serve as the review commiittee to discuss the Proposal. Workweek . schedule

‘changes will be administered according to the Fair Labor Standard Act (FLSA)

rules and regulations.

"The committee shall review the flexible work schedule proposal and consider

criteria including, but not limited to, impact on the size of the staff. shift
coverage, supervisory coverage, and budgetary implications.

Neither the Authiority nor the Union may unreasonably deny requests for the

creation, modification, or elimination of flexible work schedules.



i ] ARTICLE 16
-
BREAKS AND LUNCHES
16.1 Existing practices regarding the scheduling of Breaks and Lunches shall be
! ] maintained except as provided in this article.
! ! 162 Transportation Depamnent
i
Management shall continue to provide and accommodate an on duty thirty (30)
I minute employee Tanch.. Employee assignments shall be established to allow for
the provision of a thirty (30) miifiute on duty lunch and breaks in accordance with
applicable State and Federal Laws. :
! 35
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ARTICLE 17

HEALTH AND SAFETY

[ =

17.1 The Authority shall maifitain a healthy and safe work environment and shall
comply with all applicable City, Coiinty, State and Federal laws and regulation.

)
[

17.2  The Authority shall provide all necessary safety equipment, as determined by the
Authority.

. -— el
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i i . | ARTICLE 18
] PROMOTIONAL OPPORTUNITIES
| ] 18.1 When a position opens within cither of the AFSCME Bargaining Units,
preference will be given to AFSCME Bargaining Unit mémbers..
l ] 18.2 Nothing contained herein shall prohibit the selection of a retired MTA employee

to fill 4 vacant bargaining unit position. Retired MTA employees shall commence
all seniority dates from the date of re-hire.

‘I
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19.1

19.2

ARTICLE 19

RAIL PROFICIENCY

It is agreed that employees in the classification of Rail Tramsit Operations
Supervisor (RTOS) and Senior RTOS :shall maintain all required certification and
licenses as defined by the Department of Motor Vehicles, California Public
Utility Commission (CPUC) and the Authority.

During the certification period upon employee request, an aggregate of four (4),
(3 RTOS and 1 Sr. RTOS) shall be assigned to perform certification rides during
work tiours. The remaining RTOS & Sr. RTOS shall perform certification rides
during the RTOS or Sr. RTOS’ non-regularly scheduled work hours. Unless both
parties agree to an assignment, the RTOS or Sr. RTOS will not be assigned a shift
when reporting for their proficiency ride. Where applicable, employees shall be
compensated at the appropriate overtime rate of pay.
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ARTICLE 20

- e

PAID TIME OFF

—— S

20.1 Holiday

[SE—

MTA HR Policy #7-1 in effect on July 1, 2001 (beginn’mg of contract period) plus
‘the one (1) additional ﬂoatmg holiday negotiated in this Agreement applies. A
copy of HR Policy #7-1 isattached in Appendix D.

20.1.1 The floating hollday of eight (8) hours shall be input into employee’s Time
Oﬁ'WlthPaybankonJulylofeachyearandutlhzedasrequestedand
authorized by the employee’s supervisor/manager.

20.1.2 Initial input of eight (8) hours effective for July i, 2002, shall be input into

members’ TOWP bank at the earliest convenience after contract ratification
by the MTA Board of Directors.

20.2 Time Off With Pay (TOWP)

MTA HR Policy #7-2 with effective date of July 1, 1998 applies. A copy of HR
Policy #7-2 is attached as Appendix E.
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21.1

ARTICLE 21

SUPERVISORY RESPONSIBILITY

The meémbérs of the bargaining unit understand that, as the Authority’s

‘Supervisors, it is their paramount obligation to the Authority to ensure safety of

operations, to ensure productivity, to recommend and impose discipline when
warranted and to further ensure compliance with rules, regulations, and policies
by employees within their control. :
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ARTICLE 22

SENIORITY LISTS

There shall be three (3) types of seniority lists; Classification Seniority, Bargaining Unit
Seniority and Authority Seniority.

Classification Seniority List

Seniority will be based on date of the employee’s appointment to the
classification. Time worked as an “extra” supervisor (Division Dispatcher,
Instruction, Road Supervisor, Radio Dispatcher) will count toward TOS
Classification Seniority.

Time worked in an acting status shall not count towaid Classification Seniority.

 Bargaining Unit Seniority List

Bargaining Unit Seniority begins with the date of hire into a bargaining unit
classification and shall include all time spent in all classifications in the
bargaining unit. Bargaining Unit Senijority is to be used as-a tie breaker when two
or more employees are appointed to a position on the same date.

Authority Seniority List

Authority Seniority begins on the date of hire by the authority or any predecessor
agency.

Implementation of Seniority Lists

The Joint Labor/Management Committee will develop all Seniority Rosters
pursuant to this article and the procedures used to determine placement on the
Seniofity Roster.
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ARTICLE 23

LAYOFF

23.1 Notice To Union

23.1.1. The Union recognizes the MTA’s right to reduce the workforée. The

Authority shall give the Union notice in a timely manner when it is
consideting layoffs and shall negotiate with the Union over altematives to the
layoffs and the impact of layoffs. The MTA and the Union shall commence
negotiations within three (3) to five (5) days of the notice.

23.12 The Authority shall provide to the Urion all layoff and recall lists,

232 Order Of Layoff

23.2.1

2322

233.1

2332

In the event of layoff, Probationary employees within the classification being
reduced shal] be the first to be laid off. For each subsequent layoff within the
classification being reduced, reduction shall be ‘made in the order of least

" Authority seniority within the classification being reduced.

“Authority sexiority” for purposes of this Article shall be defined as the
cumilative time worked.by an employee for the Authotity and its prédecessor
agencies.

23.3  Order Of Displacement

An employee: who has been laid off shall have the right to displace the
employee with the least Authority seniority in a classification which the
employée previously worked. Promotional probatioiary employees shall be
returned to the position within the AFSCME  bargaining unit which they held
prior.

When a unit employee has been laid off, the employee may request and at the
option of the Chief Executive Officer or designee; receive a transfer to a
lateral or lower level position within the Authority, if the employee previously
held the position or is qualified to hold the position.

!
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234 Rates Of Pay

234.1 A semior employee displacing a junior employee within the same

classification shall not have his pay reduced.

23.4.2 An eniployee in a higher clas51ﬁcat10n displacing an employee in a lower

classification shall be placed at the highest level of the salary range for the
lower classification provided that level does not exceed the rate of pay the
employee received in the higher classification. Promotional probationary
employees returning to their prior position shall be placed at the salary level
they held prior to the proimotion.

23.5 Protection Of Seniority

Employees laid off shall hold all semonty and recall rights for a period of 24
months following layoff or displacement. Employees shail be required to accept
any posmon offered by the MTA in accordance with the displacement and recall
provmons giitlined herein. Failure to accept an offered position shall constitute a
waiver of recall rights. '

236 Recall

23.6.1

2362

23.63

When the Authority makes the. decision to fill a position which becomes
vacant, restore a position that was previously reduced, or creates new
positions, the Authority shall recall the employee who was laid off or
displaced, with the highest Authority seniority within the classification of the
position to be filled within the Bargaining Unit. If no employee with the same
clasgification is available, the Authority shall recall the employee with the
highest Authority seniority who previously held the classification within the
Bargaining Unit.

Employees on layoff hsts shall be given preference in filling any vacant

position within the AFSCME Bargaining Unit(s) at a lateral or lower level for

which the employee is qualified.
The layoff list for purposes of recall shall include all employees who have

beenlmdoﬁ'orwhohavedlsplacedorhavebeenrecalledtoalower
classification.
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23,7 Severance

The provisions for severance pay as set forth in the MTA Policies shall apply to
employees laid off in accordance with the provisions of this Article.
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VACATION BIDDING

Vacation (TOWP) shall be scheduled in a manner consistent with the provisions of this

Article.

24.1 Facilities Maintenance and the Support Functions.

The existing practice regarding the schéduling of vacations within the Divisions -
and work locations shall be maintained.

242 Transportation

24,2.1

Vacation bidding will be conducted within the Division/Work Location:

24.2.2 Vacation bidding will occur on a yearly basis within one (1) week of the

24.2.3

2424

24.2.5

242.6

242.7

2428

Management will post adequate available vacation wecks for affected
classifications, based upon the annual accrual at the work location.

Employees will bid by classification seniority for the posted available dates.
Each bid must be for one (1) or more consecutive weeks.

If an employee desires to split his’her vacation, the employee’s first bid shall
be in classification seniority order. The second bid shall occur after:all other
employees have had the opportunity to bid. The second bid shall be based on
the classification seniority order of those employees seeking to bid a second
segment. This rotation of bidding shall continue until the employee has bid
his/her desired amount of vacation.

An employee may leave a written proxy with the Shop Steward if the
employee is not available to bid.

Vagation schedules and open weeks shall be posted and kept current on a
weekly basis within the Division/Work location.

Employees may request vacation on an as needed basis for any open week. If
more than one employee requests vacation for an open week, classification

seniority -shall be used to break ties. Once approvexd by management, the

week shall be closed.
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24.2.9 Employees may with the approval of the Division Manager bid a vacation in
excess of their annual accrual, if the employee has adequate TOWP to cover
the request.

24.2.10 Employees may not be bumped out of a scheduled vacation by a more senior
employee.

24.2.11 Management will not cancel an approved scheduled vacation except due to a
state of emergency. In the event a vacation is canceled, or if an employee
agrees to work during an approved scheduled vacation, the employee may
elect to receive compensation for the week(s) from TOWP time in addition to
the employee’s regular pay for the time worked, or the employee may élect to
bid for alternative open vacation time.

24.2.12 Whenever the employee is the subject of a forced transfer the employee’s
prior approved scheduled vacation will be protected as bid.

24.2.13 Whenever:a voluntary transfer or promotion occurs, the employee’s scheduled
approved vacation shall be vacated and the employee shall bid a vacation
from the remaining vacation weéks at the new work location or in the new
classification.

24.2.14 Nothing in this section shall preclude an employee’s request for TOWP on an
as needed basis in increments of one (1) hour or more.

243 Operation Maintenance
24.3.1 Vacation bidding will be condiicted within each Division/Work Location.

243.2 Vacation Bidding will occur on a yearly basis within one (1) week of the
annual divisional Shift/Days off bidding.

24.3.3 Management shall make a good fiiith effort to allot as many vacation slots as
operationally possible for each shift. ‘

243.4 Employees will bid off of a common calendar by classification seniority for
the posted available dates Each bid must be in writing and shall be for one (1)
or more consecutive weeks.

24.3.5 I an employee desires to split his/her vacation, the employee’s first bid shall

be in classification seniority order. The second bid shall occur after all other

employees have had the opportunity to bid. The second bid shall be based on
the classification seniority order of those employees seeking to bid a second

segment. This rotation of bidding shall continue until the employee has bid
his/her desired amount of vacation.
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243.6

24.3.7

24.3.8

2439

Once an employee bids vacation, the employee will retain that vacation unless
he/she voluntarily selects a different shift or work location. Reassignment by
Management will not cause an employee to lose vacation that has been bid.

Management will not cancel an approved scheduled vacation unless the
manager is able to articulate in writing an operational requirement, which
justifies the cancellation..

In the event of a cancellation by management, the employee will be provided
as much notice as possible.

In the evént an employee’s vacation is canceled by management and the
employee has made an unréfundable deposit or has prepaid unrefundable
tickets, the employee shall imimediately inform both management dnd the
union. The parties will make a good faith effort to resolve the issue.

24.3.10 Nothing in this provision is intended to limit employees from requesting as

needed vacation, provided there are open vacation slots. Such requests shall
be on a first come first serve basis. Once granted employees shall not be
bumped out of ass:gned vacation, however classification .seniofity shall
determine the order in which simultaneous requests will be granted.

24.3.11 Nothing in this provision is intended to hmntemployees from using TOWP in

less than one (1) week increments.
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25.1

252

253

254

ARTICLE 25

SELECTION OF ASSIGNMENT - BUS & RAIL OPERATIONS

Classifications

Employecs in the following classifications will select assignments in accord with
the following procedires: TOS (both full time and part time) and RTOS.

For Schedule Checking Supervisor and Schedule Supervisor classifications only,
refer to Section 25.7.

System-wide Shakeups .

Once every three years, imitially to commence at least 90 days after the
ratification date with an effective date of September 10, 2000, employees will
select their work assignment. Employees will bid within their classification, in
order of classification seniority for their work location, work function, and work
schedule. In subsequent thfee year intervals the shake up will occur by April 1
with a July 1 effective date.

Division/Location Shake up

" On an annual basis by May 1 with an effective date of July, employees will select

their work assignment within their work location. Employees will bid within
their classification, in order of classification seniority for their work function and
work schedule.

Method of Shakeup

na .will determine the number of positions by classification and the
available shifts, fimctions, and days off for each location. These may include
some mixed shifis. Prior to the shakeups, advance copies will be sent to the
Union for reéview. (The JLMC will develop procedures for the advance review
and discussion of concerns on schedules.)

This provision is not intended to diminish or alter the overall number of positions
in a classification.

)
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25.5 Shift Changes

Any proposed permanent. shift changes at one or more locations in between
shakeups shall be provided to the Union in advance of the change. The JLMC
shall develop a process for review of union concerns regarding the change. ‘

25.6 Definition of Permanent

Location managers will retain the right to modify work assignments or shifts
between shakeups. If the change is anticipated to be for a diration of léss than
thirty (30) days, then no shakeup will be needed. If the change is for more than
thirty (30) days, a shakeup will be conducted at that location only.

25.7 Procedures

The Joint Labor/Managemént Committee will develop procedures to implement
all the provisions of this article. The Shakeup procedures for the Classification of
Schedule Checking Supervisor will be developed by the JLMC.

For the Schedule Supervisor classification, work group assigiments and vacation
bidding procedures are as follows;

25.7.1 Work Group bids will be once per calendar year, concurrent with Schedule
Makers Group bids effective date.

25.7.2 Work Group will be re-bid by seniority anytime that Authority creates a new
work location.

25.7.3 Vacations and Work Group bids will be by Roster Schedule Superwsors
seniority and not by Authority seniority.

25.7.4 Vacation bids will be effective from July st to Jiné 30th (Fiscal Year) of the
following year.

25.7.5 Management will provide bidding sheets with open vacatior periods, work
hours and locations as available to Schedule Makers within Schediling Groups
1o later than 72 hours before the bidding takes place.

25.7.6 All work groups, locations, work hours and vacations will be bid no later than
three weeks prior to commencing of the Fiscal year (July 1st) unless the
Divisions Shake-up is delayed.
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1 25.7.7 The amount of vacation to be bid will be detérmined by years of Authority
w Seniority as follows:
s 0105 years of service - 80 hours
06-10 years of service - 120 hours
11-15 years of service.— 160 hours
16-25 years of service — 200 hours
26 and subsequent years of service — 240 hours

e ©o & o

_ 25.7.8 Vacations can be bid by one-day increments.

! " 25.7.9 All va'catio'ﬁ time that is not bid will be available for bidding at any later date,
pending professional judgment between Manapement and the. AFSCME
member employee..

Training — The Joint LaborlManagem Committee will review and implement

needed changes to the training program to instire effective and consistent training,
including the identification of employees as Trainers.

25.8  Special Conditions for the System-wide Shakeup

25.8.1 Bus Operatwns Control = Incumbent employees will not be bumped outasa
result of the Systém-wide Shakeup, but employees may exercise their
classification seniority to bid out of the Control Center in the System-wide
Shakeup.

1) Pre-Bid Designation—Prior to the bid employees who desire to use their
seniority to bid out of the BOC shall submit a pre bid designation of their
intent. . ‘ '

2) Phase In—The results of the bid shall be phased in. The incumbents of the
Control Center, who have bid out, shall remain in their positions until their
replacement has been trained and is qualified. The Phase In Training
process shall train three (3) employees , each three (3) month training
period. This process will conunuemanongomgbasxsunultheresultsof
the bid have been implemented. The bid will be phased in by
Classification Sesiiofity. If employees qualify sooner than the three (3)
month training period, the incumberit will be released.

25.8.2 Operations Central Instruction (OCI)

50% of the positions assigned at Operations Central Instruction will not be
bumped out as a result of the System-wide Shakeup, but all employees may
exercise their seniority to bid out of Central Instruction.

Phase In - The results of the bid shall be phased in. Incumbents shall remain
in their position until their replacement has been trained and is qualified. The
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25.8.3

25.84

Phase-In Training Program shall traif &t least two (2) employees in each three
(3) month training program. This process will continue on an ongoing basis
until the results of the bid have been implemented. The bid will be phased in
by Classification Seniority. If employees qualify sooner than the three (3)
month training period, the incumbents will be released sooner.

It is the intent of the parties that the phase.in-number for BOC and OCI will be
an aggregate of five (5) at each training period. Normally, three (3) for BOC,
two (2) for OC], if the mimber of bids falis below these, then the slot will be
trapsferred to the other operation as a bid opportunity.

Rail Operations Control Center

Employees may exercise their Classification Seniority to bid in the System-
wide Shakeup. The bid result will be phased in by Seniority order.
Incumbents will remain until their replacement is trained and qualified, if
needed. The phase in will allow three (3) employees per twelve (12) month
training period. Employees may qualify and be released soorer than the
twelve (12) month period. The Phase in will continue until all successful
bidders are qualified.

Mixed shifts — Management will create three (3) mixed shifts per year unless
in the first: year there are any restrictions resulting from reassignment of the
current start up crew. In that case the parties will meet and develop the
implementation program consistent with the effort to achieve the three (3)
mixed shifis.

Rail Instruction

All incumbents of Rail Instruction are protected from being bumped out, but
may exercise their seniofity to bid in the System-wide Shakeup. Employees
who desire to bid out shall submit a pre bid designation prior to the shakeup.

Vacancies in Rail Instruction shall be filled in the following manner: RTOS
who desire to become Instructors will submit a written pre bid designation.
The minimum qualification for such pre bid designations will be five (5) years
as aRTOS. Employees will be selected in order of Classification Seniority to
fill the vacancies.

Employees who bid into Rail Instruction will serve a ninety (90) day
assessment period at.the completion of instructor training. If employees do
not meet the minimum standards during training or during their ninety (90)
day assessment penod as an Instructor, they will revert to the shift/function
for which they bid prior to appointment as an Instructor. That position will be
held open for a ninety (90) day period.
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259 Failure to Complete Training and Assessment Period

25.9.1 An employee changing functions by seniority bid who has never performed in

2592

the function or has not been assigned the function for three (3) or more years
is required to complete specific functional qualifications and serve an
assessment period to insure they meet minimum performance standards.

In the event an employee fails to qualify, fails to complete the assessment
period or chooses to return to thejr prior function, he/she shall be allowed to
bump to any open position for which the employee has previously qualified
based upon classification seniority. This bump and any subsequent bump will
be limited to within that location. In the event the émployee does not have
sufficient seniority to bump, management will reassign the emiployée.

The assessment period will be a ninety (90) day period from the date the
employee completes the required training,

'25.10 Permanent Vacanciés — Bus and Rail Operations

When' vacancies open between the periods of bidding, they shall be filled in the

Management shall have thirty (30) days from the date of the vacancy to determine
if they are to fill the position or eliminate it. If the position is to be filled it will
be posted immediately and filled in the manner outlined below. Permanent shift
changes:shall be posted immediately and filled in the manner below:

25.10:1 A position vacancy shall be postéd and available for bid within the work unit

where the vacancy is located. Employees at that location may bid their
classification semiority to fill it, and continue bidding until all employees have
exercised their seniority for the remaining vacancies.

25.10.2 Any changes to exlstmg shifts, as a result of the elimination of a position or

for any other reason shall be subject to seniority bid by all employees at that
work location. The blddmg shall continue until all employees hiave éxercised
their seniority for the remaining vacancies.

At the completion of the bidding, the remaining vacancy shall be filled from the
appropiiate qualified candidate pool.
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A’RTICLE 26

SELECTION OF ASSIGNMENT - EQUIPMENT MAINTENA.NCE AND RAIL

I ] EQUIPMENT MAINTENANCE
l } These procedures shall apply to both Eqiipmeiit Maintenance and Rail Equipment

Maintenance Supervisors within their respective classifications.

1 261

26.2

-y

Vacancies

When vacancies exist, management shall have the right to determine if the
vacancy(ies) will be filled. If the position is to be filled, management will post
the position for five (5) business days at all divisions/work locations. The
position will be open for bid to all current EMS/REMS for the appropriate
classification and will be awarded to the employee with the highest classification
seniority. If no one bids on the posmon, management may fill the position with a
newly hired employee. If the position is filled through the blddmg process, there
will be a second round of bidding to fill the multmg vacancy. The proceduré
wnll be the same as above. Ifthe second vacancy is not bid on, management may
bid, the resulting vacancy may be filled by a newly hired employee. There will be
‘no more than two (2) rounds (cycles) of bidding.

Whenavacan;:yataworklocationhasbeencr’eatéddﬁetorba’llocationor
reorganization of existing positions, the positions shall be posted and bid in
accordance with the procedure. outlined in paragraph 1. Positions which remain
unfilled after the bidding process is completed, shall be filled by the employees
whose position has been elimifiated if they have not successfully bid to another
position.

Selection of Work Assignments

Employees shall select their work schedules and shifts at their respective work
locations in accordance with their classification seniority. .

On an annual basis a division shakeup shall occur. Schedules for each
division/work location, including shift and days off shall be posted. Employees
will bid in order of classification seniority for their shift. and days off. Bid sheets
will be posted in April. The effective date will be the first Stunddy in June.

In the event a division is not fully staffed at the time of the arinual shake-ip,

Management shall determine the shift assignments to be posted for bid. Prior to
the assignment of an additional supervisor to the division, the available shift
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assignments shall be posted anil the incumbent supervisors shall re-bid their
shifts. The incoming supervisor will be assigned to the remaining open shift.

Nothing herein, as provided in Section 26.2, Selection of Work Assignments,
shall be construed to prevent management from temporarily reassigning an
employee to provide training or remediation to resolve a job performance
problem.
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ARTICLE 27

VACANCIES - FACILITIES MAINTENANCE AND SUPPORT FUNCTIONS

This provision will apply to employees within their respective classifications: Cash
Counting Supervisor, Rail Traction Power Supervisor, Materiel Supervisor, General

Services Supervisor, Equipment Services Supervisor, Revenue Equipment Supervisor,

1
n
I
|
1
1
B
1
1.
i
1
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Facilities Maintenance Supervisor, Rail Communication Supervisor, Rail Track
Supervisor, Rail Signal Supervisor and Document Production Supervisor.

27.1 Vacancies

When vacancies exist, Management shall have thé right to determine if the
vacancy(ies) will be filled. If the position is to be filled, Management will
post the vacancy at all work locations for at least a five (5) day period. The
Notice of Vacancy shall specify the qualifications required for the position.
Employees within the classification who meet the quahﬁcanons as stated on
the notice will be selected to fill the vacancy in the order of highest
classification seniority. Employees so selected shall serve a ninety (90) day
assessment period for the new position.

- If the position is filled through the bidding process, there will be a sécond
vacancyposnngtoﬁllthemsulnngvacancy The procedure will be the same
as above. If the position is not filled by bid, Management may fil] the position
in accordance with MTA selection and recruitinent policies. There will be no
more than two (2) rounds (cycles) of bidding.

When a vacancy at a work location has been created due to reallocation or
reorganization of existing positions, the positions shall be posted and bid in
accordance with the procedure outlined in Sections 27.1.1 & 27.1.2. Positions
which remain unfilled after the bidding process is completed, shall be filled by
the employees whose position has been eliminated if they have not
successfully bid to another position.

After the above bidding process is complete, Management may fill the
position in accordance with Article 18, Promotional Opportunities.

Management will act expeditiously to fill the remaining vacant positions
through the recruitment and selection process. During this process
management may appoint a supervisor on an acting basis. Acting assignments
mﬂbellmnedtonomorethanmx(G)months,exceptthroughmmual
agreement of MTA and AFSCME. Acting assignmeits used to fill vacancies
created due to a long-term leave of absence may be up to twelve (12) months.
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28.1.1

28.1.2

28.1.3

28.14

28.2:1

2822

2823

ARTICLE 28

COURT APPEARANCES AND JURY DUTY

28.1 Court or Administrative Hearings

Whenever the Authority requires a unit member to attend a court or
administrative hearing on behalf of the Authority, the Authority shall
compensate the unit member at the regular rate of pay less any compensation
received by the unit member as a result of the-appearance.

Whenever a unit member attends a court or administrative hearing pursuant to
28.1.1, the unit member shall receive compensation at the unit members
regular rate of pay only during the unit members regularly scheduled work
hours.

Whenever a unit member is a grievant in an administrative hearing or a
plaintiff in a court hearing filed ageinst the Authority, the unit member shall
be placed on authorized unpaid leave to attend such hearing.

Whenever a unit member under a court subpoena is required to testify in a
matter directly or indirectly involving the Authority, the Authority agrees to
compensate the employee at the employee’s rate of pay less any other
compensation received by the employee as a fesult. of such appearance, for all
time spent in court during the employee’s regularly scheduled work day.
Time spent in court on regularly scheduled days off or afier the regularly
schediled work day are not compensable.

282 Jury Duty

When-a unjt member receives notice of'a call to jury duty, the tmit member
will notify his/her supervisor.

When a unit mefaber is required to serve as a juror on a regularly scheduled
workday, the unit member will be excused from work on that day. The unit
member shall receive pay equal to the imit member’s regular daily pay less the
fee for service as a juror. Total compensation shall not exceed eight (8) hours
in any day of jury service or ten (10) working days in any twelve (12) month

An employee must furnish the Authority with advance notice of service as a

juror and submit official records of jury pay received to be eligible for
supplemental jury pay. ,
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28.2.4 Supplemental jury pay shall be paid only for days on which the employee was

28.2.5

28.2.6

scheduled to work, but did not work due to service as a juror.

An employee shall report for the regularly scheduled shift on days for which
he/she is not on jury duty.

Employees receiving notices of call to jury duty will be temporarily
reassngned to the first shift during those days he/she is physically serving on a
jury duty, provided fifteen (15) calendar days advance notice of jury duty is
given.
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ARTICLE 29
MAINTENANCE OF BENEFITS

To the extent this Agreement does not modify any benefits the Authority and Union
accept the current leve] of benefits.

58



-

h—-—“—-‘

30.1

—

30.2

-

30.3

. N .
B - . . . . . - - . . - .

A N -

ARTICLE 30

OVERTIME

Non-Exempt — One and One-half time Overtime

Scheduled overtime shall be offered on a voluntary basis to quallﬁed employees
eligible for overtime pay at the _]Ob site on a seniority basis. If no qualified
employee volunteers, the least senior qualified employee ellgl_ble for overtime pay
shall be assigned.

Current practices for the assignment of overtime in a department.shall remain in
eﬁ'ect until such time the replacement procedures are agreed upon..

FLSA Exempt — Straight Time Overtime

Scheduled overtime shall be offéred on a voluntary basis to qualified employees
eligible for overtime pay at the job site on a. seniority basis. If no qualified
employee volunteers, the least senior qualified employee eligible for overtime pay
shall be assigned.

FLSA Exempt — No Overtime

Certain employees in this bargaining unit. are classified as FLSA Exempt, and in
accordance with certain MTA policies réceive no additional compensation for
titie spent in excess of forty (40) hour work week. These employeés will be
accountable fo'i- the quality of work performed rather than the number of hours
worked consistent with the Fair Labor Standard Act: Provided an exempt
employee receives prior approval form the employee’s supervisor/manager,
absences of less than a regular work day will not be deducted from the
employee’s salary or TOWP bank.
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ARTICLE31
SHIFT DIFFERENTIAL

There are three (3) shift assignments. First shift is generally the hours between
5:00 a:m. to 1:00 p.m. Second shift is generally any shift between the hours of -
1:00 p.m.-and 9:00 p.m. Third shift is generally any shift between the hours of
9:00 p.m..and 10:00 am.

Employees regularly assigned to work dufing the hours referred to as 2* or. 37
shift above and who are designated as 2™ or 3" shift stipervisors shall be paid an
assignment shift payment of 5% above the employee’s base rate.

Relief eniployees assngned to work: a first, second or third shift schedule on a

.rotating basis shall receive an assignment shift payment of 5% above the

employee’s base rate when their regularly assigned. shift includés 50% of the
hours worked in-a workweek on second or third shift.

Once an employee. is regularly assigned to receive this bonus it will be paid

. du:ring' periods of vacation-and other TOWP time use.

Employees who are regularly assxgned to the first shift who perform overtifg on
the second or third shift are not entitled to shift differéntial pay.

Shifts shall not be, assigned in a manner to unreasonably preclude an employee
from qualifying for the shift differential.

This piovision shall apply only to the following classifications: Equipment
Maintenance Stupervisor, Rail Traction Power Supervisors, Matenel Supervisor,
General Services Supervisor, Cash Counting Sipervisor, Equipment Services
Supervisor, Rail Equipment Maintenance Supervisor, Revenue Equipment
Supervisor, Facilities Maintenance Supervisor, Rail Communications Supervisor,
Rail Track Supervisor and Rail Signal Supervisor .



ARTICLE 32

TRANSPORTATION PRIVILEGES

Employees will be given transportation privileges at the time of employment. Each
employee will be allowed the following:

32.1 Current:MTA passes for the employee afid his/her faitnily.

32.1.1

32.1.2

32.1.3

32.14

32.1.5

32.1.6

Spouse will be given MTA rail/bus pass privileges after completion of
employee’s probationary period. Bus pass privileges will be continued to the
spouse and dependent children of a deceased or retired employee during the
spouse’s life or until the spouse’s remarriage.

Employee’s dependent children will be given MTA rail/bus pass
transportation privileges afier completion of employee’s probatioiiary pefiod.

Retired employees, for the purpose of apphcatmn of this Article, are entitled
MTA pass employees.

Lost passes must be immediately reported to employee’s division or
department. The Authority will levy a fifieen dollars ($15.00) administrative
fee (three dollars [$3.00] for retirees) for the replacement of a lost or stolen
pass belonging to the employee or dependent. Only one pass per person will
be replaced each year; mutilated passes turned in will be replaced without
charge or fimit,

Lost passes will be replaced aftei thirty (30) days following receipt of
completed report on prescribed form.

All passes must be surrendered at the time of termination of employment.
Employees who fail to surrender passes will be charged twenty dollars
($20.00) per month for the balance of the period for which each pass is issued.

32.2 Transportation pass subsidy check, up to $102.00, for the employee only, or as

increased by the Board.
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ARTICLE 33

UNIFORM & SAFETY SHOE ALLOWANCE

33.1 Uniform allowance for employees who are regqiiired to Wear uniforms:

33.1,1

33.1.2

33.13

33.14

The Authority will issue vouchets in the amount of $350 to each eligible full
tine employee on the Employee’s start date and on the Employee’s
Anniversary Date each year thereafier. Part time unit members will receive
$150. Purchases of the prescribed uniform shall be: made at the uniform
supplier(s) designated by the Authority.

service for the Authority, as covered by this Contract, since his/her previous
Anniversary Date.

No uniform voucher shall be-issued to an employee who leaves the service of
the Authority prior to his’her next Anniversary Date.

Unit members will be required to wear and properly maintain prescribed
uniforms while on duty.

33.2. Safety Shoe allowance for employees who are required to wear safety shoes:

33.2.1

3322

33.2.3

3324

The Authority will issiie vouchers in the amount of $125 to each eligible
employee for the purchase of a pair of safety shoes on an as needed basis.
Full time eligible employees shall be eligible to receive up to 2 maximum of

eligible to receive one (1) $125 voucher per fiscal year.

Purchases of safety shoes shall be made at the shoe supplier(s) and of the type
designated by the Authiority.

No subsequent safety shoe voucher shall be issued to an employee who leaves
the service of the Authority prior to his/her next Anniversary Date.

Unit members will be required to wear and properly maintain prescribed
safety shoes while on duty.

62



- - -

-

—

R N I TN N R P BN BN BN B B ME BN BN B0 BN EN
. . . ! . '

34.1

342

343

ARTICLE 34

UNION LEAVE

Up to two (2) Union Executive Board members of AFSCME Local 3634 will be
granted an unpaid leave of absence for Union Business, upon the written request
of the Union.

One (1) Union Executive Board member of AFSCME Local 3150 will be granted
an unpaid leave of absence for Union Business, upon written request of the
Uniorn.

Employees who are Union Executive Board members, on an unpaid leave of
absence for union business, shall retain status as regular full-time employees with
the MTA. The MTA and/or the employee shali maintain all provided benefits and
seniority per the Agreement.
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ARTICLE 35 -
WAGES AND CLASSIFICATIONS
Local 3634 |
A step system within each classification with movement based on time in grade.

AF‘S_CMEP’ Grad I - S —— ————— ——
o P N B Y B

%ofTop Pay| 75.0% .. 80.0% 850%  900%|  95.0%| 100.0%
PayGrade 1|3 2224 s 23.72|8. 252118 26.69:3. 28.17(5.29.66

Clagsifications:
Cash Counting Supervisor General Service Supervisor .
Schedule Checking Supervisor

_Stepl A C D E F
% of Top Pay| 75‘.0%' 80.0% B850% 90 95.0%|  100.0%

Pay Grade II|S 23.85|S 25448 27.03|$ 28.62{$ 30.21|S 3181

Classifications:

Document Production Supervisor Pnntmg Services Supervisor
Rail Transit Operation Supervisor (RTOS) Stops & Zones Supervisor
Transit Operations Siipetvisor (TOS)

AFSCME Pay Grade IT1 '
Sep| A ' B c D E F

% of Top Pay 75.0%| 80.0° 85.0%] 90.0%| 95.0%] 100.

yGrade T)S 2569|S 2740|8 29.12$ 30.83|s 32.54[s 34.26

Classifications:
Equipment Engmeermg ‘Supervisor Equipment Service Supervisor
Materiél Supervisor



AFSCME Pay Grade IV _
—. . Step) A B C D | E F

%ofTopPay  75.0%  80.0%  85.0%  90.0%|  95.0% _ 100.0%
IPay Grade 1V|S 27.76[s 2961(s 3146(s 3331]s 3516l5 37.02

Classifications:

Equipment Maintenance Instructor Equipment Maintenance Supervisor
Facilities Maintenance Supervisor Inventory Control Supervisor _
Rail Comminication Supervisor Rail Equip. Maintenance Supervisor
Rail Equipment Maint. Instructor Rail Signal Supervisor

Rail Track Supervisor Rail Traction Power Supervisor
Revenue Equipment Supervisor Schedule Supervisor

Screen Process Shop Supervisor Systém Maintenance Supervisor
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ARTICLE 35
WAGES AND CLASSIFICATIONS

Local 3150

A step system within each classification with movement based on time in grade.

AFSCME Pay Grade I1
—%— - —
Step A B C D E _F .

94 of Top Pay 75.o%| 80.0%  85.0% 903%__ 95,08 100,00
PayGrade II[$ 23.85(§ 2544|$ 27.03|8 28.62($ 30.21i{$ 31.81

Classification:
Sr. Cash Counting Supervisor

AFSCME Pay Grade V o

stepl A B | ¢ | »p E F

% of Top 75.0%]  80.0%| . 85.0%|  90.0%  95.0% 100.09
PayGrade V[S 30.19(s .3220|s 3422(s 36235 3824]s 4026

Classifications: ) ) ‘
- Sr. Equipment Maintenance Instructor Sr. Equipment Maintenance Supervisor
Sr. Fleet Management Supervisor Sr. Materiel Supervisor
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SIGNATURE PAGE
Signed this 23rrd dayof _()edphey. 2002 at One Gateway Plazs,
Los Angeles, California T ,
American Federation of State, County & Los Anggeles County Metropolitan
Municipal Employees Transportation Authority
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APPENDIX A

SALARY SCHEDULE
Effective July 7, 2002

. All other employees shall be placed at the step of the appropriate range for their

classificatici, which is the next highest from their existing hourly rate.

. All existing employees shall move to the néxt highest step on the range on July 1,
2002 ‘and every twelve (12) months thereafter until each employee has reached

the top step of the range for their classification. '

. All empléyees hired into AFSCME represented mits shall be placed on the First

step of the range. After twelve (12) months:in the position, the employees shall
move to thé second step of the range. Movement to the next highest step shall
occur every twelve (12) months thereafier, on the employees clasmﬁcanon
anniversary date, until the employee has reached the top range. '

. All employees who promote from one AFSCME bargainitig mit posmon into

dnother shall be placed at the step of the range, for the classification which
provideés at least a 5% increase from their previous hourly rate. . After twelve (12)
months in the position, employees shall move to the next step and each
subsequent step, yearly on their classification anniversary date. E

. No employees shall be reduced in pay as a result of this Agreement.

. Employees whose salaries are currently above the ranges shial] be maintained at

thelr current hourly rate.

. The steps will be increased by the geral wage increase agreed upon on July 1,

2006 and July 1,2007.
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AFSCME Step Pay System

Step)l A | B C D E F
sy Grade I o
Eff. 7172002 |S 22248 23.72]$ 2521|$ 26.69|$ 28.17|$ 29.66
_EE712006 |5 2293|S 2446|s 25.99|s 27.52|$  20.04|S 30.58
Eff. 7/1/2007 _ |S 2364]S 2521S 2680|s 2837|s 2994|s .31.53
'ayG!r!ide I B L
| EF 702002 S 2385|$ 25448 2703|s 28.62|$ 3031S 3181
 Ef7172006 S 24.59|S 2623l 27.87[s 2051 3115]s  32.80
B 7/12007_|$ 2535S .27.04|S 2873|§ 3042|S 32.11]5 3381
Ef 712002 |S 25.69!S. 27.40l$ 29.12{s 3083]s 32.54|s 34.26
Ef 7172006 |S 2649(S 28.25$  30.02(s 31795 33ssls 3532
Efi 712007 (s 2731(S 20.13|S 30.95(S. 3377|S. 34.59|s 36.42
[Pay Grade I | L |
. BE7R002 _|$ 2776ls 2961]S 3146|s 3331l 35165 37.02
| _Em7inovs. |s 28.62|s 30.53|s 3244(s 3434l 3625($ 3817
B /12007 |S..2951|S 31.47|S 33.44|s 3s41s 3737[s 39.35
Pay Grade V I e
Ef£712002_ S 30.19S 3220]$ 3422!s 3623|5 3824|5 40.26
Eff 712006 |$ 3LI3|$ 3320|$ 3528|s 373s|s 39.43|s 4151
EF /12007 | 32005 3423|s 3637]s 3851s s06s)s 429
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Wage l_ncrepsg.

1) 3.10% increase to the wage steps effective July 1, 2006 (réflected on the tables

2) 3.10% increase to the wage steps effective July 1, 2007 (reflected on the tables
above).
Wape Adjastment

1. On October 1, 2002, a $1500 one time payment to all bargammg unit members in
lieu of a wage increase on April 1, 2001.

2. On huly 1, 2004, a $1000 payment to employees who are at or-above the top of -
the current step range.

3. On luly 1, 2005, a $1000 payment to employees who are at or above the top of
the curren t step range.
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APPENDIX B
NEPOTISM POLICY
Agreement Between
[Employee Name]
and the
Los Angeles County Metropolitan Transportation Authority

MTA Policy # HR .3-5 (nepotism) is designed to insure effective supervision, internal
discipline, security, safety, and positive morale in the workplace and to avoid the
potential for problems of favoritism, conflicts in loyalty, discrimination, and appearances
of impropriety or conflict of interest.

You have bid an assignment at the same location at which a family-rélated member (as
defined by the MTA's nepotism policy) is already assigned. This assignment is being
permitted per the Nepotisin Policy, as mentioned in the above paragraph, with the
understanding that you perform your duties fully and do not violate the principles of the
Nepotism Policy.

In the event it'is learned that you have or appeared to have violated the pohcy, the MTA
will confer with you and your designated representative to determine appropriate action.
In the event that no agreement is reached on an appropriate action, the MTA shall take
the necessary action to correct the actual or perceived conflict.

If in having violated the Nepotism Policy, you have committed misconduct, you will also
be subject to disciplinary action, up to and including termination,

Employee Signature Manager Signatire
Date _ ' Date
AFSCME Representative
Date
71
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APPENDIX C

PENSION TASK FORCE

A Task Forck shall be created to address pension and retirement benefit issues. The Task
Force will consist of the members appointed from MTA Management and representatives

from the Unions who choose to participate.

The Task Force shall be provided with the necessary information to facﬂitgfc its study.
The Task Force shall report its findings in writing to the MTA Board for its
consideration.

The Task Force will convene by January 2003, and issue a Preliminary Report to the
MTA Board by January 2004. It shall be the goal of the Task Force to develop final
recommendations and provide the MTA Board with a written report by June 2004. The
findings and recommendations of the Task Force shall be advisory to the MTA Board.
The MTA Board at its sole discretion may reject or implement any or all of the findings
and recommendations.
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APPENDIX D
HOLIDAYS

MTA Policy # FR 7-1 (Holidayx) ' | Pago 1 of 2

MTA Policy # HR 7:1 (Holidays)
pPoOLICY

. The MTA will observe holidays on which it will not be open for regular business but will

continue transportation operations. All full-time, regular and probationary employeos
receive full pay and tims off for MTA recognized holidays..

Nmaawaseﬂsdmbyaasma!workﬂmwhadﬂedworkdaybefomwﬂwdayaﬂara
iuﬂayorbeonasdleduhddayoﬂbmemmﬁdaypay Holiday pay is paid at regular

straight tme.

employees who are required to work on a holiday or who are on vacation
dudmﬂnhdhaydmﬂbeawhdmaddlﬂomlawm)hwmofmmwm

(TOWP).
Thofullowlmdaysshallbaobsswadaspauho!ldays.
©New Yaars Day

OFourlh deuIy(lndepeMenco Day)
©Labor Day

©Thanksgiving

©Christmas

Hahddayfaﬂsma&hﬂayﬂwﬂlbeohsenadonhapmcedbmmday if a holiday fatls
on a Sunday It will be cbserved in the fallowing Monday.

It a conflict occurs between this policy and a coliective bargaining apreement, the collective
bargaining agroament shall provail.

1.0 PROCEDURES ,

Employees who are required to work on a holiday shall be crediied an addiional
eight hours of TOWP. Employees who are on vacation during a recognized MTA
holiday shall be credited an additional eight hours of TOWP.
HﬂmmmMMmmombbnmﬂmmde-
injury, on a personal leave of absence, or family care madical leave, the
mmlwaewﬂlmlbepaldorracaiveueﬁlforﬂulhoﬁday
Gukdelines for employees on altemative workweek schedides:

@If an MTA holiday (elght hours) falls on an employee's day off; the employee shall ke« -
ﬂwm&yoﬂ.m(ﬂ)TOWPMshaﬂhBuadﬂedbﬂ\sempbm‘sTOWP

bétp:/fintranet1 Ar/HTMT SPakiciés/TR7-1 htm 10/5/99
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MTA Policy # HR 7-1 (Holidayz) - -

Page 2 of 2

© Exempt Employees (On Salary):  if the holiday {eight hours) fafls on a regularly
scheduled 8-haur day within a pay period, the employee shall compensate forthe ext
hmuhyLﬂMgonehownfTOWPorworkhgmeMmsonthemﬂaﬂysﬂwddeds

hour day during that pay period. Employaes

on a 4/40 schedule shall compensate for

two extra hours by drawing two hiours from their TOWP of existing vacation bank.
© Non-Exempt Employess: It the holiday (eight hours) falls on a regutarly scheduled 9

one hour of TOWP, Employees on a 4/40 echedule shaf! compensate for the two extr
hours by drawing two hours from thieir TOWP or existing vacation bank.

2.0 . DEFINITION OF TERMS

- Scheduled Day Off - a preapproved day off from work.

3.0 RESPONSIBILITIES

HmmbmmhdmwmmmAWayMbmaﬂ
employees each December. The schedule will indicate the dates each holiday will be

cbserved in the coming year.
40 FLOWCHART

NOT APPLICABLE

50 REFERENCES

HR: Tima Off With Pay Policy
60 ATTACHMENTS
NOT, APPLICABLE:

beitp//mteanet LAATMI Policiex/FR 7.1 him

74
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APPENDIX E

-

TIME OFF WITH PAY (TOWP)

|l

MTA Policy ## HR 7-2 (Timic Off With Pay) Effcctive Datc 7/1/58 Page | of 10

[ S

MTA Poficy # HR 7-2 (Time Off With Pay)

Effective Date 7/1/88

-

-

POLICY STATEMENT
mmmgdaaOouMyMaﬁopoﬂhnTmmpoﬂaﬂnnAmmy(MTA)TmmwmlPay
(TOWP) is a comprehensive program that provides employees with flexdbility in managing

M!ﬂmoﬂﬁmwoﬂnEmpbyaeaamaxpedadmeTOWPumomponamly
Mmmmmmmmwwmmmmam
MTA. Employees are encotireged to carefitlly schedile their use of TOWP to includs
vacations, MWWWMM&MMWMM
unaxpectod emergencies of linesses,

Empbwesmydmabmwnmmbcashmddarﬂmmhmwmm
Thrift Ptan or 457 Deferred Compensation Plan.

ToMmmTOWPbrwmdwummdmmmwm
Binags, injuries, mdicalldentalappahﬁmms.tdighnhoﬁdm personal business and

APPLICATION

“lisvolbyawﬁas all non-represented MYA employees (regular, temporary regular, part.
time, probationary and at-wil)

1.0 PROCEDURES
1:1 Scheduling TOWP Time
for managing their owh TOWP accounts by planning

Employaes responsible
brwhadmadﬁrmoﬁaswanasmawhngOWPforunmm
emergencies or linesses.

When g employee plans to ise TOWP, a written reqtest must be submitted to
the employee's Supervisor well in advance of the fime off. The request for
TOWPMWMMMW»MWMW
of the department are not disrupted.

For unespectod emergencles or lilngsses and when approval
mhmmbﬂwmmmﬂnWMMa
reasonable effort to notify his/her Supervisor or designee prior to taking time off,

When an employee repeatadly falls to request TOWP in advance and his/her
absances from work interfere with the day to day operation of the department,
mmmymmmupmmmmmamm

-

-

.

R0/ intraned 1 WVETTAL BaliniasTD7.% him 10500

-
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MTA Policy # HR 72 (Time Off With Pay) Effective Date 7/1/98

with the Aflendance Policy HR 5-3.
12 Accrual of TOWP & Holiday Hours

Page2 of 10

_ TOWPhoummmmabMaeﬂybasisandmremMedonme
employee's pay stub. After 30 consecutive calendar days of unpaid leave of
absence, the employee will cease to accrue TOWP.

Regﬂarpaﬂ-ﬂmeamployeasaeuueTOWlemspmatedbymenmberof
hours they reguiarty work. For example, a regular pari-time employes who works
32 hours of a regular full-time 40-hour workweek accrues TOWP hours prorated

at 80 percent of the full ime equivalent.

The amount of TOWP hours accrued is determined by the length of active
employment, a5 shown in the following tables:

Tabie 1: Accrual Rates -Efnpioyess hired before 1/1/05;

Completad
Years of Service Annual Accrual Biweekly
0-4 yoars ‘25 dayslyear 200 hours . 7.89 hours
60 years 30days/year 240 howrs ~ 9.23 hours
10-14 yaars 35 days/year 280 hours 10.77 hours
15-24 yoars 40 days/year 320 hours 12.31 hours
25+ years 45 daysfyear 360 hours 1,3.8§hm¢s
Table 2: Accrual Rates ~ Employees hired after 12/31/94;
Completed
Yoars of Service Anmuial Accrual Biweeldy

0-4 yoars 20 daysiyear 160 hours 6.15 hours
50 years 25 days/year 200 hours 7.69 hours
10-14 yoars 30 days/year 240 hours 9.23 hours
" 15+ years 35 days/year 260 hours 10.77 hours
mmAmummmmemmmmm
accrials aro calculated as follows:

©At the ime of the holiday TOWP account will be credited.

QMMWEMMWTOWPMMWMGMMHDH

T-1Holidays)

1.3 Mandsitory Use of TOWP for Vacation

" e Antvenat! Ae TR AT v
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_ MTA Policy # HR 7-2 (Timo Off With Pay) Bffective Date 7/1/98

Effective July 1, 1998, aliempMeosmsluﬂllzeBOMmofTOWPorﬁnzen
vamnhwmbrvamﬂmdwhgead\ﬁscalyear(&nﬂﬂwugwumao)
Management should plan depariment dafly operations so that all employess are
able to utilize at jeast B0 hours of TOWP vacation time. The BO hours of
vwatmmhetakmmaddiﬁontoﬁmﬁrnumdpaldhoﬁdays.

An employee who falls to ullfize 80 hours of TOWP as scheduled vacation tinm
in each fiscal year will stop esming TOWP hours effactive July 1 of the
following fiscal year. After 80 howrs have been used, accrual of TOWP hours will
resume with the following pay period, The hours used in the new fiscel year to
make up for the minimum requirement from the previous fiscal year do not count
towsrd the minimum requirement for the current fiscal year,

Emmplo AssmnaﬂmanelwloyeeaﬂyuﬂlludwmofTOWPasdJm
30, 1999. Beginning July 1, 1989, the employee stopped eaming TOWP hours.
“The empioyéa then ook 40 hours of TOWP as scheduled vacation hours and
retumed to work on September 5, 1999. The employee Wil resume eaming
“TOWP hours beginning with the pay period following September 5, 1999.
Furthermore, this employoe mist utillze 80 hours of TOWP ds schediled
vacation between September 6, 1999 and June 30, 2000. Otherwise, he/she will
stop eaming TOWP hours beginning Jily 1. 2000.

Tho mandainry use of TOWP by part-ima employees shall be prorated. For
mawmwmm&hwmdammm
40-hour workweek must utfiize 64 TOWP hours each fiscal yeer. This is 80

pmﬂoﬂheﬁm-tmammwu.

mmmgmuwpmbmmuymofmmmsofw
fnrvaeaﬂmuamquhm to continued TOWP accrual in the following
fiscal year:

1 Whmmmﬂnmhmbssﬂmﬂommdsmmmaoofmy

2 mmmmmmmmndwm to
mmmmmnwwmmmm

fiscal year.

3. When an employee has less than one year of camed TOWP hours or

frozen vacation hours in their sccount on June 30 of each fiscal year.

4. When an employee has transferred from a union position into a non-
represented pasition during the fiscal year.

14 Cashout of TOWP Hoirs

Employess may reqizest 1o cash out TOWP hours once in any 12-month period..
PmoadnmbrcashhgthOWPhoursmdetemﬁnadbyMTA’sam
management. TOWP hotrs, frozen vacafion hours or frozen sick hours can be
mmwmunmmmm

77
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MTA Policy # FIR 7:2 (Time Off With Pay) Effective Datc 7/1/98 Page40f10

eAnamphyeemstusaBOhoumofsdwduledTOWPhoumorﬁomvammhours
during the 12-month period pmrtorequesbmaTOWPmshom.mlsishaddmmo
64 holiday hours.

€ An employee may cash out his/her TOWP balance in excess of 160 hours.

emmmmmmatmwumhm . all applicable taxes will be

©An employee may choose to doposit the TOWP cashout into the MTA's Deferred
Compensation Plan and/or the Thrilt Plan. This will defer taxafion of the payoff. The
mmbszmmmmmmmmmamom
Compensation Plan or the Thrift Ptan shall apply.

OAnunpbyeennydedbspmmamnbpaidhcashandlmmamumspaldtm

Deferved Compensation Plan and/or the amounts pald to the Thrift Plan. The spiit

beﬂveoneaﬂu.ﬂefenadcolmmﬂm or the Thrift Plan shall be determined by the
ampluyaaandwbjacttol-hmanReewmasDepﬂMpdldas.

_ Requestsformpﬂonstomaabmﬂmhﬁmsduatoaunlquahatdﬂdp
situation, subject to submission of proper documents, must be approved by the
EmwﬁvaOﬂinat HumnRaswmasordesigmemhwabniﬁhma

1.5 Accrual Cap

' Theovamllmaﬂmnnnunbsrofhoummatmaybemuedbyanemplwaah
hisher TOWP account (Cap) may not exceed three times an employee's annual
accrual. When an employee reaches the Cap, hefshe will cease accruing TOWP
hours until thelr TOWP accounts are brought below the Cap.

1.6 Donation of TOWP or Fraxan Vacation Hours

Non-represented MTA employees who meet established guidelines are aflowed
fo donate accrued TOWP hours or frozen vacation hotirs to other MTA
empioyess who are absent due to a prolonged injusy, liness or approved tamily
-care or medical leave under FCML.

ewmmmmbmedemeﬂﬂlMﬂwm

Authorization 10 Donate TOWP/Frozen Vacation Hours form (Atiachment 2). The fom

. muwwmwmwwumww
and the Executive Officer, Human Resources or his/her designee.

BUpon approval of an employee's request for donations, the Human Resources
Department will forward a copy of the approved form to Payroll and may, if requested
do 80 by the employee, postanoﬁcaofﬂlenaedforTOWPdonaﬂmsformamquast
employee.

- bttpi/fnrened e/ HTMT JPolicicx/HR7-2 htm 10599
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MTA Policy # HR 7-2 (Time Off With Pay) Effective Date 7/1/98 Page 5 of 10

donations has'bsen approved must complete the Regjiuest & Authorization to Donate
Tmmvmmmmmmmmbymm;gm
and submitted to the Human Resources Depariment.

©TOWP/frozen vacation donations are entirely voluntary and are to be donated in who
hour increments. Empioyees may donate a maximum of one year's accrual; Hiowever,
hmdmﬂmmlhmdbelgluhnumﬂﬂ\adonahngempbyaehashssﬂlm1mlx
TOWP at the time of the donation. Hours donated to an employee shall not axtend th
tolalapprovedhavaofahwm Thedmatsdhoumpwvidepmdhominﬂauofm

aDmaﬂonsomePmnzanvmﬁonMareeomeﬂedmmemhmsbasad
ﬂmdonaﬁngunpbyedspaymteandmmnedmﬂ\emeawmgunployedapay

emmmmmmmmmmdm
Mumwmbrﬂnmmdmeenmmmmahwmmmm

©Donation adjustriients to an employes’s TOWP/frozen vacation balances will not be
made until the person receiving the donated hours has exhausted hisher TOWP hou
and frozen sick or vacation hours,

©1f the employee is approved to receive Long Term Disability payments, the employes
mtheelhiblebmwlvaTOWPdnnaﬁmspastﬂweﬁscﬁvadaiahaempbyeebegu
recelving LTD payments.

4.7 SDWorkers' Compensation and TOWP

PaynnﬂufTDWleumusodhrdlsabmywﬁlbolntegmadmmanysma
Disahlﬂtyhsulamapaymmsorwmwcompensaﬁon Temporary Disability

] emmmmmmmmmmmﬁmmmmmu :
)

1.8 Saparation from Employment

HanwnployaelamsseMmforanyreasun.aﬂunusedTOWPhoursand
frozen vacation hours will be pald to the smployee at the time of separation at
the employee's current rate of pay. ﬂmaﬁadivedateotsepm‘aﬁonmmbo
“extanded through the use of TOWP hours.

1.9 Continulty of Service

lfananployeelsmlﬁadbyﬂwumvnﬂinoneyaaraﬂaﬂawﬂ(s)heman
accrue TOWP hours es if (s}he had continuous service from the
employmamchta.NoTOWPIwmsorseﬂbaeredeﬂlbamMedforﬂwﬂmo
away from MTA employ.

When enipioyees ere reinstated from mifitary isave, they accrue TOWP hours as
if they had continiious service from their original employment date. No TOWP
Iumwmbeawa:dadbrmafhmawaym MTA empiloy.

1.10 Use of Frazen Vacation Hoiirs

.~

. . . .

Employees may sccass frozen vacation hours for time off work or cashout as

G
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MTA Policy # HR 7-2 (Time Off With Pay) Effcctive Date 7/1/98 : Page 6 of 10

described in Sections 1.3 and 1.4 of this policy or donations as described in
Section 1.6.

1.11 Use of Frozen Sick Hours

All MTA employses' sick hours accrued prior to the TOWP implementation date
of January 1, 1985 were frozen. The hours may be used as sick pay under
‘cartain conditions.

Employees may access their frozen sick hours after seven (7) consacutive
calendar days of absence for thelr own liness or injury. Doctor’s verification is
nequired. lnaddilionbaceessingTOWPforpersonalmnessorlmum

"amployee msy use their frozen sick hours for approved Family Care and

Medical Leava (FCML) to care for their spouse, child or parent who has a
serious health condltion, in accordance with the Family Care and Medical Leave
policy provisions. Towmmmmemmmmnmsmmm;.
accommodations will be made on a case-by-cass basis.

©When employeas are rehired by the MTA within one year after layoff, any previously
eamed sick hours forfelted by the employee at time of layoff shall be restored to the
employee's TOWP hours.

©Payment of sick hours used for disability will be integrated with any State Disability
InwmwepaymontsorWakem‘Gm:pensahmTempomryDisahiﬁtypaymh

WhmanamoyeolaavesﬂnenmbyofﬂxeMTAformymasmoﬂmﬂm
retirement or death, all remaining frozen sick hours will be forfeited. Employaea
amnutpamﬂﬂadbdonataﬁmnslekhoumboﬂwrernplwaes

1.12 conveulon of Frozen Sldt Hours

memmmmmmmmmmwmmwp
aecountundarcaﬂahcondnbnaasdewibedbdow Tohﬂiateaeommn
mmmummmma)mdwmnmw
1.12.1 Prii ..
mmbmﬂﬂabahrmofsummmmmhwm(st
8 75% conversion rate) may occur anytime during & 12-month period
(provided 12 months has elapsed since the last conversion) once the
active employee has attained age 55 and has at least five years of
MTA/PTSC service or al any age with thirty years of service. The

maximum total hours in the TOWP account may not exceed three
timas an employee's annual accrual.

Al retiroment, ail sick hours rematning in the employee's accoint

htto/Aintranst) etrrast BALIaiinfLTD T % bbvn 1509
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MTA Policy # HR 7:2 (Time Off With Pay) Effective Date 7/1/98 "Page 7 of 10

shali be converted into TOWP hours at the following schedule:

[ ]

550r

more 75%

54 70%
\ 53 65%

52 60%
i 51 55%

50 50%

. . e e e——— .

if an employee dies while in service, 100perwuoihislhsrﬁwen
mmmmmmmmea's

death. |
1.13 Recording TOWP Hours

' TOWPMmsusedwcompensateanamployaeforﬁnmoﬁworknmstbe
recorded in whole hour increments on the empioyee's time sheet.

1.14 Transfer from Union Pian

lfmawmmwemmmamwmpmw

& 8ick Leave - Any sick hours that normatly woulkd be awarded on the next anniversary
date of empioyment will be prorated and placed in & frozen sick leave account. The
mdMMummwwmuumamMmume&mm

month or majos portion thereof of contract employment since
anniversary date. The normal annua! accrual rate is pursuant to the respective colled!
bargaining agréement.

in addition, the amount of prior sick hotirs eamed under a union plan
shall be placed in the employee’s frmzen sick account.

ittp:/fntrarot) mr/HTML/Policies/HR7-2.htm 10/5/99
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MTA Policy # HR 7-2 (Time Off With Pay) Effective Date 7/1/98 Page 8 of 10

" @Vacation Pay - All eamed uniised vacation hiours will be credited as TOWP hours.

All vacation hours accrued from the previous June 1 for the vacation
year shall be credited as TOWP hours. The amoiint awarded will be

1/12 of the nomal accrual for each month or major portion théreof
from the previous June 1 to the date of transfer.

ﬂﬂlodateufhansferisbeanungjandJuna 14, the vacation

amounts normally awarded on Jung 1 were already awarded as
vacation hours and no other adjustments are necessary,

©Holiday Pay - All eamed but unused holiday (ficating and/or movable) hours will be
plauedlntomoempW’sTOWPamn.

Floating hofidays which would be awarded on the following June 1
wilk be prorated. The amount of floating holiday hours awarded and

. placed into the empiloyeé's TOWP account will be 1112 of the normal
award based upon each month or major portion thereof from the
previous Juné 1 o the date of transfer..

©Transition Perlod - Any employee transferring from a union plan to the non-fepreser

TOWPplanshaﬂhammoommmﬂaryearmmadaﬁeoftmmam

mmmmmmmmmﬁmdmmm
annial accrual

©Eaming Rates - Any employee transferring from a union plan to the non-representec
memmmmwmmndmmmmmmm

1.15 Transfor to Unlon Plan

When a non-represented employee transfers to a position covered by a
collective bargaining agreement, he/she shall be treated as if terminated and
eligible to be pald in full for all TOWP and frozen vacation hours. The employes
may choose to defer some income by transfeiring up to 200 TOWP hours into
his/het new vacation bank, or transferring funds to the MTA's Deferrad
Compensation Plan or Thiift Plan, subject to the plan imitefions. Any
subsequent awards for vacation, holiday, orslckﬂmeamhgswmbepmaiad
only for the time worked as a contract employee.

Use of remalning frozen sick hoiirs ghall be subject to the terms and conditions
of the coflective bargaining agreement.

2.0 DEFINITION OF TERMS
Accrual Rate - The mimber of TOWP hours eamned In any biweekly pay period.
Cap - The maximum number of hours that miay be acctiulated by an empioyee and

hittp://intranet /A HTML/Policies HR7-2.m 10(5/99
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MTA Policy # HR 7-2 (Time Off With Pay) Effective Date 7/1/98 ‘ Page 9 of 10

reflected in an employee's TOWP account.

Conversion - Converting frozen sick hours into TOWP hours.

Donated TOWP - TOWP or frazen vacation hours that are donated to another MTA
employee as a good will gesture because of a prolonged injury, Biness or approved famiy
care or medical leava undar FCML.

Frozen Sick Hours - Ahalaneaofsbkhoumwuadunderﬂ\efomeragemy(LAC‘rCor
‘SCRTD) or cradiled when an employee transfers from a contract position to a non-

wnummuﬂbmmasdmmmm This is also known as
"fmzsnshktwms The hours are valued at the employee's current rate of pay.

Frozen Vacation Pay Hours - A balance of vacation hours accrued under the former
agency (LACTC or SCRTD). Use Is restricted as defined in this policy. This is also known
as "frozen vacation.” The hours are valued at the employee's cument rate of pay.

Holiday - A designated day for which an additional eight (8) hours of TOWP is added o an
employee's TOWP account.

Scheduled TOWP - Time away from work which is scheduled in advance and approved by
the employeo's supervisor in writing.

TOWP - ThnaOﬂMhPaybmasuredonanhmﬂybasia.Thlscategoryofpaldlaave
replaces vacation, sick, and floating or personal holiday hours.

TOWP Accoumt - An account of hours where accrued TOWP hours are reflected.
Unscheduled TOWP - Maoﬂmmmmmmew»pmvedmadm
mmsempbyaenhmwkﬂmyandmrgmmmsoﬁamﬂymnhuudmﬁc
partner for which the employeé's presence Is required.

Enﬂomsmagawmmmmbmplammwoadfwmm
utifization (vacation, doctor's appointments, personal business) and reserving time for

unexpected emergencies and flinesses.

Human Resources Dopartment administers this policy.

mmm&mmmmmmm

Payroll Department verifies that TOWP hours are accirate and consistent with this policy-

In addition, the Payroll Department processes all cashout requests and donations of TOWP

or frozen vacation hots.

4.0 FLOW CHART

bttp:/Antrans1/Me/HTMT /Prlirise/ R 7-2 Fitrn : 10/599
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MTA Policy # HR 7-2 (Time Off With Pay) Effective Date 7/1/98

5.0 REFERENCES

1. HR 5-3 Attendance Policy

2. HR7-1 Holidays Policy

3. HR 6-6 Personal Leave of Absence Policy

4. HR 6-1 Famlly Care and Medica! Leave Policy

6.0 ATTACHMENTS

Page 10of 10

1/1/85 New MTA version.

1/1/87 Revised TOWP Cashout Options, Accrual Cap, and Converslon of Prior Sick Hours.

7/1/98 Revisad MTA policy.

http:/fintranet h/HTML/Policies/HR 7-2.htm
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APPENDIX F

SIDE LETTER OF AGREEMENT - CLASSIFICATIONS CONVERTED FROM
NON-REPRESENTED TO AFSCME

The Los Angeles County Metropolitan Transportation Authority (MTA) and the
American Federation of State, County and Municipal Employees (AFSCME) have agreed
that the following classifications, now non-represented, shall become represented by
AFSCME with the appropriate AFSCME titles. Incumbents holding the identified
positions will have the option to become represented by AFSCME or to remain non-
represented until the positions are vacated by the incumbents. Replacemients for the
identified incumbents will be represented by AFSCME.

Incumbents who choose to become members of AFSCME will be covered by the
provisions prov:ded under the terms of the Memorandum of Understanding or
Contract betweeii the MTA and AFSCME.

Incumbents who choose to remain non-represented will continue with the same beneﬁts
and pay as provided to non-represented employees.

No employee shall have his/her present rate of pay reduced as a result of electing to be
either represented by AFSCME or to remain non-represented.

Non-Represented. . [To AFSCME ) .| . #OfIncumbent.
{Systems Maintenance Supervisor __{Systerns Maintenance Sgparv:sor 3
inting Services Supervisor mm Supervisor . 2
top & Zones Supervisor lStop & Zones Supervisor 1
'  Control Supervisor . ilnvmmConlmlSupmsnr . 1
' - ~_ Grand Count - 7
This agreement shall become effective on May 13, 2002.
Signed this 13th day of May 2002,
For the Los Angélés County Metropolitsn For the American Féderation of
Transportation Authority State County and Municipal
Employees
(Signature on File) (Signature on File)
Brenda L. Diederichs Susan Greenwood
Chief Labor Relations Officer Field Director
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APPENDIX G

SIDE LETTER OF AGREEMENT - CLASSIFICATIONS CONVERTED FROM
AFSCME TO NON-REPRESENTED

The MTA and AFSCME have agreed that the following classifications now
represented by AFSCME will convert to non-represented positions with the appropriate
non-represented title. Incumbents holding the identified selected positions will have the
option to convert to non-represented status or remain in the status represented by
AFSCME until such time as these positions are permanently vacated by the incumbents.
Incambents, regardless of their represented or non represented election, will have their
classification retitled to the appropriate non-represented position. Replacements for the
identified incumbents will be automatically classified in non-represented status.

Employees who choose to remain in the bargaining unit will continue to be
covered by the provisions provided to them i.e. bidding rights, seniority, benefits under
the terms of AFSCME’s Memorandum of Understanding.

: Employees who choose to conveit to non-represerited status will have a change to
their benefit status, TOWP accrual and other entitlements as provided to non-contract
employees. No employee will have their present rate of pay reduced as a result of
entering the non-represented status.

The classifications and individuals being discussed are as follows:

' # Of
From AFSCME Title To Non-represented Title Incumbent
Equipinent Services Supefvisor Contract Services Field Rep 1
Equipment Services Supervisor Environmental Specialist I 3
Equipment Maintenance Supervisor Production Planner 3
Transit Operations Supervisor __|. Sr. Departmental SL - N
o . .Grand Count . &‘__'__fll_ L

‘This change will be effective May 13, 2002.

Dated this 24th day of April 2002.

(Signatiiré on file) (Signature on file)
Brenda Diederichs Susan Greenwood
Chief Labor Relations Officer, . Fle_ld Dl;qcto;,
LACMTA AFSCME
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APPENDIX H

SIDE LETTER OF AGREEMENT #02-02 — CLASSIFICATIONS PROMOTED

TO TRANSIT OPE_RATION_S SUPERVISOR

Effective Tuesday, October 1,.2002, all Transportation Division Dispatcher, (TDD) and
both Full-time & Part-time Transit Operatlons Dispatcher (TOD) Classifications are
promoted to Transit Operations Supervisor (TOS) subject to the following cogdmons |

MTA retains its management right to budget for ind hire Part-time TOS

All Dispatchers, Full and Part-tiffie, promoted to TOS by this sidelétter, will hold
a TOS seniority date of October 1, 2002, on a single blended roster with a Full or
Part-time designator

All dispatchers so promoted to TOS will serve a 180 day probanonary period
Dispatcher promoted to TOS who do not pass the 180 day probationary period
shall be subject to the provisions set forth in Article 11 for failure of promotional
probationary period _ N S

The Transportation Division Dispatchers will become TOS Division

The Transit Operations Dispatchers will become TOS Comrunication

In any situation wheré TOS are exercising their seniority for the selection of work

assignments, they will be restiicted to bid within théit Full or Part-time

designation. In other words, Full-time cannot bid Part-time asmgnments and visa
versa
In any situation where TOS are exercising theu' séhiority for the selection of

‘vacation time, holidays or other types of time off, they will bid based on thieir

blended position on the roster

Those TOS promoted to the new TOS Division fiinction will continiie to perform
all of the duties previously associated with the Transportation Division Dispatcher
classification

Supervisory level job duties will be established by the MTA for this New “TOS
Division” function. The MTA will provide a combination of formal classroom
and on-the-job training for these new duties

Signed this 15® day of October, 2002 in Los Angeles, California.

For the Los Angeles County Metropolitan

For the American Federation of

Transportation Authiority State, County and Municipal
Employees

Ak — (Signature on file)

Brenda L. Diederichs Y. Susan Greenwood

Chief Labor Relations Officer
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APPENDIX I
SIDE LETTER OF AGREEMENT #02-03 - PERFORMANCE EVALUATIONS

The-Los Angeles County Metropolitan Transportation Authority (Authority) and the
American Federation of State, County and Municipal Employees (Union) agree that the
Authority shall immediately reinstate the anriual performaince evaluation of employees.

. The Authority shall utilize the samie evaluation instriiment used for non-represeiited

employees. The Authority shall conduct an annual evaluation and where necessary
special evaluations of employee performance.

Employee pay shall be governed by the current contract between the Authority and
AFSCME, which went inito effect on April 1, 2001.

Signed this 23" day of October, 2002 in Los Angeles, California.

For the Los Angeles Couiity Metropolitan For the American Federation of
Transportation Authority State, County and Muniicipal
Employees
(Signature on file (Signature on file)
Brenda L. Diederichs Susan Greenwood
Chief Labor Relations Officer Field Director
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APPENDIX J

SIDE LETTER OF AGREEMENT #02-04 - MANDATORY USE OF 64 HOURS

The Los Angeles County Metiopolitan Transportation Authority (Authority) and the
American Federation of State, County and Municipal Employees (Union) agree that the
MTA Policy #HR 7-2 (Time Off With Pay) Effective 7/1/98 shall be the relevarit policy
to address time off with pay per the contract effective April 1, 2001. The Authority and
the Union agree that the provision, set forth in Section 1.3 Mandatory Use of TOWP for
Vacation and 1.4 Cashout of TOWP Hours, requiring employees to use the 64 hours of
paid holidays shall not be applicable to this contract. Specifically, the last sentence of the
first paragraph of Section 1.3 and the:last sentence of the first bullet point following the
first pafagraph of Section 1.4 shall not be included in the application of this policy.

Signed this 23™ day of October, 2002 in Los Angeles, Califoria.

For the Los Angeles County Metropolitan
Transportation Authority

(Signature on file)
Brenda L. Diederichs
Chief Labor Relations Officer

89

For the American Federation of
State, County and Muinicipal

Eniployees

(Signature on file)
Susan Greenwood

Field Director




