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Know Your Rights
Request that your Union Representative be present!

U.S. Supreme Court ruled in 1975 “Weingarten” that an employee has certain rights |
when questioned by their employer. The following are rights that were granted under
this case. It applies only when your employer is interviewing you for the purposes of
determining whether discipline is warranted. It does not apply when the discipline is
already decided.

1. You have a right to Union representation, but you must ask for that
representation.

2. You must ask for Union representation from the person doing the questioning.
The questioner must be told that you do not want to proceed without Union
representation.

3. If the discipline has already been decided upon by the Employer, your right to
representation is not there; however, you only need to listen — you do NOT have
to answer any further questions.

4. This rule does NOT apply to everyday conversations between a supervisor and
an employee regarding performance of job duties and normal work performance.

5. After you have requested Union representation, the Employer rights are:

a. They can grant your request and bring in a Union Representative.

b. They can discontinue the interview and proceed with the investigation
without your participation.

c. The Employer can offer you the choice of proceeding without Union
representation.

Remember:
What you say can be used against you. Know your rights!
Demand Union representation when you are facing discipline.
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Articles of Agreement

This Agreement is made and entered into by and between Whole Foods Community Co-
op, Inc., (“Employer”) and the United Food and Commercial Workers Local 1189 (“Union” or

“UFCW?).

Article 1
Union Security

1.1 RECOGNITION:

The Employer recognizes the Union as the exclusive bargaining representative of the unit
consisting of all full-time and regular part-time employees employed by the Employer at its
Hillside and Denfeld stores in Duluth, Minnesota; excluding managers, confidential employees,
human resources employees, office clerical employees, substitute employees, temporary
employees, administrative grocery clerks, and guards and supervisors as defined by the National
Labor Relations Act, as amended. Unless the context clearly indicates otherwise, the words
“employee” and “employees” as used in this Agreement shall mean only those persons within the

recognized bargaining unit.

Suppliers, vendors, salesmen, and non-bargaining unit employees shall not be permitted
to perform bargaining unit work, with the exception of Department Managers. Notwithstanding
the foregoing, Store Managers, the Operations Manager, and other Office/Administration
managers and employees may perform bargaining unit work in exceptional circumstances.

1.2  OTHER AGREEMENTS:

No employee shall be asked or permitted to make any written or verbal agreement that
will conflict with this Agreement.

1.3 UNION SHOP:

A It shall be a condition of employment that all employees of the Employer covered
by this Agreement who are members of the Union in good standing on the effective date of this
Agreement shall remain members in good standing and those who are not members on the
effective date of this Agreement shall, on the thirty-first (31st) day following the effective date of
this Agreement, become and remain members in good standing in the Union. It shall also be a
condition of employment that all employees covered by this Agreement and hired on or after its
effective date shall, on the thirty-first (31st) day following the beginning of such employment
become and remain members in good standing in the Union.

B. “In good standing,” for the purposes of this Agreement, is defined to mean the
payment of a standard initiation fee or a standard reinstatement fee, if applicable, and standard
monthly dues as applied uniformly to all employees covered by this Agreement.



1.4 MEMBERSHIP DUES AND FEE DEDUCTIONS:

The Employer shall deduct Union dues and fees from the earnings of any employee who
has executed and provided to the Employer’s payroll administrator a written check-off
authorization form. The Union shall certify to the Employer the amounts to be deducted. The
Employer shall make such deductions from each paycheck and shall remit such deductions to the
Union within five (5) business days of the end of each month. Together with the transmittal of
deductions the Employer shall furnish the Union with a list of the employees for whom
deductions were made. In the event that no wages are due the employee, or that the wages are
insufficient to cover the required deduction, the deduction shall be made from the employee’s
wages in the immediate following paycheck and promptly remitted to the Union. The Union
shall defend and indemnify the Employer and hold it harmless against any and all suits, ¢laims,
demands, and liabilities that arise out of or by reason of any action taken by the Employer for
purposes of complying with this Article, or in reliance on any lists, notices, or authorizations that
were furnished to the Employer by an employee or by the Union.

The Union shall refund promptly any dues found to have been improperly deducted and
transmitted to the Union and furnish the Employer with a record of such refund.

The Employer will collect and forward membership application forms for new hires on
behalf of the Union.

The Employer will deduct contributions to the UFCW Active Ballot Club from the wages
of any employee who voluntarily provides the Employer with a written authorization. The
Employer will send all such deductions to the Union. The Employer is not responsible for the
management or administration of the Club or decisions on Club expenditures.

1.5 NEUTRALITY:

In exchange for the Union’s agreement to refrain from picketing, boycotting and
engaging in other economic action directed at any Employer operation at which the Union
conducts an organizing campaign, the Employer agrees to take a neutral approach to unionization
of employees. Neutrality means that the Employer will neither help nor hinder the Union’s
organizing effort by, for example, directly or indirectly demeaning by word or deed the Union or
its representatives, or directly or indirectly supporting or assisting in any way any person or
group who may oppose the Union. However, nothing contained in this Section shall prohibit the
Employer from communicating with employees at any Employer operation where an organizing
campaign is taking place.

Article 2
Management Rights

The management of the business and the direction of the working forces are vested
exclusively in the Employer, except where expressly abridged by a specific provision of this
Agreement. The Employer’s management rights include, but are not limited to, the rights to hire;
to discipline and discharge for just cause; to layoff; to recall; to promote; to determine and
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change starting and quitting times; to determine and change the days of the week to work; to
determine and change the number of hours of work in a day; to determine and change the
number of days to work in a week or pay period; to promulgate and enforce rules, regulations,
and policies not inconsistent with this Agreement; to assign work, duties, and responsibilities; to
establish new job classifications and to set their rates of pay; to create, organize, reorganize,
discontinue, enlarge, or reduce a department, unit, function, floor, or division; to assign and
transfer employees to other areas as operations may require; to introduce new or improved
methods of operation or facilities; to determine the quality, quantity, and method of work and the
number of employees; to contract with others for the furnishing of services not provided by the
employees; and to carry out the ordinary and customary functions of management whether or not
possessed or exercised by the Employer prior to the execution of this Agreement.

Article 3
Classification of Employees

3.1 FULL-TIME:

A full-time employee shall be defined as an employee who is regularly scheduled to work
at least thirty (30) hours per week.

3.1.A. FULL-TIME:

An Assistant Manager shall be defined as a full-time employee who is regularly
scheduled to work at least thirty (30) hours per week and at least five (5) days per week, except
by mutual agreement.

3.2 PART-TIME:

A part-time employee shall be defined as an employee who works at least two (2) shifts
per week and is regularly scheduled to work less than thirty (30) hours, but at least twelve (12)
hours per week. Part-time employees will not be scheduled less than twelve (12) hours or fewer
than two (2) shifts per week except by mutual agreement,

Article 4
Pay Period, Work Week, Overtime

4.1 PAY PERIOD/PAY DAY:

Paydays are bi-weekly. The date for issuing paychecks shall not be changed without at
least fifteen (15) days’ notice to the employees.

An Employer error of three (3) hours or more in an employee’s paycheck shall be paid by
the next week day (excluding holidays) after payday. Errors of less than three (3) hours, as well
as employee errors, such as not punching in or out, shall be included in the employee’s next
regular paycheck.



4.2  BASIC WORK WEEK:

The basic workweek shall be from 12:01 a.m. on Monday through midnight on Sunday.

43  OVERTIME PAY:

A. All work performed by hourly employees in excess of forty (40) hours per week
shall be paid for at one and one-half (1}%) times the employee’s regular rate of pay. For hourly
employees who work at more than one pay rate, overtime pay will be based on the rate of the
position the employee was working when the overtime work was performed.

B. As far as practicable, all scheduled overtime will be voluntary and will be offered
by seniority to those employees who are qualified and willing to perform the work. If there are
not sufficient volunteers to work scheduled overtime, the employer may assign overtime in
reverse seniority order.

C. Section 4.3.B. shall not apply to Assistant Managers. Assistant Managers may be
scheduled overtime based upon the needs of the department, after consulting with the employee.
Overtime work may not be scheduled for more than eight (8) hours per week, except by mutual
agreement. Overtime work must be pre-approved by the Department Manager, Store Manager,
or Operations Manager.

Article 5
Work Schedules and Work Hours

5.1 WORK SCHEDULES:

A. The Employer will make every effort to schedule employees with a regular
weekly schedule, while taking into account pre-approved time off requests. Weekly work
schedules will be posted seventeen (17) days prior to the start of the work week. Any changes to
the posted schedule will be by mutual agreement.

A.l.  The Employer will make every effort to schedule Assistant Managers with a
regular weekly schedule, while taking into account pre-approved time off requests. Weekly
work schedules will be posted seventeen (17) days prior to the start of the work week, but the
posted schedule may be changed by the Employer, after consulting with the employee.

B. The Employer will make every effort to schedule employees based on their
preferred hours within their available hours. The Employer will consider scheduling preferences
based on the needs of the business, seniority, and pre-approved time-off requests.

B.1.  Scheduling duties may be delegated to Assistant Managers, including the
preparation of their own schedules. Tentative schedules must be approved in advance of posting
by the Department Manager, Store Manager, or Operations Manager.



C. Employees may not be scheduled for more than five (5) consecutive days, except
by mutual agreement,

C.1.  Assistant Managers may not be scheduled for more than five (5) consecutive
days, except after consultation with the employee.

D. Employees shall be scheduled to have no less than twelve (12) hours off between
shifts, except by mutual agreement.

D.1.  Assistant Managers shall be scheduled to have no less than twelve (12) hours off
between shifs, except after consultation with the employee.

E. Employees who are hired to work in both stores may be scheduled to work in both
stores. Employees who are hired to work in one store will only be scheduled to work in a
different store or in both stores by mutual agreement. An employee’s work location will be
noted on the posted work schedules.

F. At hire employees will be assigned a primary department. In the event that hours
are reduced in an employee’s primary department for what is expected to be an indefinite length
of time, employees who are qualified to work in another position or department will be offered
hours in a different position, department and/or store where hours are available. The Employer
will seek voluntary hours reductions before reducing the hours of the least senior department
employee.

F.1.  Athire Assistant Managers will be assigned a primary department. In the event
that hours are reduced in an Assistant Manager’s primary department for what is expected to be
an indefinite length of time, Assistant Managers who are qualified to work in another position or
department will be offered hours in a different position, department and/or store where hours are
available. The Employer will seek voluntary hours reductions before reducing the hours of the
least senior department employee. Notwithstanding the foregoing, Assistant Managers shall not
be subject to involuntary reduction of hours based upon seniority.

G. In the event that additional hours are available, part-time employees may request
additional hours and/or request reclassification to full-time before the Employer hires additional
employees. The Employer will consider such a request, provided that the employee is qualified
to do the available work.

G.1.  Section 5.1.G. is not applicable to Assistant Managers.

H. Employees may be scheduled for inventory and special projects, such as resets.
Such work will be staffed with volunteers first. If there are insufficient volunteers, the Employer
will fill the remaining shifts by reverse seniority. In the event more employees volunteer than
are needed, the shifts will be assigned on the basis of seniority in classification.

H.1.  Assistant Managers may be scheduled for meetings, inventory and special
projects, such as resets, in either store based upon the needs of the business, after consulting with
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the employee.

L Assistant Managers may be scheduled to attend off-site meetings, trainings, or
conferences, with the advance approval of the Department Manager.

52  ADDITIONAL HOURS:

An employee who is called in to work outside of their posted schedule will be notified of
the additional hours of work and will work all of those additional hours, except by mutual
agreement.

5.3 SPLIT SHIFTS:

No employee shall be required to work a split shift. Employees will be allowed to work a
split shift by mutual agreement.

5.4  BREAKS AND MEAL PERIODS:

A. Breaks: Employees will be given reasonable restroom breaks as needed during
their shift; such time will be exclusive of meal periods.

B. Meal Periods: Employees working at least four hours will be provided with paid
meal periods during their shift. During this time, employees will be relieved from all work
responsibilities. Employees who are interrupted during a break will be allowed to extend their
break after such interruption. Paid meal periods are determined by the number of hours an
employee is punched in working (exclusive of paid meal period).

Employees working at least:

® 4 hours but less than 6 hours will receive a 15 minute paid meal break.
6 hours but less than 9 hours will receive a 30 minute paid meal break.
9 hours but less than 11 hours will receive a 45 minute paid meal break.
11 hours will receive a 60 minute paid meal break

Breaks must be taken in a minimum of ten (10) minute increments. Break times are
scheduled to meet the store’s needs. Breaks will not be scheduled or allowed at either the
beginning or the end of an employee’s shift. Employees who voluntarily work through their
break periods will not receive additional compensation, but employees will be paid for all hours
worked.

C. Nursing Breaks: The Employer will provide a private secure location (not a toilet
stall) that is shielded from view and free from intrusion from co-workers and the public and that
includes access to an electrical outlet, where an employee can nurse or express breast milk in
privacy. Employees will have a reasonable amount of break time to accommodate their need to
express breast milk for their nursing child for up to three (3) years following the birth of the
child. The Employer will also provide reasonable paid breaks to employees who need to nurse
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or to express milk for their infant children for twelve (12) months following the birth of the
child. Breaks will generally run concurrently with other break time.

D. Upon request, the Employer will make reasonable efforts to allow paid meal
periods to be broken up into multiple breaks (example: 1 — 30 min., 2 — 15 min., 3 - 10 min.).

5.5 EARLY CLOSURE DUE TO WEATHER:

In the event the Employer closes a store early due to bad weather, employees who are
dismissed early shall be paid for the duration of their scheduled shift, up to four (4) hours.
Employees who are scheduled to work later in the day shall be notified of the early closure at a
reasonable time, usually at least one (1) hour before the start of their shift. In the event the
Employer does not open a store due to bad weather, employees may use accrued PTO.

One of the factors the Employer will consider in deciding whether to close a store early
or not open a store is if the Duluth Transit Authority has stopped or paused running its regularly
scheduled routes.

If the Employer determines that adverse weather conditions warrant it, the Employer may
provide a Fifteen Dollar ($15.00) gift card to employees who report to work for that shift.

Article 6
Wages

6.1 WAGE RATES:

The hourly rates of pay for the classifications covered by this Agreement are set forth in
APPENDIX “A” and made a part of this Agreement.

If the Employer creates a new job classification within the bargaining unit, the Employer
and the Union shall meet and negotiate over the wages for such classification.

An employee who is promoted or demoted shall maintain their step placement and shail
receive the base pay for the step and any applicable premium pay for the new position.

6.2  PAST EXPERIENCE:

An employee who is rehired by the Employer within twelve (12) months shall receive full
credit for each full year of past experience with the Employer.

6.3 PAY FOR ADDITIONAL RESPONSIBILITIES:

When the Employer designates an employee to fill in for another employee, the employee
shall receive additional pay for such work as set forth in APPENDIX “A.”



6.3.A. PAY FOR ADDITIONAL RESPONSIBILITIES:

Section 6.3 is not applicable to Assistant Managers.

6.4  CONTINGENCY PAY:

An employee is eligible for Contingency Pay for hours worked in response to a
management request to fill one half hour of a shift or more on an emergency basis and to provide
this emergency fill-in assistance outside of the employee’s posted scheduled hours. For purposes
of this Section, an emergency basis is less than 24 hours’ notice.

Employees will receive an additional Four Dollars ($4.00) per hour as Contingency Pay.

6.4.A. CONTINGENCY PAY:

An Assistant Manager is eligible for Contingency Pay for hours worked in response to a
management request to fill four (4) or more hours of a shift or for any hours worked on a
scheduled day off on an emergency basis. For purposes of this Section, an emergency basis is
less than 24 hours’ notice.

Assistant Managers will receive an additional Two Dollars ($2.00) per hour as
Contingency Pay, upon the pre-approval of their Department Manager or Store Manager or the
Operations Manager.

Article 7
Working Conditions

7.1 MEETINGS:

When an employee is required to attend a meeting by the Employer, the meeting time
shall be considered as work time.

7.2  TOOLS:
The Employer shall provide employees who require a knife and gloves to perform their

Job duties with a knife and gloves, and the Employer will repair or replace them as needed. All
Employer tools and equipment shall be maintained in an operable condition.

7.3 UNIFORMS:

When a uniform is required, the Employer will provide it. The Employer will replace
worn uniforms at no cost to the employee.

74  TRAVEL TIME AND MILEAGE:

No employee will be required by the Employer to use their own vehicle to make a
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delivery to a store or a customer. When an employee volunteers to make a delivery or is
required to travel to meetings or other assignments, such travel time will be considered as work
time and, if the employee uses their own vehicle, the employee shall be paid mileage in
accordance with the rate specified by the IRS, in addition to wages.

7.5  EMPLOYEE TRAINING:

The Employer will work to ensure that all current employces and new employees receive
sufficient job relevant training. Employer provided training time will be considered as work
time,

Between a new employee’s acceptance of a job offer and their orientation session, staff in
the Department will be notified of the expected start date of the employee’s initial training and
whether they may be requested to be involved in that training. After a new employee’s
orientation session, the Employer will confirm the schedule for the employee’s initial training
with staff in the Department. Only employees who have completed their probationary period
may be requested to provide initial training,

The Employer will provide and/or reimburse an employee for off-site training only by
mutual agreement.

Each calendar year, employees may attend up to two (2) publically offered classes hosted
by the Employer, if space is available in such classes, and if such classes are job-related. The
Employer shall pay for or reimburse the cost of such classes, but the class time shall not be
considered as work time,

7.6  DISCOUNTS:

Fuil-time and part-time employees will receive a 15% employee discount on eligible
purchases at the Hillside and Denfeld stores. Such discount shall only apply to the employee and
up to one (1) member of the employee’s household. Household status must be verified by the

employee at the Employer’s request.
7.7  PRODUCE PICK UP:

The Employer will provide produce pick up, when available, to employees in a
designated place under Produce Department procedures.

7.8 NON-DISCRIMINATION:

No employec shall be discriminated against or harassed because of race (including traits
associated with race, such as hair texture and hair styles), creed, sex (including pregnancy),
gender, gender identity, gender expression, age, color, national origin, disability, marital status,
familial status, veteran status, status with regard to public assistance, membership or activity in a
local commission, religion, sexual orientation, genetic information, or for engaging in any
protected activity, including Union activities.
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7.9  CELLULAR PHONES:

Assistant Managers may request reimbursement for a portion of their personal cell phone
expenses. With the approval of the Department Manager, Assistant Managers shall receive
$12.50 per pay period for twenty-four (24) pay periods per year. Such employees shall be
available to answer their cell phones for work-related matters based upon the needs of the
Department, after consulting with the employee. Employees may be requested to share
communications with respect to scheduling questions, workplace investigations, or other work-
related matters with the Employer.

If the Employer determines that a cell phone may be necessary for the performance of an
employee’s job duties, the Employer will make a Company cell phone available to the emplovee.
ployee's ploy pany p ploy

Article 8
Orientation and Probation

8.1  ORIENTATION:

The Employer will give the Union at least twenty-four (24) hours’ notice of any new
employee orientation session that will be attended by bargaining unit employees. The Employer
will allow a representative of the Union or a Union Steward who is on duty, fifteen (15) minutes
of paid time with new employees during orientation to cover union information. If the Union is
unable to meet with employees during orientation, an alternative fifteen (15) minute meeting will
be arranged within the first thirty (30) days of employment unless extended by mutual
agreement.

8.2  PROBATION:

Newly hired employees shall be considered to be on probation for the first sixty (60)
calendar days of employment and will thereafter attain seniority with the Employer, with
seniotity reverting back to the first day of active employment in the bargaining unit. By mutual
agreement between the Employer and the Union made during the initial probation period, and
upon written notice to the Union and the employee, probation may be extended for an additional
thirty (30) calendar days. During probation the Employer may discipline or discharge the
employee at will. Such discipline or discharge shall not be subject to the grievance and
arbitration procedure of this Agreement and shall not be considered a breach of this Agreement.

Article 9
Seniority

9.1 SENIORITY:

An employee’s date of hire shall be defined as the day the employee starts active
employment for the Employer as a new hire or the date the employee starts active employment as
a rehire.
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Bargaining unit seniority shall be defined as length of continuous service in the
bargaining unit since date of hire. If two or more employees have the same date of hire, their
seniority ranking will be determined by lot.

9.2 TERMINATION OF SENIORITY:

Seniority shall be lost by any of the following circumstances;

a) Discharge for just cause;

b) Voluntary quit;

) Failure of the employee to respond to a notice of recall from layoff within ten (10)
calendar days of the date on which the notice, which will be sent via certified
mail, is postmarked;

d) Continuous lay-off of greater than twelve (12) months;

€) Retirement;

) Failure of the employee to return to work from a leave of absence; and

g) Failure to apply for work within the statutory time limit following completion of a
military leave of absence.

Within thirty (30) days of the ratification of this Agreement, the Employer will post a
current seniority list in the employee break room in each store. Any objections to the list shall be
grieved in writing within the grievance deadline of Article 19. In the absence of any timely
grievances, the list shall be deemed conclusive,

The Employer will maintain an accurate and up to date seniority list. The seniority list
will contain the employee’s name, date of hire, job title and classification. The seniority list will
be posted in, or adjacent to, the break room or another mutually agreed upon location in each
store.

Article 10
Vacancies

The Employer will post all openings for bargaining unit positions for seven (7) calendar
days and will promote from within the bargaining unit qualified employees with six (6) months
or more seniority. The Employer may advertise an opening outside the bargaining unit
simultaneously; however, external candidates may not be hired until the posting has closed and
all qualified bargaining unit employees who have applied have been considered. Employees will
be allowed to apply and be considered for all openings, if they have the ability and availability to
perform the duties required by the position for which they are applying at the time of application,
However, if an employee has received a second written warning in the six (6) months prior to the
time the employee wishes to apply for a posting, the employee shall not be eligible to apply. The
Employer will, through an interview process, determine and select the most qualified candidate
for the position. If a current employee is selected to be interviewed, the interview will be paid
time. If two (2) or more candidates for a particular position are equally qualified, the Employer
will select the most senior candidate. If there are no qualified bargaining unit candidates, the
Employer may fill the opening from outside the bargaining unit.
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Any successful bargaining unit applicant shall have a sixty (60) calendar day trial period
in the new position. If the Employer determines that such employee cannot perform the duties of
the new position adequately, the Employer may return the employee back to their former
position. Such employee shall have the option of returning to their former position within sixty
(60) calendar days without loss of seniority.

Any successful bargaining unit applicant shall have a sixty (60) calendar day trial period
in a new Assistant Manager position. If the Employer determines that such Assistant Manager
cannot perform the duties of the new position adequately, the Employer may return the Assistant
Manager back to their former position. Such Assistant Manager shall also have the option of
returning to their former position within sixty (60) calendar days without loss of seniority.
Notwithstanding the foregoing, an Assistant Manager who demotes shall not have a trial period.

Article 11
Layoff, Reduction in Hours, and Recall

If the Employer decides to implement a layoff or a reduction of hours, it shall do so by
laying off or reducing the number of hours by reverse seniority, provided that the remaining
employees are qualified to perform the remaining work. “Layoff” means the elimination of all of
an employee’s scheduled hours of work. “Reduction of hours” means the reduction of an
employee’s scheduled work hours by the Employer by more than eight (8) hours per pay period
for what is anticipated to be an indefinite length of time. Employees on layoff shall retain
accrued seniority but further accruals shall cease. Notwithstanding the foregoing, Assistant
Managers shall not be subject to layoff or involuntary reduction of hours based upon seniority.

When the Employer determines to recall laid off employees, or to restore reduced hours,
it shall do so in reverse order of layoff or hours reduction, as the case may be, provided that the
employee is qualified to perform the available work.

Article 12
Job Descriptions

The Employer will create, maintain and make available complete descriptions for all jobs
in the bargaining unit. The Employer shall notify the Union of changes to a job description. The
Employer shall assign the level of pay to the changed job description and notify the Union of
such.

Each employee shall receive a copy of their job description for review at their time of
hire, on their anniversary and any performance reviews.

Article 13
Time Off

13.1 USE AND ACCRUAL OF PTO:

Paid Time Off (“PTO”) shall be used to cover any absences from an employee’s regularly
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scheduled shift (other than absences in connection with an approved leave or absences in which
Unpaid Hours are used). All PTO requests are subject to Department Manager approval, and
will be considered based upon the needs of the business and other approved time-off requests.
Such requests will not be unreasonably denied.

Employees will accrue PTO at the following rates:

Years of Service: Accrual Rate:
0-1 .04 hours/hour
2 .045 hours/hour
3 .055 hours/hour
4 .065 hours/hour
5 .075 hours/hour
6-9 .085 hours/hour
10+ .09 hours/hour

The PTO accrued balance is capped at one hundred seventy-five (175) hours; any PTO in
excess of that amount will be forfeited.

PTO accrual is based on hours paid, with the exception of any anniversary or terminal
PTO pay out. PTO hours shall be paid at the rate of the position missed.

13.2 SCHEDULED PTO:

A. PTO shall be used for scheduled absences. PTO requests must be made using the
system established by the Employer. PTO requests will be selected two (2) times a year on the
basis of seniority within the employee’s department as follows:

beginning November 1 through November 30 for the period from January 1 through June
30;
beginning May 1 through May 31 for the period from July 1 through December 31.

PTO requests may be approved for up to two (2) consecutive weeks.
The approved PTO schedule shall be posted no later than December 15 and June 15.

B. PTO requested outside the periods listed above will be granted on a first come
basis.

C. The Employer will respond to PTO requests outside the periods listed above
within seven (7) calendar days unless the Department Manager or individual responsible for the
scheduling in the department is unavailable, in which case the Department Manager or
responsible individual will respond within five (5) calendar days after returning to work or
within fourteen (14) days, whichever is shorter.
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13.3 UNSCHEDULED PTO:

PTO shall also be used for unscheduled absences (other than absences in which Unpaid
Hours are used) taken on short notice due to illness, injury, or other unforeseen situations that
require an employee to be away from work. The employee must give the Employer a minimum
of one (1) hours’ notice before the start of the scheduled shift. If requested by the Employer, the
employee shall furnish evidence of the reason for the absence.

13.4 PAY OUT OF PTO:

Employees who have accrued between one hundred twenty-eight (128) and one hundred
seventy-five (175) hours of PTO as of their anniversary date shall be paid out for all accrued
unused PTO in excess of one hundred twenty-eight (128) hours upon written request.

Employees will be paid out any accrued unused PTO upon termination of employment.

13.5 UNPAID HOURS:

Full-time employees may take up to forty-eight (48) hours of unpaid time off each year
on short notice due to illness, injury, or other unforeseen situations that require an employee to
be away from work. Part-time employees may take up to thirty-two (32) hours of unpaid time
off each year on short notice due to illness, injury, or other unforeseen situations that require an
employee to be away from work. The Unpaid Hours will initially become available on an
employee’s hire date, and will renew on the employee’s anniversary date. The employee must
give the Employer a minimum of one (1) hours’ notice before the start of the scheduled shift. If
requested by the Employer, the employee shall furnish evidence or explanation of the reason for
the absence.

13.6 ESST:

The Employer will comply with the City’s Earned Sick and Safe Time (“ESST”)
Ordinance, as amended, and will apply its ESST policy to all employees covered under this
Agreement. ESST is not in addition to PTO or Unpaid Hours.

Article 14
Holidays

14.1 HOLIDAYS:

A. For purposes of pay considerations, the Employer recognizes the following
holidays: New Year’s Day, Dr. Martin Luther King, Jr. Day, Easter, Memorial Day, Juneteenth,
Fourth of July, Labor Day, Thanksgiving Day, and Christmas Day. During these recognized
holidays on which the Employer conducts business, employees will be paid time and one-half for
all hours worked at the rate of the position worked that day. During these recognized holidays
on which the Employer does not conduct business, employees who have successfully completed
their probationary period prior to the holiday will be paid as follows:
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¢ Straight pay at their base rate
¢ Eight (8) hours for full-time employees
* Four (4) hours for part-time employees

The Employer will not conduct business on Christmas Day.

B. In order to qualify for Holiday Pay, an employee must have worked in the pay
period in which the recognized holiday occurs, and must work their scheduled work day before
and after the recognized holiday unless excused by the Employer or absent due to illness
(verified with a doctor’s note).

C. Work on these recognized holidays will be staffed with volunteers first, based on
seniority. If there are insufficient volunteers, the Employer will fill the remaining shifts by
reverse seniority. In the event more employees volunteer than are needed, the work will be
assigned on the basis of seniority in classification.

C.1.  The Employer may staff Assistant Managers on these recognized holidays based
upon the needs of the Department, after consulting with the employee.

D. If a holiday on which the Employer does not conduct business occurs during an
employee’s PTO, the employee will receive the paid holiday and will have the choice as to
whether or not to also use PTO for the holiday.

142 FLOATING HOLIDAYS:

In addition to the holidays listed above, all employees with at least two (2) years of
service shall receive two (2) floating holidays to be used within the calendar year, the scheduling
of which is subject to the approval of the Employer. The Employer will consider an employee’s
scheduling request based upon the needs of the business and other approved time-off requests.
The floating holiday shall be eight (8) hours for full-time employees, and four (4) hours for part-
time employees. Floating holiday time which is unused at the end of the calendar year or upon
an employee’s termination shall not be compensated.

Article 15
Leaves of Absence

15.1 MEDICAL LEAVE OF ABSENCE:

A, In case of accident, injury, pregnancy or sickness which renders an employee,
who has completed their probationary period, medically unable to work, an unpaid leave of
absence shall be granted for the period of time that the employee is judged medically unable to
work. Such leave shall not extend for more than one (1) year from the first day of leave. Such
leave will run concurrently with Family and Medical Leave Act and/or Minnesota Pregnancy and
Parenting Leave Act leave. Upon request by the Employer, the employee shall provide periodic
medical documentation to support the commencement and continuation of the leave, and for the
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employee’s fitness to return from leave. The Employer may require a second medical opinion by
the health care provider of its choice and at its own expense. If the first and second medical
opinions differ, the Employer may require the binding opinion of a third health care provider,
approved jointly by the Employer and the Employee, and at the Employer’s expense.

B. Employees returning from an approved accident, injury, pregnancy or sickness
leave of absence within twelve (12) weeks shall be returned to the shift and job classification
held prior to the leave. Unless the Employer and the employee mutually agree otherwise, the
employee will be returned to work on the next work schedule to be posted subsequent to the
employee’s request to return to work consistent with their medical release to return to work. The
employee shall be returned to their previous hours as soon as practicable. With respect to
employees returning after twelve (12) weeks, the Employer will attempt to return the employee
to their previous position and hours or to the first available open position, provided that the
employee is qualified for such open position.

C. The employee shall advise the department manager of their intent to return to
work at least two (2) weeks in advance. The employee may return earlier if a mutual agreement
is reached and hours are available.

D. The employee may use any accrued paid time off during any unpaid leave of
absence. The employee’s group insurance and other benefits will be discontinued as legally
permitted during any unpaid leave of absence, subject to the employee’s right to continue certain
benefits at their expense pursuant to COBRA.

E. In case of injury on the job, the employee shall be paid for the full scheduled day
on which the injury occurred, provided the doctor verifies that the employee was unable to return
to work.

152 JURY AND WITNESS DUTY LEAVE:

An employee summoned to serve on jury duty shall provide a copy of the summons to the
Human Resources Department as soon as possible. The employee shall be excused from work
and granted leave. The Employer shall pay the difference between the wages the Employee
would have earned in straight-time pay on scheduled work days and the jury pay for up to forty
(40) hours. The employee shall report to work whenever there is a significant break in jury duty
that is concurrent with the employee’s work schedule.

An employee who appears in court at the request of the Employer in circumstances
arising out of and in the course of employment with the Employer shall receive the employee’s
regular rate of pay for all hours related to the court appearance. If an employee needs time off
from work to appear in court for other reasons, such time shall be unpaid. In any case, the
employee shall give the Employer as much advance notice as possible of the need for time off,

15.3 BEREAVEMENT LEAVE:

After completing the probationary period, all employees shall be entitled to up to three
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(3) days paid leave when it is necessary to be absent on scheduled work days for a death or to
arrange for, travel to, or attend the funeral or memorial service of the employee’s parent, step-
parent, grandparent, grandchild, foster grandchild, sibling, step-sibling, parent-in-law, or sibling-
in-law. After completing the probationary period, all employees shall be entitled to up to four
(4) days paid leave as described above in the event of the death of a spouse, significant other,
child, foster child, legal ward, child for whom the employee is the legal guardian, step-child, or
the loss of a pregnancy. After completing the probationary period, all employees shall be
entitled to up to one (1) day paid leave and up to two (2) additional days unpaid leave as
described above in the event of the death of an individual whose close association is the
equivalent of an immediate family member. Employees must limit their time away from work to
those days that are reasonably necessary under the circumstances. There may be situations in
which non-consecutive days off are appropriate, and any request for such shall not be
unreasonably denied. Additional leave or leave for an individual who is not an immediate family
member may be granted without pay on a case-by-case basis by the Human Resources
Department. Requests for such leave shall not be unreasonably denied.

154 MILITARY LEAVE:

The Employer will provide unpaid military leave to any employee who is called to
service in the armed forces in accordance with state and federal law. An employee’s rights with
respect to the substitution of accrued paid time off, the continuation of group insurance, and the
accrual of benefits during military leave, in addition to reinstatement after military leave, will be
as defined by state and federal law. An employee shall give the Employer as much advance
notice as possible of the need for time off.

15.5 SCHOOL CONFERENCES AND ACTIVITIES LEAVE:

An employee may take up to sixteen (16) hours of unpaid leave during any twelve (12)
month period to attend the school conferences or school-related activities of the employee’s
child, if such conferences or activities cannot be scheduled during non-working hours. Although
the leave is unpaid, the employee may substitute any accrued paid time off, The employee shall
give the Employer as much advance notice as possible.

15.6 VICTIM AND WITNESS LEAVE:

An employee who is a victim or witness and who is subpoenaed or requested by the
prosecutor to attend court for the purpose of giving testimony, will be provided with reasonable
time off with pay to attend criminal proceedings related to the victim’s case.

An employee who is the victim of a violent crime or is the spouse or immediate family
member of a victim of violent crime will be provided with reasonable time off with pay to attend
criminal proceedings related to the victim’s case.

Employees who are victims of domestic abuse will be provided with reasonable time off
with pay to obtain or attempt to obtain a restraining order or protective order.
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When it is practical to do so without placing the employee or any member of the
employee’s family in danger, the employee shall provide the Employer with forty-eight (48)
hours’ notice of the need for leave. The Employer may require verification of the need for leave.

15.7 VOTING AND ELECTION JUDGE LEAVE:

Every employee who is eligible to vote in a primary or general election has the right to be
absent from work with pay for the time necessary to appear at the employee’s polling place, cast
a ballot, and return to work on the day of the election.

The employee must notify their manager one day in advance if that employee intends to
take a reasonable amount of time off of work to vote during regularly scheduled work hours.

Employces serving as an election judge will be paid for all reasonable time spent as an
clection judge; the Employer will reduce an employee’s wages by the amount paid by the
election authority. In order to be eligible for this leave, an employee must provide the Employer
with at least 20 days’ advance written notice of the need for leave and a certification from the
appointing authority stating the hourly compensation to be paid to the employee and the hours
during which the employee will serve.

15.8 FAMILY AND MEDICAL LEAVE ACT (FMLAYMINNESOTA PARENTAL LEAVE:

Employees shall not be required to use their accrued paid time off during any leave
period which is covered by the Family and Medical Leave Act and/or the Minnesota Pregnancy
and Parenting Leave Act.

15.9 SPECIAL PROJECT UNION REPRESENTATIVE LEAVE:

The Employer shall provide a leave of absence for up to one (1) year for up to one (1)
employee at a time to assist the UFCW International or Local 1189 on a temporary basis as
requested by the Union. The Union shall provide not less than thirty (30) days’ notice to the
Employer, and shall not make any request that all or in part falls between November 15 and
January 1 inclusive. During the leave, the Union shall make any contributions necessary to
continue the employee’s participation in Employer-sponsored benefits under this Agreement.

15.10 OTHER LEAVES OF ABSENCE:
The Employer shall provide paid and unpaid leaves of absence as required by law,
including but not limited to Bone Marrow Donation Leave, Civil Air Patrol Service Leave, Sick

or Injured Relative Leave, Family and Medical Leave, and Pregnancy and Parenting Leave.

Unpaid leaves of absence for other purposes may be granted in the discretion of the
Employer. Requests must be submitted to the Human Resources Department in writing.
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15.11 SENIORITY:
Employees on approved leave will maintain their seniority.

15.12 TEMPORARY REPLACEMENTS:

The Employer may replace any employee who is on a leave of absence on a temporary
basis. The Employer shall have the right to select the employee who will replace the employce
on leave. The employee who is chosen for the temporary assignment will be paid the appropriate

pay grade.

Article 16
Discipline and Discharge

The Employer shall not discipline or discharge an employee without just cause. For
serious misconduct, as defined in APPENDIX “B,” employees are subject to immediate
discharge. For other misconduct or poor performance, the Employer shall generally follow
progressive discipline steps. The steps are a verbal warning (documented in writing), a written
warning, a final written warning, and discharge. Copies of any written corrective action will be
forwarded to the Union within three (3) business days of the action being issued. The Employer
may bypass or repeat one or more steps of progressive discipline depending on the
circumstances, including but not limited to the employee’s past conduct, work record, and the
nature and seriousness of the misconduct.

When an employee reasonably believes an interview with management may result in
discipline, the employee may ask for a union representative to be present during the interview.
Under such circumstances, the Employer will grant the employee’s request.

When an employee is to be disciplined or discharged the employee shall be talked to in
private. The employee to be disciplined or discharged shall be allowed to have the steward of
their choice if available; if that person is not available, then another steward may attend. The
name of the steward in attendance shall be included on the corrective action.

Prior disciplinary actions, other than discipline for serious misconduct, more than twelve
(12) months old as of the date of the offense for which the employee is subject to discipline will
not be used as a basis to proceed to the next step in the progressive disciplinary process.

By signing a corrective action, the employee is only acknowledging they received a copy
of the action. The following shall be included on the corrective action below the signature line:
“My signature only acknowledges receipt of this corrective action, not necessarily agreement

with the action.”

Article 17
No Call, No Show

If an employee fails to report for work for three (3) shifts during any twelve (12) month
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period without notifying the Employer, the employee shall be deemed to have voluntarily
resigned. However, if within one (1) week of any such absence the employee provides proof that
the absence and the inability to notify the Employer were caused by circumstances outside of the
employee’s control, this Article shall not apply. This Article shall not be construcd as permitting
any unauthorized absences or tardiness.

Article 18
Drug and Alcohol Policy

An employee who is discharged for violating the Employer’s drug and alcohol policy
(see APPENDIX “C”) may file a timely grievance under the grievance and arbitration procedure
of this Agreement or, in the alternative, may elect to seek reinstatement under this policy.

The employee shall be reinstated under this policy if the following conditions are met:

(D) The employee has not been reinstated under this policy within the
previous twenty-four (24) months;

(2) The employee is evaluated by a Licensed Alcohol and Drug Counselor or
a physician trained in the diagnosis and treatment of chemical dependency within ten (10)
calendar days of the date of discharge; and

(3)  The employee successfully completes the recommended treatment and
provides the Employer with a certificate of completion (or similar document).
Such reinstatement shall be without back pay.

If the above conditions are not met, the employee’s discharge shall be final, and shall not
be subject to the grievance and arbitration procedure of this Agreement.

Article 19
Grievance, Mediation, and Arbitration

19.1 GRIEVANCE:

A, A grievance is defined as any dispute or disagreement concerning the application
or interpretation of this Agreement.

B. The steps in the grievance procedure are as follows:

Step 1: When a grievance arises, the employee (with or without a Union
representative) will attempt first to settle the matter with the Employer.

Step 2: If the grievance is not resolved under Step 1, it shall be reduced to writing
by the Union. The written grievance shall specify the alleged violation of this Agreement, shall
state the facts giving rise to the grievance, and shall state the remedy requested. The written
grievance must be submitted to the General Manager and the Human Resources Manager within
fifteen (15) calendar days following the exhaustion of Step 1.
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Step 3: Within fifteen (15) calendar days following the receipt of the Step 2
written grievance by the Employer, the Union and the Employer will schedule a meeting in an
attempt to resolve the gricvance. The Employer shall issuc a written decision within fifteen (15)
calendar days following the Step 3 meeting.

Step 4: If the grievance is not resolved in Step 3, then either party may refer the
matter to mediation as provided in Section 19.2 below.

C. For grievances regarding discharge without just cause, Step 1 may be skipped, but
the grievance must be filed in writing at Step 2 with the Employer within fifteen (15) calendar
days after the receipt of the discharge notice. Grievances regarding discipline without just cause
must be filed in writing at Step 2 with the Employer within thirty (30) calendar days after the
receipt of any discipline by the employee. Any other grievance must be filed in writing at Step 2
with the Employer within thirty (30) calendar days after the employee has knowledge of, or
should have known of, the occurrence giving rise to the grievance. Only with respect to
grievances regarding pay, an employee will receive the full back pay to which the employee is
entitled for a valid grievance, up to two (2) years.

19.2 MEDIATION:

Any dispute or disagreement that cannot be resolved under the provisions of Section 19.1
may be referred by mutual agreement to nonbinding grievance mediation. If agreed, the Union
shall notify the Federal Mediation and Conciliation Service (FMCS) and request appointment of
a grievance mediator. Such request shall be made within twenty (20) calendar days following
the receipt of the Step 3 response.

19.3 ARBITRATION:

A. If a dispute or disagreement is not resolved under Section 19.1 or Section 19.2,
the Union may refer the matter to arbitration by written notification to the Employer of its desire
to arbitrate and by petitioning the FMCS for a list of potential arbitrators. Such notice and
petition shall be given and filed within twenty (20) calendar days following the Step 3 meeting or
the completion of mediation, whichever is later.

B. The FMCS petition shall request a list of seven (7) neutral arbitrators. The order
of striking shall be determined by the flip of a coin. The parties shall alternately strike from this
list until one (1) name remains. That person shall be the arbitrator to hear and decide the
grievance,

C. The arbitrator shall meet with the parties to the dispute, hear all evidence, and
render a decision within sixty (60) calendar days after the arbitration hearing, or within sixty (60)
calendar days after the arbitrator’s receipt of any post-hearing briefs, whichever is later.

D. Each party shall bear the expenses of preparing and presenting its own case. The
expenses of the arbitrator shall be equally shared by the parties.
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E. There shall be no recourse to any other method of settlement, unless a party fails
to accept and comply with the arbitration award, in which case the award may be enforced by
further action of the party in whose favor such award has been given.

F. The decision of the arbitrator shall be final and binding upon the Employer, the
Union, the grievant (and all other employees, if applicable).

194 LIMITATIONS ON ARBITRATOR:

The arbitrator shall have jurisdiction only over grievances which may arise between the
parties concerning the application or interpretation of this Agreement. The arbitrator shall have
no power to add to, subtract from, or modify in any way any of the provisions of this Agreement.

19.5 COMPUTATION OF TIME:

In computing any period of time under this grievance procedure, the date from which the
designated period of time begins to run shall not be included. The last day of the period shall be
counted, unless it is a Saturday, a Sunday, or a legal holiday, in which event the period runs until
the end of the next day which is not a Saturday, a Sunday, or a legal holiday.

19.6 TIME LIMITS:

A grievance shall be considered resolved on the basis of the last answer of the Employer
if not timely advanced to the next step by the Union.

The time limits set forth in Grievance Section C shall be absolutely mandatory and failure
to comply with those time limits will mean the grievance is void and no consideration will be
given to it. Any time limit in this Article may be extended only by mutual written agreement.
An oral agreement to extend a time limit promptly followed by a confirming letter, fax, or email
from one party to the other shall suffice.

Article 20
Union — Employer Cooperation

20.1 SHOP STEWARDS:

The Union will have the right to appoint a steward(s). In no instance shall the steward(s)
be discriminated against for discharging Union duties, provided such duties do not interfere with
the regular performance of work for the Employer or in any way interfere with the operation of
the business.

20.1.A.SHOP STEWARDS:

An Assistant Manager shall not act as a steward with respect to progressive discipline
steps within their own Department, but may refer the member to another steward or a Union
representative.
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20.2 UNION VISITATION:

The duly authorized representative of the Union shall be permitted access to the stores at
reasonable times provided the conduct of the representative does not interfere with the operation
of the Employer’s business; and provided that meetings with employees (not greetings or brief
conversations} occur outside of the employee’s scheduled work time. Whenever possible, the
Union representative will provide the Employer with advance notice of any such visit. If
advance notice is not possible, the Union representative will check in with the Employer upon
arrival at the store.

203 LABOR MANAGEMENT COMMITTEE:

A committee composed of no more than three (3) bargaining unit members and one (1)
Union representative and up to four (4) Employer representatives shall be established for
purposes of discussion of problems arising under the terms and conditions of this Agreement.
Such committee shall meet quarterly, unless mutually agreed otherwise. This language does not
preclude the use of the normal grievance procedure contained in Article 19.

20.4 BULLETIN BOARD and “UNION LABEL”:

A. A space will be provided in the employee break room in each store on a
designated bulletin board where official Union notices originating from the Union offices and
Union communications may be posted.

B. The Union agrees to issue a Union store card or “Union Label” window decal to
the Employer. Such Union store card or decal is, and shall remain, the property of the Union.
The Employer agrees to display such Union store card or decal in a conspicuous area accessible
to the public.

20.5 EMPLOYEE SAFETY:

A committee composed of no less than one (1} Union Steward, up to one ( 1) bargaining
unit representative from the Grocery, Deli, Produce, and Front End Departments elected by the
bargaining unit employees in each department, and one (1) Management representative, shall be
established at each store to discuss safety issues. Such committees shall meet monthly, unless
mutually agreed otherwise. Notes of the committee mectings will be kept and posted
electronically.

Department committee members shall be elected for a one (1) year term. In the event
such a committee member no longer wishes to serve or is no longer able to regularly attend
meetings, the Department Manager shall seek a volunteer to complete the term. Assistant
Department Managers shall represent their departments if no employee volunteers to complete
another committee member’s term and/or if a committee member is unable to attend a meeting.
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Article 21
No Strikes, No Lockouts

21.1 NOSTRIKES:

In consideration of the Employer’s commitment as set forth in Section 21.2 of this
Agreement, the Union and its members shall not engage in, authorize, assist, encourage, or
conduct any strike, sympathy strike, sit down, sit in, slowdown, work stoppage, picketing,
boycott, or any other interference with or interruption of work at the Employer’s operations
during the term of this Agreement. Any violation of this Section by an employee shall constitute
just cause for disciplinary action, up to and including discharge. Any disagreement regarding
such discipline or discharge may be processed through the grievance procedure set forth in
Article 19.

21.2 NOLOCKOUTS:

In consideration of the Union’s commitment as set forth in Section 21.1 of this
Agreement, the Employer shall not lock out employees during the term of this Agreement.

Article 22
Health Insurance

During the term of this Agreement, the Employer will make available to employecs
covered by this Agreement at least one (1) health insurance plan for which the Employer’s
contribution is eighty percent (80%) of the cost of the basic single-employee plan. If an
employee is enrolled in a plan that covers their spouse, child(ren), or family, the Employer will
pay an additional One Hundred Dollars ($100.00) per month toward the cost of that plan. The
Employer will not pay a stipend to employees who waive health insurance coverage. In order to
participate in such plan, employees must satisfy the eligibility requirements of the plan. Insofar
as possible, all the terms of the plan as it exists and is amended from time to time for employees
not covered by this Agreement shall be applied to the employees covered by this Agreement,
The Union agrees and acknowledges that the Employer may, in its sole discretion, automatically
and unilaterally apply to employees covered by this Agreement any changes in the terms of the
plan that are applied to employees not covered by this Agreement during the term of this
Agreement. Should the Employer choose to eliminate the plan referred to in this Article, before
doing so, the Employer agrees to meet with the Union to negotiate the effects of any such plan
elimination.

Article 23
Dental Insurance

During the term of this Agreement, the Employer will make available to employees
covered by this Agreement the voluntary dental insurance benefit plan that it may provide to
cmployees not covered by this Agreement. In order to participate in such plan, employees must
satisfy the eligibility requirements of the plan. Insofar as possible, all the terms of the plan as it
exists and is amended from time to time for employees not covered by this Agreement shall be
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applied to the employees covered by this Agreement. The Union agrees and acknowledges that
the Employer may, in its sole discretion, automatically and unilaterally apply to employees
covered by this Agreement any changes in the terms of the plan that are applied to employees not
covered by this Agreement during the term of this Agreement. Should the Employer choose to
eliminate the plan referred to in this Article, before doing so, the Employer agrees to meet with
the Union to negotiate the effects of any such plan elimination,

Article 24
Supplemental Insurance

During the term of this Agreement, the Employer will make available to employees
covered by this Agreement the voluntary supplemental insurance plans that it may provide to
employees not covered by this Agreement. In order to participate in such plans, employees must
satisfy the eligibility requirements of those plans. Insofar as possible, all the terms of plans as
they exist and are amended from time to time for employees not covered by this Agreement shali
be applied to the employees covered by this Agreement. The Union agrees and acknowledges
that the Employer may, in its sole discretion, automatically and unilaterally apply to employees
covered by this Agreement any changes in the terms of the plans that are applied to employees
not covered by this Agreement during the term of this Agreement. Should the Employer choose
to eliminate the plans referred to in this Article, before doing so, the Employer agrees to meet
with the Union to negotiate the effects of any such plan elimination.

Article 25
401(k)ROTH

During the term of this Agreement, the Employer will make available to employees
covered by this Agreement the retirement plans (401(k)/Roth) that it may provide to employecs
not covered by this Agreement and will match an employee’s contribution to either plan uptoa
maximum of two percent (2%} of the employee’s pay. In order to participate in such plans,
employees must satisfy the eligibility requirements of those plans. Insofar as possible, all the
terms of the plans as they exist and are amended from time to time for employees not covered by
this Agreement shall be applied to the employees covered by this Agreement. The Union agrees
and acknowledges that the Employer may, in its sole discretion, automatically and unilaterally
apply to employees covered by this Agreement any changes in the terms of the plans that are
applied to employees not covered by this Agreement during the term of this Agreement. Should
the Employer choose to eliminate the plans referred to in this Article, before doing so, the
Employer agrees to meet with the Union to negotiate the effects of any such plan elimination,

Article 26
Conflict with Law

Any law which supersedes any provision of this Agreement shall not void any other

provisions of this Agreement, and the balance of this Agreement shall remain in full force and
effect. The parties shall meet and negotiate over any language found to be superseded by law,
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Article 27
Notices

Any written notice required or permitted under this Agreement to be given by one party
to the other may be given by first class, certified, or registered U. S. Mail, personal delivery,
delivery service, fax, or email.

Article 28
Draftsmanship

Both parties contributed equally to the drafting of this Agreement. No part of this
Agreement shall be construed against either party on grounds of draftsmanship.

Article 29
Supersedure

Any practice, policy, or procedure predating this Agreement and relating to
compensation, or fringe benefits (defined as discounts, time off, holidays, floating holidays,
health insurance, dental insurance, supplemental insurance, and 401(k)/ROTH) shall not be
binding unless expressly included in this Agreement.

Article 30
Technological Change

In the event the Employer implements a technological change that leads to the creation of
a new position, a substantive change in an existing position, or the elimination of an existing
position, the Employer and the Union shall meet and confer about the effect of the change. Ifa
current employee is no longer qualified for their position because of the change, the employee
shall be given a reasonable period of time to become qualified. The Employer and the Union
shall meet and confer as to what constitutes a reasonable period of time in each specific situation.
The Employer shall provide any necessary equipment and shall consider all training time as work
time,

Article 31
Employee Surveys

In recognition of the importance of employee engagement and retention, the Employer
shall continue its regular employee survey practices and shall also conduct randomized employee
experience surveys on at least an annual basis.

Article 32
Term of Agreement

This Agreement shall be in effect from April 21, 2023, to April 20, 2026, and shall
automatically renew from year to year thereafter unless either party gives written notice to the
other of the proposed termination or modification of this Agreement at least sixty (60) calendar
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days prior to the expiration date, or prior to the end of any renewal period, as the case may be. If
such notice is given, the parties shall engage in collective bargaining with respect to a new
collective bargaining agreement.

WHOLE FOODS COMMUNITY UNITED FOOD AND COMMERCIAL
CO-0OP, INC. WORKERS UNION, LOCAL 1189
Gener&{_l\}ﬁrfager Union Representati\ve /
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APPENDIX A

Employees will move steps on their anniversary date.

| Group 1 Payscale 1
Yearl Year2  Year3 Bremiym
A IS 15265 15455 1570 Geoup2 |5 150
B [$ 155515 15.80[5 3605 Group3 1S 335
C §$ 159015 16.15|% 16.40 Groupd |5 7,25
D |[$ 18253 165¢]% 1675
E |5 16560]|¢ 1685([8 17.10 Cook/ Baker Premivm
F {$ 1685]% 17.20]$ 17.45 $0.50
G }S 12.30)5 17.55]5 17.80 Must kave T-yvear of Cooking
H |% 1765]5.17.90{$ 18.15 experience as defined by WEC &
i 1S 1800)5 1825]¢ 1850 cuarren Senvsale centification
P IS 1835(s 18605 1885
K |5 1870]% 189595 19.20 Deli Clerk Premivm
t 1S 19.05[5 1930]$ 1955 $025
M }$ 1940($ 19.65]5 19.90 Must have Loyear of Deli
N O[S 197518 200015 20.2% expenence as defined hy WEC &
<ugrent Servsafe centification
Overscale AY Years
.55
Overscate Premium apphes afier
an employee has boen af Step N
forone{l)yeai The premium is
applied on the employee's
anmversary date and is in lien of
the Apiil contract incrrase.
Group 1 Group 3
Deli Counter Clerk Education and Outreach Coordinator
Deli Kitchen Clerk Graphics Coordinator
Front End Clerk Deli Counter Coordinator
Grocery Clerk Deli Kitchen Coordinator
Produce Clerk Deli Purchasing Coordinator
Curbside Clerk Maintenance Coordinator
Finance Coordinator
Group 2 Front End Manager on Duty
Data Entry AP/AR Clerk Grocery Receiving Coordinator
Deli Counter Lead Clerk Grocery Wellness Coordinator
Deli Cook/Baker Produce Purchasing Coordinator
Front End Lead Clerk
Grocery Lead Clerk Group 4
Grocery Purchasing Iead Produce Assistant Manager
Grocery Purchasing Lead/Wellness Grocery Assistant Manager
Grocery Lead Clerk/Wellness Front End Assistant Manager
Produce Lead Clerk Deli Assistant Manager
Curbside Lead Clerk
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APPENDIX B
“Serious misconduct” within the meaning of Article 16 includes the following:
(1)  theft of Employer, co-employee, vendor, contractor, or customer property;

(2)  fighting or other behavior that causes bodily harm or injury or threatens harm to
the employee or to another while on duty or on Employer property;

3) falsification of time cards or any other Employer records;

(4)  insubordination, which is defined as a refusal to follow a direct order of a
supervisor, unless the order would result in an unsafe, unhealthful, or illegal act;

(5)  gross negligence causing destruction, defacement, or damage to Employer
property, tools, or vehicles;

(6)  removing from Employer property material, products, or any other property
belonging to the Employer, a co-employee, a vendor, a contractor, or a customer without
permission;

(7 providing false or misleading information for the purpose of obtaining
employment or any employment benefit, including workers’ compensation benefits "

(8) behavior or language that is reasonably perceived as threatening by the individual
to whom it is directed;

9 violation of the Employer’s weapons policy;

(10)  violation of the Employer’s drug and alcohol policy;

(11)  violation of the Employer’s anti-harassment or non-discrimination policy;
(12)  intentional violation of the Employer’s AWAIR Plan; and

(13)  any other similarly serious misconduct.
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APPENDIX C

No employee shall sell, solicit or illegally transfer any controlled substance or alcohol
while working or on any Employer premises, Employer worksites or while using Employer
provided vehicles. Employees may use prescription medication(s) under the supervision of a
physician and with prior notification to the Employer of relevant workplace restrictions related to
the medication(s). Absent satisfaction of these two conditions, no employee may be under the
influence of any controlled substance while working. No employee shall work on any Employer
premises, Employer worksites or use Employer provided vehicles while under the influence of
alcohol. No employee shall possess alcohol on any Employer premises or Employer worksites
(excluding secured vehicles in parking lots), or in any Employer provided vehicles. No
employee shall use, possess, or be impaired by medical cannabis on Employer premises, or any
premises where the employee is working on behalf of Employer, or during the hours of
employment.
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Letter of Agreement
Regarding Board Meetings

During cellective bargaining concluding in May, 2020, the parties agreed as follows;

The Employer agrees that an employee representative of the bargaining unit members
will be allowed to make an annual presentation to the Board at the August meeting in2020, and
al the January meeting in subsequent years. No less than fifteen {15) minutes will be allocated
on the agenda for this presentation.

TFhis Letter shall be attached to and considered part of the parties’ collective hargaining
agreement,

For e Employer: For the Union:

e T
f 1 i —’}..-/..:2...::“:_ \‘xh\\ .
Dated: ({1017 L0 20 Dited o [ {0 Qo 0
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Back Cover

It is the shared purpose of the parties to this Contract, with their different roles and
responsibilities, to sustain Whole Foods Community Co-op, Inc.’s (“WFC”) distinctive values-
based approach to business, ensure WFC’s financial health and sustainability, and provide
unparalleled service to Owners, customers and the broader community alike.

The employees of WFC are committed to uphold that which distinguishes WFC within
the local community, namely:

(1)  The consumer-owned and democratically-controlled cooperative business
structure;

2) Social, environmental and community-oriented values and policies that uphold
WFC’s ENDS Statement;

(3) A reputation for providing exceptional customer service, offering quality
products, and being a positive and productive workplace.

Employees of WFC recognize and take pride in the responsibility to provide exceptional
service in support of WFC’s ENDS. Employees further recognize that their vantage in
interacting most directly with customers carries the responsibility to embody the shared purpose
of the successful and sustainable operation of WFC.
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