
Collective Bargaining Agreement 

Between 

Inter-Con Security Systems, Inc. 

And 

Professional Association of 
Court Security Officers 

Southern District of Texas 

October 1, 2011- September 30, 20114 



TABLE OF CONTENTS 

PREAMBLE .................................................................................................... , ............ 5 
DEFINITIONS SECTION ............................................................................................ 5 
MISSION STATEMENT ............................................................................... " ............ 7 

COURT SECURITY OFFICER MISSION .................................................................... 7 
CSO GOAL AND VISION ............................................................................................ 7 

ARTICLE 1 ................................. _ ............................. II ..................... I .................. ' ............. 7 
GENERAL PROVISIONS ............................................................................................ 7 
SECTION 1.1 NEGOTIATING COMMITTEE. .............................................................. 7 
SECTION 1.2 STEWARD SYSTEM ............................................................................ 7 
SECTION 1.3 MANAGERS AND SALARIED PERSONNEL. ..................................... 8 
SECTION 1.4 UNION SECURITY ............................................................................... 8 
SECTION 1.5 DUES CHECKOFF ............................................................................... 8 
SECTION 1.6 RELIGIOUS EXEMPTION .................................................................... 9 
SECTION 1.7 TERMINATION FOR NON-COMPLIANCE-UNION SECURITY & 
MEMBERSHIP PROVISIONS ..................................................................................... 9 
SECTION 1.8 INTENT OF PARTIES ......................................................................... 10 
SECTION 1.9 ANTI-DISCRIMINATION .................................................................... 10 
SECTION 1.10 APPLICATION OF ARTiCLE ........................................................... 10 

ARTICLE 2 ............................................................................................................... 10 
MANAGEMENT'S RETAINED RIGHTS .................................................................... 10 
SECTION 2.1 MANAGEMENT RIGHTS .................................................................... 10 
SECTION 2.2 SUBCONTRACTING ......................................................................... 11 
SECTION 2.3 LEADERSHIP OR COMMAND POSITIONS ...................................... 11 
SECTION 2.4 DiSCLAIMER ...................................................................................... 11 

ARTICLE 3 ................................................................ " .................................................. 12 
SECTION 3.1 INTENT .............................................................................................. 12 
SECTION 3.2 GENERAL PROVISIONS .................................................................. 12 
SECTION 3.3 GRIEVANCE PROCEDURE .............................................................. 12 
SECTION 3.4 ARBITRATION PROCEDURE ............................................................ 14 
SECTION 3.5 CLASS ACTION .................................................................................. 14 
SECTION 3.6 INDIVIDUAL GRIEVANCES ............................................................... 15 
SECTION 3.7 MISCELLANEOUS PROViSiONS ...................................................... 15 

ARTICLE 4 ........ ...................................................................................................... 15 
DISCIPLINE ............................................................................................................... 15 
SECTION 4.1 GROUNDS FOR DISCIPLINE AND DISMISSAL ............................... 15 

ARTICLE 5 .............................................................................................................. 16 
SENIORITY AND LOCAL INTERACTION ................................................................. 16 
SECTION 5.1 SENIORITY DEFINED ........................................................................ 16 
SECTION 5.2 SENIORITY LISTS .............................................................................. 16 
SECTION 5.3 PERSONAL DATA .............................................................................. 16 

2 



SECTION 5.4 TRANSFER OUT OF UNIT ................................................................. 17 
SECTION 5.5 PROBATIONARY EMPLOYEES ........................................................ 17 
SECTION 5.6 TERMINATION OF SENIORITy ......................................................... 17 
SECTION 5.7 REINSTATMENT OF SENIORITy ...................................................... 17 

ARTICLE 6 .............................................................................................................. 18 
EMPLOYMENT STATUS ........................................................................................... 18 
SECTION 6.2 SHARED TIME EMPLOYEES ............................................................ 18 
SECTION 6.3 LAYOFF AND RECALL ...................................................................... 18 

ARTICLE 7 .................................................................................................. " ........... 18 
HOURS OF WORK AND OVERTIME ....................................................................... 18 
SECTION 7.1 WORKDAY AND WORKWEEK ........................................................ 18 
SECTION 7.2 OVERTIME ....................................................................................... 19 
SECTION 7.3 OVERTIME DiSTRIBUTION ............................................................. 19 
SECTION 7.4 REST PERIODS ................................................................................ 19 
SECTION 7.5 TRAINING .......................................................................................... 20 

ARTICLE 8 ................................................................................................... , .......... 20 
WORK SHIFTS AND PAYMENT POLICIES ............................................................. 20 
SECTION 8.1 SHIFT BIDDING, HOURS OF WORK, & SENIORITy ....................... 20 
SECTION 8.1.1 FILLING NEW POSITIONS CREATED BY THE USMS .................. 20 
SECTION 8.1.2 FILLING OF OPEN FULL TIME POSITIONS AND BIDDING ON 
SHIFTS ...................................................................................................................... 20 
SECTION 8.1.3 FILLING OF OPEN SHARED TIME POSITIONS AND BIDDING 
ON SHIFTS ................................................................................................................ 21 
SECTION 8.1.4 TEMPORARY ASSIGNMENTS ....................................................... 21 
SECTION 8.2 WAGE SCHEDULE ............................................................................ 22 
SECTION 8.3 SHIFT DIFFERENTIAL ....................................................................... 22 
SECTION 8.4 CALL-IN PAY ...................................................................................... 22 
SECTION 8.5 PAYDAY ............................................................................................ 22 
SECTION 8.5.1 PROCESS AT END OF EMPLOYMENT ......................................... 23 
SECTION 8.6 TRAVEL EXPENSES .......................................................................... 23 
SECTION 8.7 PHYSICAL EXPENSES ...................................................................... 23 
SECTION 8.8 UNDISPUTED ERROR ...................................................................... 24 
SECTION 8.9 COURTHOUSE CLOSURE ................................................................ 24 

ARTICLE 9 .............................................................................................................. 24 
HEALTH, WELFARE, UNIFORM ALLOWANCES AND RETIREMENT PLAN ......... 24 
SECTION 9.1 PAYMENTS ........................................................................................ 24 
SECTION 9.1 401 (K) PLAN ..................................................................................... 25 

ARTICLE 10 ... ......................................................................................................... 25 
HOLI DAyS ................................................................................................................. 25 
SECTION 10.1 HOLIDAYS DEFINED ...................................................................... 25 
SECTION 10.2 MISCELLANEOUS HOLIDAY PROVISIONS ................................... 25 

ART~CLE 11 ............................................................................................................. 27 
VACATIONS .............................................................................................................. 27 

3 



SECTION 11.1 ELIGIBLE FULL-TIME EMPLOYEES .............................................. 27 
SECTION 11.2 ELIGIBLE SHARED POSITION EMPLOYEES ............................... 28 
SECTION 11.3 SCHEDULING VACATIONS ............................................................. 28 
SECTION 11.4 UNUSED VACATION ....................................................................... 29 
SECTION 11.5 TERMINATING EMPLOYEES .......................................................... 29 
SECTION 11.6 VACATION - LAID OFF EMPLOyEES ............................................. 29 
SECTION 11.7 VACATION INCREMENTS ............................................................... 29 

ARTICLE 12 ............................................................................................................. 29 
LEAVES OF ABSENCE ............................................................................................. 29 
SECTION 12.1 PERSONAL I SICK LEAVE .............................................................. 29 
SECTION 12.2 BEREAVEMENT LEAVE .................................................................. 31 
SECTION 12.3 JlJRY I COURT DUTY ...................................................................... 32 
SECTION 12.4 LIMITATIONS ............ " ..................................................................... 32 
SECTION 12.5 MEDICAL LEAVE ............................................................................. 32 
SECTION 12.6 MILITARY LEAVE ............................................................................. 33 
SECTION 12.7 UNION LEAVE .................................................................................. 33 
SECTION 12.8 PROCESSING UNPAID LEAVES OF ABSENCE ............................ 33 
SECTION 12.9 GENERAL PROVISIONS ................................................................. 33 

ART~CLE 13 ........ 111 ••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 34 
MISCELLANEOUS PROVISIONS ............................................................................. 34 
SECTION 13.1 BULLETIN BOARDS ......................................................................... 34 
SECTION 13.2 BREAK ROOMS .............. ; ................................................................ 34 
SECTION 13.3 LOCKERS ........................................................................................ 34 
SECTION 13.5 UNION MEETINGS .......................................................................... 34 

ARTiCLE 14 ........................................................................ .................................... 35 
SAFETY ..................................................................................................................... 35 
SECTION 14.1 SAFETY POLiCy ............................................................................ 35 
SECTION 14.2 OSHA STANDARDS ......................................................................... 35 

ART~CLE 15 ............................................................................................................ 35 
SEPARABILITY OF CONTRACT .............................................................................. 35 

ARTllClE 16 ............................................................................................................ 36 
ENTIRE AGREEMENT .............................................................................................. 36 

ARTIICLE 17 ............................................................................................................ 36 
TERMINATION OF AGREEMENT ............................................................................ 36 

ART~ClE 18 ......... ................................................................................................... 36 
NC) STRIKES ............................................................................................................. 36 

ART~CLE 19 ............................................................................................................ 37 
DURATION ................................................................................................................ 37 

4 



PREAMBLE 

The agreement is by and between Inter-Con Security Systems, Inc. (the Company), and Professional 
Association of Court Security Officers Southern District of Texas. The agreement covers 
applicable Professional Association of Court Security Officers Southern District of Texas 
represented CBU members employed in support of contract number DMJS-08-0-0013 between 
Inter-Con Security Systems, Inc. and the United States Marshal Service. This agreement is 
effective on October 1, 2011. 

DEFINITIONS SECTION 

Agreement: This Collective Bargaining Agreement (CBA). 

Agreement Year: A one-year period from October 1 to the following September 30 in each of the 
years covered by this agreement. 

Business Day(s): Monday through Friday excluding holidays and any days in which the Company 
offices arc not open. 

ColJedive Bargaining Unit (CBU): Senior Lead Court Security Officers, Lead Court Security 
Officers, Court Security Officers, and Special Security Off1cers assigned to work Contract # DMJS-
08-0-0013 between the United States Marshal Service and Inter-Con Security Systems, Inc. 

Company: Inter-Con Security Systems, Inc. 

Contract: Contract # DMJS-08-D-0013 between Inter-Con Security Systems, Inc. and the United 
States Marshal Service to provide security operations in the designated circuits. 

Court Security Officer: An employee qualified and trained to perform security services under the 
United States Marshal Service contract. 

Date of Hire: The ±lrst day of earnings from staffing a post on thc contract. 

Disciplinary Action: Any suspension, termination, written reprimand, memorandum, and/or 
verbal counseling. 
Grievance: An action filed by the Union or an Employee concerning the application, 
interpretation, or violation of a portion of the Collective Bargaining Agreement. 

Holidays: Those days specifically designated in the Article] O. 

Initiation Fee: A prescribed amount of money to be paid one time by new Union members, unless 
waived by the Union. 

Lead Court Security Officer: An employee qualified and trained to perform lead security services 
under the United States Marshal Service contract. 
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Overtime: Wages paid at the rate of one and a half (1 12) times the Employee's regula:r rate for all 
hours worked in excess of forty (40) hours per workweek. 

Probationary Employee: An Employee with six (6) months or less of employment from the date 
of hire, or less than six (6) months in a new classification with Inter-Con Security Systems, Inc. 

Regular Hours: All hours worked and paid at the regular rate of pay, up to 40 hours per week, 
while staffing an authorized billable post. 

Senior Lead Court Security Officer: An employee qualified and trained to perfonn senior lead 
security services under the United States Marshal Service contract. 

Service Fee: A prescribed amount of money to be paid by non-Union members on a monthly basis. 

Special Security Officer: An employee qualified and trained to pcrform special security services 
under the United States Marshal Service contract. 

Steward: An elected or appointed Union official representing Union members. 

Straight Time hours: Straight time hours include regular hours worked, vacation actually taken, 
paid holidays, personal/sick leave taken, bereavement leave, and training. Straight time hours do 
not include hours paid at overtime and double time rates. 

Union: Professional Association of Court Security Officers Southern District of Texas. 

Union Dues: A prescribed amount of money to be paid by Union members on a monthly basis. 

Total Seniority: Length of time of service measured from the date of hire of an Employee, by the 
Company or any predecessor Companies, performing the Court Security Officer contract services 
within the worksites listed in this agreement. 

Work Day: Any day, Sunday through Saturday, including holidays, which an Employee may be 
required to work. 

Worksite: The actual facility in which the work activities are performed. The Employer will 
designate worksite locations in conjunction with the USMS contract. 

Worksite Seniority: Length oftime of service measured from the date an Employee begins 
working at a specific worksite. 
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MISSION STATEMENT 

COURT SECURITY OFFICER MISSION 

Ensure the safety of US Federal Courts, Government facilities, employees, and visitors against 
unauthorized, illegal and potentially life-threatening activities. 

CSO GOAL AND VISION 

To conduct ourselves in a manner as to bring credit upon thc Court Security Officer and Special 
Security Officer program, the United States Marshal Service, Professional Association of Court 
Sccurity Officers, and Inter-Con Security System, Inc. at all times. 

To conduct ourselves in a professional and courteous manner. 

To be alert to all security procedures and incidents and take the appropriate steps necessary to 
resolve each situation. 

ARTICLE 1 

GENERAL PROVISIONS 

SECTION 1.1 NEGOTIATING COMMITTEE 

A. The Company agrees to recognize a Negotiating Committee composed of three 
representatives designated by the Union to represent the Employees in collective bargaining 
negotiations. Alternates may also be selected by the Union President to represent the 
Employees in collcctive bargaining negotiations. The Union agrees to provide the Company 
with one week of advance notice of any meetings unless there is a requirement for an 
emergency negotiating meeting. 

B. With the approval ofthc member's supervisor and without incurring un-billable overtime, 
negotiating committee members who are scheduled to work during bargaining sessions may 
be granted unpaid leave, subject to the operational needs ofthc Company. Employees may 
use vacation or holiday time in accordancc with the Employer's policy to cover time spent in 
negotiations. 

SECTION 1.2 STEWARD SYSTEM 

A. The Company agrees to recognize a Union Steward system. The Union agrees that 
Stewards will not conduct Union business while on duty, except during authorized lunch or 
rest breaks, unless otherwise authorized by the Company. 

B. If an Employee, who is the subject of the investigation that could result in disciplinary 
action, requests a Steward to be prescnt during a disciplinary or investigatory process, the 
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Company will allow the Steward, or other Union Official to be present. If the Steward or 
other Union Official is not available, the meeting will be delayed for up to one (1) business 
day. If the employer uses an alternative medium such as video or audio to conduct formal 
discussions with the Employees, the Union shall be given the opportunity to be present. 

For the purpose of this section and to allow for immediate resolution, a Steward or Union 
Official is noL required during the investigation ofan immediate security incident. 

C. The Union will provide Stewards and alternate Stewards for all locations with five or 
more CBU members. The list will consist of Steward's name, location, phone number, and 
email address. Stewards will not be recognized without prior notification from the Union. 
Any changes made in the Steward list will be provided, by the Union to thc Company in 
writing within 7 business days of such change. 

D. Aggrieved employees will be paid their regular rate of pay for time spent in all 
grievance-related meetings with management during regularly scheduled work times. In 
order to expedite the scheduling of meetings with management, the Company may allow the 
Union Representative to attend the meeting during their normally assigned shift. Such 
meetings will occur within the aggrieved Employee's normally assigned worksite. The 
aggrieved Employee, and his or her representative will not be paid for time spent 
investigating grievances, preparing grievances documents, or for any time spent outside of 
meeting with management. 

SECTION 1.3 MANAGERS AND SALARIED PERSONNEL 

With the exception of emergencies and unavailability of CBU members, managerial and salaried 
employees of the Company shall not perform the duties of the members of the CBU. 

SECTION 1.4 UNION SECURITY 

A. An Employee who is a member of the Union at the time this Agreement becomes 
effective shall continue membership in the Union for the duration of this Agreement, to 
the extent of tendering the membership dues uniformly required as a condition of 
retaining membership in the Union. 

B. The Union agrees to save and hold the Employer harmless from any and all claims, 
actions, suits, damages, or costs, including any attorneys' fees incurred by the Employer, 
on account of any matter relating to the tenns of this Article, including, but not limited 
to, any claims by any Employee(s) and compliance with the law. 

SECTION 1.5 DUES CHECKOFF 

A. The Company agrees to deduct dues as designated by the Union on a monthly basis (on the 
first pay date of each month) from the paycheck of each member of the Union. These 
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deductions will be made only upon written authorization from the Employee on a fonn 
provided by the Union. The Employee, upon written notice served upon the Company and 
the Union, may revoke such authorization as provided in the Employee Check-Off 
Authorization Card. It is understood that such deductions will be made only so long as the 
Company may legally do so. The Company will be advised in writing, by the Union, as to 
the dollar amount of the Union membership dues. 

B. The Company will remit all such deductions to the Financial SecretarylTreasurer within 
seven (7) business days from the date that the deduction was made. The Union agrees to 
fumish the Company with the current routing number for electronic wire transfer. The 
Company shall furnish the Financial Secretary/Treasurer with a deduction list, setting forth 
the name and amount of dues with each remittance. The Union agrees to hold the Company 
harmless from any action or actions growing out of these deductions initiated by an 
Employee against the Company, and assumes full responsibility of the dispositions of the 
funds so deducted, once they are scnt to the Union. Errors made by the Company in the 
deduction or remittance of monies shall not be considered by the Union as a violation of 
this provision, providing such errors are unintentional and corrected whcn brought to the 
Company's attention. 

SECTION 1.6 RELIGIOUS EXEMPTION 

Employees who arc members of, and adhere to, the established and traditional tenets of a bona fide 
religion, body, or sect, which has historically held conscientious objections to joining or financially 
supporting labor organizations, shall be allowed to make payments in amounts equal to the service 
fee required above, to a tax exempt (under SECTION 501.c.3 of the IRS code), non-religious, noo­
labor, charitable organization. The Union shall have the right to charge any Employee exercising 
this option the reasonable cost of using the arbitration procedure of this agreement on the 
Employee's individual behalf. Further, any Employee who exercises this option shall, twice a year, 
submit to the Union proof that the charitable contributions have been made. 

SECTION 1.7 TERMINATION FOR NON-COMPLIANCE-UNION SECURITY & 
MEMBERSHIP PROVISIONS 

Pursuant to this section, before an Employee is terminated for non-compliance the Employee must 
first be sent a letter by the Union, via registered mail, return receipt requested, requesting the 
Employee pay the prescribed initiation fee, dues, or service fees. The letter must state the amount 
owed and the time period covered. Ifthe employee does not respond within two (2) full weeks after 
receiving the notice, a second letter will be sent by the Union, via registered mail, return receipt 
requested, requesting the Employee pay the prescribed initiation fee, dues, or service fee. If the 
Employee pays the delinquent fees within 2 full weeks after receipt of the second notification, the 
Employee will not be terminated. Any request for tennination under this provision, will be 
accompanied by copies of both notifications and registered letter verifications. 
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SECTION 1.8 INTENT OF PARTIES 

The Union, the Company, and the Employees agree to work sincerely and wholeheartedly to ensure 
that the provisions of this Agreement will be applied and interpreted fairly, conscientiously, and in 
the best interest of efficient security operations. The Union, the Company, and the Employees will 
put forth their best efforts to perform and render loyal and efficient work and services on behalf of 
the Company, and that neither their representatives nor their members will intimidate, coerce, or 
discriminate in any manner against any person in its employ by reason of his/her membership and 
activity or non-membership or non-activity in the Union. 

SECTION 1.9 ANTI-DISCRIMINATION 

The Parties agree to use their best efforts to cause the Employees, individually and collectively, to 
perform and render loyal and efficient work and services on behalf of the Company, and that neither 
their representatives nor their members will intimidate, coerce or discriminate in any manner 
against any person in its employ by reason of hislher membership and activity or non-membership 
or non-activity in the Union, in accordance with the National Labor Relations Act. Further, neither 
Party will discriminate against any Employee because of race, color, religion, sex, age, national 
origin, disability, veteran status, or any other category prohibited by law. The Company maintains a 
Harassment Prevention Policy. In furtherance of this non-discrimination provision, and as a 
condition of employment or continued employment, the Union agrees to have all Employees in the 
Bargaining Unit sign the policy, a true and correct copy is attached hereto as Appendix A. The 
Union agrees, on behalf of itself and all the Employees covered under this Agreement, that the sale 
and exclusive forum for the adjudication of all such claims under this Article, and the sale and 
exclusive remedy for violations of the rights set forth in this Agreement will be the grievance and 
arbitration procedures as set forth in this Agreement. 

SECTION 1.10 APPLICATION OF ARTICLE 

This article shall not apply where prohibited by state law. 

ARTICLE 2 

MANAGEMENT'S RETAINED RIGHTS 

SECTION 2.1 MANAGEMENT RIGHTS 

The management and operation ofthe business of the Employer and the direction of the work force 
are rights vested exclusively in the Employer unless expressly abridged by the tenns of this 
Agreement. These rights include, but are not limited to, the following: 

A. Making and enforcing rules to assure orderly and efficient operations. 
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B. Determining employee competency and the right to hire, to transfer, and to promote. 

C. Suspending, demoting, and or discharging an employee for just cause. 

D. Determining the existence of a lack of work and laying-off for lack of work. 

E. Performing bargaining unit work as necessary due to unanticipated circumstances. 

F. Determining the processes, techniques, methods and means by which services are 
provided. 

G. Assigning work. 

H. Terminating, merging, or selling the business or any part thereof. 

SECTION 2.2 SUBCONTRACTING 

It is agreed that the Employer shall have the right to subcontract any and all services covered by this 
Agreement whenever the Employer determines it is economically advantageous to do so, where it is 
in the interest of time to do so, or whcrc the Employer's resources are inadequate. Whenever the 
Employer does in fact subcontract work normally performed by bargaining unit employees, the 
Employer shall notifY the Union prior to such assignment and subcontracting Employees will be 
bound by the terms of this Collective Bargaining Agreement. 

SECTION 2.3 LEADERSHIP OR COMMAND POSITIONS 

The Employer shall have the exclusive right to select personnel for leadership or command 
positions. 

SECTION 2.4 DISCLAIMER 

The above rights of management are not to be considered as all inclusive, but rather are examples of 
the types of rights which the Employer has retained and which remain part of the inherent rights of 
management. 

SECTION 2.5 UNION RIGHTS 

The Union shall have the right to bargain/negotiate the impact and implementation of actions that 
will adversely affect the work unit and or Employees. The Union will have the right to 
bargain/negotiate changes in working conditions and or changes to established past practices at the 
worksite(s) covered by this Agreement. (A past practice is any practice that is in existence, and has 
been utilized, with the knowledge of management, for at least the past five (5) years). 
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ARTICLE 3 

GRIEVANCE PROCEDURE 

SECTION 3.1 INTENT 

For purposes of this Agreement, a grievance shall mean a claimed violation, misinterpretation, or 
misapplication of any provision of this Agreement, or the challenge of any disciplinary action taken 
against a Union Employee. Upon written request, the Company shall provide the Union with 
applicable information concerning the grievance. 

SECTION 3.2 GENERAL PROVISIONS 

The number of days outlined in Section 33 for the processing and presentation of grievances shall 
establish the maximum time allowed for the presentation and processing of a grievance. When used 
in this Article, the term "Business Days" shall mean Monday-Friday, not including Saturdays, 
Sundays, legal holidays, or days when the local worksite or Corporate Office of the Company are 
closed. The Parties by mutual written agreement may agree to extend any of the time limitations. 

Should the Company fail to comply with the prescribed time limits, the Union and the aggrieved 
employee may deem the Company's failure to respond, at any stage, as a denial of the grievance. 
The aggrieved employee may then move to the next step in the grievance process as outlined in this 
agreement. 

lfthe Union or the aggrieved Employee fail to comply with the time limits set forth in this Article, 
the grievance will be deemed withdrawn, and should the Union continue to escalate the matter the 
arbitration, the Union will pay for the full arbitration costs. 

Both the Company and the Union agree to make it their goal to resolve the dispute at the lowest 
level possible. 

If, during the course of any discussion whereby the Employee or the supervisor believes that 
disciplinary or adverse action may result, a representative may be requested as per Weingarten. A 
representative of the employee's choice will be called in lmless unavailable in which case the 
employee may proceed without a representative, request another representative, or reschedule the 
discussion. 

SECTION 3.3 GRIEVANCE PROCEDURE 

All grievances shall be presented and processed in accordance with the following procedures: 

A. Informal Step - The Company agrees to meet with the Union during regular business 
hours or at a mutually agreed upon convenient time, for the purpose of processing 
grievances presented by the Union or Employees subject to this agreement. Personnel 
representing the Union will not participate if they are "on the cIock" at the time of the 
meeting (unless authorized by the Company), however, the Company agrees to give the 

12 



Union one (I) business day to arrange for a Shop Seward or other Union Official to attcnd. 
The Company will not compensate personnel representing the Union who participate in a 
meeting fbr their time during the meeting. 

The Company and the Union agree that the Employee will first discuss, and document in 
writing, the complaint with the Employee's immediate supervisor within five (5) business 
days of becoming aware of the incident being grieved. The document will set forth the 
specific facts related to the grievance, specifying the section and paragraph of the agreement 
violated. The document will be signed by the grieving Employee and a Union 
representative. If the informal procedure is not invoked within five (5) business days of the 
Employee's knowledge of a grieveable issue, then no further action shall take place. If 
during the discussion with the supervisor, either the Employee or the supervisor deems it 
desirable, a Steward or other Union representative will be called to participate in the 
meeting. lfthe complaint is not satisfactory resolved within 7 business days of the informal 
discussion, it may be submitted, for further processing using Step 1 of the grievance 
procedure. 

B. Step 1. - Jfthe grievance is not resolved during the Informal Step, it shall be presented, 
in writing, to the appropriate Site Supervisor within ten (10) business days of completing the 
Informal step. The Site Supervisor will have ten (10) business days to render a decision and 
return same in writing to the grieving Employee and the designated Union Representative. 

c. Step 2. - If the grievance is not resolved during Step 1, it shall be presented, in writing, 
to the Contract Manager within ten (10) business days of the completion of Step 1. The 
Contract Manager will have ten (10) business days to render a decision and return same in 
writing to the grieving Employee and the designated Union Representative. 

D. Step 3. -If the Grievance Calmot be resolved during Step 2, the local Union may submit 
the grievance, along with any supporting documents, in writing to the designated Company 
Vice President within ten (10) business days of completing Step 2. The Company Vice 
President will have ten (10) business days to render a decision and return same in writing to 
the grieving Employee and the designated Union Representative. 

E. Step 4.-lfthe grievance cannot be resolved during Step 3, the Local Union may submit 
the grievance, along with all supporting documents, in writing, to the Company's Director of 
Labor Relations within ten (10) business days of the completion of Step 3. The Local Union 
may submit the same infonnation to the Union's Regional Director. Arrangements will be 
made for the Company and the Union 10 discuss and attempt to resolve the grievance. The 
discussion will be held no later than fifteen (15) business days after receipt by the Company 
and the Union, of the request for the discussion. If, after ten (10) business days from the 
date of the meeting, no resolution is reached, the grievance may be referred to an arbitrator 
for a prompt hearing. 

F. Grievance for Discipline Resulting in Termination- Grievance resulting from 
Employee termination may be initiated at Step 2. If a discharge is judged to be in error, the 
terminated Employee shall be returned to work without loss of seniority, payor benefits. 
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SECTION 3.4 ARBITRATION PROCEDURE 

Grievances processed in accordance with the requirements of Section 3.3 that remain unsettled may 
be processed to arbitration by the Union, giving the Company's Director of Labor Relations written 
notice of its desire to proceed to arbitration not later than fifteen (15) business days after rejection of 
the grievance in Step Four, with the following procedures and limitations: 

A. Selection of an Arbitrator - Within fiftcen (15) calendar days the Union will request 
thc American Arbitration Association (AAA), Joint Arbitration Mediation Service 
(JAMS), or the Federal Mediation Conciliation Service (FMCS) to supply a list of seven 
(7) arbitrators. Within fifteen (15) calendar days of receipt of the list an arbitrator will 
be selected by the parties alternately striking names from the list until one (1) name 
remains, and this individual shall be the arbitrator to hear the grievance. The toss of a 
coin will determine whether the union or company strikes off the first name. 

B. Decision of the Arbitrator - The arbitrator shall commence the hearing at the earliest 
possible date. Hearings shall be scheduled such that they will be completed in one 
continuous session, unless the hearing exceeds five (5) days, or unless mutually agreed 
by both parties. The decision of the arbitrator shall be final and binding upon the 
parties to the Agreement. Any decision shall be complied with, without undue delay 
after the decision is rendered. It is understood and agreed between the parties that the 
arbitrator shall have no power to add to, subtract from, or modify any of the terms of 
this Agreement. If the decision of the Arbitrator is not complied with within fifteen (15) 
calendar days of the decision,the losing side shall be liable for attorncy fcss and court 
costs. It is understood and agreed to by the Union and the Company that the arbitrator 
shall have no power to add to, subtract from, or modify any of the tcmlS of this 
agreement. 

C. Arbitration Expense - The arbitrator's fees and expenses, including the cost of any 
hearing room, shall be shared equally between the Company and the Union. Each party 
to the arbitration will be responsible for its own expenses and compensation incurred 
bringing any of its witnesses or other participants to the arbitration. Any other expenses, 
including transcript costs, shall be borne by the party incurring such expenses. 
Company or Union witnesses (except the grievant not locating within commuting 
distance of the hearing may testify by telephone. 

At any stage, the Company may settle any grievances by providing the relief requested in the 
grievance or the amount of relief available under the Agreement, whichever is less. Unless agreed 
by the parties, any settlement is on a non-admission, no fault basis. 

SECTION 3.5 CLASS ACTION 

The Union shall have the right to file a group grievance (class action) or grievances involving more 
than one (1) Employee at either the Informal Stcp or Step 1 of the grievance procedure. 
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SECTION 3.6 INDIVIDUAL GRIEVANCES 

No individual may move a grievance to arbitration without concurrence of the Union. 

SECTION 3.7 MISCELLANEOUS PROVISIONS 

A. The limits set forth herein may be extended in wntmg only by mutual agreement 
betwccn thc Local Union or Union and the designatcd Company Director of Labor 
Relations. 

B. When either the Local Union or the Employee withdraws a grievance, the Company will 
be notificd of such action in writing. 

ARTICLE 4 

DISCIPLINE 

SECTION 4.1 GROUNDS FOR DISCIPLINE AND DISMISSAL 

A. After completion of the probationary period, no Employee shall be disciplined, 
dismissed or suspended without just cause. 

B. It is recognized by parties to this Agreement that progressivc discipline shall be applied 
in dealing with Employees. However, it is also recognized that offenses may occur for 
which progressive discipline is not applicable (e.g. fraud, gross misconduct, sleeping on 
duty, or theft). Disciplinary actions will be issued in accordance with the Disciplinary 
Policy (Enclosure 1). 

C. It is recognized by all parties to this Agreement that the United States Marshal Service 
can deny an employee the opportunity to perform work under any portion of the 
contract. The Company will not be held liable for any such notification to remove or 
deny an employee the opportunity to perform work under any portion of the contract 
when such action is directed by the United States Marshal Service. 

D. Anytime an Officer violates any section of the Policy Statement - Disciplinary Action, a 
12 month period begins running for that type of offense. If you commit another violation 
in that category within 12 months of the date of the offense, it counts as your 2nd 

offense. If you commit another violation in that category more than] 2 months after the 
date of the I st violation, it counts your 1 sl offense again. However, 15t or 2nd offenses in 
different areas may be considered as part of a pattern of violations. 

E. Investigations conducted by the company that may result in disciplinary or adverse 
action shall be conducted in a timely manner. If the employee has been removed from 
duties pending the outcome of an investigation, the company agrees to conduct such 
investigations with due diligencc and to ensure that such investigations are concluded in 
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a timely manner. The Company will advise the Union on the status of such 
investigations on a weekly basis. Additionally, employees removed from duties during 
an investigation will continue vacation accrual calculations as if they were working. 

ARTICLE 5 

SENIORITY AND LOCAL INTERACTION 

SECTION 5.1 SENIORITY DEFINED 

A. Total Seniority is defined as the length of continuous service from the Employee's last date 
of hirc as a CBU member for the Employer, past or present and/or any predecessor 
Employer. Total Seniority shall apply to the amount of vacation for which an Employee is 
eligible. 

B. Worksite seniority is defined as the length of continuous service within the local bargaining 
unit, from the Employee's last datc of hire as a CBU member for the Employer, past or 
present, and/or any predecessor Employer. Work site seniority shall be applicable in 
determining the order of layoff and recall, transfers within the Local, and other matters as 
provided for in this Agreement. Worksite seniority shall apply for the purposes of shift 
bidding, vacation schedules and extra work. 

C. Total and Worksite seniority shall not accrue until the Employee has successfully 
complctcd the probationary period. 

D. Any Employee permanently transferred out of the designated Local Bargaining Unit for any 
reason shall lose his/her Unit and Worksite seniority as it applies to the order of layoff and 
recall, shift bidding, vacation schedules, extra work, and other matters as provided for in 
this Agreement, but shall retain his/her Total seniority. 

SECTION 5.2 SENIORITY LISTS 

The Company shall provide a seniority list (showing Totals seniority and Worksite seniority), to the 
Local Union each year on October 1. The Union will respond, within thirty (30) calendar days, if it 
disagrees with any stated seniority. In the event of a disagreement, the Company and the Union 
shall confer and exchange information in order to attempt to resolve any discrepancy. In the event 
agreement cannot be reached the Union may grieve unresolved discrepancies. The seniority list 
shall be posted on Local bulletin boards. 

SECTION 5.3 PERSONAL DATA 

Employees shall notify the Employer in writing, on the company provided form, of their proper 
mailing address, email address, cell phone, and telephone number or of any change of name, 
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address, email or telephone numbers. The Company shall be entitled to rely upon the last known 
address in the Employer's official records. 

SECTION 5.4 TRANSFER OUT OF UNIT 

Any Bargaining Unit Employee who is promoted to a non-bargaining unit (management) position 
for more than four (4) consecutive weeks shall lose hislher Worksite seniority beginning on the first 
day in a non-bargaining unit position. If he/she returns to the bargaining unit at a latcr date hislher 
Worksite seniority will start on that return date, but he/she shall retain his/her Total seniority. 

SECTION 5.5 PROBATIONARY EMPLOYEES 

Newly hired or rehired Employees will be considered probationary for a one hundred-eighty (180) 
calendar day period after their hire date. The Union will stilI represent Probationary Employees for 
problems concerning wages, hours and working conditions, but the Company reserves the right to 
decide questions relating to transfers, suspensions, discipline, layoffs, or discharge of Probationary 
Employees without recourse to the grievance procedure contained in this Agreement. Probationary 
Employees do not have Union, Unit, or Worksite seniority until the completion of the probationary 
period, at which time Union or Unit seniority dates back to the date of hire. The Probationary period 
can be extended by mutual agreement between the Company and the Union. 

SECTION 5.6 TERMINATION OF SENIORITY 

The Total andlor Worksite seniority of an Employee shall be terminated for any of the following 
reasons: 

A. the Employee quits or retires; 

B. the Employee is discharged; 

C. a settlement with the Employee has been made for total disability, or for any other 
reason if the settlement waives further employment rights with the Employer; 

D. the Employee is laid off for a continuous period of ninety (90) business days; 

E. the U.S. Government revokes the Employee's credentials as a CSO; 

F. the Employee is permanently transferred out of the bargaining unit (except as provided 
in Local Section 2.4, above). [Section 2.4 does not address permanently transferred] 

SECTION 5.7REINSTATMENT OF SENIORITY 

The Total andlor Worksite seniority will be reinstated for the following reasons: 

A. An employee returned to work after overturning a medical disqualification shall regain 
their seniority back to the original date of hire. 

17 



B. An employee returned to work after overturning a discipline termination shall regain 
their seniority back to original date of hire. 

ARTICLE 6 

EMPLOYMENT STATUS 

SECTION 6.1 SHARED TIME EMPLOYEES 

A shared position Employee may be scheduled to work more thail a part time schedule, as 
necessary, at the Company's discretion. The Company will give the shared position Employee the 
maximum possible notice for weekly work schedule changes. Failure to report to work when so 
scheduled or called to work will result in disciplinary action. 

SECTION 6.2 LAYOFF AND RECALL 

A. In the event of layoff probationary Employees will be laid off first. Should it be 
necessary to further reduce' the work force, Employees will be laid off based on reverse 
seniority and minimum contract qualifications within the Local worksite. The Company 
will notifY the Union, in writing, of required reduction. 

B. Recall of Employees will be based on minimum contract qualifications and seniority 
within the Local. This will be accomplished by recalling the last laid off Employee 
(that continues to meet the minimum contract qualifications) first, and so on. 

C. In the event of a layoff, or reduction in hours, the Company will provide the Union with 
as much advance notices as possible and will meet with the Union to bargain impact and 
implementation of the planned staff reduction. Both parties agree and understand the 
Company has no ability to alter the required numbered of service hours performed under 
the Government contract due to the Government's ability to mandate such requirements. 

ARTICLE 7 

HOURS OF WORK AND OVERTIME 

SECTION 7.1 WORKDAY AND WORKWEEK 

A. Generally, between eight (8) or twelve (12) hours of consecutive work will constitute a 
shift during a regular workday. However, shifts offour (4) hours may be scheduled. 
The regular workweek shall commence on Sunday at 0001 and will end on Saturday at 
2400 hours. 
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B. The company will make a best effort attempt to schedule full time employees 40 hours 
per work week, excluding holidays, requested paid or unpaid time off, call-offs, 
personal/sick days, or government closures. The Company will make a best effort 
attempt to schedule shared time employecs 20 hours per work weck, cxcluding holidays, 
requested paid or unpaid time on: call-offs, personal/sick days, or government closures. 
The needs of the Company or US Government may modify this effort. 

C. Every Employee shall receive a minimum of eight (8) hours in between scheduled shifts. 
For example: an Employee is scheduled to work from 1400 to 2200, the Employee shall 
not bc required to return to work until at least 0600 on the following day. Compliance 
with this section is not required in the event of an emergency, or if the Employee 
chooses to work by coming in early or staying after his or her scheduled shift. 

SECTION 7.2 OVERTIME 

An Employee shall he paid one and one-half(1 Ih) times the regular rate of pay for all hours worked 
in excess offorty (40) hours per week. 

SECTION 7.3 OVERTIME DISTRIBUTION 

A. Overtime will be offered by Seniority within the worksite on a rotating basis. Overtime 
will be distributed as equitably and fairly as practicable among Employees. Overtime 
will be offered to the most senior Employec at the worksite. If the most senior 
Employee refuses the overtime assignment, the overtime will be offered to the next 
senior Employee. The process will continue until the assignment is filled. Oncc the 
overtime assignment has been fined, the next overtime assignment will start at the next 
senior Employee from the Employee that accepted the previous overtime assignment. If 
no Employee voluntarily accepts the overtime assignment, the least senior Employee 
must accept the assignment. In emergency situations, overtime will be distributed at the 
company's discretion. 

B. Managers cannot be assigned to cover overtimc positions or posts except in emergency 
situations, or in situations dictated by availability of personnel and amount of notice 
given for overtime. 

C. It is expressly understood that the Company shall have the right to schedule, or not to 
schedule, Employees to work overtime as required. When an Employee is on duty and is 
assigned to work additional hours, the Employee is required to remain on duty. When a 
Full-Time Employee is contacted while off duty for a non-emergency assignment, the 
Employee may refuse the assignment without retribution. 

SECTION 7.4 REST PERIODS 

There shall be two (2) fifteen (15) minute paid rest periods and one (1) thirty (30) minute unpaid 
lunch period for each eight (8) hour shift. Employees must be properly relieved before departing 
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their post. If an employee is required to work through the unpaid lunch break, he or she must notify 
the Lead or Site Supervisor of the event. The Lead or Site Supervisor wilJ provide the Employee 
with a missed break form to be completed and submitted to the Lead or Site Supervisor through the 
established chain of command. The Employee will then be compensated for the missed break 

SJi~CTION 7.5 TRAINING 

Employees are required to attend all training authorized by the Company. Employees will be paid 
their regular wage stipulated in this agreement. 

ARTICLES 

WORK SHIFTS AND PAYMENT POLICIES 

SECTION 8.1 SHIFT BIDDING, HOURS OF WORK, & SENIORITY 

Full-time Employees and shared position Employees at each location shall bid their shift schedules 
among designated full-time shifts or shared shifts in the order of seniority. Shift bidding may not 
lead to any change in status from full-time to shared position or vice versa. 

SECTION 8.1.1 FILLING NEW POSITIONS CREATED BY THE USMS 

The Company will post position opening announcements on bulletin boards, and announce the 
openings at each shift change, and post a position opening announcement notice for ten (10) 
business days, insuring that all current, active duty employees have been notificd of the opening. 
Interested employees must notify the Site Supervisor in writing of their desire to bc assigned the 
posted position. The most qualified, senior Employee bidding on thc position will be selected. 

SECTION 8.1.2 FILLING OF OPEN FULL TIME POSITIONS AND BIDDING ON SHIFTS 

Except for emergencies, assignment of specific shifts and locations within each Local will be 
accomplished through the application of Unit seniority, shift bidding, and qualifications as 
stipulated in this section. One full month prior October 1 st of each year each Employee will 
complete a shift bidding form and present it to the Company. The Employee must return the form 
even if not requesting a specific shift or location during that year period. Personnel will be allowed 
to make three selections concerning shift and locations. Requests wil1 be listed in order of 
preference. If during the year period a Full Time shift or location becomes available because of the 
departure of an Employee the opening will be filled by an employee based on qualifications and 
seniority. If during the year period an Employee is offered their first choice and refuses to take the 
assignment, that Employee is eliminated from the seniority list until thc next list is published. 
Management has the right to assign any Employee until the selection based on the bid process is 
completed. During that time, any Employee can be temporarily assigned to fill thc shift or 
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location. If after the list is exhausted and no Full Time Employee accepts the post or shift a Shared 
Time Employee will be offered the position based on Worksite Seniority. If none of the Shared 
Time Employees take the assignment, the least senior full-time Employee will be assigned to the 
position or shift. 

SECTION 8.1.3 FILLING OF OPEN SHARED TIME POSITIONS AND BIDDING ON 
SHIFTS 

Except for emergencies, assignment of specific shifts and locations within each worksite will be 
accomplished through the application of Union seniority, shift bidding, and qualifications as 
stipulated in this section. One full month prior October 1 st each Employee will complete a shift 
bidding form and present it to the Company. The Employee must return the form even if not 
requesting a specific shift or location during that year period. Personnel will be allowed to make 
three selections concerning shift and locations. Requests will be listed in order of preference. If 
during the year period a shared time shift or location becomes available because of the departure of 
an Employee the opening will be filled by an employee based on qualifications and seniority. If 
during the year period an Employee is offered their first choice and refuses to take the assignment, 
that Employee is eliminated from the seniority list until the next list is published. Management has 
the right to assign any Employee until the selection based on the bid process is completed. During 
that time, any Employee can be temporarily assigned to fill the shift or location. H none off the 
Shared Time Employees takes the assignment, the least senior shared-time Employee will be 
assigned to the position or shift. 

SECTION 8.1.4 TEMPORARY ASSIGNMENTS 

In the interest of maintaining continuous operations, the Employer may temporarily assign an 
Employee to a vacant or new position until the job is filled in accordance with Articles 2 and 5, or 
assign an Employee to a position that is part of a temporary security assignment directed by the 
USMS, including temporarily assigning an Employee to a work site within or outside of the area 
defined by this Agreement. To the extent possible the assignment shall be a voluntary selection 
based on qualifications and seniority. In the absence of volunteers, assignments shall be made on a 
reverse qualification and seniority basis. Employees so assigned will receive the higher of the base 
hourly wage available to Employees regularly assigned to the site to which they arc being 
transferred, or their regular hourly wage they receive at their regular site under this agreement, 
whichever is greater. Temporary shift assignment of an employce(s) will be limited to 30 days. 
After 30 days, if the assignment is still required the assigned employee may continue the 
assignment or another qualified employee from the local will be assigned. 

Employees temporarily assigned outside the nomlal commuting distance of 80 miles (40 miles each 
way) from their regularly assigned duty station will receive either; 

1. Mileage at the normal government rate if their POY (privately owned vehicle) is used 
commencing from their regularly assigned duty station to their temporary assigned duty station 
and return, or; 
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2. Per Diem at the current federal government rate. 

Travel time will begin and end at the employee's regularly assigned duty Location each day if per 
diem is not provided. All hours of travel outside the employee's normal schedule hours will be paid 
at the overtime rate. 

SECTION 8.2 WAGE SCHEDULE 

The regular rates of pay for CBU members arc listed in Enclosure 2 of this Agreement. 

SECTION 8.3 SHIFT DIFFERENTIAL 

A shift differential of 5% of the employecs' regular hourly rate shall be paid for all hours worked 
between 1800 (6:00pm) and 0600 (6:00am) on any work day. 

SECTION 8.4 CALL-INPA Y 

A. In the event an Employee reports to work for the Employee's regularly scheduled shift, 
without having been prcviously notified not to report to work, the Employee shall be 
entitled to work the shift or work four (4) hours, whichever is less. The actual hours of 
work will be paid at thc Employee's rcgular rate of pay, and overtime win apply as 
stipulated in this agreement. The employee must remain on duty to receive the four (4) 
hours of pay. If the employee's presence is not longer required and the employee elects 
to depart, he/she will only be compensated for the actual time he/she worked. 

B. In the event an Employee is caned into work after thc completion of their regular hours 
or overtime, the Employee shall be guaranteed a minimum offour (4) hours work paid at 
the Employee's regular rate of pay, and overtime will apply as stipulated in this 
agreement. The employee must remain on duty to receive the four (4) hours of pay. If 
the employee's presence is not longer required and the employee elects to depart, he/she 
will only be compensated for the actual time he/she worked. 

SKCTION 8.5 PAYDAY 

Payday for all hourly Employees will be no later that 1200 on Saturday following the two (2) week 
pay period ending on the previous Saturday. However, the Company will make every effort to 
distribute paychecks by 1800 on Friday of every other week for work performed during the previous 
pay period. Uncontrollable acts, natural or manmade, will relieve the Company of this requirement. 
During such situations, the Company will make every effort to pay the Employees at the earliest 
possible time. 

The Company will make jts best effort to make direct deposit available and to list available 
sicklpersonalleave and vacation on each Employee's paycheck. 
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SECTION 8.5.1 PROCESS AT END OF EMPLOYMENT 

When employment ends for any reason, the Employee's final pay entitlements, including hours 
worked, will be processed and paid on the next full pay period following the Employee's out­
processing and final time card submission 

SECTION 8.6 TRAVEL EXPENSES 

The Company will make arrangements for advance per diem for Company authorized and approved 
travel expenses if requested by an Employee. All requests must be completed on the Company 
provided form. Any workday that includes travel and totals over thirteen (13) hours may require the 
Employee to stay overnight, and the appropriate per diem will be paid. All travel hours from the 
Employee's normal work site to a designated hotel or work site will be counted as work hours. 
Employees will be reimbursed for all authorized expenditures of any authorized travel on the first 
full pay period from the day the Employer receives the properly completed travel voucher and all 
required receipts. 

A. All CSO's will be compensated at the appropriate GSA rate for travel in excess oftheir 
normal daily commuting distance. 

B. Travel expenses will be paid in accordance with applicable Federal Travel Regulations. 

SECTION 8.7 PHYSICAL EXPENSES 

A. The Employer shall pay for the initial and annual physical/medical examinations that 
are required by the Employer and/or the USMS. The Employer has the right to choose 
the physician who will perform the physical exam. 

B. The Employee will pay for any follow-up physical/medical examinations that are 
required by the Employer and/or the USMS up to $450.00. The Employer will 
reimburse employees for the cost of a USMS required follow-up medical test which 
exceeds $450.00 for the difference in the amount above $450.00. The Employer shall 
reserve the right to choose the physician and review the cost prior to any 
reimbursement. 

C. The Employer will pay for the time required for the Employee to take required physical 
exams and medical follow-ups. Time for any exams requiring more than two (2) hours 
must be pre-approved by the Lead or Site Supervisor. If, when the appointment is 
going to exceed two (2) hours, the Employee will call into the Lead or Site Supervisor 
or designee to inform them of thc delay and request approval for additional time. 

D. All examinations will be completed promptly. The Employee will notify the Company 
within two (2) business days of the completion of any required examination. 
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SECTION 8.8 UNDISPUTED ERROR 

A. It is the responsibility of the Company and every Employee to report any errors in 
compensation (shortages/overages) upon discovery ofthe error. 

B. Neither the Company nor the Employee will be allowed to go back more than twenty­
four (24) months to audit, adjust, or correct undisputed errors involving vacation pay, 
sick I personal leave pay, or salary issues. If an error is found, the employee shall be 
notified in writing prior to any deductions from his/her paycheck. Any required 
deduction will be made on the next paycheck. 

C. In ease of an undisputed error on the part of the company as to an Employee's 
compensation rate of pay, proper adjustment will be made in the next paycheck after 
the error has been brought in writing on the Company's form. Any error, involving 
eight (8) hours of pay or more, will be corrected and paid within three (3) business days 
unless the error was caused by the employee. Errors caused by the employee will be 
corrected on the paycheck following the next full pay period after the error has been 
brought to the attention of the Company. 

SECTION 8.9 COURTHOUSE CLOSURE 

The employer recognizes the fact that there are times when inclement weather, a natural disaster, or 
any other planned or unplanned event may close a Courthouse or Government Building where its 
employees are assigned. In the event that a closing occurs, employees will be excused without pay. 
Employees will have the option to use a sick/personal day or vacation day to receive compensation 
for such closures. 

ARTICLE 9 

HEAI,TH, WELFARE, UNIFORM ALLOWANCES AND RETIREMENT PLA.,.~ 

SECTION 9.1 PAYMENTS 

From October 1,2011 to September 30,2012, the Employer will make heath and welfare payments 
to Employees for up to forty (40) hours per week in accordance with Enclosure (2). Health and 
Welfare payments are only paid on authorized posts or training hours worked at the regular rate. 
Health and Welfare are not paid on hours associated with overtime, double time, vacation, 
personal/sick leave, funeral leave, jury duty, military duty, Union leave, or holiday hours. 

The Employer shall remit the health and welfare benefits as a cash equivalent on the Employee's 
paycheck, unless otherwise directed by the Employee in accordance with the Employee's election to 
participate in either the Employer's group health, dental, life, and other mutually agreed upon 
insurance programs or the Employer's 401K plans, or any other plan designated by the Employer as 
a fringe benefit program available to the Employee. 
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Beginning on October 1,2012, the Employer will contribute the Health and Welfare benefit to a 
bona fide fringe benefit plan and Employees will participate in the Employer's group health, dental, 
life, 401K, and other mutually agreed upon insurance programs. 

SECTION 9.1 401 (K) PLAN 

The Company shall provide a 401 (k) plan to which Court Security Officers are eligible to 
contribute, whether Union or Non-Union. At the voluntary direction afthe individual Employee, the 
Company may deposit the Health & Welfare payment to the Employee's 401 (k) account. 
Employees shall be subject to the eligibility requirements and rules of the Plan. 

Beginning on October 1,2012, the Employer will contribute the Health and Welfare benefit to a 
bona fide fringe benefit plan and Employees will participate in either the Employer's group health, 
dental, life, 40 I K, and other mutually agreed upon insurance programs. 

ARTICLE 10 

HOLIDAYS 

SECTION 10.1 HOLIDAYS DEFINED 

Whenever the term "holiday" is used, it shall mean: 

Effective 10/112008 

New Year's Day 
Martin Luther King 1r.'s Birthday 
President's Day 
Memorial Day 
Independence Day 
Labor Day 
Columbus Day 
Veteran's Day 
Thanksgiving Day 
Day After Thanksgiving Day 
Christmas Day 
Any day designated by the President of the United States as a new permanent National 
Holiday. 

SECTION 10.2 MISCELLANEOUS HOLIDAY PROVISIONS 

A. A full-time position Employee who is not required to work on a holiday shall be paid 
eight (8) hours at the regular rate of pay. 
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B. Any full-time position Employee who works as scheduled on a holiday shall receive the 
Employee's appropriate rate of pay for all hours worked, and in addition, shall receive 
eight (8) hours holiday pay at the regular rate of pay as described in Section IO.2.A. 
above. 

C. A shared position Employee who does not work on a holiday shall receive prorated 
holiday pay, no less than four hours, based on the number of actual hours the Employee 
is eligible for pay during the pay period (two week cycle) prior to the week in which the 
holiday occurs. The following table outlines the payment schedule: 

---~~--I Weekly average of regular hours Number of hours of Holiday 
worked in previous pay period Pay to be received by Shared 

-- _O""~«<_"". 

Time E~loxee 
0-20 4 -- -,--

21-30 6 
31-40 8 

D. Any shared position Employee who works as scheduled on a holiday shall receive the 
Employee's appropriate rate of pay for all hours worked, and in addition shall receive 
prorated holiday pay, no less than four hours, as described above in Section 10.2.C. 
The following table outlines the payment schedule: 

I 

Weekly average of regular hours Number of hours of Holiday 
worked in previous two weeks Pay to be received by Shared 

Time Employee 
0-20 4 

21-30 6 
31-40 8 

E. In the event that the Holiday falls on a weekend, the term "holiday" will refer to the day 
that the U.S. Government designates as the Holiday. 

F. Employees working on Thanksgiving or Christmas will receive 1 12 times the regular 
rate of pay for all hours worked, up to 8 hours, on Thanksgiving or Christmas day. 

To be eligible for holiday pay an Employee must have worked their last scheduled workday prior to 
the holiday and their next scheduled workday afler the holiday. The only exception to this 
provision is if the Employee has been excused in writing by the Company. If an employee has 
been approved for the day off or is not scheduled to day before or after a holiday and works the last 
scheduled day before and the first scheduled day after a holiday, the employee will receive the 
holiday pay. An Employee scheduled to work on a holiday that refuses to work the holiday or fails 
to report to work will not be paid for the holiday and will be disciplined in accordance with 
Enclosure 1. 
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ARTICLE 11 

VACATIONS 

SECTION 11.1 ELIGIBLE FULL-TIME EMPLOYEES 

Employees shall be entitled to annual vacation pay. Vacation entitlements are determined by an 
Employee's date of hire and continuous service, notwithstanding Breaks in Union Seniority on the 
contract between the United States Marshal Service and Inter-Con Security Systems, Inc., to 
provide security for designated facilities. The date of hire and continuous service are inclusive of 
previous employers providing this service. Vacation entitlements arc stated below: 

Employees employed for 1 year by the Company shall earn paid vacation entitlements at the rate of 
0.038461538 for all straight time hours paid at the regular rate afpay. Maximum carned vacation 
entitlement is 80 hours per year. 

Employees employed for 5 years by the Company shall begin earning paid vacation entitlements at 
the rate of 0.057692308 for all straight time hours paid at the regular rate of pay. Maximum earned 
vacation entitlement is 120 hours per year. 

Employees employed for 10 years by the Company shall begin earning paid vacation entitlements at 
the rate of 0.076923077 for all straight time hours paid at the regular rate of pay. Maximum earned 
vacation entitlement is 160 hours per year. 

Employees employed for 15 years by the Company shall begin earning paid vacation entitlements at 
the rate of 0.096153846 for all straight time hours paid at the regular rate of pay. Maximum earned 
vacation entitlement is 200 hours per year. 

Employees will not be awarded and able to utilize vacation entitlements until they have reached 
their respective date of hire anniversary date. 

Vacation entitlements are earned hy the year based on the Employee's date of hire. Vacation pay 
will be paid as vacation entitlements are used. 

Employees will not receive vacation pay for days taken in excess of vacation entitlements. 

Employees may utilize 24 hours of overtime in a given year to apply towards their cap of 2080 
hours utilized in the vacation calculations. 

Earned vacation pay shall be paid on the first full payday following thc Employee's return to work 
after their vacation. Compensation for the vacation period shan be computed at the employee's base 
rate orpay in effect at the time the vacation is earned. 
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SECTION 11.2 EI.IGTBLE SHARED POSITION EMPLOYEES 
Shared time Employees shall be entitled to annual vacation based on their continuous years of 
service with the Employer (based on the Employee's anniversary date of employment) at their 
individual hourly rate of pay at the time payment is made in accordance with the following 
schedule. 

Employees employed for 1 year by the Company shall earn paid vacation entitlements at the rate of 
0.038461538 for all straight time hours paid at the regular rate of pay. Maximum earned vacation 
entitlement is 80 hours per year. 

Employees employed for 5 years by the Company shall begin earning paid vacation entitlements at 
the rate of 0.057692308 for all straight time hours paid at the regular rate of pay. Maximum earned 
vacation entitlement is J 20 hours per year. 

Employees employed for 10 years by the Company shall begin earning paid vacation entitlements at 
the rate of 0.076923077 for all straight time hours paid at the regular rate of pay. Maximum earned 
vacation entitlement is 160 hours per year. 

Employees employed for 15 years by the Company shall begin earning paid vacation entitlements at 
the rate of 0.096153846 for all straight time hours paid at the regular rate of pay. Maximum earned 
vacation entitlement is 200 hours per year. 

Employees will not be awarded and able to utilize vacation entitlements until they have reached 
their respective date of hire anniversary date. 

Vacation entitlements are earned by the year based on the Employee's date of hire. Vacation pay 
will be paid as vacation entitlements are used. 

Employees will not receive vacation pay for days taken in excess of vacation entitlements. 

Employees may utilize 24 hours of overtime in a given year to apply towards their cap of 2080 
hours utilized in the vacation calculations. 

Earned vacation pay shall be paid on the first full payday following the Employee's retum to work 
after their vacation. Compensation for the vacation period shall be computed at the employee's base 
rate of pay in effect at the time the vacation is earned. 

SECTION 11.3 SCHEDULING VACATIONS 

Employees can submit for vacation by submitting the Company provided form to the appropriate 
Site Supervisor or LCSO within 45 day:; of the start of the requested vacation if the vacation is for a 
period of 1 week or longer. Vacations for period under 1 week in duration must be submitted 
within 20 days of the start of the requested vacation or at the discretion of the Site Supervisor and 
LCSO if staffing levels permit. Emergencies will be reviewed upon request. If two employees 
simultaneously submit for the same vacation period, the most senior employee will be granted 
vacation based on staffing requirements and the needs of the Government and the Company. At no 
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time will a senior employee be able to bump a previously approved vacation request of a junior 
employee. 

SECTION 11.4 UNUSED VACATION 

Vacations shall not be cumulative from one year to the next. Any earned but unused vacation time 
remaining at the end of a year of service (based on the Employee's anniversary date of employment) 
shall be paid to the Employee in the next full pay period following the anniversary. 

SECTION 11.5 TERMINATING EMPLOYEES 

Upon termination of employment, Employees will be paid for earned and unused vacation as of 
their last anniversary date. Vacation time will be paid at the regular hourly rate. Vacation 
payments will be paid during the next full pay period following the termination date. 

SECTION 11.6 VACATION - LAID OFF EMPLOYEES 

Length of service with the Employer shall accrue for the purposes of vacation benefits while an 
Employee is on laid-off status for up to one (1) month. Employees will only be paid vacation 
benefits when they are working. 

SECTION 11.7 VACATION INCREMENTS 

Consistent with Employer approval, efficiency, and economy of operations, Employees may take 
thcir vacation in segments of less than one (1) week, but no less than an eight (8) hour increments. 

SECTION 11.8 PAY IN LIEU OF VACTION 

Employees may request a pay in lieu of vacation for earned and unused vacation one time a year 
prior their anniversary date. The total hours of the pay in lieu of request will not exceed (60) hours. 
Vacation time will be paid at the regular hourly rate. Vacation payments will be paid during the 
next full pay period following the request. 

ARTICLE 12 

LEAVES OF ABSENCE 

SECTION 12.1 PERSONAL f SICK LEAVE 

A. Each full-time Employee shall be eligible to use a maximum of six (6) days personal 
leave at the beginning of each 12-month Government contract year worked. Employees 
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who begin employment after the inception of the contract year will be eligible to use a 
prorated amount of personal leave, based on the Personal/Sick Leave Table below. 

Personal/Sick Leave Table 

START Rate of Personal/Sick Leave Eligible to Use 

Date Employee begins workin 
on the contract, based on an 
October 1 contract start date. 

_O_ctoper L3) ___________ '_ .," 
November 1-30 

Full-Time Shared Position 

48 hours 
.;..;;..;:~~ 

44 hours 
----_" __ . ___ 4g,/J9_l1.!:§. ________ -t_. ___ .......:=~::.:::..:~ ___ •• _. December 1-31 ----,-,---_ .•..... 

f-"-J=an=l",I,a=r,L.Y.,..,l-,-3"-1:......, ____ ._~ _____ ,. 3 6 hours 
February 1-29 ' ____ r ___ --==.3=2..:.:hQ!!I~ _____ .... __ 
March 1-31 28 hours 

. April 1-30 24 hours 
May 1-31_.1.QJJ.Ours _.~ 
June 1-30 16 hours 

'------ '--'-'-'-'--

~lYHJ,---_____ ~_ 12 hours 
f---A.Ugl,lst L~l . __ ,_~_hours 

September 1-3Q 4 hours 

18 hours 
16 hours 
14 hours 
12 hours 

_,.,._ .. JJth(mr~ ____ ._ 
8 hours 

~-~, -, - ~ " '"-~'" ~~""" 

6 hours 
4 hours 
2 hours 

B. Scheduled personal leave may be taken in four (4) hour increments and shall be paid in 
the pay cycle when the personal/sick leave was taken, when taken by the Employee as 
approved by the Site Supervisor or Lead CSO. 

C. Personal/Sick days used in an emergency event can be taken in any increment up to 8 
hours but no less than 1 hour. 

D. Shared position Employees will receive one-half the full time personal leave per full 
contract year worked. At the beginning of the contract year, any shared position 
Employce who was paid morc than half the full-time hours (1040 hours) the previous 
year, will receive additional prorated personal leave based on the number of hours the 
Employee was paid during that previous contract year. These additional paid leave 
hours will be available for the shared employee to take throughout the government 
contract year. Any paid leave eligible, but untaken will be paid to the Employee at the 
end of the contract year. The payment will be made during the first full pay cycle after 
the end of the contract year. 

E. Unused personal days shall not be cumulative from year to year. Any unused, earned 
personal leave will be paid to the Employee at the end of the contract year. The payment 
will be made during the first full pay cycle after the end ofibe contract year. 
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F. Upon termination of employment, Employee will be paid at their individual hourly rate 
for any unused, earned personal leave, based upon thc number of hours the Employee 
was paid during that contract year. If the Employee has used more personal leave than 
helshe earned based upon timc paid on the contract, the amount of the overage will be 
deducted from the Employee's final paycheck. 

Repayment of Used by Unearned Personal/Sick Leave upon End of 

START 

Date Employee ends ",(',rln", 

the contract, based on 
October 1 contract start date. 

Rate of Personal/Sick Leave Eligible to be 

Full-Time Shared Position 

""-~'-""--"'~'~--r~~--- -.--.-----------I~----_:___:__-----·····~--~I 

_~ hour§ _____ --+_~_ .. _. ___ .::::..~__"~:!!.!!.~_. _____ ...J 

November 1 22 hours 
December 1-3 ] 20 hours 

,~~~~--.. -~,-."-,-,---~--<--~-------
January t -31 ___ r---__ ----'3"-"6'---'h~o=u=r=s ____ t-___ -------'1~8'_'h=o~u::.;rs"__ __ ___1 

_ Februa 1-29 _ .. _l~ ... hours .. _ _ ___ 16 hours 
" Mar~l:Ll:J.L________.___________ ._ ... _~~JLhours ______ .. __ . ______ ~ 14 hours 
_~April 1-30._~ _________ +-----2=--4.;....!..!h=ou""r'-'-'s'-----! . ____ 1:..:;2::...:.:.ho"'-t!:-'lrc.:;s ____ --l 

Mav 1-31 20 hours 10 hours 

-~I~r~o-~~- --~~:·=-:~=~~====f~=-·~-·----"'i-=-~..::;~=~.::;;~=-:~:'--_-_ -_-_ -:_ -_ -_-_ -_ -.:~ -_ ---'~::~-=--~"'-~:~::-._-."_~~_=__--j~_ 
..... &yg.ysU::U _"~_"_"~ ___ ~_ ts..h.mlItL.. 4 hours 
" .. SeptembeE"1--=~.2. ___ ~ __ .""'__ ____ 4_h_o_u_rs ____ ___L _____ 2_h_ou_r_s _______ --' 

G. Personal I sick leave may be used to cover absences caused by illness. Any Employee 
who is unable to rep01i to work because of sickness must notify the Employer at least 
two (2) hours prior to the beginning of his/her shift in order to be eligible for paid 
personal leave benefits. Proof of illness rriay be required. Disciplinary action will result 
from unapproved absenteeism. 

SECTION 12.2 BEREAVEMENT LEAVE 

In the event of death in the immediate family, the Employee will be granted five (5) days of 
emergency leave with pay per Government contract year. The five (5) days of funeral leave will not 
include the Employee's regular days off. One of the five (5) days of funeral leave must be the day 
of the funeral. For the purpose of this section, the immediate family is defined as the father, 
mother, father-in-law, mother-in-law, son-in-law, daughter-in-law, grandfather, grandmother, sister, 
hrother, spouse, children, and stepchildren of the Employee. A copy of the death certificate, 
obituary, or funeral program and proof of relationship must be provided the Company upon the 
Employee's retun} from funeral-leave. 
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SECTION 12.3 JURY / COURT DUTY 

The Company will comply with all State and Federal regulations regarding Employees' service for 
Jury Duty. Employees will receive their regular rate of pay, minus any pay received form the 
courts, for up to five (5) days spent on jury duty. Proof of days served on jury duty must be 
provided to the Company to receive payment. 

If an employee is called by subpoena as a witness to any CSO work related court proceeding, then 
he / she shall be entitled to leave with pay from regular scheduled hours of work for all time spent 
in testifying or cooperating with prosecuting officers; provided however, that any witness fees 
tcndered to the employee shall be delivered to the company. 

SECTION 12.4 LIMITATIONS 

Personal leaves of absence for non-medical emergencies may be granted at the sole discretion of the 
Employer without loss of seniority to the Employee. Such leaves, if granted, are not to exceed 30 
days, unless a special extension is approved by the Employer. Length of service with the Employer 
shall not accrue for purposes of vacation, holiday, or other accrued benefits for any unpaid leave of 
absence. The Employer will make reasonable efforts to maintain an Employee's position while on a 
non-statutory, unpaid leave of absence. Unpaid leaves of absence may be taken only with written 
approval of the Employer, or in a case of verified personal emergency. Employees must notifY the 
Company within 24 hours of a personal emergency. 

Any Employee in an unpaid status at the time a holiday occurs shall not be entitled to any holiday 
pay. Note "unpaid status" does not include regular scheduled days off, vacation or personal leave. 

SECTION 12.5 MEDICAL LEAVE 

A. The Family and Medical Leave Act of 1993 (FMLA) is incorporated herein. 

B. The Company agrees to honor the FMLA for all Employees, regardless of the number 
of employees in a 75 mile radius of the work site. Employee is not required to use any 
personal leave or vacation leave prior to or during taking a medical leave of absence. 

C. During medical leave, the Employee shall be required to furnish a report from the 
doctor when requested periodically by the Employer. Upon the expiration of said leave, 
the Employee shall furnish the Employer with a statement, signed by the doctor, which 
establishes the fitness of the Employee to return to the Employee's previously held 
work. Any Employee who is not able to return to work with a medical clearance from a 
licensed physician at the end of a maximum medical leave shall be terminated from 
Employment. 

D. If the Employee files for medical leave on false pretext or works for another employer 
without pre-authorization from the company, the Employee will be removed from the 
CSO program and from employment with the Employer. 
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SECTION 12.6 MILITARY LEAVE 

The Company will comply with the Uniformed Services Employment and Reemployment Rights 
Act (USERRA), which provides certain re-employment rights and benefits protection for military 
personnel. Leave taken under USERRRA will be unpaid, however, an Employee may elect to use 
any accrued vacation or other paid leave in lieu of unpaid military leave. 

SECTION 12.7 UNION LEAVE 

The Union Delegates (up to a maximum of 2) will be granted an unpaid leave of absence for up to a 
maximum of ten (10) days per contract year upon written request for the purpose of attending Union 
conventions or other meetings of vital interest to the Union, other than negotiations. With the 
approval of the supervisor and without incurring un-billable overtime, Union Delegates to work 
during the meetings may be granted unpaid union leave, subject to the operational needs of the 
Company. Employees may use vacation or holiday time in accordance with the Employer's policy 
to cover time spent in meetings. All requests for leave associated with this section must be 
submitted in writing, on the Company provided form, to the Company a minimum of two (2) weeks 
in advance. The Company shall respond, in writing, within one (1) week of the Employee's written 
request. More time will be granted upon mutual agreement between the Company and the Union. 
Requested Union leave shall not interfere with another Employee's previously approved vacation. 

SECTION 12.8 PROCESSING UNPAID LEAVES OF ABSENCE 

The Employer will consider requests for unpaid leaves of absence and may grant them at its sole 
discretion. An unpaid leave of absence must be processed in the following manner: 

A. All requests for unpaid leaves of absence shall be submitted in writing, on the Company 
provided form, to the Site Supervisor at least ten (10) working days prior to the date the 
leave will take effect, except in cases of verified personal emergencies. Personal 
emergencies must be reported to the Company within 24 hours. The Company will 
respond to the request, in writing, within one (1) week. Unpaid leave shall not interfere 
with another Employee's previously approved vacation. 

B. The written request for leave of absence shall be submitted to the Contract Manager by 
the Site Supervisor for final approval. A copy of the approved or disapproved leave of 
absence will be given to the Employee involved. 

C. Extensions of the leave of absence may be granted at the sole discretion of the 
Employer, upon written request by the Employee within five (5) working days prior to 
the expiration of the leave of absence. Extensions, if granted, shall not total more than 
thirty (30) days. 

SECTION 12.9 GENERAL PROVISIONS 

Seniority shall accumulate during the period of any approved leave of absence, less than one (1) 
month subject to the provisions of this Agreement. 
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ARTICLE 13 

MISCELLANEOUS PROVISIONS 

SECTION 13.1 BULLETIN BOARDS 

The Employer will make its best effort to obtain a space from the U.S. Government for the Union to 
place a Union-provided bulletin board that will be used by the Union for posting notices of 
meetings, elections, appointments, recreational and social affairs, and other Union notices. The 
provision of these facilities is the prerogative of the U.S. Government, who owns and controls all 
worksite facilities. Notices or other postings may not disparage the client or the Company and/or its 
management nor contain obscene or inappropriate language. 

SECTION 13.2 BREAK ROOMS 

The Employer will make its best effort to obtain form the U.S. Government break rooms for CSOs 
for breaks and lunch periods, without management using the room as an office, and will make 
reasonable effort to have the U.S. Government equip the room with water. The providing of these 
facilities is the prerogative of the U.S. Government. 

SECTION 13.3 LOCKERS 

The Employer will make its best effort to provide lockers for the use of the CSOs. The Employer 
agrees to make its best effort to provide for separate Locker/Changing facilities. If CSOs are not 
allowed to carry their Company/Government issued equipment to and from their residence and the 
worksite, the Employer and or the Government will provide lockers with separate locks or locking 
devices to safeguard such equipment. The providing of these facilities is the prerogative of the U.S. 
Government. 

SECTION 13.5 UNION MEETINGS 

Neither Union officials nor Union members shall, during working time (excluding breaks and lunch 
periods), solicit membership, receive applications, hold meetings of any kind for the transaction of 
Union business, or conduct any Union activity or business other than the processing of grievances 
as described in this Agreement. 
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ARTICLE 14 

SAFETY 

SECTION 14.1 SAFETY POLICY 

It is the policy of the Company to make its best efforts to provide Employees with places and 
conditions of employment that are free from or protected against occupational safcty and health 
hazards. Under this Agreement, all worksites and facilities are the property ofthe U.S. Government, 
who is responsible for the condition and safety of the worksite. The Company agrees to permit one 
(1) bargaining unit member selected by the Union to participate in any locally scheduled safety 
meetings providing the USMS will allow the representative to attend. The bargaining unit member 
may attend and be compensated for two meetings, lasting no more than two hours per Govemment 
Year. 

SECTION 14.2 OSHA STANDARDS 

The Company will report any safety violations observed or reported to the Company in any U.S. 
Government-provided CSO workstations and break rooms. It is the Employees responsibility to 
promptly report any safety issues or violations. Such reports will be made in writing on the USMS 
Court Facility Incident Report (CSO Form 003). 

ARTICLE 14.3 GOVERNMENT CREDENTIALS REQUlRED 

Employment as a Court Security Officer or Lead Court Security Otficer requires, as a condition of 
employment, that the employee maintain a current, valid driver's license issued by his or her state 
of residence. Employees must be qualified to receive a Special Deputation as a Court Security 
Officers by the United States Marshals Service. Employees will be provided with official 
credentials identifying them as having the authority under color of law to conduct such duties for 
which they are deputized. Employees who fail to qualify will be considered to have resigned their 
position voluntarily. 

SECTION 14.4 OTHER BENEFITS 

The Employer and/or the USMS will provide all hol, cold, and inclement weather gear for each 
employee as is required for the employee to successfully perform their assigned duties. The 
Company shall make its best effort to issue uniforms by December 31 st. 

ARTICLE 15 

SEPARABILITY OF CONTRACT 

In the event that any provision of this Agreement shall at any time be declared invalid by any court 
of competent jurisdiction or through Govemment regulations or decree, such parties hereto agree to 
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renegotiate such provision or provisions of this Agreement for the purpose of making them conform 
to the Government decree or statutes, so long as they shall remain legally effective. It is the express 
intention ofthe parties hereto that all other provisions not declared invalid shall remain in full force 
and effect. 

ARTICLE 16 

ENTIRE AGREEMENT 

A. The parties acknowledge that during the negotiation which resulted in the Agreement, the 
unlimited right and opportunity to make demands and proposals with respect to any matter 
not removed by law from the area of collective bargaining, and all understand agreements 
reached by the parties are set forth in this Agreement. Therefore, the Company and the 
Union shall not be obligated to bargain collectively on any matter pertaining to conditions of 
employment during the term of this Agreement. 

B. The failure of either Party at any time to enforce or require pcrformance of any of the 
provisions of this Agreement will not be construed as a waiver of any such provision, will 
not affect the validity of this Agreement or any of its provisions, and will not affect the right 
of either Party to enforce each and every provision. 

C. Changes to this Agreement, whether by addition, waiver, deletion, amendment, or 
modification, must be reduced in writing and executed by both Parties. 

ARTICLE 17 

TERMINATION OF AGREEMENT 

Should either party desire to terminate this Agreement or any provision thereof, it shall give written 
notice to the other party of not less than sixty (60) days and not more than one hundred and eighty 
(180) days prior to the expiration. In the event such notice is given, the existing Agr,eement may be 
continued by mutual consent of both parties until a new Agreement is reached. This Agreement may 
also be changed or amended by agreement of both parties. 

Notwithstanding the above, this Agreement shall immediately terminate upon any termination by 
the Government of the Employer's relationship therewith to provide security services for the federal 
courts and other federal office buildings pursuant to its contract(s) with the USMS for security 
services. In such event, the parties' relationship shall also terminate, as shall any further duty to 
bargain. 

ARTICLE 18 

NO STRIKES 

Both the Company and the Union agree that continuity of operations is of utmost importance to the 
Company's security operations. Therefore, so long as this Agreement is in effect and during the 
negotiations for any follow-on Agreement, the Union and the Company agree that there will be no 
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strikes, lockouts, work stoppages, illegal picket lines, slowdowns, or secondary boycotts. The 
Union will not cause, nor permit its members to cause, nor will any member of the Union take part 
in, any strike, including a sympathy strike, slowdown, stoppage of work, planned inefficiency or 
any other curtailment of work or restrictions or interference with the Employer's or Government's 
operations for any reason whatsoever, nor will the Union authorize or sanction the same. 

Upon hearing of any unauthorized strike, slowdown, stoppage of work, planned inefficiency or any 
curtailment of work or restriction or interference with the operation of the Employer, the Union 
shall take affirmative action to avert or bring such activity to a prompt termination. 

ARTICLE 19 

LOCKOUTS 

During the life of this Agreement, the Employer shall not lockout any Employees covered under 
this Agreement. 

ARTICLE 20 

DURATION 

This Agreement shall be effective from October 1, 2011 through September 30, 2014 and 
supersedes any and all prior agreements or understandings between the parties. 
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IN WITNESS WHERE 0 F, the parties have caused their representatives to sign this Agreement as 
full acknowledgment of their intention to be bound by the Agreement. 

FOR: Professional Association of mj;y?;;;rs Southern 

BY:~~~ 
T(~;m -
DATE: 9' ... 'JO .-11 ~_»O~".,." ....... " .,_.M."M""_'"~~~_ 

FOR: Professional Association of 
Court Security Officers Southern 
District of Texas 

BY'~':::<-'~ 
TITLE:._1d?~ __ 

DATE: f-3o-2&/( 

FOR: Inter-Con Security Systems, Inc. 

BY: r;?~ ~Jiw;-
TITLE:_~~fW" t.(J'(.. ~,.",'fjif'o~ 
DATE:.A.jli~J, ~~!~ 

DATE:_-=8--:::-c2:::.::..Y-,--...:.....J_( __ 

FOR: Professional Association of 
Court Security Officers Southern 

BY,_G:;£T:"~ 
TITLE:J!!~~L!<t:f;£jOCi1 r 
DATE: ___ ff-:-Lo ~: fL. 

FOR: Inter-Con Scc~ystcms, Inc. 

By:._ktLt.tI £ '~~Y-._ 
TITLE: VICE -Pe/!,Slot::cm; fl.!!. 

DATE: __ ~~ "Z-~,;?~(I .. 
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APPENDIX A: Harassment Prevention Policy 

HARASSMENT PREVENT10N POLlCY 

Inter-Con has a zero tolerance policy with regard to harassment in any way, form or style. 
It is Company policy that all employees should be able to enjoy a work environment free 
from all forms of discrimination and harassment, including sexual harassment. Sexual 
harassment undermines the employment relationship by creating an intimidating, hostile 
or offensive work environment. 

Harassment refers to behavior that is personally offensive, impairs morale or interferes 
with work effectiveness. Any harassment involving a Company employee will not be 
permitted. All Parties, the complainant, the charged, the witness are hereby notified that 
they are required to participate in any harassment investigation. 

This policy refers to, but is not limited to, harassment in the following areas: (1) age, (2) 
race, (3) color, (4) national origin, (5) religion, (6) sex, (7) marital status, (8) disability, 
(9) sexual orientation, and (10) veteran status. Such harassment includes unsolicited 
remarks, gestures or physical contact; display or circulation of written materials or 
pictures degrading to either gender or to racial, ethnic or religious groups; and verbal 
abuse or insults directed at or made in the prescnce of members of a racial, ethnic or 
minority group. Harassment may also include: VERBAL CONDUCT, such as epithets, 
derogatory jokes or comments, slurs, invitations or comments; VISUAL CONDUCT, 
such as derogatory or sexually-oriented posters, cartoons, or drawings; PHYSICAL 
CONDUCT, such as unwanted sexual advances, assault, blocking normal movement, or 
interference with work; use of computers, including the Internet and email system.to 
transmit, communicate or receive sexually-suggestive, pornographic or sexually explicit 
pictures, messages or material; THREATS AND DEMANDS to submit to sexual 
requests in order to keep your job or avoid some other loss, and offers of job benefits in 
return for sexual favors; and, RETALIATION for having reported the harassment. 

Sexual harassment docs not mean occasional compliments of a socially acceptable nature. 
Sexual harassment refers to conduct which is offensive to the individual, which harms 
morale, creates a hostile, intimidating and offensive environment, or which interferes 
with the effectiveness of our business or that of our customers. Sexual harassment 
includes unwanted sexual advances, requests for sexual favors, and other verbal or 
physical conduct that is sexual or offensive in nature. This type of conduct is strictly 
prohibited. In determining whether alleged conduct is sexual harassment, the nature of 
the sexual advances and the context in which they supposedly occurred must be 
exan1ined. 

The most important first step if an employee believes he has been subjected to 
harassment from either a co-worker, vendor, customer, Supervisor or a Manager is to 
make it clear to the alleged harasser that he finds the alleged harasser's behavior 
offensive and ask the alleged harasser to refrain from similar behavior in the future. If the 
behavior continues, the employee should bring the matter to the attention of his 



Supervisor, Manager, or Human Resources to allow for immediate and appropriate 
action. 

Upon awareness of the harassment allegation, Inter-Con will begin an immediate, 
thorough and objective investigation. As the complainant of harassment, an employee 
has the right to an immediate investigation. The employee's obligation is to provide 
details of the harassment, including, but not limited to, identifYing the harasser, names of 
witnesses, and the harassment behavior in question. During the investigation pha'>e, every 
effort will be made to keep the complaint confidential. 

Inter-Con's procedures for investigating and resolving all harassment complaints include 
noti fying the Legal Department to direct the following: 

1. Assign a neutral investigator (someone removed from the harassed employee, 
usually a Supervisor); 

2. Listen to and document the complaint, asking for witnesses for purposes of 
conducting a fair investigation; 

3. Request the complainant to submit the harassment details in writing; 

4. Fully and effectively investigate and document the investigation including: 
interviewing the alleged harasser and witnesses who may have or have 
knowledge of relevant infonnalion about the complaint and/or both Parties 
(harasser and complainant), and any complaints of similar conduct where 
there is reason to believe that similar conduct has occurred; 

5. Complete the investigation objectively and reach a conclusion as to the merits 
of the claim. Communicate the completed investigation findings as 
appropriate to involved Parties and, as appropriate, to all others directly 
concerned. 

6. If the investigation concludes that inappropriate behavior has occurred: 

a. Allow the accused additional opportunities to explain conduct or respond 
to allegations; 

b. Appropriate action will be taken against the harasser that will 
commensurate with the severity of the offense to prevent any further 
harassment; 

c. Such actions may include, but are not limitcd to: reprimand, 
suspension, demotion, termination or training, depending upon the 
circumstances and findings ofthe investigation; 

c. Inform the complainant of the completion of the investigation; 



d. The complainant is to be infonned that any act of retaliation should be 
reported immediately to the appropriate Supervisor; and, 

e. The accused should be warned that any acts of retaliation will result in 
further disciplinary action. 



INTER-CON SECURITY SYSTEMS, INC. 

POLICY STATE.MENT 

DISCIPLINARY ACTIONS 

g~I:OFFJ F-very employe" ;s ("I,ceted to wurk the ~"h"dllic Ds,igned to them. No opecifiG pOStA .~.!..... '1'~ 
or hours me promised to allY employee. Ali llIliformec [lersonnel mllSt be availahle to '.vork when"ver ami wherever (iIey ue needed. 
Changes in the ,,,signed schedule cau.'iC.s hnrdship to fcJ[nw officers Aud Inter-Con Security Syst~'ITI3, Inc. 

Dcfi'lilions: 
Call-Off: [[ an employee caliN to "late (nallhcy will be unable tll work their assigned hours, litis is considered a Call· Off, A Call-Off 
for reasonS other than tlw employee's uwn illness or injury j, con,idel·cd 0. Nl)n-Medical Ca;l-Off, 
Medical Cull-Off: 011<": ciey Call··Off5 for per~onal illness or inju:)" 
extcndL-d Medical Call-Off: A Medical Call-Offfot two or more consecutive days is recorded as ar. Extended Medica! Cull-Off. 

• C"I:-Ol[W;!1lOut Notice: Call-0ff-Q after GlHlrdmmml has begun for the err:ploycc's ~hift is considered" Call·0ffWithout Notice. If 
an employee fail. III report 10 work the IlDut, "ssir-ned and OMS not call at all, titis j, ui.,,, cOllsideted a Cnll-OffWitholIl Noliee. One 
Coli-on' Without Notice GOunts ns two Non-Medical Call·Olfs, 

• If nil employee rcptl11s 10 work ~n(lthcn requests to lcave due to illnes9, it wilJ he (;onBidered as u Medioal Call-Orr unless lhey have 
wurKud mote than 4 boms. Tllis noes not apply if an employee is injured on the job, 

If an employee Calls·Off, they urc subject ((1 the followinB diRcipl inary actions as applicable, 

Non-Medical Call-OHs 
Verba.1 counseling; Memo 
For the Record placed in 
.p ersoJUlel file, 

Letter of Reprimand 
. Copy placed inl'ersonnel 
file . 

Medical Call-Offs Extended Medical Call-Om, 

Must bring it doctor's notc 
J!.11d if. COUII1.q as an 
.Extended Medical Cail- , 
:Oil:.Olherwise counts as a 
Non-Medical Call-Off 

NOTE; TWs Call·Off roiley does not .ffect your rights and 
re.pon,lbIIlU.'S l1n(ler tile Fawlly Medlcnl Luve Act (FMLA). 

, M list bring a 
'doctor' 3 note' 

COunLQ as a:Non­
Medical Call-eff 

~l?NE§§Ilf an employee reports for dUiy nfter Gu~.rdtnoullt has begun, he ()r .he is late. If an employee is going to be 

laIc, he or ahe is reqllir",llo call the Monitoring Center, LCSO, or Site Supervisor. Clli\ing in willnol, ll<)wcver, excuse \ll!~ "lnployec'. 
latcnC:;H. 
Every timc un employ"o is laic, the foll(1wing two action~ and thil appropriate disciplinary nctio\t will be taken. 
1. 11,e employee's pay will be d,,,,kcti [orwllrd lei the next qURner hour. Ex: If they arrive al ()g04 for an 0800 GlJardlTluunt, the 

cmploy~c will be pnitl begi[Uling at his/her arrival time. 
2. Every lune un employee is late it will be .... :corded "n their attendance sheet. A copy of the. at1cndRncc sh"C( will be placed in [heir 

Personnel Gle. 

laced In Personnel mo 
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r[mFllSAL TO SIGN WORK SCHEDULE L_~~~~~~~",~~~~, 
I-time Letter ~)fRl:primDnd: No duty Ilntil[lh~ ntl)tt nffered sGhcdule, A nev0sciledule will be offered after 

one work week. 
1"" lime Letter of Reprimand: NC1 duly assigned' LIIllil the next o!ltn:u ~chedulc, A [lew ~chcdlJlc wlll be, 

offered al1er two work weeks, 
.~.~" *.-.-~, 

3'" time TemlillaliOTl 

REFUSAL TO ASSIST OR COOPERATE IN INVESTICATIONS 
1" time 

F AlLURE TO CARRY OUT ASSIGNED TASKS I 
11C tlme ;' Letter of Reprimand, Copy placed 10 PersolUlel file 
200 time,; Suspension for 2 dRYS 
3'" time ,', Termination 

LOAFING/UNREASONABLE DELAYS IN CARRYING OUI TASKS I 
1>1" time ';:, <iC, ';j, ": Verbal CQullseling and'a Memo'For the Rc<:ord placed In Fernonncl file 
:l'~ timif: ,!,,:. ;:';,"~,' ; Letter of Reprimand. Copy,placed in Pen;nnnel file 

--.-~-3r11 tin'ie ,",,' " , , SusPI:.')]sioil for 2 days .:..--
4'" time ?, '".~ .'. Suspension for 5 days "<. ,-, 

:f" time c'" ,<.' ' " Tenninaliou 

FALSIFICATION, UNLAWFUL CONCEALMENT, REMOVAL,MUTILATION, OR 
DESTRUCTION OF ANY OFFICIAL DOCUMENT OR RECORDS OR 
CONCEALMENT OF MATERIAL FACTS BY WILLFUL OMISSION FROM 
OFFICIAL DOCUMENTS, RECORDS OR STATEMENTS. 

GRUMBLING/COMPLAINING ABOUT COMPANY POLICIES \!HI~~O~ DUTY I 
1'\ (ime,,: /" _~' ,,:~: Leller ,)fRcpnllllllld, COrlY placed in Pefllonne[ file " 

2~ tim~,'Lf{'~:' ':~',:-;, Suspension for 2 days 
" .. ---,----,~ 

3'" time " ~ '\':,\;: Tcrminntion 

UNAUTHORIZED SOLiCITATION/DISTRIBUTION OF WRITTEN MATERIALS I 
1" time,,; "" '::; ': ":',' 
2",'tinie,'!('>;',;~' :-~,< ... ; 
3rd thne ,'>""': 
41b tittie';',<, ',,;, ",,' ,,;' , 

Verbal cOlJnsethlg and' Memorandum For the Record :elaced in Personnel File. 
Letter 0f..l~.e.P!il1l.~E,~S01>l pJ"~.e:t!u].!Jersoun.~l file 
Suspensiou for 2 days , , 

Tennio!\tion 
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I 
z"" .time I Tennillatioll J 

CONDUCTING PERSONAL AFFAIRS ON DUTY I 
1" time Letter ofReprimarid. Copy played in PC[solllu;1 file 
l"J time SlIspcllsion for 2 d~s __ .... 
31'i time Termination 

IMPRO~ER CONDUCT I 
Verbal counseling and Memorandum For the Re~~-;:d placed i;;'PcrsoIillcl File. ta time 

2"" time' Leiter of RcprimllDd. Copy placed in Personnel tile 
j~·dme SuspcllBioD for 2 days 
4!htfm~ - .. Terminotion .' 

VIOLATION OF WRI'I'TEN RULES, REGULATIONS OR POLICY 
l"tIm'e _ '. Verbal counseling and Memorandum I;or the Record placed in Pcrs~nnel File. rf the violation 

. ;; caused a breach ofsccurily, then it counts 'as'a 3'" or 4'· offense based 011 previous offcn~<.:-~ . 
2"" time :; '. . ". Lelter of Reerimand. COEX [!Ia~ed in Personnel file 

. , 

~nI'thue ',;:.,' ,< .. c':-';' Suspension for 2 days 
4'<l·tlme '." . .. Temunatiori " . , 

DESTRUCTION OR DEFACING OF GOVE RNMENT OR PERSON AL PROPERTY 
OR EQUIPMENT ~_~. __ ~_._... ... ________ _ 
lK &·2~time.. .,' If accidental-Reimbursement and teller of Reprimand .... Copy p~aced in Personnel file. If l'efuse to ' ... 
, .':/ .,",:::::>," 'reimburse,. then Termination " . 

• ' ·1,' .. • If willful -" RcimbllfScmcnt Ilnd SuspeJlsion for:'. days, If .refuse 10'rcimb\ll'l1c. then TenninatiOn. __ 
Snl, tbnc ,;' Rcimhnrscmcl)t Ilnd Terminalion, ~ ,. 

ARREST OR INDICATIONS OF VIOLATIONS OF FEDERAL, STATE OR 
MUNICIPAL LAWS OR STATUTES 
114 , ume.' .';.- ,( -~L SwipClllii/ln llcndmg Invesl1gilliol1;.ltein~{atcni.f.lut or Tenriination b".s~ ()Il ovalulliion of thl) 'incident. 

UNAUTHORIZED VISITS OR VISITORS ON THE JOB J 

FAILURE TO MAINTAIN GOOD PERSONAL HYGIENE I 
lKtline':', ~,:;.' >' .. " 'Verbal' counsclirlj[ and Merrioran-dwii For \lIe Record placed in 'Personnel File. ...... 
2"'!'tllne' :. r" ~ !",~ LeIter of Reprimand. (''opy placed in,Pen;onncl file . , 

jrd1f.mc ' ":~: .~',. i'; Suspension for 2 days 
,. 

.rUi tlnic·:·.:· ,(, ",1\ ",' Tennil1!ltio'ri . , . , .. 

FAILURE TO MAINTAIN OR IMPROPERLY WEARING THE DUTY UNIFORM 
I" liiue .. 

. ' ,:~ ..... .'. -

i04.lhi1c' .. , ... ,' . ::, 
'3..1 time .... .. ,. 

" 

4Ui time 

Verbal counseling and Memoranllum Forth" Record placed in Persmn',ell'iic, 
Leiter of Rep riml1ncl , COPYP!IICCU in Pcr~onilcl file 
Suspension tor 2 dayS 
Tormill!Jlioll ' . 
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INTERFERING WI'fH OTHER EMPLOYEES ON THE JOB I 
I."ti:m~ Verbal counselin~ and Memurandum For the Record pillut:d in l'cn;unne] FH". 
2""~ leiter ofReorimand. Copy placed in PenlODnel file 
3ra

, dttii- SusDCIUliolli for 2 days 
,.,~v~ ~,~.,_~~~,~ 

411i~' Tennioation 

DISORDERLY CONDUCT I 
i" time' Su.o;pcnsion for 2 da~s 
2"" timti Suspension far 5 dnys 

3'''tlme Termination 

THEFT , VANDALISM OR OTHER CRIMIAL ACTIVITY 
Termination 

SELLING, CONSUMING, POSSESSING OR BEING UNDER THE INFLUENCE OF 
INTOXICANTS WIDLE ON DUTY 

~l~~,~tlm~e~~~~",~I~T~cr~"~'i~~t1\~rJ(~;;~l~--~----------------------------------------------

UNETHICAL OR IMPROPER USE OF OFFICIAL AUTHORITY OR CREDENTIALS 
1~ time' . "';'1 SUspcl1ston for 2 days ,: 
2~:\lInle ',1 '~\, .,1,1" ".' 

UNAUTHORIZED USE OF COMMUNICATIONS EQUIPMENT I 
l~ :tiuic,' Rcinluursenlcnt. teller of Reprimlllld. Copy plil(."Cd in Personnellilc. If r<}fuses,to .rcimburse,:then TeflllillBlion _ 
2~ 11ttie' Reimbtlrsement. Saspcosion for 2 dill'S. If Officer rctusc!I10 reilllburse, tben Termin4tion -----,~-:--i 
3fd tlfue' Rcimhul'lIcment alld TCfllunlltion . , " 

1'imnilllltion 

VIOLATIONS OF SECU~TY REGULATIONS OR PROCEDURES I 
~---

:1~;,'tlliio:~,:~ ';"',-!; I.";;,~';i.}<{ Letter of Reprimand. Copy placed in Personnel fil~ ',-, __ - ,-. '2' time', .. ,' t ~-; ,!::,~~~'f. Suspension for 2 dai::! . ~ . ~ ~ , ':-
31"l t(ni~£ ,<.,~,; Tcmlinatioil ., 

; 

F AlLURE TO UPHOLD THE INTEGRITY OF 1NTER-CON 
£"U~,-, . ,. Leiter of Reprimand. Copy placed in Personnel file 

·:!\;:.tumil:::, ;'h ~::':,,"/;~ .Su!Eension for 2 da~ 
,- , 

-ltll:U!nill",'; :;<,' :':' Termililliion 

LOSS OF PROPERTY OR EQUIP'M"ENT IN YOUR CHARGE I 
I'" ·tfm~ Reimbursement. ,Letter ofReprimllnd. Copy placed in Personnel file. If refuses to reimburse,then Termination 
2"",tim~ 
3"'time 

Reimbursement. S~osion for 2_<!~y's.If Officer .rcnlses to reimburse, then Termination 
Reimbursement lind Tenninalion 
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LEAVING WORKSTATION WITHOUT AUTHORIZATION I 
I" time' , ! Suspension f'Of 5 dllya 
iOGtimll' I Termination 

SEXUAL HARASSMENT I 
tIC time ' If 'Hostile Work .Environment' - DetcmlIDed based on investigation, 

If 'Quid pro guo' - Detennineubased on inVe9tiS!l!i£ll.:, , 
1"" time Termination 

SEXUAL HARASSMENT I 
lit tune If ',Hostile Work Environment'- Determined';based on investigation. 

, . 
, If 'Quid pro qllo' -Determin:edbased on investigation, 

ji>i5 ttine Terminafioll 

FIGHTING WHILE ON DUTY OR ON 
CLIENT PROPERTY 

2 time 

I 
I 

"-

lEAVING WEAPON UNATTENDED OR FAILING j 
TO SECURE WEAPON PROPERl.Y 
1'" Alma :;:'-i;'::,;':";;"~',,1 SusltLinilioii for 5: days ' '--------'------.,-------.. --"J 

UNAUTHORZIED DISCHARGE OF A WEAPON I 
J 

21MS time " ::::: '::, ,;, I Suspeiisioll unill invcSiiga!ioll'is complete. Tffollnd 10 be lit fnult, h:nilinaHon 

DEFINITION of TERMS 

Revolving Calendar Year Anytime au Officer viohtea any section of the l'Dlicy Statement - Disciplinary Action, a 
12 month period begins runnil.lg for thaI Ivpe Qf offense. Ir you cOlllmit nnother violation ill thftl clitegory wlthin 12 months 
of the date of tho offense, it couu18 QH your 2nd offilllse. If Y(J\I commit 8110llicf violation ill thnt category llIme than 12 months 
after the date of the 1st viDlation, it COUllts YUUf 1 $\ o(fcn~e lignin. Ilowever, I" or 2nd ofr(Jnsc..~ in different life as mny be 
considet'cd aM part of a pattern of violations. 

MFR A Memorandulll for the Record which iH generated by mallagement to be placed in a Personnel file. 

Suspension Suspension periods are periods afforced time offwithout pay, An employee may not work lIny homs while 
Oil suspension, TIley may not request extra hours after a suspet13ion to mllke up for lost wag(08, Tbey may not put in for 
Annllal Leave for the days on Suspensioll. 

Letter of Reprimand An Official L~t(er detailing the vlolation and actions to be taken, The employee will bo rcquil'ed 
to read ond acknowledge receipt of a Letter of Reprimand. 

Verbal Counseling A meeting that takes p[ace between the employee and management. The supervisor or other 
involved parties may be part of this meeting. A written SUllllDUl')' of the counseling session is placed in the employee's 
Personnel file. 
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Rehnbw'semcnt Applies to violations requiring an employee to reimburse for lost or destroyed itelllS. The amount 
to be reimbursed will be determined by Inter-Con management based upon the actual cost of the item and any expenses 
caused by the itt:m's absence and efforts to replace it. 

Termination When Il Disciplinaryrolicy violation calls for termination, the termination will be without notice. 

This policy statement is the official policy of Inter-Con Security Systems, Inc. for the United 
States Marshal Contract (USMS) and supersedes an other policies concerning this subject. 
This policy applies to all personnel- both contract and corporate employees. Policy changes 
will be roadein writing and are valid only if signed by the undersigned or Vice President of 
USMS Operations. 

_ 6~_JLJh.-_ 
JoIn I'hJ~ 
Vi< tl President, USMS OperatiollS 

March 14, 2008 
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Sites; Houston, Galveston, TX 
Effective Effective Effective 

Position Current 10/112011 1011/2012 10/1/2013 

Court Security Officer $24.91 $25.63 $26.27 $26.87 

Lead Court Security Officer $25.91 $26.63 $27.27 $27.87 

Senior Lead Court Security Officer $26.91 $27.63 $28.27 $28.87 

Sites: Corpus Christi, Victoria, TX 

Effective Effective Effective 
Position Current 101112011 10/1/2012 10/1/2013 

Court Security Officer $26.08 $26.34 $26.60 $26.87 

Lead Court Security Officer $27.08 $27.34 $27.60 $27.87 

Sites: Laredo, Bownsville. McAllen, TX 

Effective Effective Effective 
Position Current 10/1/2011 10/1/2012 1011/2013 

Court Security Officer $21.18 $21.71 $22.25 $22.81 

Lead Court Security Officer $22.18 $22.71 $23.25 $23.81 

Health and Welfare Amount 

Current $3.61 

Effective 10/1/11 $3.75 

Effective 10/1/12 $3.86 

Effective 10/1!13 $3.95 

Uniform Maintenance Amount 

Current $0.16 

Effective 10/1/11 $0.16 

Effective 10/1!12 $0.16 

Effective 10/1/13 $0.16 
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