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WEINGARTEN RULES AN. RIGHTS 
A worker who is called to an interview with his or her employer which may lead to some disciplinary 

action is entitled to Union representation. 

In NLRB v. Weingarten and its companion case ILGWU v. Quality Mfg. Co. The Supreme Court agreed 

with the NLRB that an employee has the right to Union representation at an investigatory interview the 
• 

employee reasonably believes will result in disciplinary action. 

The following rules apply when an investigatory interview occurs: 

• The worker must make£ clear request for Union representation before or during the 

interview. 

• Worker's right to representation may not interfere with Employer's right to conduct an 

interview without undue delay (in certain circumstances.) 

• The Steward has a right to consult with the worker before the interview. 

• When the worker requests Union representation, the Employer has 3 options: 

1.) Grant the request and delay questioning until the Union representative is available 

2.) Deny the request and end the interview. 

3.) Give the worker a choice of: 

a. Having the interview without representation or 

b. Ending the interview. 

It is the Steward's right and the Steward's duty to assist and counsel workers during investigatory 

interviews. Steward's right during investigatory interviews include: 

• The right to be informed of the subject matter of the interview (i.e., the charges). 

• The right to consult with the worker before the questioning begins. 

• The right to speak during the interview. 

• The Steward can request the Supervisor clarify a question. 

• After a question is asked, the Steward can give advice on how to answer. 

• When the questioning ends, the Steward can provide additional information to the 

Supervisor. 

If Weingarten rules are complied with, stewards have no right to tell workers not to answer questions, 

or to give false answers. 

Stewards should explain Weingarten rights to co-workers. The following statement is useful for workers 

who may be asked to attend an investigatory meeting: 

"I request to have a Union representative present on my behalf during this meeting because I 

believe It may lead to disciplinary action being taken against me. If I am denied my right to have 

a Union representative present, I will refuse to answer accusational questions and any I believe 

may lead to discipline." 

opeiu29 afl-cio 
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AGREEMENT 

This Agreement is entered into this 20th day of July, 2022 by and between the Jewish Community 
Center of the East Bay (hereinafter refened to by its name or by "Jewish Community Center", or 
as the "Employer" or "Center") and the Service Employees International Union, Local 1021, 
(hereinafter referred to as the "Union"). 

PREAMBLE 

The mission of the Jewish Community Center of the East Bay is to create healthy communities 
inspired by Jewish values, culture, and tradition. This Contract is entered into with full recognition 
of that philosophy. 

Section L Rec0t,JJ1i tion 

1.1 The Employer recognizes the Union as the exclusive bargaining representative for 
employees in the unit certified by the NLRB who work twenty (20) or more hours a week 
in Case No. 32-RC-1787; excluding project employees, all managerial employees, 
confidential employees, guards, and supervisors as defined in the Act. This Agreement 
will also cover employees in newly established classifications, the majority duties of which 
are within the scope of duties included in classifications represented by the Union. 

1.2 It is understood that this agreement applies to employees perfonning covered work (a) 
during the entire calendar year, (b) during the school term only or ( c) dming the school 
term and when performing non-covered work in the summer program, so long as these 
summer program employees are not working in managerial, supervisory, confidential or 
guard positions. It is further understood that the agreement does not apply to employees 
who only work the summer camp program. 

Section 2. Union Membership 

2.1 Membership in the Union on or after the thirty-first (31st) day following the beginning of 
employment of employees covered by this Agreement, or the effective date of this 
Agreement, or the date upon which this Agreement is executed, whichever is the later, shall 
be required as a condition of employment through the termination date of this Agreement 
or the date, if any, on which a state or federal court with jurisdiction covering the Center's 
place of business holds that such mandatory membership (or the payment of fees in lieu 
thereof is unlawful), whichever is earlier. Tender of the Union's periodic dues and the 
initiation fees uniformly required as a condition of acquiring or retaining such membership, 
shall, for the purpose of this Section, be considered membership in the Union. 

2.2 In lieu of the Union's periodic dues and initiation fees, an employee may make regular 
monthly contributions to the United Way or the Center for Independent Living. This 
option is available only to employees who demonstrate a sincere religious or moral 
conviction against supporting a union. The vaJidjty of the conviction will be determined by 
the Union. 

2.3 Upon written notice to the Employer and upon examination of documented proof that an 
employee has not complied with the above requirement, the Employer shall terminate the 
employment within thirty (30) days after receipt of such notice unless thereafter the 
employee complies with the above requirements within said time period. 
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2.4 Not later than the fifteenth (15th) of each month , the Employer shall supply the Union 
with the name, classification, and date of hire of any newly hired employee and the 
names of any employees terminated or laid off during the previous month and who are 
covered by this Agreement. 

2.5 The fees or dues described above may be deducted from the employee's paycheck upon 
submission to the Employer of a proper written authorization by the employee. The Union 
will hold hannless the Employer against any claim which may be made by any person by 
reason of said deduction, including the costs, attorney fees and other expenses of defending 
against such claim. 

2.6 At the time a new employee is hired, the Employer shall provide the employee with a copy 
of this Agreement and any Letters of Understanding pe1tinent thereto, along with a full 
explanation of employee benefits and the Employer's personnel policies. 

2.7 The Center will allow the Union up to twenty (20) minutes to meet at the workplace with 
a new bargaining unit member who voluntarily wishes to do so during the first week 
following the Union's receipt of notice from the Employer of the employee's 
employment to orient the employee to the Union, labor agreement, and other related 
matters. The new unit member's time will be paid by the JCC. If a recognized steward 
represents the Union at the meeting, the steward's time spent in the meeting will be at the 
Center's expense not to exceed twenty (20) minutes. Such orientation meetings may be 
held up to once per calendar qua11er. The union representative will be responsible for 
scheduling the affected employees' orientation schedule with the affected supervisor(s) at 
least five (5) work days in advance of the desired meeting date to ensure that classroom 
or other critical services are not disrupted. 

Section 3. Management Rights 

Except as otherwise specifically provided in this Agreement, nothing in this Agreement 
shall be deemed to limit the Employer's right to: 

(1) Hire and promote all personnel and employees, including temporary and/or 
special employees. 

(2) Discipline or discharge for cause. 

(3) Determine employee qualifications. 

(4) Lay off for lack of work and/or adequate funding. 

(5) Make reasonable rules and regulations governing conduct and safety. 

(6) Establish work schedules. 

(7) Determine or modify the Employer's goals and objectives, including the 
determination or modification of the size, number, location, and function 
of the Employer's organizational units or other activities. 
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(8) Expand or contract the Employer's services generally, or any activity or 
function specifically. 

(9) Direct all staff, including the right to detem1ine work and duty assignments. 

(10) Recruit, utilize and assign volunteers to assist and supplement the regular 
staff. 

( 11) Detennine the number of hours worked, the amount of ove1time to be 
worked, if any, and the designation of the employees to work such overtime. 

(12) Create, increase, modify or abolish job functions except as otherwise 
provided in this Agreement. 

(13) Supervise employees in the perfomrnnce of their duties. 

It is specifically agreed that the enumeration of the above specific management rights shall 
not be deemed to exclude other management prerogatives not so enumerated, and it is 
fmther specifically agreed that all of the rights, powers or authority vested in the Employer, 
except those specifically abridged, delegated, deleted, or modified by the express terms of 
this Agreement, are retained by the Employer. 

Section 4. Discrjmination 

There shall be no legally prohibited discrimination against any employee by either Party to 
this Agreement because of race, color, national origin, sex, sexual orientation, gender 
identity, genetic info1mation, disability, pregnancy, age, veteran, military or national guard 
status or paiticipation, or because an employee participates in union activities or refrains 
therefrom. There shall be no legally prohibited discrimination of any kind because of 
religion; provided, however, it is recognized that certain jobs have a bona fide exemption 
because of the nature of the job (i.e., jobs which require the incumbent having had 
experience as a Jew, in the culture, religion and historical background of the Jewish 
people). When such requirements exist, they will be clearly indicated on the job 
announcement. 

Section 5. Union Business 

5.1 Business Agent 

The business agent or qualified representative of the Union shall be allowed to visit the 
Empl yer' covered establishments for the purpose of asce1taining whether or not this 
Agreement i being ob ervecl Th:is 1ight shall be exercised reasonably. The business agent 
or qua]jJied representative of the Union shal I report to the Center Director before 
proceeding to the facility. The business agent or qualjfied representative shall not interfere 
with the normal conduct of work. 

5.2 Stewards 

The Union shall provide to the Chief Executive Officer or his or her designee a list of 
Stewards at the outset of the tenn of this Agreement and on or about each October 1 each 
year and as changes occur thereafter. The Employer will recognize and conduct union 
business only with stewards after the Union has notified the employer, in writing, of the 
Steward's name and authorization to function in its behalf, as provided herein. If 
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employees not covered by this bargaining unit are accreted to this bargaining unit, by 
mutual consent or order of the National Labor Relations Board, and such employees are 
regularly assigned to work in a facility other than one in which employees at that time who 
are included in the bargaining unit, the Union will appoint an additional steward and an 
additional alternate steward to provide representation in the additional facility. G1ievances 
which may arise, and which cannot be adjusted on the job shall be reported to the Union by 
the Steward; provided, however, in no event shall the Steward or the Union order any 
changes and no changes shall be made except with the consent of the Employer. Stewards 
shall be allowed reasonable time off with pay to meet with management representatives to 
process and attempt to resolve grievances. The Union may, following election by 
employees or otherwise, designate one of the above-referenced Stewards as its Chief 
Steward in its written notice to the Chief Executive Officer or his or her designee. If a 
grievance remains unresolved after step 1 of the Grievance Procedure set fo11h in this 
Agreement and the employee grievant elects to present his or her grievances directly to the 
employer at step 2, the Chief Steward ( or Union Field Representative in the Chief 
Steward's absence) will be given an opportunity to be present if and before any offer of 
settlement (adjustment) is made by the employer at that step or any subsequent step. A 
grievance settlement does not establish a binding precedent for future grievances unless the 
Union and Chief Executive Officer agree othe1wise in the text of the written settlement 
agreement. 

5.3 The Employer shall provide bulletin board space for Union use. 

Section 6. Salaries 

6.1 Effective July 1, 2022, or the date of Union ratification, whichever is later, the salary rates 
for the employees covered under this Agreement are specified in Appendix "A" Wage 
Schedule (2022). 

Effective July 1, 2023, for all represented classifications a base wage rate increase of three 
and one-half percent (3.5%) of 6/30/2023 base wage rates. 

Effective July 1, 2024, for all represented classifications a base wage rate increase of three 
and one-half percent (3.5%) of 6/30/2024 base wage rates. 

An employee whose rate is Y-rated due to having been incorrectly paid above the 
applicable wage range at the time of hire will not receive a wage increase until after the 
correct wage rate for the employee 's classification and step have caught up with the 
incorrect rate at which the employee has been paid on hire. 

Notwithstanding the foregoing paragraph of this subsection 6.1, if a base hourly wage rate 
that is payable to an employee under this collective bargaining agreement is less than the 
base hourly rate required by the City of Berkeley minimum wage ordinance, the base 
hourly wage rate paid shall be adjusted to ensure compliance with that ordinance. In 
addition, the wage range for that classification will be adjusted so that the lowest step of the 
wage range applicable to that classification conforms to the required base hourly minimum 
wage rate. 

6.2 If the preliminary audit for FY 2022-23 indicates that the Center operated at a loss dming 
the fiscal year the Center may, by ten (10) days advance written notice to the Union, reopen 
negotiations on wage rates in lieu of implementing any increases set forth in subsection 6.1 
above otherwise scheduled for July 1, 2023, or later. 
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6.3 The Employer will pay an amount of five hundred dollars ($500) gross subject to all 
applicable withholding, to bargaining unit members upon completion of the following 
years of service milestones: eight (8), ten (10), twelve (12), fourteen (14), sixteen (16), 
eighteen ( 18), and twenty (20) years of continuous service. Said amount to be paid on the 
first payroll following completion of applicable years of service. 

For purposes of this sub-section, continuous service is not broken by the Employer's 
normal scheduled summer or school year breaks. 

Section 7. Probation 

7.1 For all teachers and all youth counselors there shall be a probation period of six (6) months. 
The probation period may be extended for valid reasons for a period not to exceed three (3) 
months or until the end of the academic year, whichever is the longer period of time, but in 
no case shall such extension exceed six (6) months. Employees who voluntarily accept a 
position in a different classification in a different department (ECE, Berkeley Afterschool, 
Club J, or Facilities) will serve a new probationary period of one hundred twenty (120) 
days. If the employee does not pass probation in the different position but has passed 
initial probation, he or she shall be returned to the employee's former position and 
classification unless tenninated for cause. 

7.2 When it is the Employer's intention not to continue the employment of a teacher or youth 
counselor who has not completed their probation period or any extension thereof at the end 
of the academic year, the Employer shall give the employee written notice by the end of 
that academic year of their termination of employment. 

7.3 For all other employees not specified above, the probation period shall be three (3) months 
which may be extended for valid reasons for a period not to exceed one (1) month. 

7.4 Employees must be notified in writing of the extension of probation and the reasons 
therefore prior to completion of the normal probation period. The Union shall be notified 
in writing if an employee's probation is extended. An employee tenninated during the 
probation period (including any extension thereof) shall not have the right to appeal their 
termination to the grievance procedure set forth in this Agreement or to any other appeal 
procedure utilized by the Employer. 

Section 8. Performance Evaluation 

8.1 The purpose of performance evaluations is to assess the employee's strengths and 
weaknesses in relation to the requirements of the job. 

8.2 Employees should be given on-going verbal feedback as to the adequacy of their job 
perfonnance. The supervisor should direct this feedback to assist the employee in 
improving job performance. In addition, written evaluations should be given just prior to 
completion of the probation period and annually thereafter. The employee shall 
acknowledge reading the performance evaluation by signing the copy to be filed with the 
understanding that such signature merely signifies that the performance evaluation has been 
read and does not necessa1ily indicate agreement with its contents. A copy of the 
performance evaluation shall be given to the employee upon signing. The employee, at the 
employee's option, may indicate any disagreements by a written response to be attached to 
the evaluation. Any disagreements as to the evaluation shall not be subject to the grievance 
procedure. 
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Section 9. Discipline. Discharge, 
Suspension or Demotion-Non-Probationary Employees 

9.1 The Employer shall have the right to discharge, suspend, demote, or otherwise discipline a 
non-probationary employee only for just cause including, but not limited to, dishonesty, 
insubordination, intoxication, incompetence, negligence, failure to perform work as 
required or directed or to observe the Employer's safety and procedural rules and 
regulations. The Employer shall, upon request of the affected employee, issue a written 
statement to the employee with a copy to the Union which shall include the nature of the 
disciplinary action taken, the effective date and duration of such action, and a statement of 
the cause of said action, including specific acts and/or omissions. A copy of such statement 
shall be forwarded to the Union. 

9.2 A non-probationaty employee shall have the right to be present and to have a Union 
representative present at any meeting with supervisors or management representatives 
which is disciplinary in nature. Discharge, suspension, demotion, or other discipline of 
non-probationary employees is subject to appeal in accordance with the grievance 
procedure specified elsewhere in this Agreement. Such appeals must be filed within ten 
(10) calendar days from the date of discharge, suspension, demotion, or other disciplinary 
action and unless so filed, the right of appeal shall be lost. 

9.3 Whenever use or abuse of any mood-altering substance (such as alcohol, marijuana, or 
other drugs) interferes with a safe workplace, appropriate action must be taken. The 
possession, sale, or use of mood-altering substances at the workplace or coming to work 
under the influence ( or the residual effects of such substances) shall be a violation of safe 
work practices and may be subject to disciplinary action up to and including possible 
termination. 

Section 10. Job Vacancies and Additional Hours 

10.1 Posting Requirements 

The Center shall make reasonable efforts to notify employees of all job vacancies (i.e., 
positions that have no incumbent) in positions in the bargaining unit by physical posting, e­
mail, or internet posting (or a combination thereof) for a period often (10) workdays prior 
to the filling of a position so that current employees who possess the appropriate 
qualifications and skills may have an opportunity to apply. The Center will send an e-mail 
message with a copy of the posting to a Union Steward, if any, whenever a job vacancy is 
posted. The Center will not be held responsible for technical problems that prevent 
delivery of the e-mail message that was sent. During this time the Employer may fill the 
vacancy in any way it chooses or may choose not to fill the vacancy. The Employer may 
simultaneously recruit for the vacant position outside the Center. Current employees shall 
have preference over outside hires; provided, however, that for all purposes, the Employer 
remains the sole judge of the qualifications and skills needed to fill any position and the 
final decision of the Chief Executive Officer shall not be subject to the grievance procedure 
specified elsewhere in this Agreement. Employees are encouraged to check the 
Employer's website for information on job opportunities outside the bargaining unit. 

10.2 Minimum Hours Requirement 

Each employee shall be notified of their minimum hours of employment (usually twenty 
hours). Individual employees may be offered additional hours within the same program 
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above minimum based on enrollment or operational need. The offer of additional hours is 
based on staff availability to work those hours and the qualifications of staff to meet 
specific Center needs. The Employer may reduce hours above guaranteed minimum 
without consideration of seniority based on decline in emollment or other adverse 
operational concerns. Center must provide two (2) weeks' notice prior to reducing hours. 

Employees in ECE will be offered additional hours in early care or after care as specified 
in the paragraph above. If additional hours in early care or after care are reduced due to 
enrollment or other adverse operational needs, hours will be reduced in order of seniority 
within the classification. Center must provide two (2) weeks' notice prior to reducing 
hours. Hours reduced below minimum hours guaranteed shall be in accordance with 
Section 17. Reduction in Force. 

10.3 Additional Hours of Work 

When the Center determines that additional hours of work are available for bargaining 
unit employees in another program or for special projects, and prior to recruiting for an 
employee to work such additional hours, the Center will post or provide staff an email 
notice of the availability of such additional hours of work for not less than five (5) 
working days in order to afford employees the opportunity to apply for the additional 
hours of work. Such notice shall specify the nature of the additional hours, the expected 
days and hours of work and any necessary prerequisites. 

Interested employees will apply in writing to the Center manager giving notice of the 
opportunity. Merit and ability among employees being approximately equal, such 
additional hours shall be granted to the senior employee making application; provided 
that such assignment would not cause the Center to incur overtime costs . It is understood 
that the Center shall not be expected or required to make alternative operational 
schedules in order to accommodate the applying employee; and that the employee is able 
to meet any programmatic requirements for the work to be performed. It is also 
understood that the Center shall be the sole judge of whether to offer additional hours to 
bargaining unit employees or to hire a new employee. 

Additional hours, above the minimums (specified in 10.2 above) offered in another 
program may be increased or decreased based on enrollment or operational need or 
because the grant or project ended. The Center agrees to provide two (2) weeks' notice of 
any reduction in hours. 

The Center will provide the Union with two weeks' advance written notice of its decision 
to reduce the hours within minimums of one or more employees, and of the anticipated 
impact the reduction will have on the work hours and schedules of each affected employee. 
On timely written request by the Union, the Center will meet with the Union within the 
above-stated two week notice period to discuss the reasons for the reductions. 

I 0.4 Winter and Spring Camps ("Schools Out") breaks are considered additional hours for 
purposes of this subsection 10.3 Notwithstanding any tenn of subsection I 0.3 to the 
contrary, such hours opportunities shall be filled by A fterschool Teacher on the basis of 
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seniority; provided, that the teacher desiring the position commits to working the entire first 
or second week or the entire duration of the Camp. The applicable wage rate for such work 
will be the wage rate the Afterschool Teacher is nonnally paid for their regular duties. If 
insufficient numbers of Afterschool Teachers are available to work during Camp, other 
personnel will be paid the rate posted by the Employer at the time of the Camp. 

Section 11. H ur.s of Work and OverLime 

11.1 Hours of Work 

The nonnal workweek is thi11y-seven and one-half (37-1/2) hours for all full-time 
employees, between the hours of 12:01 A.M. Monday to 12:00 Midnight Sunday. 

Employees who work more than five (5) hours in a day are entitled to a thirty (30) minute 
unpaid meal break. However, if the employee is working no more than six (6) hours in a 
day, the employee may waive their meal break. Employees working more than six (6) 
hours in a day must take a thirty (30) minute unpaid meal break. 

Employees who work at least three and one-half (3-1/2) but less than six (6) hours in a 
workday shall be entitled to one rest period not to exceed fifteen (15) minutes, to be taken 
near the mid-point of the employee's workday. Employees who work more than six (6) 
hours in a workday shall be entitled to two rest periods not to exceed fifteen (15) minutes 
each, to be taken near the mid-point of each half of the employee's workday. 

There shall be two (2) consecutive days off per week except for a special schedule as 
arranged by mutual agreement between the employee and the Employer. No employee 
shall be required to work on their regularly scheduled day off. 

A split shift is defined as a work day schedule established by the Employer, which is 
interrupted by non-paid, non-working periods longer than one (1) hour, excluding any meal 
or rest period. Employees assigned to a split shift shall be paid a premium of One Dollar 
($1.00) per hour for each hour worked on the entirety of any such shift. However, split 
shift premium will not apply to a shift that meets the definition of a split shift solely by 
virtue of the employee having volunteered for and having been granted additional hours of 
work, beyond his or her normal work schedule, in a classification other than that to which 
the employee is normally assigned. Split shift premiums will not apply to a shift that meets 
the definition of a split shift by virtue of an employee requesting and being granted the 
opportunity to work fewer hours that full time, whereas the shift would otherwise not meet 
the definition of split shift. 

Staff meetings or meetings scheduled by employees at their request to accommodate their 
own schedules are not eligible for split shift premiums. 

11.2 Authorization and Accountine for Overtime Work 

Except in emergencies, overtime shall not be worked unless authorized by the Center's 
Chief Executive Officer or a designated representative. 

Any authorized overtime worked up to the first half (1/2) hour shall be reported as a half 
(1/2) hour worked. Overtime worked beyond the first half (1 /2) hour shall be reported as 
actual time worked. 
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Overtime will be paid at time and one-half employees nonnal pay for hours worked over 
eight (8) in a day or fo11y ( 40) in a week. 

In detennining whether an employee has worked a sixth (6th) workday or more than fo11y 
( 40) hours in a week, paid holidays and paid vacation time, but not other paid time off such 
as paid sick leave, shall count as days or time worked. 

11 .3 Paii-Time Employees 

Part-time employees shall be paid straight-time the hourly rate of pay for all hours worked 
up to forty ( 40) hours in a week. 

If part-time employees are required to work a sixth (or seventh) consecutive day during one 
workweek - i.e. , they work a Saturday (or a Saturday Sunday) - they will be paid at the rate 
of one and one-half (I½) times the straight time hourly rate of pay for any hour or portion 
of an hour worked . 

However, if the Employer has needs for casual labor and asks for volunteers among part­
time employees, those who volunteer will be paid the straight-time hourly rate on the sixth 
(or sixth and seventh) consecutive day, and will only receive ove11ime if they work over 
f011y ( 40) hours in the work week or over 8 hours in the work day. 

11.4 The Center will grant each Afterschool and Club-J teacher paid preparation time based on 
the Center's determination of need. The amount of such preparation time will be one and 
one-half (1 ½) hours each week worked, except that an employee may request and his or 
her supervisor may allow the employee to combine multiple weekly one and one-half 
hour allotments to permit the employee to perform preparation requiring more than one 
and one-half hours of work during a week. However, the borrowing of preparation time 
in this manner will mean that then employee will not have that preparation time in later 
weeks when it is otherwise due. The Center may increase or reduce the amount of 
preparation time allotted to an Afterschool or Club-J teacher based on changes in the 
employee's assignments or other operational considerations. An Afterschool or Club-J 
teacher who desires to use prep time off-site must notify the employee's supervisor in 
advance of the date and general time the employee desires to use off-site prep time. Such 
off-site use must be approved in advance by the employee's supervisor. After using 
preparation time, on or off site, the employee must, during the Payroll Cycle in which the 
prep time was used, send an email to the Program Director and Center's Payroll Assistant 
noting the date prep time was used and the amount of time on that date(s). Preparation 
time must also be recorded on the employee's time report identifying the date(s) and 
time(s) during which it was used during the week worked. Preparation time cannot be 
used on holidays or vacation days, or on a day that would cause the length of that work 
day to exceed eight hours. 
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Section 12. Holidays 

12.1 The Employer recognizes the following national holidays: 

(1) New Year's Day 
(2) Maitin Luther King, Jr. Day 
(3) President's Day 
(4) Memorial Day 
(5) Juneteenth 
(6) Independence Day 
(7) Labor Day 
(8) Thanksgiving Day 
(9) Day after Thanksgiving 
(10) Christmas Day 

12.2 National holidays falling on Saturday shall be celebrated the previous Friday. National 
holidays falling on Sunday shall be celebrated the following Monday. 

12.3 The Employer recognizes the following religious holidays: 

(1) Rosh Hashanah (two (2) days) 
(2) YomKippur(one(l)day) 
(3) Sukkot (first day) 
( 4) Passover (first day) 
(5) Shavuot (first day) 

Religious holidays shall be celebrated solely on the actual date. Employees are not entitled 
to a paid holiday for any religious holiday that falls on a Saturday or Sunday unless 
regularly scheduled to work on Saturday or Sunday. 

12.4 The Center will normally be closed on the above-listed national and religious holidays. 
Employees who would have been scheduled to work on the day of the week on which any 
of the above holidays fall shall be given a day off and shall receive the same pay as if they 
had worked on that day (holiday pay). 

12.5 When a holiday is observed on a part-time employee's regularly scheduled day of work, the 
part-time employee shall be paid at their straight-time rate for the hours regularly scheduled 
to be worked. 

12.6 Employees who are required to work on any of the above-listed national or religious 
holidays shall be paid one and one-half ( 1-1/2) times their straight-time rate for any hours 
so worked plus the holiday pay specified above. 

12.7 Personal Days 

In addition to the holidays listed above and after one ( 1) year of employment, preschool 
employees will be credited on September 1 of each year with five (5) personal days with 
pay for each twelve (12) month pe1iod. All other classifications will receive two (2) 
personal days. 

Preschool employees within the first year of employment shall receive three (3) personal 
days, two (2) personal days credited after three (3) months of employment and an 
additional one (1) personal day credited after six (6) months of employment. 
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All other classifications will receive one (1) personal day after six ( 6) months of 
employment and one (1) additional day after nine (9) months. 

For part-time employees, personal day hours will be calculated based on the employee's 
standard hours for the day taken as established in the Center's payroll system. 

At the sole option of the Center, one of these personal days may be scheduled for a day the 
Center is closed for business. The Center must notify employees by September 1st of each 
year in order to exercise this option. 

These personal days may be taken at any time during the following year, with prior 
approval by the employee's supervisor. Personal days may not accumulate from one 
personal day use year (September 1 through August 31) to the next except that an employee 
may carry over up to three (3) unused personal days for use in the immediately succeeding 
personal day use year. In no event will an employee have more than six (6) personal days 
on the books in any personal day use year. Any available personal days may be paid upon 
termination of employment. 

12.8 Use of Personal Days 

The Center has the right to detennine the number of employees who may use a personal 
day on the same day. 

12.9 Eligibi lity for Holiday Pay 

Except as provided otherwise in this subsection, to qualify for paid holidays the employee 
must report to work or be in paid leave status on both the last regular workday immediately 
preceding the holiday and on the first regular workday following a holiday. However, if 
the Center does not offer work to an employee in the Afterschool Program who is 
otherwise able and available to work on the regular workday preceding or following the 
Thanksgiving, Christmas, or New Years' Day holiday the employee will nonetheless 
remain eligible for that holiday even if on unpaid status. 

Section 13. Sick Leave, Leaves of Absence and Emergency Leave 

13.1 Sick Leave 

Accrued unused sick leave with pay may be used for the illness or necessary medical 
appointments of the employee during the employee's regularly scheduled work hours. 
Full-time employees shall accrue sick leave with pay at the rate of twelve (12) days per year 
accruable to a maximum of forty-five (45) days. Part-time employees shall earn sick leave 
on a pro rata basis based on the ratio that their regularly scheduled hours per week bears to 
thirty-seven and one-half (37-1/2) hours per week. Subject to the limits and requirements of 
the California Healthy Work Places, Healthy Families Act of 2014, unused sick leave 
remaining at the end of the school year for a terminating employee, or otherwise at 
termination, will be nullified and the employee, if renewed in a subsequent year or otherwise 
rehired, will commence accrual anew. 

After the employee has used 3 days of sick leave consecutively, or five (5) or more days 
within a ten ( I 0) day period, the employer may require a certification by a licensed medical 
provider of the need for the fourth and subsequent consecutive days of that absence. The 
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employer may also require such a ce1tification for any subsequent absence or illness of three 
(3) or more consecutive days in the same year. 

Employees may borrow unearned sick leave at the sole discretion of the Chief Executive 
Officer. 

Employees may use one (1) day of accrued sick leave each year as a personal day. 
Scheduling of said personal day shall be by mutual agreement. 

Employees may use up to six (6) days per year of sick leave to care for a member of the 
immediate family that requires care while ill. Immediate family is defined as spouse, 
domestic paitner, parent, child or child of domestic partner, fiance, parent-in-law, or 
grandparent-in-law. 

The Parties hereby waive coverage under and application of Berkeley Municipal Code 
13.100 as provided by subsection 13.100.050 of that Code. 

13 .2 Integration of Benefits 

If any employee is eligible for basic weekly benefits under the California Workers' 
Compensation Insurance program or the California State Disability Insurance Program, the 
Employer shall pay to the employee the difference between such benefits and the 
employee's regular salary to the effect that the employee will continue to receive an amount 
which is equal to regular salary, provided that such differential payments by the Employer 
shall not exceed, in the aggregate, the total amount of accumulated sick leave of the 
employee. Payments received from the State of California in the fo1m of such weekly 
benefits shall not be charged against the employee's accumulated sick leave. 

13.3 Substitutes 

Employees shall not be required to locate or contact substitutes when they call in sick. In 
the event an employee is requested to contact a substitute; the employee shall be paid for 
the duration of any such work or for a minimum of one-half (1/2) hour whichever is 
greater. 

13.4 Benefit Accrual During Sick Leave 

During periods when an employee is receiving sick pay, they shall continue to accrue 
seniority, vacation leave, sick leave, and health and welfare benefits. 

13.5 Sick Leave Account Upon Termination 

The amount of sick leave time accrued but not taken at the time of the employee's 
termination for any reason whatsoever is not convertible to cash or any other form of 
compensation. 

13.6 Personal Disability Leave 

Disability leave (including periods of disability during which an employee is receiving sick 
leave pay) shall be provided to all employees up to a maximum of six months. Such leave 
shall include pregnancy disability leave pursuant to applicable State and Federal law. The 
Chief Executive Officer may grant, at their discretion, a six (6) month extension of the 
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disability leave during which time the Employer will continue to keep the absent 
employee's job open pending their return to work. 

13.7 Paternity and Adoption Leave 

Employees who become parents of or who adopt a child eighteen (18) months or younger 
shall be entitled to paternity or adoption leave of up to six (6) months to commence on or 
before the date of birth or adoption as determined by the employee. This leave may be 
extended when such requests can be reasonably accommodated. Employees may utilize 
any accrued vacation leave, personal days, or compensatory time off for any portion of 
paternity or adoption leave. 

13.8 Benefit Credits 

Credit toward all benefits dependent on length of service such as seniority and pension 
credits, shall be accrued during the first six (6) months of personal disability, paternity or 
adoptive leave and retained thereafter. 

13.9 Reinstatement 

An employee returning from personal disability, paternity or adoptive leave shall be 
reinstated in their former position at the salary they would have received had their 
employment with the Employer been continuous. 

13 .10 Family and Mecli cal Leave A ct 

The Employer shall provide family and medical leave in accordance with State and Federal 
law. The above leaves shall run concurrently with an employee's entitlement pursuant to 
the provisions of the Family and Medical Leave Act and Family Care Leave. 

13.11 Emergency Leave Including Bereavement Leave 

A leave of absence with pay up to five (5) working days shall be granted for death in the 
immediate family (i.e., mother, father, child, grandchild, grandparent, husband, wife, 
brother, or sister). 

A leave of absence without pay of up to five (5) working days shall be granted for the death 
of a significant other or for serious illness in the immediate family as defined above. 

13 .12 Unpaid Leaves of Absence 

Leaves of absence may be granted in writing in the sole discretion of the Chief Executive 
Officer. At the employee's request, the Employer shall continue health care coverage 
during the period of an approved leave of absence, at the employee's expense. An 
employee returning from an approved leave of absence shall be reinstated in their f01mer 
position at the salary they would have received had their employments with the Employer 
been continuous. The employee on leave of absence shall not lose any previously accrued 
seniority during the te1m of a leave of absence, but the employee shall not continue to 
accrue seniority during the term of a leave of absence without pay. 
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13 .13 Professional Conference Leave 

Employees shall be entitled to not less than one (I) day's leave with pay during each fiscal 
year to attend job-related conferences, courses, classes, institutes, or workshops of an 
educational nature. The professional conference must be approved as relevant by the Chief 
Executive Officer, and the Employer shall have the right to determine how many, if any, 
such employees may be granted time off from their regular duties to attend any one such 
professional conference. Professional conference leave not utilized during the fiscal year 
shall be forfeited. 

Should two (2) or more employees request such leave for the same conference, if the 
Center is not able to grant all requests, the conflict shall be resolved in favor of the 
employee(s) having used the least leave under this Section in the current fiscal year. 

13.14 Jury Duty 

An employee who is summoned for jury duty will be granted time off as required and will 
be reimbursed by the Employer for the difference between their normal daily salary and 
jury duty compensation to a maximum of ten ( 10) days per year. Such reimbursement shall 
exclude any mileage reimbursement. Employees released from jury duty or released to 
phone stand by status shall be required to report for work to complete any portion of the 
remaining scheduled work shift or to make other arrangements with their supervisor. An 
employee selected for jury service must keep their supervisor informed as to anticipated 
release date. 

The Chief Executive Officer will upon request provide the court(s) with the maximums 
specified herein. 

Section 14. Vacation 

14.1 Vacation forNon-ECE Staff 

Employees shall be entitled to paid vacation as follows: 

Beginning with the date of employment, employees, excluding ECE Staff, shall each year 
accrue ten ( 10) working days of vacation per year, prorated by pay period worked. After 
two (2) years of employment (based on anniversary date) the employee will accrue at the 
rate of fifteen ( 15) working days per year, prorated by pay period worked. After five ( 5) 
years of employment (based on anniversary date) the employee will accrue vacation at the 
rate of twenty (20) working days per year prorated by pay period worked. 

The use of vacation shall be by mutual agreement of the employee and the Chief Executive 
Officer or their designee. 

14.2 Vacation for ECE Staff 

In lieu of vacations, ECE Staff shall receive full pay for both the winter and spring breaks, 
or fifteen ( 15) days total. Paid time shall include paid holidays that fall within those 
specified weeks. 

After five ( 5) years of employment, ECE Staff shall earn one ( 1) additional day of vacation 
each year. After seven (7) years of employment ECE Staff shall earn a second additional 
day of vacation per year. These additional vacation days shall be scheduled by mutual 
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agreement. These days will be prospectively credited to the employee's vacation account 
on the employee's Anniversary date of employment. Thereafter, in all case, they will be 
credited on September 1 of the applicable year following attainment of the thresholds set 
forth in this paragraph. 

14.3 Vacation for Youth Department Staff 

Due to the nature of the Youth Department, employees may not use vacation during the 
program year except during periods of leave without pay - winter break, spring break, etc. 
Use of vacation during the program year shall be by mutual agreement between the 
employee and the Chief Operating Officer or their designee. Youth Department 
employees, who are not hired to work during the summer, shall be paid for all accrued, 
unused vacation on the last pay pe1iod before summer break. Employees, who are hired to 
work summer session, shall be notified no later than May 1st of each year in order to plan 
vacation. 

14.4 Vacation for Employees in Both Programs 

Employees who are employed in both ECE and afternoon programs will accrue vacation as 
specified in 14.1 and 14.2 based on the pro rata number of hours worked in each. 

Employees must request vacation leave in advance from the vacation accmals (specified in 
14.1 and 14.2) if a full day's vacation is desired during periods that ECE is not in session. 

If an employee has submitted a written request for specific days and the employee's 
supervisor has not responded with a decision within seven (7) calendar days the employee 
may advance the written request to the supervisor of the non-responding supervisor. If the 
employee has not received a decision within fifteen (15) calendar days of the date he or she 
originally delivered the vacation request to the employee's supervisor, the employee shall 
fmward the request to the Center's Chief Executive Officer who will render a decision. 

14.5 Vacation Accrual 

Vacation time is not accumulative for employees who have breaks from work throughout 
the year (i.e., not working over summers, and returning when school year starts). Year 
round staff may roll over unused vacation - youth staff working summer camp, 
maintenance, custodial, front desk, etc. 

Vacations shall be prorated for part-time staff. 

14.6 Payment upon Termination 

A non-probationary employee who has accrued vacation time, but whose employment is 
terminated prior to taking such vacation time off, shall be paid for all such accrued vacation 
time upon termination. 

Section 15. Center Closings 

15.1 JCC staff, not assigned to the JCC Early Childhood Education Program, shall have the 
option of taking unpaid leave or accrued vacation days for any days that the Center shall 
close, unless the closing exceeds two (2) consecutive weeks. 
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15 .2 J CC Early Childhood Education staffs options for days the Center shall close for less than 
two (2) consecutive weeks are outlined in Section 14 of this Agreement. 

15 .3 Closing of the Center in excess of two (2) consecutive weeks shall be treated as a general 
layoff. 

Section 16. Mileage Reimbur ement and Commuter Benefit 

16.1 When an employee uses their personal car for authorized Center business, miles driven for 
such business shall be reimbursed at the then current IRS reimbursement. 

16.2 The JCC will offer an employee funded commuter benefit program in accordance with 
the requirements of the Bay Area Air Quality Commission. 

16.3 Employees who drive in the scope of their JCC employment are responsible for paying 
tickets they receive for driving infractions, violations, etc. 

Section 17. Reduction in Force 

This layoff policy is intended to provide the maximum employment protection to Center staff 
should a layoff become necessary. 

17.1 Layoff 

Layoff is a separation of an employee from service of the Agency by action of the Chief 
Executive Officer because of lack of work, lack of funds, reorganization. In the event of 
layoff, the Agency will give at least two (2) weeks' advance written notice to the employee 
and the Union. This advanced notice requirement shall not apply to probationary 
employees or in emergency situations. Reorganization may not be used solely to 
improperly circumvent layoff provisions. 

17.2 Precedence by Employm nt Status 

No employee who has completed the probationary period shall be laid off while employees 
working in temporary or probationary status are retained in the same classification. 
Temporary employees in the classification shall be laid off first, followed then by 
probationary employees in the classification, followed then by employees in the 
classification who have completed the probationary pe1iod. 

Layoffs shall be by job classification in inverse order of employment, provided the 
remaining employees can perform the available work. 

An employee subject to layoff in a classification to which the employee has been promoted 
from a lower classification shall be offered a position in a classification from which they 
were promoted, if they have more seniority than cmTent members of the classification. 

An employee subject to layoff who has a verified interview, examination, etc., for a 
position with another employer may be released from work with the prior written approval 
of the Chief Executive Officer and may utilize earned compensatory time off for this 
purpose. 
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17.3 Recall 

The names of employees laid off shall be placed on a recall list by classification in reverse 
order of layoff. Such recall lists will remain in effect for a laid-off employee for a period of 
one (1) year after the effective date of the layoff. The person standing highest on the recall 
list for a pa11icular classification when a vacancy occurs in that classification, or in any 
other classification for which the employee is qualified by virtue of meeting the minimum 
qualifications for the job and having had recent training and/or experience in performing 
the tasks required by the position, shall be offered the appointment prior to consideration of 
all other applicants. Employees accepting appointment in a lower classification shall retain 
their position on the recall list in the event a vacancy in their fonner classification occurs. 
Employees appointed from the recall list shall be restored all rights and benefits accrned 
prior to being laid off such as sick leave, salary step held, vacation credit, and credit for 
years of service. 

Notice ofrecall will be given to the employee who shall have up to five (5) workdays from 
the date of receipt of a certified letter to report to work. Failure to report to work within the 
specified time period unless extended by agreement of the Chief Executive Officer will 
result in the employee being removed from the seniority list and having no fm1her rights to 
recall. 

Section 18. Union anagement Commi ttee 

18.1 The Union and the Employer agree to the establishment of a Union/Management 
Committee, the purposes of which are as follows: 

(1) To serve as a direct means of communication between Union-represented staff and 
Employer management, including the Board of Directors. 

(2) To provide a vehicle to explore concerns regarding programs, operations, funding, 
physical plant, etc. 

18.2 The Committee shall be composed of two (2) representatives of the Union and two (2) 
representatives of the Employer. The Committee shall meet quaiterly or more frequently 
by mutual agreement. Employees attending such meeting during their regularly scheduled 
work hours shall not suffer a loss in pay. The Committee shall not deal with matters that 
are the subject of pending grievances or that are properly within the scope of collective 
bargaining. 

Section 19. Management of Communicable Diseases 

It is recognized that the health of all staff and participants; especially that of the children at the 
Centers is of utmost importance. Therefore, it is acknowledged that the management of 
communicable diseases in order that such diseases do not spread within the group setting is a 
primary concern. It is the responsibility of the Employer to see to it that all classrooms and staff 
are notified of the presence of a communicable disease so that all children may be checked and, if 
necessary, isolated. 
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Section 20. Health and. Welfare and Dental Benefi ts and 403(b) P lan 

20.1 Heal th Plan Coverage and Contribut ion 

The Employer shall provide employees' health insurance coverage, including a_Kaiser plan. 
During the first year of employment, the Employer will pay the cost of coverage for the 
employee only, as specified below. 

The Employer will contribute each month toward the applicable monthly premium for 
health insurance coverage for each eligible employee. The maximum amount of the 
contribution will be the actual premium charged for the plan in which the employee is 
enrolled or the following amount, whichever is less. The monthly contribution shall be 
prorated for part-time employees based on the ratio of their regular assigned hours per 
week to thirty-seven and one-half (37-1/2) hours per week. The remaining premium cost 
shall be paid by the employee. 

Plan Year Maximum Monthly Employer Contribution For Full-Time Emplovee: 

2022 $782.11 (seven hundred eighty-two dollars and eleven cents) 

For subsequent years, the Employer will contribute each month toward the applicable 
monthly premium for health insurance for each eligible employee the higher of the monthly 
cost of the Kaiser $40 copay plan (Plan 602148 or its replacement) or $702.62 (seven 
hundred two dollars sixty-two cents). The monthly contribution shall be prorated for part­
time employees based on the ratio of their regular assigned hours per week up to thi1ty­
seven and one-half (3 7-1/2) hours per week. The remaining premium cost shall be paid by 
the employee. 

In the event that the monthly premium for the Kaiser $40 copay plan (Plan 602148 or its 
replacement) increases by five percent (5%) year-over-year, at the written request of the 
Employer to the Union, the Parties agree to meet-and-confer over the amount of the 
Employer monthly contribution toward the monthly premium for health insurance. 

If the employee enrolls in a high deductible Employer health plan, and if the Employer's 
contribution for that plan is less than the above maximum employer contribution for the 
applicable plan year, the Employer may contribute to a Health Savings Account for that 
employee an amount up to the difference between the maximum Employer contribution 
and the premium it pays for the high deductible plan coverage (subject to proration for pa1t­
time employment). 

The Employer retains the right to modify or replace the existing Kaiser Plan and change 
other medical plans during the term of the Agreement. The Employer will meet and confer 
with the Union prior to implementing any change. 

20.2 Employer Dental Cont1i bution 

The Employer will continue to fully pay for the employee only dental plan. Any 
employee covered by the dental plan as of September 1, 2004, and who has selected 
employee plus one or family dental coverage will continue to receive fully paid dental 
during the tenn of this Agreement. 
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20.3 Alternate Coverage 

An employee who may have health plan coverage as a result of being an eligible dependent 
of another Center employee, or who may have health plan coverage as an eligible 
dependent of a person employed elsewhere, or otherwise, may waive health plan coverage 
as an employee of the Center; and that, in lieu of the amount the Center would otherwise 
pay for the health plan coverage for that employee, fifty percent (50%) of the amount paid 
by the Employer for single medical coverage shall be paid by the Center as taxable wages, 
less required applicable deductions. To participate in this program, the employee shall sign 
a waiver of health plan coverage, provided by the Center; provide proof of health plan 
coverage, which shall be confinned annually by January 1 of each year. If the proof of 
alternate coverage is not reconfirmed by January 1 of each year, the alternate coverage 
payment cost shall be discontinued as of that January 1. Employees shall be notified of this 
requirement by December 1 of the prior year. If notice is issued after December 1, the 
period for filing the required waiver forms and evidence will be extended by the same 
number of days as the issuance of the notice was late. Re-enrollment in the Center's health 
plan shall be in accordance with the requirements of the health plan provider. 

The in-lieu payment shall be prorated for part-time employees in relation to regularly 
scheduled hours each week divided by the number of regularly scheduled days worked. 

20.4 Waiting Period 

The Center will begin payment of health and dental premiums the first of the month 
following employee's start date or return to work date for youth staff not working camp. 
Thereafter, the Center shall pay the health and dental plan premiums required in Section 
20.1 and 20.2 in every month in which the employee is regularly assigned work of twenty 
(20) hours per week or more. 

School tenn only employees who will not work over the summer but who are expected to 
return in the fall may elect to continue health and dental plan coverage over the summer at 
their own expense. 

20.5 403 (b) Plan 

Employees may, at their own expense, participate in the 403 (b) Investment Plan offered 
through the Employer. 

Section 21. Employee Childcare 

Full-time employees with one (1) or more years of service as of July 1 of any year who utilize the 
Employer's Child Care facilities will be entitled to a twenty percent (20%) discount in the monthly 
tuition charged to non-employee parents for the same services. Part-time employees with one (1) 
or more years of service as of July 1 of any year will also receive a twenty percent (20%) discount 
prorated by the average number of hours such employee is regularly assigned to work each week 
(e.g.,). 

Section 22. Education Incentive 

22.1 Jewish Educational Incentive 

An employee who completes thirty (30) hours (two (2) semester units) of pre-approved 
course work which promotes knowledge and understanding of Jewish culture, heritage and 
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tradition shall have their hourly rate increased by Twenty-five Cents (25¢). An employee 
shall not be eligible to receive an additional incentive until twenty-four (24) months have 
elapsed. 

Credit shall be granted as follows: 

Volunta1y ln-service Training: 

One (I) unit for each fifteen ( 15) hours of approved in-service training (instruction time 
only). 

College/other Courses: 

One (I) unit for fifteen (15) hours. 

(Note: Quarter units are equivalent to two thirds (2/3) of a semester unit.) 

22.2 Educational Incentive for ECE Units 

The Center shall reimburse any employee up to $750/year for books and tuition for courses 
taken outside work hours at a local Bay Area community college, eligible for additional 
ECE units, and passed with a grade of "C", "Pass", or better. Reimbursement for the 
course will be made only if the Preschool employee informs the Preschool Director or 
Afterschool employee informs the Afterschool Director in writing before enrollment and 
attendance and if the course begins and ends during the employee's period of continuous 
JCCEB employment. Reimbursement for books shall be for the cost of renting an e-book 
or buying a used book; if a new hardback book is purchased it will become the property 
of the JCC if the employee requests reimbursement of any portion of the cost from the 
JCCEB. Reimbursements will be done within thirty (30) days after the employee delivers 
to the Payroll Office their school grade report documenting satisfactory completion of the 
course with the required grade and documenting and itemizing all costs for which they 
request reimbursement. Any employee receiving reimbursement for coursework must 
commit to remain at the ICC for six (6) months following the completion of that 
academic term. Failure to complete six (6) months will result in that reimbursement 
being returned to the JCC via the final paycheck. 

Section 23 . Use of Volunteers 

Volunteers may be assigned the duties of any classification covered by the Agreement. However, 
it is not the intention of the Employer to replace employees or reduce their regular hours of work 
through the use of volunteers. A volunteer shall be defined as one who freely and willingly gives 
of the volunteer's time to the Center(s) . 

Section 24. afety and Health 

The Employer will make every reasonable effort to provide a physically and emotionally safe and 
healthy working environment for employees covered by this Agreement. Any safety or health 
problems or concerns shall be brought immediately to the attention of Center Management or the 
Center Director(s). 

The Employer will make every reasonable effort to address a hostile working environment for 
employees experiencing or witnessing bullying, harassment, inappropriate or unprofessional 
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interactions between anyone working for or affiliated with the Center, and with members of the 
community who come into the Center. 

Section 25 . Grievance Procedure 

25.1 A grievance is any dispute which involves the interpretation or application of any provision 
of this Agreement. Grievances shall be processed in the following manner: 

film.j. The Union or any employee who believes that a provision of this Agreement has 
been misinterpreted or misapplied shall discuss the complaint with the supervisor ( or 
management person most immediately involved). If the issue is not resolved, the procedure 
hereinafter may be invoked. 

Step 2. If a grievance is not satisfactorily resolved in Step 1 above, the employee or the 
Union shall submit the g1ievance in writing to the Chief Executive Officer. This formal 
written grievance shall state the facts of the grievance and the remedy sought. The 
grievance must be filed at this Step within thirty (30) calendar days of the incident or 
occunence about which the employee claims to have a grievance except as provided in 
Section 7, and if not filed within the thirty (30) calendar days, the right of appeal shall be 
lost. The Chief Executive Officer or their designee shall have ten (10) working days in 
which to investigate the merits of the complaint and attempt to resolve the grievance. 

Step 3. If the Grievance is not satisfactorily settled at step two (2) of the grievance 
procedure-either the JCC or the Union may, within ten (10) days after the expiration of 
the ten ( 10) day period for employer investigation and response under step 2, request the 
assistance of a mediator from the Federal Mediation and Conciliation Service (FMCS) to 
assist the parties in their effort to voluntarily resolve the grievance. It is the intent of the 
parties that the grievance mediation session shall begin as soon as practicable consistent 
with the mediator's and party representative schedules. 

The parties agree that the mediation shall be confidential and neither a stenographic nor 
electronic record of the mediation sessions will be made; further, that the statements 
made in or in pursuance of mediation are completely confidential and may not be 
disclosed outside the mediation process or raised or refened to in any litigation setting. 
The mediator may not be called as a witness in any proceeding, nor may any participant 
or principal of the participant be questioned concerning substantive statements made 
during the mediation regarding the contractual subject matter of the grievance. 

The Mediator may not impose a settlement on the parties. Any final settlement of the 
grievance in mediation shall be voluntary, reduced to writing and signed by the Center, 
the Union, and the Grievant. The final agreement shall be binding on all parties. Final 
agreements reached by the parties through mediation shall not be deemed to establish a 
precedent in any other dispute on the contractual subject of the grievance unless 
expressly agreed otherwise, in writing, by the parties. 

The Mediator may provide the parties with a private, informal, nonbinding assessment of 
the procedural and substantive merits of dispute, and how an Arbitrator may decide the 
grievance if it proceeds to arbitration. 
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25.2 

The Parties will bear their own respective costs of representation in mediation. If the 
Federal Mediation and Conciliation Service indicates that it will charge the pai1ies for the 
mediation services, the parties will share equally the FMCS charge for the mediation. 
However, either party may elect to forego mediation and proceed directly to arbitration 
within the same time limit established for initiating mediation under this provision. 
Mediations will be conducted during non-work hours of the bargaining unit members 
participating in the mediation. Nothing herein precludes the Union and Center from 
agreeing on an ad hoc basis to use a private or other alternative agency mediator. 

Step 4. If the Pai1ies are unable to arrive at a resolution of the grievance, either the Union or 
the Employer may refer the grievance to impartial arbitration by delivering written notice to 
the designated representative of the other. The arbitrator shall be designated by mutual 
agreement between the Union and the Employer within seven (7) days after the grievance is 
referred to arbitration. If the pai1ies are unable to reach agreement on an arbitrator, either 
may request a list from the Federal Mediation and Conciliation Service of the names of seven 
(7) qualified neutral labor arbitrators from which one will be chosen as the arbitrator by 
alternate striking of names; the order of striking to be dete1mined by lot. The fees and 
expenses of the arbitrator shall be shared equally by the Union and the Employer. Each 
party, however, shall bear the cost of its own presentation, including preparation and post 
hearing briefs, if any. 

cope of Arbitration Decisions 

(a) The arbitrator's decision on matters properly before the arbitrator shall be final and 
binding on the parties hereto. 

(b) Proposals to add to or change this Labor Agreement or written agreements or addenda 
supplementary hereto shall not be arbitrable and no proposal to modify, amend or 
terminate this Agreement, nor any matter or subject arising out of or in connection with 
such proposal, may be referred to arbitration under this Section. The arbitrator shall not 
have the power to amend or modify this Agreement or written agreements or addenda 
supplementary hereto or to establish any new terms or conditions of employment. 

Section 26. Out-of-Class Work 

The Center agrees to pay an employee who has been assigned to temporarily assume and perform 
substantially all of the responsibilities of a position in a higher classification, or who agrees to 
accept substantial additional responsibilities outside the scope of, and requiring a higher skill or 
educational level than, the those associated with the employee's regular classification, an 
additional five percent (5%) of the employee's hourly rate for each hour of such additional 
responsibilities after the employee has perfonned the additional responsibilities for a minimum of 
two (2) hours. 

Section 27. Strikes/Lockouts 

The Employer agrees not to engage in any kind of lockout during the term of this Agreement. The 
Union agrees not to engage in any strike or stoppages of work during the term of this Agreement. 
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ection 28. cope of Agreement and everability 

This written collective bargaining agreement contains the entire agreement between the parties. 
There are no promises, duties, or obligations by or of either paity except as set forth herein in 
writing. In the event that any provision(s) of this Agreement is held invalid and unenforceable 
under applicable State or Federal law by a federal or state court or administrative agency of 
competent jurisdiction, such detennination shall be confined to the provision specified in the 
decision setting forth the ultimate holding and will not in any way affect the remaining provisions 
of this Agreement. The paities shall negotiate a replacement for the invalid terms within thirty (30) 
days after such provision is ultimately held invalid and unenforceable. 

Section 29. Term of Ae:reement 

This Agreement shall be effective following ratification by the Union and upon signing by the 
Parties' respective authorized representatives within forty-five (45) calendar days of ratification 
and supersedes any prior agreement between the Parties. It shall remain in full force and effect to 
and including June 30, 2025, and shall continue thereafter from year to year unless at least sixty 
(60) days prior to the first day of July 2025, or the first day of August of any subsequent year, 
either paity shall file written notice with the other of its desire to amend, modify or terminate this 
Agreement. 

[SIGNATURES ON NEXT PAGE] 
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SIGNATURES 

IN WITNESS WHEREOF, the parties hereto have executed this Agreement this 20th day of July, 
2022. 

FOR SEIU LOCAL 1021: 

CE, __ ,.,, 
DIWiJ~ 

ByJ'i487i1")'lJG S.\,SQ? 

David Canham 
Executive Director 

,~:;·;ill 
BY~ fil:00 40•~CQ 

OumarFaJl 
Field Staff Supervisor 

~DocuSigncd by: 

Byl!:E~::BBR~:~~S 
Ossee Desmangles 
Field Representative 

r-=DoeuSlgned by: 

ByL~F~ 
Sabrina May 
Bargaining Team Member 
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FOR THE JEWISH COMMUNITY 
CENTER OF THE EAST BAY: 

~DocuSigned by: 

ByL~:r.5~~~ 

Melissa Chapman 
Chief Executive Officer 

lnDocuSlgned by: 

By ~:~~e~'!:.:F 
Aaron Atlas 
Chief Operating Officer 

lnDocuSlgned by: 

By~~a~; 
Adam Berke 
Chief Financial Officer 

r-:DocuSigned by: 

By L~~L0a~ 
Rachel Cohen 
Director of Operations 

,;;~db~lVVJ 
By _L:'==95=4=1D=20=68=0B=M~1~0-------

Gregory Ramirez 
Consultant, Industrial Employers 
and Distributors Association 
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APPENDIX "A" - WAGE SCHEDULE 

Effective July I, 2022 

CLASSIFICATION ENTRY ENTRY STEP 2 STEP 2 STEP3 STEP3 
W/BA W/OBA W/BA W/OBA W/BA W/OBA 

Preschool Teacher Lead 
$26.00 $25.74 $26.78 S26.51 $28 .12 $27.84 

24 units 
Preschool Teacher Lead 

$24.21 £23.96 $24.93 $24.68 $26. 18 $25.91 
12+ units 

Preschool Teacher 
$23.50 $23.27 $24.21 $23 .96 $25.42 $25.16 

12+ units 
Preschool Assistant Teacher 

$21.20 $20.99 $21.84 $21.62 $22.93 $22.70 
12+ units 

Preschool Teacher - Aid 
BA w/4+ yrs CC, less than 12 $20.89 - $21.52 - - -

units 
Preschool Teacher - Aide 

$19.52 $19.32 $20.11 $19.90 
6-11 units - -

Preschool Teacher - Aide 
$18.65 $ I 8.46 $19.21 $19.02 

0-5 units 
- -

Afterschool Teacher- Lead 
$22.50 $23.18 $24.33 

12+ units & Edu BA 
- - -

Afterschool Teacher - Lead 
$21.74 $21.52 $22.39 $22.17 $23.51 $23.28 

12+ units 
Afterschool Assistant Teacher 

$21.20 $20.99 $21.84 $21.62 $22.93 $22.70 
12+ units 

Afterschool Teacher -Aid 
BA w/4+ yrs CC, less than 12 $20.89 - $21.52 - - -

units 
Afterschool Teacher - Aide 

$18.65 $18.46 $19.21 $19.02 
0-11 units - -

CLASSIFICATION ENTRY STEP2 STEP3 

Receptionist $19.92 $20.52 $21.54 

Maintenance $18.26 $18.81 $19.75 

Custodian $17.60 $18.13 $19.03 

Facilities Tech $23.08 $23 .77 $24.96 

Program Admin Coordinator $21.74 $22.39 $23 .51 
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APPENDIX "A" - WAGE SCHEDULE 

Effective July 1, 2023 

CLASSIFICATION ENTRY ENTRY STEP 2 STEP2 STEP 3 STEP3 
W/BA W/OBA W/BA W/OBA W/BA W/OBA 

Preschool Teacher Lead 
$26.91 $26.64 $27.72 $27.44 $29.10 $28.81 

24 units 
Preschool Teacher Lead 

$25.06 $24.80 $25.80 $25.54 $27.10 $26.82 
12+ units 

Preschool Teacher 
$24.32 $24.08 $25.05 $24.80 $26.30 $26.04 

12+ units 
Preschool Assistant Teacher 

$21.94 $21.72 $22.60 $22.37 $23.73 $23.49 
12+ units 

Preschool Teacher - Aid 
BA w/4+ yrs CC, less than 12 $21.62 - $22.27 - - -

units 
Preschool Teacher - Aide 

$20.20 $20.00 $20.81 $20.60 
6-11 units 

- -

Preschool Teacher - Aide 
$19.30 $19.11 $19.88 $19.68 

0-5 units - -

Afterschool Teacher - Lead 
$23.29 $23.99 $25.19 

12+ units & Edu BA 
- - -

Afterschool Teacher - Lead 
$22.50 $22.28 $23. 18 $22.94 $24.33 $24.09 

12+ units 
Afterschool Assistant Teacher 

$21.94 $21.72 $22.60 $22.37 $23.73 $23.49 
12+ units 

Afterschool Teacher - Aid 
BA w/4+ yrs CC, less than 12 $21.62 - $22.27 - - -

units 
Afterschool Teacher - Aide 

$19.30 $19.11 $19.88 $19.68 
0-11 units - -

CLASSIFICATION ENTRY STEP2 STEP3 

Receptionist $20.62 $21.24 $22.30 

Maintenance $18.90 $19.47 $20.44 

Custodian $18.22 $18.76 $19.70 

Facilities Tech $23.89 $24.60 $25.83 

Program Admin Coordinator $22.50 $23.18 $24.33 
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APPENDIX "A" - WAGE SCHEDULE 

Effective July I, 2024 

CLASSIFICATION ENTRY ENTRY STEP2 STEP 2 STEP3 STEP3 
W/BA W/OBA W/BA W/OBA W/BA W/OBA 

Preschool Teacher Lead 
$27.85 $27.57 $28.69 $28.40 $30.12 $29.82 

24 units 
Preschool Teacher Lead 

$25.93 $25.67 $26.71 $26.44 $28.04 $27.76 
12+ units 

Preschool Teacher 
$25.17 $24.92 $25.93 $25.67 $27.23 $26.95 

12+ units 
Preschool Assistant Teacher 

$22.71 $22.48 $23.39 $23.16 $24.56 $24.32 
12+ units 

Preschool Teacher - Aid 
BA w/4+ yrs CC, less than 12 $22.38 - $23.05 - - -

units 
Preschool Teacher - Aide 

$20.91 $20.70 $21.54 $21.32 
6-11 units 

- -

Preschool Teacher - Aide 
$19.98 $19.78 $20.58 $20.37 

0-5 units 
- -

Afterschool Teacher - Lead 
$24.10 $24.83 $26.07 

12+ units & Edu BA - - -

Afterschool Teacher - Lead 
$23.29 $23.06 $23.99 $23.75 $25.19 $24.93 

12+ units 
Afterschool Assistant Teacher 

$22.71 $22.48 $23.39 $23.16 $24.56 $24.32 
12+ units 

Afterschool Teacher - Aid 
BA w/4+ yrs CC, less than 12 $22.38 - $23.05 - - -

units 
Afterschool Teacher -Aide 

$19.98 $19.78 $20.58 $20.37 
0-11 units 

- -

CLASSIFICATION ENTRY STEP2 STEP3 

Receptionist $21.34 $21.98 $23.08 

Maintenance $19.56 $20.15 $21.15 

Custodian $18.85 $19.42 $20.39 

Facilities Tech $24.72 $25.47 $26.74 

Program Admin Coordinator $23.29 $23.99 $25.19 
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