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PREAMBLE

THIS AGREEMENT is made and entered into by and between UNITE HERE, LOCAL 2, affiliated
with UNITE HERE International Union, AFL-CIO, hereinafter referred to as “the Union”, and
MARRIOTT INTERNATIONAL, INC., hereinafter referred to as “the Employer” or “the Hotel”.

AGREEMENT
SECTION 1. RECOGNITION

The Employer recognizes the Union as the sole representative for the purposes of collective
bargaining of all its employees (hereinafter referred to as “associates™) employed at the San Francisco
Marriott Marquis, falling within the jurisdiction of said Union who are employed in the job classifications,
or perform the work of associates employed in those classifications, listed in Appendix B, excluding all
other associates employed by the Employer at the Hotel located at 55 Fourth Street, San Francisco,
California.

SECTION 2. JOB SECURITY; SUCCESSORSHIP AND SUBCONTRACTING

(a)  If the Employer subcontracts any work performed by the bargaining unit, employees shall be
transferred to the subcontractor in order of their hotel seniority and shall continue to accumulate hotel
seniority while in the employ of the subcontractor or any subsequent subcontractors. In the event the Hotel
terminates the services of a subcontractor, the affected employees shall be returned to available
employment within the classification with the Employer on the basis of their total hotel seniority if the
individual continues to work within the Hotel. An individual previously employed by the Hotel who is
working in the hotel as an employee of a subcontractor shall retain job bidding rights pursuant to Section 6,
Posting and Promotions. It is understood that subcontractors shall be required to maintain benefits and/or
standards at no less than the applicable level set forth in this Agreement.

The Parties acknowledge that the language provided for above, “subcontractors shall be
required to maintain benefits,” means that employees retained by a new subcontractor shall retain their
original date of hire with the hotel or the predecessor subcontractor for seniority purposes and for longevity
benefits and their vacation, PTO.

(b)  There shall be no subcontracting of food and beverage outlets during the life of this
Agreement, absent mutual agreement. The term "subcontracting” is defined broadly to include the sale,
assignment, lease or transfer of a food and beverage outlet to or by any third party. "Subcontracting”
prohibited by this Agreement includes a lease or other arrangement with a third party for the operation of a
food and/or beverage outlet or facility at the Hotel. This Agreement is binding upon any entity which has
the ability to "subcontract" bargaining unit work.

(c) In the case of any subcontractors performing bargaining unit work, the Union, at its election,
may file a grievance under this Agreement against the Hotel for a contractor’s alleged violations of the
collective bargaining agreement, applicable written work rules and established past practices. The Iotel
will be liable for any contractual remedy without proof that the Hotel permitted, and/or knew about the
complained-of practices. In addition to other contractual remedies, an arbitrator may order the hotel to
terminate the subcontract in the event of egregious and/or willful and/or repeated violations of the
collective bargaining agreement and written work rules. In order to ensure compliance with all of the
foregoing, the Hotel will insert into its contracts language and/or addendum requiring the subcontractor to
adhere to the collective bargaining agreement and written work rules and providing for the potential
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termination of the subcontract under the circumstances stated above. Upon request, the employer shall
provide to the union the contract and/or addendum omitting economic terms. Nothing in this Section shall
operate or be interpreted as to create a joint employer relationship between the subcontractor and the
Employer. '

(d)  The Employer shall not divide or diminish the scope of the bargaining unit by contracting
for the use of any space within the Hotel and within the control of the Employer for operations of any sort
customarily performed by bargaining unit employees, including but not limited to food and beverage
outlets; any such contracting may be done by the Employer only in accordance with the terms of this CBA,
including those concerning subcontracting, and this provision does not alter or reduce to any extent the
Employer®s rights under such provisions. Nothing in this subsection shall preclude an owner or any other
party in interest from contracting for the use of space that is not controlled or managed by the Employer as
an existing part of the hotel operation, or prectude the continued leasing or future leasing, whether to the
current or any other lessee, of any space currently leased in the Hotel, or preclude the leasing of space
currently controlled by the Employer to a different third party subject to the provisions of section (b) in the
following sentence. The owner shall not require the Employer to relinquish any part of the Hotel premises
managed by the Employer except for (a) use in operations that would not be covered by this CBA if they
were conducted by the Employer or (b) use in operations that would be covered by this CBA provided that
the economic package paid to or on behalf of employees performing work covered by this CBA shall not be
less than the economic package paid to or on behalf of employees under this CBA and shall include an
employer- paid defined benefit pension plan. The economic package shall include all emoluments of
employment having definite and quantifiable economic value, including but not limited to wages (including
premiums, bonuses and incentives, guaranteed workdays or workweeks, health and hospitalization benefits,
retirement plan participation, paid vacation, paid holidays and paid sick leave). Nothing in this section or
the CBA generally is intended to expand or otherwise add to the existing bargaining unit covered by this
CBA.

(e) In the event of a sale and/or transfer of the hotel, the management agreement, and/or the
business operations covered by the CBA or any part thereof, Marriott and/or Owner shall, before any sale
or transfer or any other change in name or ownership, give notice in writing to the Union of the proposed
sale or transfer and identify the parties. Such notice shall be provided prior to the close of the sale and/or
transfer.

63} Prior to reaching a final agreement with the purchaser or transferee (collectively referred to
as Transferee), concerning the sale or transfer of the hotel and/or the management agreement, the Owner or
Marriott, as the case may be, shall inform the Transferee in writing of the terms of the CBA. A copy of
such notice shall be sent to the Union.

() (1) The Owner shall make it a condition of the sale and/or transfer of the hotel and/or the
management agreement that 1) the Transferee hire the former employees, crediting their original dates of
hire, and 2) the CBA should be fully binding on the Transferce and that the Transferee shall execute a copy
of the CBA without modification or amendment. By this undertaking, it is expressly understood that the
Owner, and the Transferee, and whoever else shall become bound hereto by virtue of their assumption of
the CBA, shall insert into a purchase and sale or other written agreement concerning the sale or transfer of
the hotel and/or the management agreement, an express provision requiring a Transferee to expressly
assume, in writing, the CBA, without modification.

(2) In the event Marriott has the legal authority to sell or otherwise transfer the management
agreement and Marriott voluntarily sells or transfers the management agreement, Martiott shall make it a
condition of the sale and/or transfer of the management agreement that 1) the Transferee hire the former
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employees, crediting their original dates of hire, and 2), the CBA shall be fully binding on the Transferee
and that the Transferee shall execute a copy of the CBA without modification or amendment. By this
undertaking, it is expressly understood that Marriott, and the Transferee, and whoever else shall become
bound hereto by virtue of their assumption of the CBA, shall insert into a purchase and sale or other written
agreement concerning the sale or transfer of the management agreement, an express provision requiring a
Transferee to expressly assume, in writing, the CBA, without modification.

(h) If the Purchase and Sale or other written agreement providing for the sale or transfer of the
hotel and/or the management agreement, as provided in paragraph h above, does not expressly require the
Transferee to hire the former employees and assume the CBA in full, the Owner or Marriott, as the case
may be, shall be liable to make whole affected employees for their “out of pocket” economic contractual
losses only, for the duration of the Agreement, or twenty-three months, if the sale occurs within the last
twenty-three months of the collective bargaining agreement whichever is longer. If the Purchase and Sale
or other written agreement providing for the sale or transfer of the hotel or management agreement does, as
provided in paragraph h above, expressly require the Transferee to hire the former employees and to
assume, in writing, the CBA in full as a condition of sale or transfer, the Owner or Marriott shall have met
its obligations under this Addendum and will not be liable for any losses flowing or resulting from said sale
or transfer or from the Transferee’s non-performance and/or breach of its obligations under the written
agreement. If the Purchase and Sale or other written agreement providing for the sale or transfer of the
hotel and/or the management agreement, as provided in paragraph h, does not expressly require the
Transferee to hire the former employees and assume, in writing, the CBA in full, but, in any event, the
Transferee hires the former employees and assumes the CBA, the Owner or Marriott shall not be liable for
any losses flowing or otherwise resulting from said sale or transfer. It is further agreed that any dispute(s)
over the alleged failure of the purchase and sale agreement to require the Transferee to fully assume the
CBA and/or pay employees the wages, fringe benefits, etc., provided by the CBA and/or hire employees,
shall be submitted to binding arbitration in accordance with the rules of the American Arbitration
Association notwithstanding the sale or transfer of the hotel or management agreement. The parties agree
that the arbitrator must be selected from a panel of experienced labor arbitrators from the National
Academy of Arbitrators within 30 days. The arbitrator can order interim relief and the arbitration must be
held within 30 days of the selection of the arbitrator.

(i) It is understood that the parties hereto shall not use a sale or transfer to evade this provision
or the terms of the CBA. All parties warrant that they will in good faith comply with this successorship
agreement. Further, the undersigned warrant, assert and agree that this successorship agreement is
executed by them with full authority to represent and bind the Owner and/or Marriott, as the case may be.

{ The term sale and/or transfer as used throughout this provision with respect to the Owner’s
obligation will mean a sale, assignment, merger, leasehold, acquisition, or similar transaction which results
in the change of ownership or management of the hotel. It is also understood and agreed that the term sale
and/or transfer as used in this successorship agreement applies to any changes or a transfer of a
management agreement or lease.

(k) This successorship agreement shall apply to all successors, transferees, assignees, lessees,
new management companies, new corporate owners or any such other equivalent designee or any other
entity which has assumed and/or taken over the operation or ownership of a hotel covered by this collective
bargaining agreement. All references herein to the “owner” shall apply with equal force to any lessee with
the power and authority to contract with a hotel manager. Additionally, references to “purchase and sale
agreements” shall also be deemed to refer to replacement or successor lease agreements entered into by or
between any of these parties.



(D This successorship agreement is intended to protect the employment opportunities and
monetary terms and conditions of the employment of bargaining unit members as established in the CBA.
For this reason and because of the transactions to which this agreement may apply, sales or transfers of the
hotel, the parties believe this agreement is entirely enforceable. However, should the law change or should
this clause be deemed unenforceable as applied to a specific transaction or for other reasons, this agreement
shall be interpreted and applied to the maximum extent permitted by law, at a minimum to require the
Owner and/or Marriott to guarantee and to provide for the protection of unit employees jobs and the
maintenance of “union standards,” i.¢., the economic and other monetary terms of the CBA for the duration
of this CBA.

(m)  Inthe event an entity holding a long term lease has effective and partial or exclusive control
over decisions to retain or replace Marriott, the lessee will execute this agreement below.

(n) If ownership of the Hotel is transferred in an involuntary transaction, the Employer shall
deliver to the Union copies of the entire contents of the personnel files (excluding attorney-client privileged
documents, investigatory materials and medical records) of all bargaining unit employees except those files
which are delivered to the transferee because it has employed or has made a legally-binding commitment to
employ the employees to whom the files pertain.

(0)  The provisions of this CBA prohibiting strikes shall be suspended upon the initiation of any
proceeding to authorize the sale of the Hotel in an action filed under Chapters 7 or 11 of the United States
Bankruptcy Code with respect to the Hotel or with respect to a business segment that includes the Hotel, or
by delivery to the Employer of a notice of sale in foreclosure or other similar notice that the Hotel will be
taken in a fransaction that is not voluntary by the Employer, except where prohibited by domestic law, and
shall remain suspended unless and until the condition that caused the suspension has been resolved
completely or the Union delivers a written waiver of the suspension. The Employer shall deliver written
notice to the Union of a filing or notice covered by this subsection within five days after the Employer files
or receives the petition or notice, and shall include a copy of the petition or notice. Notwithstanding any
provisions of this subsection p to the contrary, the provisions of this CBA prohibiting strikes shall remain
in full force and effect if (a) in the case of the initiation of any proceeding to authorize the sale of the Hotel
in an action filed under the applicable bankruptcy laws, the assumption of the obligations of the owner
under this CBA (as defined hereinafter) is made an express condition of such sale, or (b) in the case of a
notice of sale in foreclosure or similar notice that the Hotel will be taken in a transaction that is not
voluntary by the Employer, the lender or other entity causing the issuance of the notice has agreed in
writing in an instrument making the Union an express third party beneficiary of the promise, that if it
retains ownership of the Hotel, to assume the obligations of the Owner under this CBA (as defined
hereinafter), or if the Hotel is sold or transferred, that it will require as a condition for such sale or transfer,
that any purchaser or fransferee to assume the obligations of the Owner under this CBA (as defined
hereinafter). For purposes of this subsection ¢, the “obligations of the owner” shall include (i) the
obligation of the purchaser or transferee (the “New Owner”) to assume this CBA and to retain the then-
current bargaining unit employees, both of which as and to the extent required by the applicable provisions
of the existing successorship addendum, or (ii) if the New Owner is not the operator of the Hotel, either
directly or through a wholly owned or controlled affiliate, the obligation not to hire a replacement
managing entity unless that entity agrees to assume this CBA and to retain the then-current bargaining unit
employees, both of which as and to the extent required by the applicable provisions of the existing
successorship addendum.

4] The Union shall not be required to post a bond or other security as a condition fo obtaining
an injunction or other equitable relief against a violation or threatened violation of this section.
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()  The obligations of this section shall expire one (1) year following the expiration of this
CBA. During this one (1) year period, the obligations of this section shall be enforced through the
procedures for arbitration provided elsewhere in this CBA and the Union shall retain the power to seek
injunctive relief through judicial action as provided in this section.

SECTION 3. MANAGEMENT RIGHTS

The management of the business of the Hotel shall be the sole and exclusive prerogative of the
Employer, and the Employer shall have all management rights and prerogatives which it would have had in
the absence of this Agreement, except to the extent that the exercise of such management rights and
prerogatives violate the provisions of this Agreement. To the extent that such rights do not conflict with
the terms of this Agreement, management rights shall include, but not be limited to, the right to recruit,
hire, direct, schedule, and assign work to the work force; to discipline, suspend, or discharge for just cause;
to determine the size, staffing, and composition of the work force; to revise existing procedures or
implement new ones; to transfer and promote associates; to determine the extent to which operations shall
be expanded or curtailed; and to continue, make, alter, and amend work rules not in conflict with the
specific provisions of this Agreement. The Hotel shall retain and may exercise all the foregoing
management rights or prerogatives except to the extent that such rights or prerogatives conflict with the
provisions of this Agreement,

SECTION 4. HIRING

(a) In the hiring and discharging of associates, the Employer shall determine the sujtability and
competence of the associates consistent with the provisions of this Section, provided that such
determination shall not be used for the purpose of discriminating against members of the Union, or to
circumvent the spirit and intent of this Agreement,

(b) Consistent with the requirements of Section 6, POSTING AND PROMOTIONS, in hiring
bargaining unit personnel, the Employer shall notify the Union of the available position at the same time
that the Employer notifies the Community Based Organizations of said position. Such notification shall
occur at least three (3) days prior to advertising for applicants from sources other than the Community
Based Organizations. The Hotel shall consider all candidates who have been referred in a timely manner
by the Union and any Community Based Organizations. The Employer retains the right to reject any or all
applicants from the Union and/or the Community Based Organizations.

The Employer shall notify the Union on forms mutually satisfactory to both parties of the
employment of all classifications of new associates covered by this Agreement within seventy-two (72)
hours, Saturdays, Sundays, and holidays excepted, of the date of the employment of such individuals.

When extra banquet food servers are required, the Union shall be notified at least forty-eight (48)
hours in advance, unless the fact that such extra banquet servers would be required was not known to the
Hotel forty-eight (48) hours in advance. In the hiring of extra banquet servers for banquets, the Hotel shall
designate the number of extra banquet servers needed and the Union shall then furnish crews of extra
banquet servers in accordance with the procedures established by the parties. In placing orders for hiring
hall extra servers, the Hotel shall provide the Union with information regarding the type of function and the
room in which the event is scheduled to be held.

When the Employer has an order of fifty (50) or more extra banquet servers, the Employer shall
notify the Union as far in advance of the event as possible of the size of the order. At the Union’s
discretion upon such notification, the Union shall notify the other Employers that a special roll call will be
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scheduled in order to fill the orders. The other Employers shall then give the Union their respective orders
so that the special roll call can occur.

Within forty-eight (48) hours of the special roll call, when the jobs are posted, all unfilled jobs shall
be returned to the Employers so that the Employer can fill the jobs by other sources. It is the intent of the
parties that special roll call shall be conducted in a way that gives Employers at least thirty-six (36) hours
notice in advance of the events that the hiring hall will not be able to fill the order of the special roll call.

(c) Associates who are now members of the Union shall, as a condition of continued
employment, remain members of the Union. All other associates within the bargaining unit and all new
associates employed within the bargaining unit shall, as a condition of employment, become members after
thirty (30) calendar days from the execution of this Agreement or their date of employment, whichever is
later. The Employer shall automatically deduct dues and initiation fees and forward them to the Union
where the associate has executed a Payroll Deduction Authorization. The Payroll Deduction Authorization,
attached hereto as Appendix C, shall be presented for the associate’s signature at the Associate Orientation
or when the associate fills out other employment-related forms upon being hired. The Union agrees to
permit all associates to become and remain members of the Union on the same terms and conditions on
which any associates, now members of the Union, were admitted to membership. The obligation of Union
membetship as set forth herein shall be satisfied by the timely payment of the initiation fees and monthly
dues uniformly required of all other bargaining unit associates.

(d)  New hires shall be required to complete Union membership application forms, provided by
the Union, after thirty (30) calendar days of employment, but not later than the thirty-fifth (35th) calendar
day of employment. Such forms shall be forwarded to the Union’s Secretary-Treasurer’s office, along with
the Payroll Deduction Authorization form if the associate elects to make such authorization.

(¢)  The Union shall notify the Employer in writing when an associate has not complied with
subsection (c) and (d) herein. After two (2) days (except Saturday, Sunday, or holidays) from receipt of
such notice, if such associate has not complied with the provisions of subsections (¢} and (d), such associate
shall be promptly removed from the schedule pending notice from the Union that the employee has made
arrangements to become current in their duties. The Union shall have recourse to Step 3, Grievance
Procedure should the Employer fail to comply. The Union shall indemnify, defend, and save harmless the
Employer against any and all claims, demands, suits, or other forms of liability that shall arise out of or by
reason of action taken by the Employer in reliance upon this check-off provision.

(f) If such associate so hired makes application to join the Union, the Union agrees to accept
such application and accept for membership such applicant on the same terms and conditions on which any
associates, now members of the Union, were admitted to membership.

(2) Selection by the Union of applicants for referral to jobs shall be on a non-discriminatory
basis and shall not be based on, or in any way affected by, Union membership, by-laws, rules, regulations,
constitutional provisions, or any other aspect or obligation of Union membership, policies, or requirements.

(h) The first ninety (90) days of employment shall be a probationary period, during which time
the Employer may discipline or discharge with or without cause and without resort to the grievance
procedure.

(1} An associate shall not be required or permitted to subscribe to any form of insurance
prescribed by the Employer or to make any deductions from wages without the written authorization of
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such associate, except such as may be required by law or this Agreement. When an associate is required as
a condition of employment to be bonded, the Employer shall pay the cost of said bond.

)] Associates shall not be required to sign employment applications which are inconsistent
with the provisions of this Agreement. A sample copy of the application form shall be on file with the
Union.

(k)  All newly hired Marriott associates will be hired at the “New Iire” rate for their respective
classifications, as listed in the wage scales. Associates will receive an increase on their one (1) year
anniversary, which will be effective on the Saturday following their anniversary date. The increase is equal
to the “One Year” rate as set forth in Appendix B.

(1) Any person hired through a non-governmental employment agency to fill a position in the
bargaining unit shall be reimbursed by the Employer in full for any fees charged by and/or paid to said
employment agency to obtain the position.

(m)  The Employer agrees to honor voluntary political contribution deduction authorizations
from its associates, in the following form:

UNITE HERE TIP Campaign Committee

CHECK-OFF AUTHORIZATION FOR POLITICAL CONTRIBUTIONS FROM WAGES

1, hereby authorize
and direct the PAYROLL DEPARTMENT OF to
(NAME OF EMPLOYER) deduct from my salary the sum of § per month

and to transmit that sum to the UNITE HERE TIP Campaign Committee. I understand that (1) my
contributions will be used for political purposes to advance the interests of the members of UNITE
HERE, their families, and all workers, including support of federal and state candidates and political
committees and addressing political issues of public importance; (2) contributing to the UNITE
HERE TIP Campaign Committee is not a condition of membership in UNITE HERE or any of its
affiliates, or a condition of employment; (3} I may refuse to contribute without reprisal; and (4) any
guideline contribution amounts proposed by UNITE HERE are only suggestions; I may contribute
more or less than those amounts, and I will not be favored or disadvantaged by UNITE HERE
because of the amount of my contributions or my decision not to confribute.

NAME

(PRINT YOUR FULL NAME HERE)

SIGNATURE

SOCIAL SECURITY NUMBER

DATE




ADDRESS

STREET (CITY, STATE, ZIP CODE

DEPARTMENT or AFFILIATE or LOCAL

POSITION

Federal law requires us to use our best efforts to collect and report the name, mailing address,
occupation and name of employer of individuals whose contributions exceed $200 in a calendar
year. Only U.S. citizens and lawful permanent residents, who are UNITE HERE members or
UNITE HERE executive or administrative staff, or their family members, may contribute.

Contributions or gifts to the UNITE HERE TIP Campaign Committee are not tax deductible.

The political contribution deduction shall be made once each month during which an employee who has
performed compensated service has in effect a voluntarily executed political contribution deduction
authorization. The money shall be remitted within thirty (30) days after the last day of the preceding month
to the UNITE HERE TIP Campaign Committee Washington, DC 20007, 275 Seventh Avenue, 11th Floor,
New York, NY 10001, Attention Treasurer, accompanied by a form stating the name and Social Security
number of each employee for whom a deduction has been made, and the amount deducted. A copy of said
form shall be sent to UNITE HERE Local 2, 209 Golden Gate Avenue, San Francisco, California 94102.

The Union shall indemnify, defend and save the Employer harmless against any and all claims, demands,
suits or other forms of liability that shall arise out of or by reason of action taken by the Employer in.
reliance upon payroll deduction authorization cards submitted to the Employer.

(n) The Employer shall provide new hires with Union Membership packets, provided by the
Union, which shall include information regarding dues, withdrawal cards, Union resources, and the Union
contract. Such packets shall not contain any derogatory materials regarding the Employer or its personnel.

(0) Union field representatives or designated shop stewards shall be afforded the opportunity to
meet with new hires on paid time for at least fifteen (15) minutes but not more than thirty (30) minutes
during the Hotel’s orientation and training of the new associate, upon request by the Union.

() The Employer agrees to distribute delinquent dues notices, upon request by the Union, to
members in arrears.

(q) 1. The Employer and the Union are committed to a diverse workforce, practicing equal
employment opportunity and engaging in affirmative efforts to create and maintain an environment that
supports and encourages the contribution of all employees. The parties pledge to have and maintain a
productive and hospitable environment with a work force reflective of the diversity in San Francisco. They
are proud of the workforce’s diversity and the benefits it brings to the hotels and the hotel industry in
general.




2, The Employer and the Union commit to act in good faith to outreach to the African-
American and other minority communities in order to continue to attract them as applicants to the hotels.

3. The Employer and the Union shall work in partnership in their commitment to ensure
the diversity of the Employer’s workforce, to continue to include all minorities, through a coordinated
outreach program. To accomplish this goal, the Employer and the Union agree to participate in an ad hoc
task force, to coordinate outreach efforts and discuss best practices, including the following possible
actions:

a. Job fair;

b. Inform and educate the local community about career opportunities with the
Employer;

c. Contact diverse community groups and schools to enhance community knowledge of
the Employer and jobs and career opportunities that it may have for members of the local
community;

d. Work with existing community job development and training programs that will

assist the Employer in identifying potential job applicants.

On an as-needed basis, and by mutual agreement, the parties may invite representatives of the community
to meet with the task force in order to offer suggestions on how best to achieve the above-stated objectives.

(1) In the hiring of applicants or the transfer or promotion of employees, the employer shall not
conduct a review of financial credit history or credit reports concerning the employee except for hiring,
promotion and transfers involving purchasing, invoicing or cash handling responsibilities.

SECTION 5. ADDITIONAL HOTELS

The parties hereto acknowledge the existence of a Memorandum of Understanding (MOU) by and
between Marriott International, Inc. and the Union which concerns the subject of Additional Hotels and
which was negotiated in partial consideration for other terms and conditions of this Agreement. Said MOU
1s incorporated by reference into this Agreement.

SECTION 6. NO LOSS OF WAGE RATE

No associate shall, as a result of the signing of this Agreement, suffer a reduction in his/her wage
rate,

SECTION 7. EMPLOYEE INFORMATION

To permit the Union to properly and efficiently carry out its responsibilities, the Employer shall
provide the following information to the Union:

(a) Quarterly, a list of all employees hired into the bargaining unit during the preceding month,
including each employee’s name, address, phone number, department, location, job title, hire date, status
(full time, part time, etc.) and Article 10 category.
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(b) Quarterly, a list of all bargaining unit employees terminated and the reason therefore, placed
on leave of absence or transferred out of the bargaining unit, and of all employees transferred into the
bargaining unit, during the preceding month including each employee’s name and the date(s) of such
personnel transactions, and the expected date of return for leaves of absence.

() The reports described in subsections (a) and (b) shall be sent to the Union by fax or mail or
via e-mail.

(d) The Employer shall furnish the Union with a quarterly list of all employees in the bargaining
unit, including each employee’s name, department, location, job title, home address, phone number, status
(regular, extra, list extra) and date of hire. This report shall be in a computer-readable form in any one of
the following media containing header information and a field record layout:

3% diskette in Formatted Text (Space Delimited) format
CD ROM in Formatted Text (Space Delimited) format
ZIP Disk in Formatted Text (Space Delimited) format
via e-mail transmission

ralb ol S

(e) Monthly dues remittance:

The Employer shall remit each month to the designated financial officer of the Union, the amount of
deductions made for that particular month, together with a list of employees for whom such deductions
have been made. The information shall be in computer readable electronic form, in any one of the
following media:

347 diskette in Formatted Text (Space Delimited) format
CD ROM in Formatted Text (Space Delimited) format
ZIP Disk in Formatted Text (Space Delimited) format
E-Mail the file to us

B

The remittance shall be forwarded to the above designated financial officer not later than the fifteenth
(15th) of the month, for the deduction from the first paycheck prior to the fifteenth {15th} of the month
received by the employee for the month the dues are being paid.

SECTION 8. BUSINESS REPRESENTATIVES

Authorized representatives of the Union shall be free to visit the Hotel at all reasonable hours and
shall be permitted to carry out their duties, as set forth herein, provided that there shall be no interference
with the proper conduct of business or with the work duties of associates. Representatives may visit
associates in the Hotel associate cafeteria, locker rooms, and designated break areas. In guest rooms, guest
corridors, or guest floors, representatives may visit with associates only when investigating a specific
grievance and when accompanied by a Management Representative. Conversations with associates in
other areas of the Hotel shall occur in accordance with the following standards:

(a)  No conversation with an individual or group of associates in their work area shall exceed
five (5) minutes.

(b)  In the front of the house, such conversations shall not occur in the proximity of guests and
shall not exceed one (1) minute unless conducted in an area out of the view of guests.
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For each visit to the Hotel pursuant to this Section of the Agreement, the authorized representative
of the Union shall check in at the associate entrance with security, obtain a visitor’s pass, and check out at
the conclusion of the visit, at which time the visitor’s pass shall be returned to security.

SECTION 9. NO DISCRIMINATION

(a) The Employer reaffirms its continuing commitment to equal employment opportunity.
There shall be no unlawful discrimination against any associate on account of membership in, or activity on
behalf of, the Union, or because of race, color, creed, sex, sexual orientation, age, disability, medical
condition, religion, marital status, or national origin.

(b)  The Employer reaffirms its continuing commitment to affirmative action, and the Union
recognizes that the Employer has an established affirmative action plan. Consistent with the Employer’s
affirmative action policy, the Employer and the Union shall endeavor to administer hiring, working
conditions, benefits and privileges of employment, compensation, training, upgrading, promotion, transfer,
and termination of employment including layoffs and recalls for all associates without discrimination in
accordance with subsection (a). In cases where it is appropriate to a particular job and where it is
advantageous to the Hotel to have a position staffed by a multi lingual associate, the Hotel recognizes this
as an asset.

(c) Each party agrees to advise the other of outstanding equal employment opportunity
problems of which it is aware. The Employer and the Union will jointly seek solutions to such problems.
The Employer shall consult with the Union prior to any changes in the equal employment opportunity
program.

SECTION 19. INDIVIDUAL CONTRACT

No member of the bargaining unit shall be compelled or allowed to enter into any individual
contract or agreement with the Employer concerning the conditions of employment varying the conditions
of employment contained herein.

SECTION 11. CHANGE OF STATUS/IMMIGRATION

(a)  No associate covered by this Agreement shall suffer any loss of seniority, compensation, or
benefits due to any changes in the associate’s name or social security number. It is understood that
falsification by an associate of work history and/or background (except for names and social security
number) can be cause for discipline which may include discharge.

(b)  Inthe event that an associate who has completed his or her probationary period has a
problem with his or her right to work in the United States of America, or upon notification by the INS that
an immigration audit or an investigation is being initiated, or when the Hotel receives No Match letter(s)
from Social Security, the Employer shall immediately notify the Union in writing, and upon the Union’s
request, agrees to meet with the Union to discuss the nature of the problem or investigation to see if a
resolution can be reached. Whenever possible, this meeting shall take place before any action by the
Employer is taken.

(c) No Mafch Letters: In the event that the Employer receives notice, either by correspondence
or otherwise, from the Social Security Administration (“SSA”) indicating that some of the employee names
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and Social Security numbers (“SSN”) that the Employer reported on the Wage and Tax Statements (Forms
W-2) for the previous tax year do not agree with the SSA’s records, the Employer agrees to the following:

1)  the Employer will notify the Union upon receipt of any such notice and will provide a
copy of the notice to all employees listed on the notice and to the union;

2)  the Employer will display the following notice prominently on its premises:

“Attention All Employees: In order to ensure that the Social Security taxes that are
withdrawn from your wages are properly credited to your Social Security records, please
compare the name that appears on your check stub with the name on your Social Security
Card to ensure that we are using the exact same information. Even the simplest
typographical error can sometimes cause problems in the Social Security Administration’s
records, and your earnings might not be properly credited. Correcting this information is
very important for your future Social Security benefits should you become disabled or when
you retire. Please contact the human resources office if you notice any errors. Thank you.”

3}  the notice will also be posted in Spanish, Chinese, and any other language spoken by
25% of employees in the hotel;

4)  the Employer agrees that it will not take any adverse action against any employee just
because they are listed on the notice, including firing, laying off, suspending,
retaliating, or discriminating against any such employee;

5)  the Employer agrees that it will not require that employees listed on the notice bring in
a copy of their Social Security card for the Employer’s review, complete a new [-9
form, or provide new or additional proof of work authorization or immigration status
just because they are listed on the notice; and

6)  the Employer agrees not to contact the SSA or any other governmental agency after
receiving notice of a no-match from the SSA, except for purposes of correcting
apparent incorrect SSA information, e.g. misspellings, transposed numbers, etc.

(d) Bureau of Citizenship and Immigration Services {CIS) agents entry: Should a federal
immigration agent or a Department of Homeland Security agent demand entry into the Employer’s
premises or the opportunity to interrogate, search or seize the person or property of any employee, then the
Employer shall immediately notify the Union by telephone to the union’s office. Except as required by law,
the Employer shall not permit the agent(s) to enter the premises without a valid warrant or, in the case of
the inspection of the 1-9 forms, without 72 hours’ notice. The foregoing shall not require the Employer to
deny the Bureau of Immigration and Customs Enforcement or the Department of Labor access to the 1-9
forms, except as allowed by law.

In the event that the Employer is served with a validly executed Search or Arrest warrant, the Employer
shall arrange for a questioning of employees to occur in as private a setting as possible in the workplace.

{(e) The Employer will furnish to any employee terminated because he or she 1s not authorized

to work. in the United States of America, a personalized letter stating the employee’s rights and obligations
under this Section of the Agreement.
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(H Upon request, associates shall be released for up to five (5) unpaid working days during the
term of the Agreement in order to attend to INS proceedings and any related matters for the associate only.
The Employer may request verification of such leave.

(g)  No associate employed continuously since November 6, 1986 (or before, or as amended by
Congress) shall be required to document immigration status.

(h)  Bureau of United States Citizenship and Immigration Services (CIS) appointments: The
Employer shall grant employees excused absences when given one weeks’ prior notice to attend any
appointments scheduled by federal immigration officials or the U.S. Department of State with respect to
immigration or citizenship status of the employee, spouse, domestic partner, child or parent. The Employer
may require proof of the appointment and proof of the family relationship.

(1) On the day that any employee is sworn in as a United States citizen, the Employer shall
grant that employee a paid day off for that day.

() Immigration Status Inquiries:

1. The Employer shall not require or demand proof of immigration status, except as may
be required by 8 USC § 1324A (B) and applicable regulations.

2. No employee shall be required to reverify status in circumstances constituting
“continuing employment” as defined in 8 CFR §274a.2 (b) (1) (viii) except as required
by law.

(k)  Inthe event of a sale of the hotel, the current management company will share joint custody
of the I-9s with the new management company for a period of three (3) years from the date of the sale.
After the three (3) years, the new management company will retain the original I-9s, unless the hotel is
currently undergoing an investigation by an agency authorized to deal with immigration issues. In that
event, the Employer may retain the I-9s until the investigation is completed.

(I In the event that an associate is not authorized to work in the United States of America
following his or her probationary or introductory period, and his or her employment is terminated for this
reason, the Employer agrees to immediately reinstate the associate to his or her former position, without
loss of prior seniority (i.e., seniority, vacation or other benefits do not continue to accrue during the period
of absence) upon the associate providing proper work authorization within 12 months from the date of
termination.

(m)  If the associate needs additional time, the Employer will rehire the associate into the next
available opening in the associate’s former classification, as a new hire without seniority, upon the
associate providing proper work authorization within a maximum of 12 additional months. The parties
agree that such associates would be subject to a probationary petiod in this event.

(n) The parties agree that if either party believes that a change in the law (legislation,
regulations or enforcement guidelines) has occurred which materially impacts the rights and obligations set
forth in this Agreement, they will meet within two weeks to negotiate changes, if any. If the parties are
unable to resolve issues pertaining to any such changes in the law, the issues will be submitted to
arbitration. The parties agree that this Agreement should not be interpreted to require the Employer to act
or refrain from acting in any manner that is prohibited by law.

13



(0)  Limited-English proficient workers: While English is the language of the workplace; the
Employer recognizes the right of employees to use the language of their choice amongst themselves,
provided that such conversations are conducted in a manner respectful of guests and other employees and is
consistent with quality guest service.

(p)  Upon request of the employee, the Employer shall provide interpreters, where such a person
is available, for employees not fluent in English during any investigative interview that may lead to
discipline or discharge. The interpreter shall have no connection to the discipline or investigation being
discussed. When the Employer is unable to provide an interpreter, the Union may provide an interpreter.
In the event an interpreter is not readily available, timeliness for issuance of the disciplinary or discharge
notice automatically shall be tolled until an appropriate interpreter is available,

SECTION 12. GRIEVANCE PROCEDURE

It is mutually agreed between the parties that the speedy resolution of grievances is in the best
interests of the associates and the Employer, Timely settlement of disputes fosters better communication,
builds morale and trust, and ultimately creates a sense of teamwork in the workplace. To that end, the
parties have created the following grievance procedure which encourages the associate to first talk to his
supervisor when questions, problems, complaints, or disputes arise, and encourages the resolution of
grievances at the lowest possible levels and provides for a quick and fair resolution of problems and
disputes.

All claims by or on behalf of bargaining unit associates or the Union against the Employer
regarding the application, inferpretation, or enforcement of this Agreement, including discipline and
discharge, shall be resolved in accordance with the proéedures set forth in this Section 12, Such resolution
shall be final and binding on the Union, the Employer, and all associate grievants involved. Only the
Union and/or an associate may initiate a grievance.

For grievances involving discipline, discharge, or issues pertaining to a single department, the
grievance procedure shall commence at Step 1. All other grievances may at the option of the Union
commence at Step 2.

Step 1. A designated representative of the Union and the manager of the department involved, or
his/her designee, shall meet within ten (10) days of the incident or circumstances giving rise to the dispute
in an attempt to resolve the matter. The grievance need not be in writing at this stage. The associate is
encouraged fo attend the Step 1 meeting, but is not required to do so. Settlements reached at this level shall
be non precedential, unless the Human Resources Director and the Union Field Representative agree that
the settlement shall be reduced to writing and may be used as a precedent in the future. The manager
involved at Step 1 shall respond within three (3) calendar days after the Step 1 meeting.

In order for a grievance to proceed to Step 2, it must be in writing, which may include e-mail; it
must include a description of the alleged violation, the provisions of the Agreement allegedly violated, and
the remedy sought; and it must be delivered to the office of the Director of Human Resources within twenty
(20) calendar days of the event which is the subject of the grievance. If there has been no Step 1 meeting
and the Union has elected to initiate the grievance at Step 2 as permitted above, then the grievance must be
delivered to the office of the Director of Human Resources within fourteen (14) calendar days of the event
which is the subject of the grievance. The filing of a written grievance shall be deemed a request for a Step
2 meeting.
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Step 2. A designated representative of the Union and the Director of Human Resources, or his/her
designee, shall meet within seven (7) calendar days of the filing of the written grievance in an attempt to
resolve the matter. The Director of Human Resources, or his/her designee, shall respond within five (5)
calendar days of the Step 2 meeting. If the Union so requests at the Step 2 meeting, the response shall be in
writing. If there is no timely response, the grievance shall be deemed denied.

Time limits at any step in the procedure may be waived by the mutual agreement of the parties.

Step 3. If the matter is not resolved at Step 2, the Union may file a written request for an
Adjustment Board hearing with the Director of Human Resources within seven (7) calendar days of the
Step 2 response, or if there is no such response, within twelve (12) calendar days of the Step 2 meeting,
The Adjustment Board hearing shall be held within fourteen (14) calendar days of the written request. The
Adjustment Board shall consist of two (2) management representatives and two (2) Union representatives.
In suspension and termination cases and other grievance matters when mutually agreed by the parties, the
Adjustment Board shall include a neutral mediator who shall act as Chairman and who shall mediate the
dispute in an attempt to have the parties reach a settlement. The Adjustment Board shall be governed by
the following rules:

1.

2.

5.

The grievant shall have the right to be present at the Adjustment Board hearing.

Each party shall have one (1) principal spokesperson.

Outside lawyers or consultants shall not participate in an Adjustment Board hearing.
Proceedings shall be informal in nature. The presentation of evidence is not limited to that
presented at earlier steps of the grievance procedure. The rules of evidence shall not apply,

and no formal record of the Adjustment Board hearing shall be made.

The Adjustment Board shall have no power to alter or amend the terms of this Agreement.

Where the Adjustment Board includes a mediator, the following additional rules shall apply:

1.

Any documents presented to the mediator shall be returned to the respective parties at the
conclusion of the hearing,

The mediator shall have the authority to meet separately with any person or persons but will
not have the authority to compel a resolution of a grievance.

If no settlement is reached, the mediator shall provide the parties with an immediate written
advisory decision.

The mediator shall state the grounds for his/her advisory decision.

The cost of the mediator, if any, shall be split between the Hotel and the Union.

By mutual agreement in advance of the Adjustment Board hearing, the neutral mediator may
be designated a mediator/arbitrator who will attempt to mediate the dispute. In the event a

mediated settlement cannot be reached, the decision of the mediator/arbitrator shall be
binding on both parties.
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7. The parties may, by mutual agreement prior to the Adjustment Board hearing, agree that the
case may be heard without a neutral fifth (5th) person.

Arbitration. If the grievance is not resolved at Step 3, the Union may request in writing that the
matter be submitted to arbitration. Such request must be delivered to the Director of Human Resources
within fourteen (14) calendar days after the Step 3 meeting or the grievance shall not be considered further.
John Kagel shall be the primary atbitrator. In the event that Mr. Kagel cannot conduct the hearing within
thirty (30) days after being notified of his selection, the matter shall be heard by Lawrence Corbett, the
alternate arbitrator, unless otherwise mutually agreed by the parties. The arbitrator shall have no authority
to add to, modify, or delete provisions of this Agreement, The arbitrator’s decision in interpreting this
Agreement shall not go beyond what is necessary to determine the specific grievance at issue. Each party
shall bear its own costs of arbitration, except that the arbitrator’s fee and his related costs shall be divided
equally between the parties.

Past practice, bargaining history, and prior arbitrations to the extent they involve other hotels shall
not be admissible nor otherwise be considered by an arbitrator in any arbitration under this Agreement,
except that the arbitrator may consider published arbitration decisions from any relevant industry for
whatever precedential value they may have. Likewise, the arbitrator may consider unpublished arbitration
decisions from the San Francisco hotel industry for whatever precedential value they may have, provided
that the arbitrator shall not decide any case involving the Employer on the basis of past practices or
bargaining histories of other hotels.

In the event that a grievance which has been mediated subsequently goes to arbitration, no person
serving as the mediator with respect to the matter may serve as the arbitrator. Nothing said or done by the
mediator may be referred to in the arbitration proceeding. No offer of settlement or compromise made by
either party at any time, including during the mediation process, may be admitted in any subsequent
arbitration.

Expedited Arbitration. At the request of either the Union or the Employer, any individual discharge
case shall be submitted to expedited arbitration in accordance with the following procedure. The
arbitration hearing shall be held within thirty (30) calendar days after the submission of the discharge
grievance to expedited arbitration. There shall be a transcript of the proceeding before the arbitrator.
Either party may request the opportunity to file written briefs. If a party objects to the filing of written
briefs, the arbitrator shall determine whether written briefs would be of assistance in rendering a decision.
The arbitrator’s decision with respect to the grievance shall be submitted to the parties in writing.

The arbitrator shall render his decision within thirty (30) days after the close of the hearing, unless
the parties mutually agree to an alternative time frame for the issuance of the decision.

Dispute Resolution: 2013-2018 MOA ONLY

(1) The parties agree that any disputes over the inferpretation or application of the 2013-2018
MOA shall be submitted to expedited arbitration using a mutually acceptable person. If the parties are not
otherwise able to agree upon an arbitrator, the parties shall request from the American Arbitration
Association a list of nine (9) arbitrators who are members of the National Academy of Arbitrators and who
have their principal residence within fifty (50) miles of where the Hotel is located. The parties shall, within
14 days of receiving the list, select a permanent arbitrator under the 2013-2018 MOA by alternately striking
names from the list. The party to strike first shall be determined by coin toss. The next-to-last name
stricken from this list shall be the alternate arbitrator. The permanent arbitrator shall hear and decide all
disputes submitted to arbitration unless the permanent arbitrator is unavailable for a hearing within 90 days
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from the date of submission but the alternate arbitrator is available during such 90-day period, in which
case the dispute shall be submitted to the alternate arbitrator for hearing and decision. The Arbitrator shall
have the authority to determine the arbitration procedures to be followed. The Arbitrator shall have no
authority to alter, amend, add to, subtract from or otherwise modify or change the terms and conditions of
the 2013-2018 MOA or engage in interest arbitration. Without limiting the foregoing, the Union
acknowledges and agrees that the Arbitrator shall have no authority to alter, amend, add to, subtract from or
otherwise modify the provisions of Section C in any manner detrimental to the Employer. Any costs
incurred by the parties in instituting proceedings before the Arbitrator, or defending against the same, shall
be the responsibility of the respective party. The expenses and fees of the Arbitrator, and of the court
reporter, if any, shall be shared equally by the Eraployer and the Union. The Arbitrator shall have the
authority to order the non-compliant party to comply with the 2013-2018 MOA. Any arbitration award or
decision issued by the Arbitrator, written or otherwise, shall be final and binding upon the parties. The
United States District Court for the Northern District of California shall have exclusive jurisdiction in any
action concerning arbitration under the 2013-2018 MOA.

(2)  Unless otherwise mutually agreed to by the Emplover and the Union in a written document
expressly referencing the 2013-2018 MOA, the arbitration provisions herein shall be the sole and exclusive
dispute resolution procedure for any disputes between the parties concerning or relating to an interpretation
or application of any term of the 2013-2018 MOA, notwithstanding that the issue or dispute also is subject
to or may fall within the grievance and arbitration provisions of the CBA. The Hotel and the Union hereby
waive any right they may otherwise have under grievance and arbitration provisions of the Labor
Agreement and Successor Labor Agreement with respect to any and all disputes concerning the
interpretation or application of any provision of the 2013-2018 MOA, and the Employer and the Union
shall modify the grievance and arbitration provisions of the CBA as necessary to conform to this Dispute
Resolution provision.

SECTION 13. DISCIPLINE

(a) Written disciplinary notices (written warnings, suspensions, and terminations) issued to
associates must specify the events or actions for which the notices are issued. Written disciplinary notices
{written warnings, suspensions, and terminations) shall be issued to associates (excluding extra and pool
status personnel) within four (4) working days (eight (8) working days in the case of extra and pool status
associates), excluding Saturdays, Sundays, holidays, vacations, sick leave, PTO (Personal Time), leave of
absences, or any other authorized leaves, after the event or action for which the written disciplinary notice
is issued or within four (4) working days (eight (8) working days in the case of extra and pool status
associates), excluding Saturdays, Sundays, holidays, vacations, sick leave, PTO (Personal Time), leave of
absences, or other authorized leaves, after the Employer first became aware of such event or action. There
shall be a standard written warning notice form. Time limits may be extended only by mutual agreement of
the parties.

(b) A legible copy of any written warning notice, notice of suspension, or notice of discharge
shall be given immediately to the associate, with a copy mailed to the Union within seventy-two (72) hours
after issuance of the notice, excluding Saturdays, Sundays, and holidays.

(c) The Employer may discipline, suspend, or discharge onty for just cause.

(d)  An associate may request the attendance of an authorized representative of the Union at an

investigatory interview where the associate reasonably and in good faith believes discipline may result
from such investigatory interview or where disciplinary measures may be taken.
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(e) Warning notices and suspensions shall not be used as a basis for discipline after a period of
twelve (12) months.

3] Associates shall only be issued warning notices or disciplinary suspensions on the job during
working time except where an investigatory suspension is converted into a disciplinary suspension or
termination.

(g)  Disciplinary action based on customer complaints may occur only after obtaining the
associate’s version of the incidents alleged.

(h) If the report of a “spotter” agency is used as a basis for any discipline, the agency involved
must be duly licensed in the State of California. The disciplinary action shall take place within five (5)
days after the receipt of the “spotter’s” report excluding Saturdays, Sundays, holidays, vacations, sick
leave, PTO (Personal Time), leave of absences, or other authorized leaves.

(1) Verbal warnings must be clearly stated.
SECTION 14. CONFESSIONS, LIE DETECTORS

() No associate shall be required or requested as a condition of hire or continued employment
to sign a confession or statement concerning his or another associate’s conduct.

(b) The Employer shall not demand or require that an applicant or an associate take a polygraph,
He detector, or similar test as a condition of continued employment.

SECTION 15. PERSONNEL FILES

(a) The Employer shall at reasonable times and reasonable intervals, upon the request of an
associate, permit that associate to inspect such associate’s master personnel file. At the associate’s request,
an authorized representative of the Union may be present during the associate’s inspection of his/her
personnel] file.

(b) The Employer shall keep a copy of each associate’s personnel file on the Hotel’s premises in
San Francisco, or shall make such file available at such place within a reasonable period of time after a
request by the associate to inspect the file.

(c) This Section does not apply to the records of an associate relating to an ongoing
investigation of a possible criminal offense or to letters of reference.

(d) In the event that the Employer intends to use documents from departmental files, which are
not part of an associate’s master personnel file, as a basis for discipline against an associate, such
documents shall be given to regular associates within five (5) days and to pool and extra associates within
ter1 (10) days after the placement of the document in the departmental file. Such documents shall be subject
to the grievance procedure.

SECTION 16. SAFETY AND HEALTH

(a) The Employer shall maintain a safe workplace and shall provide for the protection of the
health and safety of the associates and the workplace through the use of appropriate safety devices and
safeguards as required by law.
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(b)  The Employer and the Union shall continue the established Safety Committee to review and
discuss health and safety matters. The Committee shall be comprised of management and non-supervisory
personnel. One half of the members of the Committee shall be members of the bargaining unit selected by
the Union. The Committee shall meet regularly. Committee meetings shall be held during working time.

(c) Any grievance filed by the Union alleging a violation of this Section may be referred, after a
period of twenty (20) calendar days, to Step 3 of the grievance procedure.

(d)  During an inspection by OSHA, an authorized Union Representative shall have the right to
participate in such inspection.

{e) Upon request by the Union, the Employer shall furnish annually to the Union with respect to
bargaining unit personnel the OSHA Log 300 and the Employer’s Report of Occupational Illness or Injury
or other reports substituted by OSHA in the future setting forth the same information.

(0 Safety Incentive Programs, if implemented, shall be designed to improve safety in the
workplace and raise awareness of safe work practices, Such programs shall not discourage the timely
reporting of workplace accidents. Safety incentive programs shall be designed in a way in which associates
will not receive incentives for failing to report bona fide injuries.

(g)  Not less than twenty-four (24) hours’ notice shall be provided to an associate of a workers’
compensation investigatory interview conducted by a workers’ compensation carrier or other similar third-
party representative, unless the associate waives such notice. Upon request, the associate shall have the
right to have Union representation present for such an interview, provided that it does not delay the
interview,

(h) Either party may request that a study be conducted to review health and safety issues,
including ergonomics on the job, in a particular department. The scope and content of such study must be
mutually agreed upon, jointly designed, and conducted by a mutually agreed-upon expert(s) in the area of
occupational health issues. The cost of such mutually agreed study shall be borne either equally by the
parties or funded by other sources, such as foundations or other grants. Any recommendations resulting
from such study shall be implemented only by mutual agreement of the parties.

SECTION 17. EMERGENCY

An “emergency” shall be defined as: a crisis, a serious situation or occurrence that happens
unexpectedly and demands immediate action.

SECTION 18. COPIES OF CONTRACT

The parties will share equally the cost for the printing of a reasonable number of copies of this

Agreement,
SECTION 19. SAVINGS CLAUSE

If any provisions or sections of this Agreement are rendered or declared invalid by reason of any
existing or subsequently enacted legislation, or by any decree of a court of competent jurisdiction, such
invalidation of such part or portion of this Agreement shall not invalidate the remaining portions hereof,
and they shall remain in full force and effect. The parties agree that upon such invalidation, the parties
shall meet within two (2) weeks, and negotiate substitute provisions for such parts of provisions rendered or
declared invalid.
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(b)
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(d)

(e)

SECTION 20. RELATIONS

There shall be no strikes, lockouts, picketing, or stoppages of work during the life of this
Agreement.

The observance of a bona fide picket line sanctioned by the San Francisco Labor Council by
any individual member of the Union shall not constitute a breach of this Agreement,
provided that no affirmative action is taken by the Union in violation of this Agreement.

The Employer and the Union agree that all construction work involving contracts in excess
of $2000 involving the renovation or painting of the hotel, performed at the hotel, shall be
done only by employees of the Employer or of contractors who are covered by a collective
bargaining agreement.

In the event that no such union contractor in San Francisco is readily available on the
schedule as determined by the employer to perform the work, the employer agrees that
employees working for that non-union contractor shall receive wages and benefits at least of
the applicable level provided in the Davis-Bacon Act. Upon request by the Union, the
employer shall require either the General Contractor or the Subcontractor to provide the
Union with payroll records verifying the payment of such wages and benefits to the
subcontracted employees.

The Employer and the Union agree that all audio-visual work performed at the hotel shall be
done by employees of the Employer or of subcontractors whose wage and benefits are
commensurate with the prevailing area standards for like work.

Upon request by the Union, the Employer shall provide the Union with records verifying
that the wages and benefits of such employees of a contractor who employs any employees
to perform audio-visual work at the hotel are commensurate with the prevailing area
standards for like work.

The Union agrees that it will not, in connection with any disputes or disagreements
concerning the interpretation or implementation of the matters addressed in the 2013-2018
MOA, including but not limited to disagreements arising from the discussions referenced in
sections B.3-4, defame, disparage, demean, denigrate, or interfere with the business or
operations, or cause or permit any affiliated locals or their agents to defame, disparage,
demean, denigrate or interfere with the business or operations, of the Employer, the Hotel,
or any of their respective officers, directors, executives, managers or agents; and (b} the
Employer will not, in connection with the matters addressed in the 2013-2018 MOA,
defame, disparage, demean, denigrate, or interfere with the business or operations, or cause
or permit their agents to defame, disparage, demean, denigrate, or interfere with the business
or operations, of the Union or any of its respective officers, directors, executives, managers
or agents. This paragraph shall not be interpreted to restrict any communications by any
party unrelated to the matters addressed in the 2013-2018 MOA. The provisions of this
section are not intended and shall not be interpreted to restrain or limit the parties in the
ordinary performance of their respective responsibilities.
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SECTION 21. HEALTH & WELFARE, LEGAL SERVICES, EDUCATION & RETIREMENT
BENEFITS

Section 21.1 Eligibility For Marriott Health and Welfare (Medical/Dental) Benefits:
A, Establishing Initial Eligibility:

Newly-Hired Associates: Newly-hired associates who are expected to work or be paid for more
than the minimum-average weekly hours requirement to establish eligibility for Welfare benefits set forth
in the Table below, will become eligible for medical and dental benefits provided by Employer identified in
Section 21.2 below, on the first Saturday following their nineticth (90th) day of employment regardless of
hours actually worked or paid. Newly-hired associates (except extras), who were not expected to work
more than the minimum-average weekly hours requirements, but who, in fact, exceed this standard, will be
eligible for Marriott benefits on the first Saturday following their ninetieth (90th) day of employment
regardless of initial expectations about their hours.

Average Hours Per Week To Establish Welfare Eligibility is 10 hours worked or compensated per work
week, on average.

Continuing and All Other Associates: For all other associates (including all newly hired associates
who are not expected to work and do not work more than the minimum-average weekly hours
requirement), Marriott shall employ a “rolling” quarter method for determining the eligibility of associates
for benefits. A “rolling quarter” changes monthly; it is any three (3) month period in which the associate
meets or exceeds the eligibility qualifications.

Associates who do not qualify for Marriott medical and dental benefits under the rules stated above
will be eligible for such benefits effective on the first Saturday of any month after they meet or exceed the
minimum-average weekly hours requirement, in each of the two (2) consecutive immediately preceding
“rolling” quarters. The minimum-average hour requirement must be met in each of the two (2)
immediately preceding quarters; hours worked or paid are averaged only within a quarter, not over the
entire two (2) “rolling” quarters.

B. Maintaining, Losing And Re-Establishing Eligibility For Marviott Benefits:

Once an associate has established his or her eligibility for benefits under either of the rules stated
above, i.e., either as a new hire or under the rule applicable to all other associates, the associate shall
maintain his or her eligibility for Marriott benefits until the associate fails to meet the minimum-average
hours standard for two (2) consecutive “rolling” quarters. Once eligibility is established, an associate shall
remain eligible for benefits for a minimum of two (2) consecutive “rolling” quarters (actually, payroll
Saturday to payroll Saturday), regardless of hours worked or paid in the preceding six (6) months, provided
the associate is still employed by the Company.

Once eligibility is lost, eligibility may be re-established by meeting or exceeding the minimum-
average hours worked or compensated standard for one (1) “rolling” quarter, i.e., it takes only one (1)
quarter of meeting the minimum-average hours worked standard to re-establish eligibility for Marriott
Benefits. Once eligibility is lost, the associate shall remain ineligible for medical and dental benefits for a
minimum of one (1) quarter regardless of the hours worked or paid in the immediately preceding “rolling™
quarter. Associates who are on layoff for three (3) consecutive months will be eligible for health benefits
for three (3) months from the date of layoff,
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C. Limited Eligibility For Benefits Provided By The San Francisco Culinary, Bartenders
And Service Employees Welfare Trust Fund And Plans Of Benefits And Contributions To
Said Fund:

The same eligibility rules expressed above shall apply to determine when contributions will
commence and/or terminate to the San Francisco Culinary, Bartenders and Service Employees Welfare
Trust Fund (“Fund”) for the limited purposes and benefit programs identified in Section 21.2 below, with
these further provisions. If the last day of the qualifying period (i.e., the ninetieth (90th) day of
employment for new hires) falls on or before the fifteenth (15th) day of the month, a contribution to the
Fund shall be deemed payable and owed for that month. The actual payment of that month’s contribution
may be deferred until the next month along with that month’s contributions, at the election of the Company.

Eligibility for benefits shall be determined according to the Trust Fund’s rules, which currently are
that eligibility for Fund benefits follows the month for which the contributions are owed. The Employer
agrees to provide the Fund with timely and complete information concerning an associates’ qualification
for Marriott benefits and/or the loss of eligibility and as may be required by the Fund to conduct periodic
payroll audits for the purpose of verifying the accuracy of the monthly contributions.

The same rule applies to associates losing eligibility.

All extra and banquet associates whose combined employment by one or more Employers in the
Industry equals the qualifying periods set forth in paragraph (1) below, for the period immediately
preceding the first day of each month, shall be considered eligible associates and the respective Employer
shall make the contribution required by this Agreement for each such associate, prorated in accordance
with employment records, not later than the tenth (10th) day of each succeeding month, and each of such
associates shall be entitled to all benefits provided for by the Health & Welfare, Pension and Education
Funds; provided that not more than one (1) full contribution shall be made on behalf of each associate,

The industry is the San Francisco Hotel, Restaurant & Club Industry as covered in the San
Francisco Hotel, Restaurant & Club Industry Fringe Benefit Collective Bargaining Agreement for the
period of November 1, 1981 to October 31, 1983 (also known as the Levin Award).

(1)  All extra and banquet associates who have worked two (2) short shifts or more per
week in at least three (3) of the payroll weeks during the four (4) payroll weeks of the Employers’
immediately preceding the first of the month for which contributions are due.

No associate under this Agreement shall have more than one (1) full contribution per month made
on his behalf. Should an associate other than one covered by Section 21.1, work for more than one
contributing Employer in the Industry such contribution shall be divided on an equal basis among said
Employers. Further it is understood that no individual covered by the terms of this Agreement shall receive
more than the benefits provided for an individual working solely for a single Employer.

Section 21.2 Limited Participation in San Francisco Culinary, Bartenders and Service Employees
Welfare Trust Fund and Plans of Benefits:

The Employer agrees to commence participation in and contributions to the Dependent or “Child”
Care/Elder Care, Vision and IV benefits programs offered by the San Francisco Culinary, Bartenders and
Service Employees Welfare Trust Fund (“Welfare Fund”), for all associates who meet the eligibility
standards referenced in section 21.1 above, in the amounts shown in Appendix F. This obligation applies
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to the existing benefits or as these programs may be modified by the Welfare Fund Trustees. The level and
scope of the Dependent or “Child” Care/Elder Care, HIV and Vision benefits, as well as the Legal and
Pension benefits which shall become available to associates, (see the appropriate sections of this Article
concerning these benefit programs below), shall be determined by the Trust Fund’s trustees, and shall be as
described in the Funds® Summary Plan Descriptions (SPDs).

For the purpose of making these contributions and participating in these benefits programs the
Employer acknowledges receipt of a copy of the Agreement and Declaration of Trust of the Welfare Fund.
The Employer agrees to abide by all of the terms and conditions of said Trust Agreement and as the same
may be modified, and all of the rules and practices of said trust fund applicable to other contributing
employers, including but not limited to the timely making of contributions, the assessment of liquidated
damages, interest, attorney’s fees, and possible arbitration fees in the case of untimely and/or delinquent
contributions, ete. In accordance with the Trust Agreement, contributions to the Welfare Fund are due no
later than the tenth (10th) day of each month; contributions are deemed “delinquent” if not received by the
twentieth (20th) day of each month.

Section 21.3 Contribution Rates To the Welfare Trust Fund:

The monthly rate(s) of Employer contributions to the Welfare Trust Fund for the benefit programs
provided by the Welfare Trust Fund identified in Section 21.2 above shall be at the rates in Appendix F.

Section 21.4 Child Care/Elder Care:

Except as provided for in Section 21.5, monthly contributions based on cents-per-hour-worked-or-
compensated, to the Child Care/Elder Care benefits program of the Health and Welfare Fund and sub-
account of the Health and Welfare Fund, shall be in the amounts and according to the schedule shown in
Appendix “F”. Such contributions and the amounts held in the Child Care/Elder Care sub-account of the
Welfare Fund shall be assets of the Health and Welfare Fund.

Section 21.5 “Maintenance of Benefits” for the duration of this Agreement:

(a) The Employer agrees to maintain the “kind and quantity” of existing medical, dental,
prescription drug, life insurance, disability, mental health or substance abuse programs or benefits as
currently exist. This obligation shall be interpreted broadly and precludes changes in the plan rules or
administrative practices which limit or reduce benefits, e.g., adverse rules respecting benefits for “out of
plan” medical costs and/or emergency medical costs or benefits, an adverse change in the definition of an
eligible “dependent”, etc. The obligation to maintain benefits applics to dependent as well as active
associate benefits and precludes new or increased exclusions from coverage or limitations on benefits.

(b)  Nothing in this “maintenance of benefits™ obligation, however, shall prevent the Employer
from changing administrative practices which are neutral or more beneficial in their effect on associates, or
from changing providers if the selection of individual providers, e.g., physicians, dentists, etc., is, while
different, not more restrictive than existing panels, the “kind and quantity” of benefits remains the same or
improves, and there are no adverse changes in administrative practices, as those phrases are defined and
used above.

{(c) The Employer agrees to give the Union advance notice of any and all changes in
administrative practices or in the “kind or quantity” of existing benefits long enough in advance of the
proposed effective date of such plan changes that the Union can request an opportunity to discuss and
potentially, grieve such proposed changes under Section 12 of this Agreement. In any such proceedings,
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the parties agree that time shall be of the essence. Specifically, they agree to immediately proceed to
arbitration without exhausting preliminary procedures, to expeditiously select an arbitrator and proceed on
the first available dates. To enforce this provision and the “maintenance of benefits” obligation generally,
the Employer agrees that the Union may seek a “status quo” arbitral injunction order, pre and/or post
hearing, from the arbitrator selected to hear such a dispute pending the issuance of a final decision.

Section 21.6 Co-payments and Deductibles:

The “maintenance of benefits” obligation established by this Section also precludes increases in the
amount of co-payments to establish eligibility for benefits --currently $10 for family coverage, nothing for
active-associate only --or increases in the amounts which currently may be charged by the PPO or its
replacement, if any, for hospital co-payments, office visits, prescription drugs, emergency room visits and
for dental, mental health and substance abuse benefits. The Employer shall attempt to avoid any such
changes in the HMOs or their replacements but agrees that if such changes are required, the reimbursement
to associate procedure discussed below will be used to cover such additional costs. The Employer will
continue its current rate of HMO co-payment reimbursements and administrative practices relative to the
same, i.e., the manner by which associates are reimbursed for such payments.

Section 21.7 Domestic Partners:

In order for an employee to be eligible for domestic partner benefits as provided in this Agreement,
he/she and the individual for whom benefits are being applied must declare their domestic partnership by
registering with the City and County of San Francisco and provide proof of registration to the Employer
and the Health & Welfare Trust Fund office. Additionally, the employee and his/her domestic partner shall

be required to complete an affidavit which must be notarized which shall declare under perjury the
following:

1. They have an intimate, committed relationship of mutual caring;

2, They live together;

3. They agree to be responsible for each other’s basic living expenses during their domestic
partnership; they also agree that anyone who is owed these expenses can collect from either
of them;

4, They are both eighteen (18) and older;

3. Netther of them is married;

6. Neither of them is related to the other as a parent, brother or sister, half brother or sister,
niece, nephew, aunt, uncle, grandparent or grandchild;

7. Neither of them has a different domestic partner now; and

8. Neither of them has had a different domestic partner in the last six (6) months (this last
condition does not apply if the employee had a partner who dies).

Definitions:
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“Live together” means that the two individuals concerned share a place to live. They both do not
have to be on the rental agreement or deed.

“Basic living expenses” means the cost of basic food and shelter. It also includes any other expense
which is paid by a benefit the employee or his/her partner gets because of the partnership. For example, if
the employee gets health insurance from his/her job and the insurance covers his/her partner, they will be
responsible for medical bills that the insurance does not pay. They do not have to split basic living
expenses to be domestic partners. They just have to agree to provide these things for their partner if he or
she cannot provide for himself or herself.

These provisions will also be applicable to benefits described in Section 22 below.
Section 21.8 Legal Fund Benefits and Participation:

Contributions to the Group Legal Services Trust Fund shall be in the amount of fifteen cents (15¢) per hour
worked or compensated for as shown in Appendix “F”.

Re-allocation of Contributions Among Funds and Programs

Notwithstanding anything found elsewhere in the collective bargaining agreement referencing the
rates of contributions to any fund, the Union shall have the sole discretion to re-allocate continuing
contributions, in whole or in part, from the following funds and programs to any other of said funds or
programs:

a. the Child/Elder Care program (i.e. a subsidiary program of the Health and Welfare Fund);
b. the Legal Fund;

Such re-allocation shall be subject to these additional terms:

c. Said reallocation(s) may be ordered for any purpose (i.e. to maintain or improve benefits of that
program);

d. Contributions may be reallocated in whole or part;

e. Approval by Fund Trustees of such a reallocation shall not be required, this being a matter
affecting the rate of employer contributions and therefore, within the exclusive authority of the
bargaining parties;

f.  Either an initial reallocation or a suspension of an earlier reallocation, (which shall be subject to
all of these terms and be treated as just another reallocation), can be directed by the Union and
shall be effectuated by the Trust Funds at any time during this Agreement or after its expiration,
and

g. In either event and regardless of when this right is exercised, the Employer waives both the
necessity of prior notice and the opportunity to request or engage in future bargaining relative to
a particular reallocation or a suspension of a prior reallocation.

Money contributed to the Legal Fund shall be subject to the continuing prohibition on the use of the
Legal Fund money to support legal actions against the Employer and/or the Union.

Section 21.9 Education Trust Fund Benefits And Participation

(a) Contributions to the Education Trust Fund shall be in the amount of two cents ($.02) per
employee per hour worked or compensated. Contributions to the Education Trust Fund at the rate of fifty
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cents ($.50) per cligible employee per month shall continue for the life of the Agreement. By mutual
agreement of the parties to this Agreement and effective at any time during the term of the Agreement,
contributions to the Education Trust Fund may be re-allocated in whole or part, to the Child Care/Elder
Care benefits program of the Health and Welfare Trust, for any purpose, i.e., to maintain or improve the
benefits of that program.

(b}  The "cap" on the reserves of the Education Fund shall be eliminated.

(c) The parties agree to maintain and convene as necessary a Joint Training Committee
including representation of labor and management which shall serve in an advisory capacity to the Trustees
of the Education Fund and the Fund's Director. This Committee shall oversee the establishmenit,
maintenance and administration of the training programs, including but not limited to, 1st Step Grievance
handling, contract education, team building, Holiday Overflow training, interest-based problem solving,
VESL, and such other education or training programs as the Commitiee shall recommend.

(d) The wages of employees attending training programs required by the Hotel shall be paid by
the Hotels.

SECTION 22. RETIREMENT BENEFITS AND PLANS AND MISCELLANOUS BENEFITS
Section 22.1 Optional Retirement Plans:

As of November 2002, all associates including associates hired after the effective date of this
agreement, were offered the option to elect to continue (or commence in the case of newly-hired
associates), participation in Matriott International, Inc. Employees® Profit Sharing, Retirement and Savings
Plan and Trust (“Retirement Savings Plan™), ot the San Francisco Culinary, Bartenders and Service
Employee Pension Plan and 401(k) (“Pension Plan™). Such election was to be in writing on a form to be
translated into Chinese, Tagalog and Spanish, and reviewed by the Union before use. In addition, materials
explaining the differences in the plans benefits, etc., also were translated and provided to the associate for a
reasonable period of time before the election form was signed, and said materials referenced the associate’s
right to obtain a set of Summary Plan Descriptions and other descriptions or comparisons of benefits for
study prior to electing a retirement plan. The election form and the explanatory materials were prepared by
the Employer subject to Union approval, with any disputes over wording or retirement-election practices
subject to expedited arbitration under Article 12. Copies of completed election forms were supplied to the
Union and to the administrator of the Pension Plan in order to determine billing, etc.

Section 22.2 Continuation of Retirement Savings Plan

The Union agrees that associates who opted to participate or continue in Marriott’s Retirement
Savings Plan are eligible to participate in such plan on the same terms and conditions as Marriott
International, Inc.’s corporate headquarters associates. The plan documents, rules and regulations, and
administrative procedures may be modified and amended from time to time by the Company and such
changes shall not be subject to negotiation with the Union. Subject to the foregoing qualifications, the
Union shall not have the right to grieve such changes.
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Section 22,3 Participation in the Culinary Pension Plan

The Employer shall contribute the amounts shown in Appendix F as of the month in which the
applicable contribution rates or increased rates take effect, for those associates who elect to commence
participation in the Pension Plan and who are eligible for monthly employer contributions in said months
and for an entire calendar quarter under the quarterly eligibility rules applicable to Welfare (medical/dental)
benefits. See Section 21 above.

Section 22.4. Pension and Retirement Savings Plan

Associates who were participating in the Retirement Savings Plan were offered -- on a one-time
only basis -- to elect to participate instead in the Pension Plan during open enrollment in the month of
November 2002. In the CBA which expired August 2009, the Union agreed that it would work with the
Pension Trust Fund to eliminate issues which arose during an audit of the Hotel’s pension/contributions.
On a going forward basis, the Hotel agreed that new hotel associates would continue to have an opportunity
to select the Local 2 Pension Plan or Marriott’s Retirement Savings program. In the event associates did
not make a selection after 58 weeks of employment, they would be automatically enrolled in the Local 2
Pension Plan. In the CBA which expired in August 2013, the Employer agreed that for all new hires to
bargaining unit positions effective July 1, 2012, the choice between pension and the Retirement Savings
Plan would no longer be offered. Rather, after July 1, 2012, all additions to the bargaining unit would be
placed into the pension plan.

Section 22,5

If associates were participating in the Retirement Savings Plan in November 2002 and chose to
participate in the Union’s pension plan instead, existing accounts remained in the Profit Sharing Plan. The
associate continues fo be able to direct existing investments, receive quarterly statements, and make
hardship withdrawals and loans. Upon termination of employment, and subject to applicable tax rules and
regulations, an associate may leave their funds in the Plan, take a distribution of some or all of the funds or
roll the assets to another qualified plan, an IRA or another permissible arrangement.

Section 22.6 Contributions

1. The Employer and the Union agree to the following total economic package increases:
(2013-2018 MOU)

8/15/13 . 2/15/14 o 8/15/14 C8/15/15:000 8/15/16- ~ 8/15/17. AUmul
063 063 $132  $139  §141  $1s4 69
2. The Union shall allocate each of the above package increases to hourly wage increases and

benefit fund contribution in its sole discretion, but may not allocate to any fund to which the Employer has
not agreed to contribute,

3. Allocations of any pension contribution increases shall occur only on the dates set forth in
subsection 1. The dollar amounts of the package increases shall not be altered by time-weighting of the
effective dates of the allocations made by the Union.
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4, To the extent the Union allocates any portion of the increases set forth in Subsection 1 for
purposes of pension coniribution increases, monthly contributions shall be converted to cents-per-hour by
dividing the monthly increase by 154. It is provided, however, that if the San Francisco Culinary,
Bartenders and Service Employees Pension Plan eligibility rules are changed to reduce the number of
bargaining unit employees who are eligible o participate in the plan, then the parties shall negotiate
whether the foregoing divisors should be adjusted to reflect the effects of the change(s).

5. To the extent that the implementation of this CBA would result in the Employer failing to
comply with minimum conttibution or funding requirements or other requirements of the San Francisco
Culinary, Bartenders and Service Employees Pension Fund (“Pension Fund”), or any legal requirement
relating to the Pension Fund, or if for any reason Pension Fund refuses to accept the terms of this CBA, or
the Union shall promptly take all necessary steps (including but not limited to agreeing to diversions from
or reductions to wages) so as to permit the Employer to comply with all such requirements without any
increase to any annual total economic package and without the Employer incurring any other costs or
liabilities of any kind, provided that the Union shall in no event be responsible in whole or part for any
Pension Fund withdrawal liability of the Employer unless the Employer’s withdrawal is caused by the
Pension Fund rejecting the Employer’s continued participation because the Union failed to allocate
sufficient contributions to meet the Pension Fund’s standards.

6. The Trustees of the Pension Fund shall have sole discretion during the term of this
Agreement to make changes to the pension benefits provided to the participants based on the Employers’
pension contributions to the Plan, including any increases to such contributions which the Union may
allocate, as provided above,

7. It is mutually understood that alf pension contributions provided herein shall be deductible
from gross revenues under Section 4 of the Internal Revenue Code.

Section 22.7 Incorporation of Trust Agreement And Trust Fund Rules

The Employer acknowledges the receipt of and agrees to abide by all of the terms and conditions set
forth in the Agreement and Declaration of Trust establishing the Pension Fund, as amended, and as it may
be amended in the future, including but not limited to timeliness of employer contributions, liquidated
damages, interest, attorneys’ fees and potential arbitration costs in the event of delinquent contributions,
etc., and all other rules applicable to other contributing employers.

Section 22.8 No Past Service Credit

The Employer acknowledges that coniributions to the Pension Plan will earn future service credit
only, not past service credit, subject to the Pension Fund’s Trustees’ discretion to modify benefits and
interpret the Plan.

Section 22.9 Other Benefits

Bargaining Unit associates may continue to participate in the following benefits offered by the
Employer on the same terms and conditions as those benefits are offered to other Marriott associates:

Health Care Spending Account; Family Care Spending Account; Leave Sharing; Child Care

Discount Program; hotel, food and beverage and gift shop discounts; Service Awards;
Accidental Death and Dismemberment; the Quarter Century Club; and the Baby Club.
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The Employer may discontinue or modify any of these benefits without negotiation with the Union so long
as the benefits are modified or discontinued for Marriott associates on a national basis. The Union shall
have no right to grieve such decisions.

SECTION 23. INDUSTRY BANQUET COMMITTEE

(a) The parties agree to create and maintain an Industry Banquet Committee in accordance with
the Labor Management Cooperation Act of 1978 to improve communication between labor and
management, to provide workers and employers with opportunity to explore new and innovative joint
approaches to achieving organizational effectiveness, and for related reasons. This Committee shall
establish standards for discipline, conduct, health and safety, performance, orientation and other issues
relating to the hiring hall. The Committee shall be comprised of an equal number of union and
management representatives. At least half of the management representatives shall be from Multiemployer
Group hotels. Class A hotel employers shall contribute the lesser of 1.5 cents/hour worked or paid for, or
that amount that produces $110,000 per year to fund the Industry Banquet Committee. Funding will
include money for one administrative position, computer hardware and software, training programs, etc.
The funding of this Committee shall be jointly administered by the Union and the Employers. The parties
agree that the Industry Banquet Committee and its administrative staff person shall make it a top priority to
continue to atiempt to improve the banquet extras shortage problem.

(b) The Employers shall have the right to have representatives on the Union’s classification
panels which determine eligibility for the extra servers’ A, B and C lists, the cooks’ A and B lists and the
bartenders’ A and B lists.

SECTION 24. TERM OF CONTRACT
This Agreement made and entered into by and between Employer and the Union shall be in effect
from August 14, 2013, to and including August 14, 2018, and modifies all previous collective bargaining
agreements. Side letters which are not specifically modified will remain in effect.
This Agreement shall remain in full force and effect until August 14, 2018 and from year to year

thereafter unless either party shall serve written notice upon the other of a desire to alter, amend, or
terminate said Agreement ninety (90) days prior to expiration thereof’

29



GENERAL RULES APPLICABLE TO ALL CRAFTS
SECTION 1. ASSOCIATES - DEFINITION OF

(a) “Associate” means any associate covered by this Agreement and includes regular associates
and pool associates.

(b)  All associates shall be subject to an initial probationary period of up to ninety (90) calendar
days. Any disciplinary action, including discharge, imposed by the Employer during the probationary
period shall not be subject to the grievance and/or arbitration provisions of this Agreement. On the ninety-
first (91st) consecutive calendar day of employment, an associate shall be considered a regular or pool
associate, and his initial hire-date shall be used for the purpose of computing his length of service.

(c) A “regular associate” is an associate who has successfully completed the ninety (90) day
probationary period and works a regular schedule.

(d) A “pool associate” is an associate who has successfully completed the ninety (90) day
probationary period and generally does not work a regular schedule,

(e) Extras:

(1)  Hiring Hall Dispatch Classifications: The Hiring Hall shall dispatch three (3)
classifications: banquet servers, cooks and bartenders. Cooks and Bartenders may continue to be requested
by name. Servers will continue to be dispatched by rotation and in accordance with the Rules of the Hiring
[all. Extras needed for other classifications shall work in accordance with the terms listed below and must
come from each Hotel’s extra list(s). These initial lists shall be created by mutual agreement after
ratification. Associates on the Hotel’s extra list for a classification may be employed in other
classifications or in the same classification in a different outlet in the Hotel.

(2)  Hiring Hall Cooks: Cooks shall be paid vacation pay based on the formula for extra
hiring hall servers contained in the Banquet Craft Rules.

(3)  ExtraList Workers: Extra lists that are already in place shall continue. Employees
currently on a hotel's extra list shall have the right to keep their place on said lists. Additions to the extra
lists may only be on one extra list at the Hotel.

Consistent with Section 4, HIRING (c) and (d) of the CBA, Extra list employees must show proof of
current Union affiliation (union member stamp book, dues deduction on a pay stub or dispatch slip) in
order to be on an extra list and work at a given hotel. Such employees shall be required to complete Union
membership application forms within 30 days of commencing employment. If after 30 days an extra list
employee has not done so, the Union shall notify the hotel that the employee is not in compliance with this
agreement. After two (2) days (excluding weekends or holidays) from receipt of notice, if such employee
has not complied with this section, he or she shall be discharged without recourse to the grievance
procedure.

Hotels using Extra List employees shall maintain one list per job classification. The number of persons on

an extra List will be determined by the hotel's business needs consistent with the provisions of the CBA.
The application process shall be the standard hiring process at a given hotel.
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Pay checks for Extra list employees shall be distributed at the hotel and paid out on the Hotel’s regular
payroll.

(4)  Benefits (PTO (Personal Time), Vacation and Holidays): Pro rata benefits for extra
list associates commence when the extra list starts to be used at each hotel, according to the following
formula:

(A)  The extra must work at least 200 hours per calendar year at the Hotel (pro-
rata the first year, if necessary).

(B)  Benefits are paid once a year on February 1
(C)  Benefits shall be paid for hours worked at an individual hotel
(D)  Benefits are paid pro-rata based on 19 days per year
(E)  DBenefits are paid at the rate of 7.3 percent times the total hours worked times
the associate’s wage rate as of the date the calculation is made (19 days times 8 hours equals 152 hours
divided by 2080 hours worked per year equals 7.3 percent accrual factor.) For example:
An associate who works 300 straight time hours a year and 20 overtime hours a year and is making
$10.56/hour on December 31 of that year receives 7.3% X 320 hours X $10.50 for a total amount of
$245.28.
(F)  Extras on hotel lists actually working on holidays shall receive holiday pay.
(G)  This subsection (2) shall not be applicabie to associates who are pool status
associates as of the effective date of the Agreement, except that pool associates shall receive holiday pay

when they work the holiday, in accordance with Section 12(b), HOLIDAYS.

(H)  If an extra list associate is already employed by the Hotel, then the above
provisions shall not be applicable.

(5) Extras Become Regulars:

(A)  Promoted By Seniority: When the hotel has a posted and vacant regular
position, the hotel’s extras in the same classification will be promoted by seniority to the position under
the Posting and Promotions provisions, providing no existing regular associate in the hotel obtains the
position under these sections.

(B)  Qualifying for Benefits: Extra associates on hotel lists qualifying for health
insurance and pension benefits for 6 months in a 12-month period based upon their work on one single
extra list at one hotel shall become a regular associate in that classification at that hotel, provided that
extra associate desires to become a regular.

(6) Health & Welfare and Pension Contributions: All extra’s hours, including Hiting
Hall extras, will be reported by the hotel to the trust funds. The Hiring Hall extras may continue to
individually self-report hours and shifts for confirmation purposes.
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(7  Not Replacing Regulars: Extras shall not be used to replace or supplant a regular
associate or supplant a regular associate’s position. If the Union believes that a regular position should be
created based on the amount of work being performed by extras, then the Union may propose that such
regular position be created, posted, and filled. The above language shall not be construed to restrict the
employer from adjusting staff levels in accordance with its business needs and in accordance with other
terms of this Agreement. If the parties cannot agree to the creation of such a position, then the issue shall
be submitted to interest arbitration. In making his/her determination if a regular posttion should be created,
the arbitrator shall consider all relevant factors, including but not limited to occupancy levels, the cycle of
business, and the frequency of the use of exfras.

(8)  Probationary Period: When a hotel extra becomes a regular associate, he/she will be
subject to a 30-day new hire probationary period.

(9) Scheduling: Extras shall be scheduled by rotation within each classification, subject
to availability. It is the intent of this agreement that every effort be made to provide a full schedule to
regular staff before extra list employees are scheduled.

(10)  Information Provided To The Union: The hotels will provide to a designated
Industry Banquet Committee representative a copy of the monthly report to the Fund listing the name,
hours and shifts worked of all extras. Upon request, the employer shall provide to the Unton phone
numbers and addresses of extra list extras working at the Hotel. Information on Hiring Hall and in house
list extras will be segregated.

(11)  Preparation of Hotel Extra Lists: After ratification, the Union and Hotel shall
determine the number of extras on the hotel’s extra list, the makeup of the lists (e.g., does it include the
hotel’s own workers?), whether or not workers can turn down work, whether or not workers can be
excluded from the rotation if it results in overtime, all implementation questions and alt other related issues.
The parties shall work in good faith o reach mutually agreeable solutions to each of said issues. If the
parties are not able to agree on the issue of the number of the associates on the hotel’s [ist, this single issue
shall be resolved by interest arbitration between the parties.

(12)  Absenteeism: When an Extra list employee turns down 3 shifts within a span of 30
days, management can initiate a discussion about the situation. Ifit is found that the employee does not
have a reasonable excuse for passing up the work, they could be subject to discipline and dropped to the
bottom of the list (seniority shall be reassigned as per #2 above). If management finds that the extra list
employee confinues to be unavailable, the employee can be dropped from the list entirely.

(13)  Extra list extras will be subject to a 30 day probationary period unless the extra has
worked 45 shifts at the hotel where the extra is hired as a regular employee in or after 2002 provided that
there is no 18 month or longer period where the extra list extra has not worked for the hiring employer. In
that event, shifts will be counted after the return to service as an extra list extra.

SECTION 2. WORKDAY, WORKWEEK

(a) Workday. The work day shall consist of seven (7) hours work, two paid fifteen (15) minute
break periods, and a paid meal period of one-half (1/2) hour, for a total of eight (8) hours, unless otherwise
provided herein.

(b) Workweek. Five (5) consecutive days of work within seven (7) successive calendar days,
beginning on the same day of the week, shall constitute a week’s work.
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(c) Split Shifts. There will be no split shifts.
SECTION 3. SHORT SHIFTS

(a) A short shift shall consist of at least four (4) hours of work. No associate shall be paid for
less than a short shift on any day worked, except in cases of discharge and/or associates voluntarily leaving
early,

(b) Unless otherwise provided in this Agreement, shifts shall consists of four (4), six (6), or
eight (8) hours.

SECTION 4. OVERTIME

(a) Work in excess of eight (8) hours in a day or forty (40) hours in a workweek shall be
compensated at the rate of time and one half (1'%) the regular rate of pay.

(b) Any work performed on the sixth (6th) consecutive day of work shall be compensated at the
rate of time and one-half (1-1/2 times) the regular rate of pay. Any work performed on the seventh (7th)
consecutive day of work shall be compensated at a rate of double (2 times) the regular rate of pay. The
premiums contained in this paragraph shall be paid for work performed by an associate on consecutive days
without regard to whether or not such days fall within one, or more than one, workweek(s), and without
regard to any other provision of this section. An associate working less than forty (40) hours per week may
volunteer to work on a sixth (6th) consecutive day without receiving overtime compensation by voluntarily
signing one or both of two lists to be posted periodically by the Employer. The first list is for regularly
scheduled non-overtime work on a sixth (6th} consecutive day. The second list is for ad-hoc non-overtime
work that arises from time to time on a daily basis on the sixth (6th) consecutive day. The Employer shall
schedule work for associates who have volunteered for same on either or both of said lists on a seniority
basis. The associate signing the second list for ad-hoc non-overtime work thereby consents to waive the
thirty-six (36) hour notice of Section 5.2(d).

(c) For the purposes of overtime, banquet personnel shall be exempt from the provisions of
paragraphs (a) and (b) of this Section.

(d) There shall be no layering or pyramiding of premium pay.

(e) When overtime is required, it shall be offered first to the associates according to seniority
and then assigned in the order of lowest seniority to the highest.

(f) Except for banquet associates, associates who are scheduled for either four (4) or six (6)
hour shifts shall not receive time and one-half (1-1/2) for hours worked in excess of their scheduled shifts,
except that where the Employer develops a pattern and practice of abusing overtime on four (4) or six (6)
hour shifts and as a result increases the number of short shift positions by more than ten percent (10%)
above the level existing in the previous year, as determined by an arbitrator, the associates of the Employer
shall, following the decision of an arbitrator, receive time and one-half (1-1/2) for all hours worked in
excess of such four (4) or six (6) hour shifts for the remainder of this Agreement, The Employer shall
provide the Union with the schedules and other applicable facts regarding the existing level of short shift
schedules during the previous year.

(g)  Associates who work more than twelve (12} consecutive hours shall receive two (2) times
their straight time rate of pay for all hours worked in excess of twelve (12) hours.
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(h)  No Employer, except in cases of emergency, shall change an associate’s schedule pursuant
to Section 5.2(d) where the result of said schedule change would require the affected associate to work two
“back to back” five (5) shifts per week work schedules within two (2) consecutive Hotel workweeks,
except where an employee consents to change pursuant to Section 5.2(d).

SECTION 5. SENIORITY

(a) Seniority shall be defined as the length of the most recent continuous period of service with
the Employer. Seniority shall accrue for regular employees within a given classification of work as set
forth in the attached wage scales. Seniority shall be expressed in terms of years, months and days. If two
or more employees are employed within the same classification on the same day, their seniority shall be
determined by the employment records.

(b) A regular associate shall continue to accumulate seniority during:

1. Time spent in the Armed Services of the United States or the State of California
pursuant to the provisions of the Uniformed Services Employment and Reemployment Rights Act of 1994,
time spent in alternative service as defined by the Selective Service Act, or time spent in the Red Cross or
other combat relief service.

2. Periods of absence of not more than six (6) consecutive months due to bona fide
illness or injury, provided that the individual has notified his/her immediate supervisor of the illness or
injury within twenty-four (24) hours of the occurrence of said illness or injury or as soon as possible if the
associate is physically incapacitated so that he/she cannot provide such notice within twenty-four (24)
hours.

3. Any period in which the associate has been terminated and the associate’s
termination has been rescinded or reversed, or the associate is subsequently reinstated, unless modified
pursuant to the terms of the Grievance Procedure.

4. Layoffs of less than thirty (30) consecutive calendar days.

5. Leaves of absence of not more than six (6) months for other reasons authorized by
the Employer.

(c) Effective March 1, 2007, Associates who have been promoted and are working less than five
(5) days in a work week shall retain the right to work in their previous classification for a period of two (2)
years from the date of promotion as long as overtime is not involved and at the same time the one to which
they have been promoted in the same work week. In doing so, the employee shall retain classification
seniority up until the time of promotion and shall continue to accrue classification seniority in the
classification to which they were promoted regardless of which classification they work. In completing and
filling out his/her weekly schedules with work from the previous classification, the promoted employee
may exercise seniority from the bottom up in a manner that insures that the employee displaced shall be the
least senior employee whose displacement most nearly accomplishes a schedule equivalent to the schedule
previously worked by the promoted employee. Displaced employees shall have the same right.

(d)  The parties agree that career ladders and appropriate on-the-job and cross-classification
training and work experience are beneficial to both the Employer and the associate because such training
and experience provides higher quality and more flexible and efficient service to the guests, and creates

34




fuller and better employment for the associates. The parties also agree that this is best accomplished on an
individual test program basis at the Hotel.

SECTION 5.1. LAYOFF AND RECALL

(a) Layoff. When it is necessary to lay off employees, those employees as defined in sub-
section 5(a) hereof with the least seniority in the job classification in the department affected shall be laid
off first. When the work force is increased within the classification, employees on layoff shall be recalled
in order of their job classification seniority. Such laid-off employee shall have the right to exercise his
classification seniority to displace a less senior employee. The employee displaced shall be the least senior
employee whose displacement would most nearly accomplish a schedule equivalent to the schedule
previously worked by the laid-off employee. Displaced employees shall have the same right,

(b) Reduced Schedule. When regular schedules are reduced within a particular work unit,
such schedule reduction shall be accomplished by seniority within the classification in that unit.

(c) Recall. All regular employees who have been laid-off shall be recalled before the hiring of
any new employees as provided herein. Regular employees who have been laid-off for more than thirty
(30) consecutive days shall be notified by the Employer at least forty-eight (48) hours before they are
scheduled to return to work, unless such notice is waived by the employee. An individual employee on
layoff longer than twenty-four (24) months shall lose their recall rights.

(d)  Another Job Classification. An employee who has been laid-off for a period of thirty (30)
days shall have the right to replace a less senior employee in another job classification provided the senior
employee had previously worked for the Hotel in the other job classification since September 1, 2002.
Such option must be exercised within forty-eight (48) hours of the thirtieth consecutive day of layoff,
provided further employees exercising such option shall work the same schedule of hours and days off as
the individual replaced.

SECTION 5.2. SCHEDULING

(a) Associates within a classification with the greatest classification seniority within a room or
department as the case may be shall have the preference of scheduled shifts, which shall include days off.
Assoctates shall have a choice of available vacation periods based on the Marriott seniority. Nothing
contained in this Section shall be construed to interfere with the Employer’s right to establish the hours and
days of operation and the number of associates to be scheduled, but associates shall have preference for
such available schedules as determined by the Employer in accordance with seniority and other provisions
of this Agreement,

(b} There shall be placed in a conspicuous place in each department a work schedule specifying
the following information about each associate in the department: name, classification, hire date, starting
and finishing times, and days off. The Employer shall keep the work schedule up to date. Upon request,
the Employer will furnish the Union with a current seniority list including Social Security numbers not
more than once every six (6) months.

(c) Except in cases of emergency, regular associates shall have a fixed starting time, which time

shall not be changed by the Employer without giving a twenty-four (24) hour notice to the associate
affected.
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(d}  Exceptin cases of emergency or as provided in Section 5.1 Lay-off and Recall, regular
associates shall have a fixed weekly schedule of working days, which schedule shall not be changed by the
Employer without a thirty-six (36) hour notice to the associate affected, unless said associate consents to
waive the period of notice. Where the thirty-six (36) hour notification is not given, the first day of the
scheduled change shall be paid for at the overtime rate of time and one-half (1%) times the straight-time
rate of pay.

{(e) Associates within a department shall have the right to have a schedule bid upon the request
of a majority of the associates of that department. Associates may request another bid after six (6) months
from the last bid.

(H) Banquet associates shall have the opportunity for up to two regular days off through the
bidding process. An associate may advise management that he or she is unavailable to work VIP functions
up to two days a week. Such information shall be provided to management on a prescribed form by 5:00
p.m. on Tuesday on a weekly basis. Associates who have indicated that they are not available for VIP
functions on specific days will not be permitted to bid for other functions/shifts on those days.

SECTION 5.3. REPORTING PAY

(a) Unless due to circumstances beyond the Employer’s control, notice that the service of an
associate will not be required on a given day shall be given to the associate no later than the termination of
the associate’s shift on the preceding day. If such notice is not given and such associate reports to work,
the associate shall be paid a sum of money equal to the sum of money received for the straight-time hours
worked on the preceding workday.

(b) When the Employer orders an associate to report for work and for any reason said associate
is not allowed to work, the Employer shall pay the associate the straight-time hours for which the associate
is scheduled. The reporting pay shall apply to all associates unless such personnel arrive for work in a
manner unacceptable to the Employer.

(c) Associates called to the Hotel for reasons of training classes or room or departmental
meetings shall be compensated at the straight-time rate of pay for a minimum of four (4) hours, unless
overtime is applicable. A la carte servers shall be paid at the San Francisco minimum wage rate.

SECTION 6. POSTING AND PROMOTIONS

a) All openings for bargaining-unit positions anticipated to last more than forty five (45)
calendar days shall be posted for a period of not less than five (5) calendar days. Openings for temporary
positions (jobs anticipated to last less than forty five (45) calendar days) may be posted in the Employer’s
sole discretion. To be eligible to bid for a posted position, the associate must have (i) held his/her current
position and have been free of disciplinary suspension for at least six (6) months prior to the posting of the
opening and (ii) submitted a written job bid on the Employer’s standard bid form by the close of the posting
period. Subject to the requirements of subsection (b) below, the Employer may hire or transfer associates
from outside the bargaining unit to fill posted positions.

(b) In filling job vacancies which may exist within the Hotel’s bargaining unit, qualified
associates from within the Hotel’s bargaining unit shall be given preference in filling said vacancies prior
to the consideration of other applicants. All promotions and transfers to posted positions in other
classifications or other departments will be based upon the associate’s qualifications to perform the
particular job. It is understood that the Hotel shail retain discretion in establishing qualifications and
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standards for the job as well as evaluation of candidates. Such standards and qualifications shall be
reasonable and non-discriminatory. In establishing and applying such standards and qualifications, the
Employer shall take into account the requirements of the job and the knowledge, experience, ability,
efficiency, attendance, length of service and work and disciplinary records of the associate as of the time
the job is awarded. In the event that two or more associates have equal qualifications to perform the job,
the more senior associate will be awarded the position. In the event that a grievance and/or arbitration
results with respect to the Employer’s award of a promotion, Employer’s award may be set aside only if
such award violates the requirements of this provision or the Union has demonstrated that Employer’s
award is factually unsupported.

(c) In the event that an associate who, within forty-five (45) calendar days after his promotion,
transfer, or filling a vacancy as described in this Section, desires to return to his former job classification or
is deemed by the Employer not qualified to hold the new position, he shall be returned to his former
classification at the then current wage scale for the job classification, without loss of seniority.

(d) An associate promoted or transferred to a position within the Hotel outside of the bargaining
unit who desires to return to his former job classification shall so notify the Employer within sixty (60)
calendar days after the date of his promotion or transfer and shall be returned to said former job
classification without loss of seniority. In addition, the Employer may, on its own initiative, return such
individual to his former job classification without loss of seniority during the same sixty (60) calendar day
period.

(¢)  Anassociate who has been with the Hotel for at least one (1) year and who is promoted to a
higher paid classification will be paid at the one-year rate for the higher classification.

SECTION 7. PERFORMANCE REVIEWS

The Employer may provide annual performance reviews of associates consistent with its current
practice, and the Employer may modify such practice after notice to and consultation with the Union. Less-
than-satisfactory performance reviews which may adversely affect an associate may be subject to the
grievance procedure set forth in Section 12.

SECTION 8. LOCKERS

(a) Proper sanitary dressing rooms with individual lockers shall be made available to all
associates. Associates will be provided with a lock. Replacement of locks and/or keys due to associate
negligence shall be conditioned upon a payment by the associate of five dollars ($5.00).

(b) Two (2) Union employees covered by this collective bargaining agreement, one of whom
shall be a Shop Steward unless no shop stewards are present on the Hotel premises, shall be present in the
event the Employer finds it necessary to inspect lockers.

(c) The Employer shall be responsible for loss of or damage to uniforms, linen, or tools of the
trade belonging to the associates resulting from fire within the premises. The Employer shall also be
responsible for loss of or damage to all wearing apparel belonging to associates resulting from fire within
the premises due to negligence on the part of the Employer.
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SECTION 9. REST PERIODS

(a) An associate scheduled to work a shift of four (4) consecutive hours or more duration shall
be provided a fifteen (15) minute rest petriod for each four (4) hours worked.

(b) Time allowed for rest periods shall be treated as paid time.
SECTION 10. MEALS
Associates shall be provided paid meal breaks.

(a) Time off for meals shall be provided between three (3) and five (5) hours from the
beginning of the shift.

(b)  Rest breaks and meal periods shall be duty-free.

(c) Associates working a shift of six (6) hours or more shall be allowed a full duty free half hour
for their meal period.

(d) The Employer shall maintain a cafeteria in which associates may purchase meals which are
palatable, wholesome, and comparable in quality to those served to guests. A selection of meal items shall
include at least two (2) hot entrées. On their workdays, all associates shall be afforded the option of one
free hot entrée or prepared salad of comparable quality to other entrees offered for sale. Said entrée shall
be rotated on a daily basis in order to vary the free entrée offered associates. The meals shall be served
under clean, sanitary conditions and may be consumed on the premises in areas designated by the
Employer. The Employer shall designate an individual who shall be responsible for administering the
cafeteria. Associates shall be obligated to cooperate in maintaining sanitary conditions in areas where
meals are furnished or consumed.

(e)  Associates shall take all break and meal periods. If Employer requires, through directive or
established practice, that an associate forgoes his meal period, the associate will be entitled to receive an
additional half hour’s pay at the associate’s straight-time rate of pay.

SECTION 11. COMBINATION WORK/TEMPORARY ASSIGNMENTS

The Employer may temporarily assign associates for business reasons (including training, replacing,
relieving, and assisting other associates) to work outside their classification. When an associate works in a
higher classification than his/her own, he/she shall be paid at the higher rate for all hours worked in the
higher classification and at the ordinary rate for all hours worked in his/her own classification. When an
associate works in a lower classification than his/her own, he/she shall be paid at the ordinary rate
applicable to his/her own classification. The Hotel may not, by virtue of this rule, evade the hiring of an
associate in a higher classification where such an associate in a higher classification would normally be
hired.
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SECTION 12. HOLIDAYS

(a) The following days shall be observed as holidays with pay under this Agreement:

Labor Day Martin Luther King’s Birthday
Thanksgiving Day Independence Day

Christmas Day President’s Day

New Year’s Day Memorial Day

(b Regular associates are eligible for holiday pay, provided that all of the following
requirements are met: (i) they worked their last scheduled shift immediately preceding the holiday, which
must be within seven (7) calendar days of the holiday; (ii) they worked their first scheduled shift
immediately after the holiday, which must also be within seven (7) calendar days of the holiday; or (iii)
they worked the holiday itself if scheduled to do so. Eligible associates shall receive eight (8) hours of
holiday pay for holidays not worked. Extra associates are not eligible for holiday pay for days not worked
except as provided for in Section 1(e) (4) (F). Pool associates shall receive holiday pay for the hours that
they work on a holiday. Probationary associates are not eligible for holiday pay.

(c) All eligible associates, except food servers, shall receive holiday pay at their regular
straight-time rate in addition to their regular pay for hours worked on the holiday up to a maximum of eight
(8) straight-time hours. Food servers shall receive holiday pay at the rate of the San Francisco minimum
wage rate, in addition to their regular pay for hours worked on the Holiday up to a maximum of eight (8)
hours.

(d) There shall be no pyramiding or layering of premium pay.

(e) If an eligible associate’s day off falls on one of the aforementioned holidays, the associate
shall be granted an additional day’s pay or, at the associate’s request and consistent with the Employer’s
operational needs, one (1) additional day off with pay within a period of thirty (30) days. Any additional
day off accorded the associate shall be selected by mutual agreement. All employees shall be allowed to
request a holiday off with pay according to hotel seniority by classification in the room or department as
the case may be. Should the Employer choose to use a smaller staff on holidays, the persons with the most
seniority shall be given the option of taking the day off with pay.

(H If a holiday falls within an eligible associate’s vacation period, he/she shall receive one
additional day of vacation with pay or one day’s pay in lieu thereof,

(g)  Holiday pay will commence at 12:00 midnight at the beginning of the holiday and will end
at 12:00 midnight at the end of the holiday.
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SECTION 13. VACATION

(a) Regular associates shall accrue vacation based on length of service. Regular associates
accrue vacation as follows:

Months of Service Days of Vacation Earned per
Anniversary Year
4 through 60 months 10 Days
61 through 180 months 15 Days
181 through 239 months 20 Days
240 or more months 25 Days

(b) Vacation shall be paid at the associate’s current rate of pay, except that vacation for bell
staff, servers, banquet servets, coffee breaks, and back aisle shall be paid at a rate of two (2) times the
associate’s current rate of pay. Barbacks vacation shall be paid at two (2) times the banquet server’s rate of
pay. A day shall be paid out as eight (8) hours of pay.

(c) Associates shall accrue vacation upon the successful completion of their ninety (90) day
probationary period. Once vacation is accrued, it will be available for an associate’s use.

(d) Pool associates do not accrue vacation; extra list associates who are not otherwise employed
by the Hotel will be eligible for vacation pay in accordance with Section 1(d) 3.

{e) Vacations shall generally be taken in weekly increments. With the approval of the manager,
an associate may take vacation in increments of one week or less, including partial days.

(1) Associates shall be entitled to one (1) additional week of vacation at their own expense, and
the vacation period shall run consecutively with the paid vacation or a portion thereof. Associates shall at
the time they bid for their vacation period inform the Employer of their request for the additional week of
vacation at their own expense. If the request is not made at this time, the additional week shall not be
granted.

{g) Vacations must be taken as paid time off, and no associate shall be compelled to work for
the Employer during his/her vacation period. Up to eight (8) weeks (320 hours) of vacation time may be
banked and carried forward. Onece an associate has accrued 320 hours of vacation, he will not accrue
anymore vacation time until he uses some of his existing vacation.

(h) Associates in each department and/or room as the case may be shall be given their choice of
vacation periods on the basis of hotel seniority by classification in the room or department as the case may
be, provided that no interference with its operations will result. Once an associate designates his/her
preference for vacation period(s) such vacation shall not be changed without the consent of the Employer.
Once an associate has selected an available vacation period and it has been mutually agreed upon, the
Employer agrees it shall not arbitrarily reschedule the associate’s vacation selection. During the months of
March and September, the Employer shall give each associate an opportunity to make known his/her
vacation preference for the following six (6) month period (April 1 September 30, October I March 31).
The Employer shall designate the weeks in which vacations may be taken. No later than March 15 or
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September 15, the vacation schedule for the following six (6) month period shall be posted in each
department and/or room as the case may be.

(1) Unless requested otherwise by the associate, vacation pay shall be paid to the associate by
separate check during the work week immediately preceding commencement of his/her vacation.

(M Upon termination of employment, regular associates shall receive all accrued vacation.
SECTION 14. PTO (PERSONAL TIME)

(a) Associates employed by the Employer for one (1) year or more will be eligible for eight (8)
days per year of PTO (Personal Time).

PTO (Personal Time) will accrue on a yearly basis and be paid at the associate’s regular
hourly rate. A PTO (Personal Time) day shall be paid as an eight (8) hour day. A la carte servers shall be
paid PTO (Personal Time) at the San Francisco minimum wage rate.

(b)  PTO (Personal Time) Usage: PTO (Personal Time) is time that may be used at an
associate’s discretion for any reason including emergency illness. PTO (Personal Time) should be planned
and scheduled wherever possible. Associates may request PTO (Personal Time) up to forty-eight (48)
hours prior to the posting of the schedule. Associates may use PTO (Personal Time) as it is accrued and
such usage may occur in not less than hourly increments. Associates may not request PTO (Personal Time)
more than six (6) months in advance. Once requested, management should give the associate a response as
to whether the request will be granted or denied within three (3) days from the date requested.
Management will grant PTO (Personal Time) requests whenever business needs reasonably permit.
Requests will be granted on a first come basis, except in two situations: (1) when two (2) or more
associates request PTO (Personal Time) on the same day and not all requests can be granted, and (2) on the
holidays recognized under Appendix A Side letter 50 , then Hotel seniority will be the determining factor.

() Cash Out: Associates may voluntarily cash out PTO (Personal Time) at any time.
Associates must cash out any PTO (Personal Time) in their bank that exceeds forty five (45) days as of
their anniversary date. Upon termination, all PTO (Personal Time) in an associate’s PTO (Personal Time)
bank will be cashed out. PTO (Personal Time) days are cashed out at one hundred percent (100%) of the
associate’s regular hourly rate.

(d)  Doctor’s Note: In cases where associates history or the circumstance surrounding an
unscheduled absence create reasonable doubt as to the validity of the absence, management may require the
associate to provide a doctor’s note for that absence or, in the alternative, may instead require a doctor’s
note for all future unscheduled PTO (Personal Time) for a reasonable period of time not to exceed six (6)
months. Doctor’s notes may also be required in circumstances such as using PTO (Personal Time) to
supplement State Disability Insurance, Workers” Compensation cases and other legal or administrative
circumstances.

(e) PTO (Personal Time) shall be integrated with Unemployment Compensation, Disability
Benefits and Workers® Compensation Benefits so that the sum of disability sick leave pay allowable
hereunder and the Disability Benefits which can be paid to an associate during a week in which the
associate is absent from work for reasons of illness or disability shall not exceed one hundred percent
(100%) of associate’s regular weekly take home pay for said week.
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) Unpaid Personal Days: The associate has a right to five (5) unpaid personal days. Such
personal days will be given by the Employer upon written request, except that such written request may be
denied for legitimate business reasons. Such request once granted shall not be revoked and will be granted
on a first come, first serve basis or, in the event of simultaneous requests, on the basis of seniority; and
must be granted or denied no later than ten (10) days before the date requested. Associates shall submit a
request for personal days in writing on a form to be provided by the Employer with a duplicate copy given
to the associate.

(2) Scheduled PTO (Personal Time) will count as time worked for all purposes under this
Agreement except for the computation of overtime.

(h) Unscheduled PTO (Personal Time) will count as time worked for all purposes under this
Agreement except for the computation of overtime and for Holiday eligibility.

) PTO (Personal Time) that is cashed out will not count as time worked for any purposes.

) At the same time the PTO (Personal Time) provision becomes effective, an associate’s
existing sick leave account will be frozen. It will remain available for use by an associate in the event of
sickness of the associate or a family member. The frozen sick leave amount will not appear on an
associate’s check. A separate listing of sick leave amounts will be maintained in the Human Resources
Office. Such a listing will be provided once a year on October 1st to the Union and individually to the
associate, and upon request by either the Union or associate.

(k) The partics agree that September 30 of each calendar year will be established as the annual
payout date for PTO for associates who have reached the maximum accrual rate for PTO (Personal Time)
in accordance with the collective bargaining agreement.

SECTION 15. LEAVE OF ABSENCE

(a) An associate absent from work for reasons of bona fide illness, injury, pregnancy disability,
or family leave as required by law shall be granted, upon proper application in writing on a form provided
by the Employer for that purpose, a leave of absence. An associate may be required to provide periodic
doctor’s verifications at reasonable intervals when on a medical leave of absence.

The Employer may grant an associate a leave of absence for other reasons upon proper application
in writing at least thirty (30) days in advance, whenever feasible, on a form provided by the Employer for
that purpose. Such leaves of absence for “other reasons™ shall not be more than six (6) months in total
duration.

(b)  Inthe event that an associate on leave of absence is unable to return to work because of a
verifiable emergency on or before the “Expected Return Date” set forth in the initial application, he may
apply for an extension in the following manner: The associate must contact his immediate supervisor or the
Director of Human Resources by phone, fax, or telegram at least forty-eight (48) hours before his expected
return date and request a new return date. If the emergency is not verifiable, and the associate does not
return on his “Expected Return Date,” the associate may be subject to discipline, including termination. In
no case shall the initial leave, or any subsequent extensions, exceed a one-year period. There shall be only
one extension, and such extension of a leave of absence shall be at the sole discretion of the Employer.

In the administration of this Section, each case shall be handled on an individual basis with past
practice not controlling.
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(¢)  Anassociate on leave of absence shall not be paid or be eligible for any benefits under this
Agreement, except to the extent that an associate has acerued medical benefit eligibility and has accrued
seniority as provided for in Section 5 Seniority. At the request of the associate, acerued vacation time will
be paid at the start of the leave of absence.

(d)  Anassociate on leave of absence may not accept work from any other employer during the
period covered by the leave without the express approval of the Employer.

(¢)  Upon granting the leave of absence, the employer and the associate shall notify the Union in
writing of said leave of absence,

63 An associate on leave of absence may not apply for Unemployment Compensation Benefits
during the period covered by the leave.

(2) An associate on leave of absence shall be expected to return to work on or before the
“Expected Return Date” set forth in his initial application or any subsequently granted extensions. If an
associate has been on a leave of absence due to injury, illness, or pregnancy, the associate may be required
to produce proof, before he/she returns to work, that he is physically able to return to duty. The associate
shall notify the Employer forty-cight (48) hours before returning to work,

Upon returning to work on or before the scheduled return day, the associate shall be restored to his
former or an equivalent position. If the Employer is unable to return the associate to his previously held
position because no opening exists, the associate shall be offered a position in as equivalent a job
classification as-possible. When the next opening occurs or at the next schedule bid, the associate, at his
election, shall either return to his previous classification or remain in the new classification. Where an
associate returning from an authorized leave of absence is not returned to his previous position, a schedule
bid shall be conducted in his previous department, job classification, or work group, whichever is
appropriate, no later than six (6) months from the date of his return to work. In the event the associate
chooses not to return to his previous classification then the associate’s seniority shall be frozen in that
classification and the associate’s seniority in the new classification shall be deemed to have commenced
effective the first day worked in the new classification following return from the leave of absence. These
regulations shall be specified to associates prior to their leave on the leave of absence form provided by the
Employer.

(h) An associate on leave of absence, except under unusual circumstances, who (1) fails to
return to work on the “Expected Return Date” without notifying the Employer pursuant to (b) above, or (2)
accepts work from another employer without the express approval of the Employer, or (3) applies for
Unemployment Compensation Benefits, may be disciplined, up to and including discharge.

(1) In the event that an associate is elected or appointed to a position of full-time service with
the Union, the associate shall continue to retain his seniority during the period of such leave. Upon
completion of service in the Union, the associate shall be returned to his/her former job at the appropriate
rate of pay for that position, provided the associate applies for work within thirty (30) calendar days after
completion of Union service.

() Members of the Executive Board of the Union shall be allowed time off work, without pay,

to attend scheduled Executive Board meetings upon forty-eight (48) hours’ notice by the Union to the
Employer.
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(k}  Members of the Contract Negotiating Committee shall be allowed time off, without pay, for
Negotiating Meetings with the Employer upon forty-cight (48) hours’ notice by the Union fo the Employer.

{y Shop stewards and employees on the Union’s in-house committee, as designated by the
Union, shall be released up to four (4) days per year on paid time, and an additional two (2) days per year
without pay, for training conducted by the Union. The employees to be released shall not exceed five
percent (5%) of the regular and steady extra Local 2 represented employees in the hotel as of the date the
contract is ratified. The number of paid release days per year shall be capped at five percent (5%) of
employees for two days regardless of who is designated as a shop steward or in-house committee
representative. The Union shall provide the Employer no less than eleven (11) days’ notice of the list of
employees to be released. Not more than one steward per work unit per shift may attend, except for
housekeeping which may have up to three (3). Work unit may be an outlet, e.g. a restaurant or a kitchen.
The training days may be taken singly or two (2) days consecutively at the discretion of the Union. The
training days may be taken three (3) or four (4) days consecutively by mutual agreement. Notwithstanding
the foregoing, in no event shall the Employer be required to release more than ten percent (10%) of a
department, provided that the Employer does not make its determination arbitrarily or capriciously.

(m)  The Employer may continue to apply its existing leave policies to the extent not inconsistent
with the foregoing provisions. Such policies may be modified by the Employer from time to time after
notice to and consultation with the Union, provided that such modification is not inconsistent with the
foregoing provisions.

SECTION 16. FAMILY MEDICAL LEAVE ACT/CALIFORNIA FAMILY RIGHTS ACT
All associates with one (1) year of service with Marriott who have worked 1250 hours in the twelve
(12) months preceding the leave shall be covered under the provisions of the Family and Medical Leave

Act of 1993 as amended herein, which include the following general provisions:

(a) Eligible associates shall be granted up to a total of twelve (12) workweeks of unpaid leave
during any twelve (12) month period for one or more of the following reasons:

(1)  for the birth or placement of a child for adoption or foster care;
(2)  to care for the serious health condition of a spouse, parent, child or domestic partner;
(3)  to attend to an associate’s own serious health condition.

(b) At the conclusion of the leave, an associate will be returned to his former or equivalent
position. The associate will continue to accrue seniority in accordance with Section 5, Seniority, of this
Agreement.

(c) An associate may take leave on an intermittent basis, in blocks of time, or by reducing his
normal weekly or daily work schedule to care for his own serious health condition or a defined family
member’s serious health condition. Intermittent leaves may also be taken for the birth or placement of a

child for adoption or foster care by mutual agreement between the Employer and the associate,

(d} ‘When the need is foreseeable, the associate will notify the Employer thirty (30) days or
more if possible in advance of his need for the leave.
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(e) A violation of FMLA or CFRA will be subject to the Grievance Procedure of this
Agreement.

(f) The Employer shall make medical and dental contributions for the term of the leave, which
shall not exceed twelve (12) workweeks. The associates shall continue to be responsible to make their
normal dependent care contribution.

SECTION 17. PREGNANCY DISABILITY

Pregnancy disability leaves shall be treated the same as any other disability in accordance with
applicable State and/or Federal law, except where such leaves are required by law to be treated differently.

SECTION 18. MILITARY LEAVE/USERRA PROTECTION

The Employer shall comply with the Uniformed Services Employment and Reemployment Rights
Actof 1994 (“USERRA). Any employee covered by USERRA, shall be entitled to seek enforcement of
asserted USERRA rights through the grievance and arbitration procedures in Section 12 of this Agreement,
provided that the employee may be required by the Employer to waive any right of court enforcement as a
condition to proceeding to arbitration on the employee’s USERRA claims.

Further, the employer shall continue to make health and welfare contributions during the first year
of military service on behalf of any employee who volunteers for military service or is called up to military
service because the employee is either in the National Guard or is a Reservist.

Upon completion of their military service and upon their return to work, the employer shall, as
provided in applicable regulations, make pension contributions on behalf of the above-referenced
employees for the entire period that the employee was on leave for military service.

SECTION 19. JURY DUTY

Associates shall be granted time off for jury duty as required by law. Associates called to jury duty
shall be paid by the Employer any difference between (a) the total amount paid, including expenses, by the
government for such service and (b) the associate’s lost wages up to a maximum of twenty (20) days’
straight-time wages per contract year as set forth in the attached wage scales. To receive payment, the
associate must provide documentation of the time served and amounts paid by the government.

SECTION 20. BEREAVEMENT LEAVE

In the event of a death in the immediate family of an associate, the associate shall, upon request, be
granted such time off with pay and without loss of benefits not to exceed three (3) regular scheduled
working days. This provision does not apply if the death occurs during the associate’s paid vacation, or the
associate is on leave of absence, layoff, or sick leave.

For the purposes of this provision, the immediate family shall be restricted to mother, father,
brother, sister, spouse, child, step-child, step-parent, step-siblings, parent-in-law, grandparent, grandchild
and registered domestic partner and any other covered relations of domestic partner. At the request of the
Employer, the associate shall furnish a death certificate or other documentation and proof of relationship.

In the event of the death of a relative not in the immediate family or a close personal friend, the
Employer shall not arbitrarily deny such unpaid time off as is required to attend the funeral.
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SECTION 21. SHOP STEWARDS

(a) The Employer agrees to recognize shop stewards. There shall be no more than sixteen (16)
shop stewards assigned at any time. Shop stewards may discharge their responsibilities (including
investigation of grievances, representing co-workers, and meeting with management) during working
hours, provided that there is no disruption in work and that prior arrangements are made with the
immediate supervisor of the steward and the associate contacting the shop steward. Shop stewards may
participate in the grievance procedure as set forth in Section 12. It is understood that shop stewards may
cross departmental lines.

(b)  No associate with management responsibilities shall be permitted to be a shop steward.
Shop stewards will be certified by the Union as having completed a course of study concerning the duties
and responsibilities of a shop steward under this Agreement. Said certificate will be sent to the Employer.
In order to be recognized as a shop steward, the Union shall notify the Employer of the names of the
certified and designated shop stewards.

(c) Shop stewards shall be released from work to assist the Union in arbitrations and
Adjustment Board hearings relating to the Hotel, as needed, on unpaid time and with reasonable notice,
which must be at least seven (7) days in advance of the release from work.

(d) Upon arrival at the Hotel, the shop steward shall notify the designated representative of
Human Resources and shall be given reasonable access to Hotel premises on his days off fo investigate
grievances, provided he does not interfere with the work of other associates.

{e) The Union shall be provided meeting space on the Hotel property, subject to availability, in
order to meet with groups of associates during non-working time, as needed.

SECTION 22, PAY PERIODS

(a) Wages of associates shall be paid weekly. If an associate has a personal financial
emergency, said associate may apply for and receive an advance no greater than one week’s wages. Such
advance shall be deducted from the associate’s next paycheck and, if necessary, subsequent paychecks.
Advances up to three (3) in a calendar year shall be granted so long as there is no outstanding balances
owed. Advances in excess of three (3) per calendar year shall be at Marriott’s sole discretion. 1f the pay
day falls on a holiday, all wages due shall be paid on the preceding business day.

If there is an established shortage of $50 or more in an associate’s paycheck, the employer will
correct it within 48 hours, excluding Saturdays, Sundays and holidays, if the associate so requests.

(b)  Wages of extra associates on the Hotel’s list shall be paid on the Hotel’s regular payroll.

() The Employer may pay hiring hall extras (i.e. servers, cooks, and bartenders) on a weekly
payroll or on a daily basis. The Hotel will provide the Union with a list of functions worked; total hours
paid and amount of gratuity for each function worked with the weekly gratuity checks.

(d)  If an associate is terminated, the associate shall be paid at the time of termination. An

associate not paid as provided above shall be compensated one (1) day’s pay for every day said associate
reports to the Hotel for pay, unless the associate absents himself from the termination meeting.
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SECTION 23. NON-DISCRIMINATORY WAGE SCALES
(a) The wage scales shall apply equally to male and female associates.

(b)  Whenever in this Agreement the masculine gender is used, it shall be deemed to include the
feminine gender.

SECTION 24. CONSTRUCTION

Whenever the General Rules of this Agreement are in conflict or inconsistent with the rules and
wage schedules of a particular craft, the rules and wage schedules of the particular craft shall prevail.

SECTION 25. UNIFORMS AND LINEN

(a) The cleanliness, fit, comfort, style and safety of uniforms are important to both the employer
and the employees. Additionally, the quality of linen service with respect to standards of cleanliness,
reliability of delivery and accuracy of count are integral to the health and safety and productivity of
employees dealing with laundered linen service. To further advance the parties’ joint and respective
interests on issues related to uniforms, linen and the laundering of both, upon request by the Union or the
Employer, an ad hoc committee, with equal number of representatives of the hotel and the Union shall meet
to consider and discuss any issues raised by either party. Both parties shall appoint their own
representatives and meetings shall be conducted on paid time.

(b) When uniforms are required by the Employer to be worn by the associate as a condition of
employment, such uniforms shall be provided and maintained by the Employer. The term “uniform” shall
be defined as wearing apparel and accessories of distinctive design and color.

(c) All uniforms and linen used by the associates while working shall be cleaned and laundered
by the Employer without cost to the associate. Clean uniforms shall be provided for each associate
required to wear such.

(d) Room attendants shall, individually, have the option of wearing pants or dresses. Such
option of wearing pants or dresses shall be exercised only when a new style of uniform is purchased, or
within two (2) years of ratification of the contract, whichever comes first.

(e) Any footwear required by the Employer, other than black shoes or white shoes, shall be
provided and maintained by the Emplover at no cost to the associate.

SECTION 26. BREAKAGE AND CASH SHORTAGE

The Employer shall not make any deduction from the wage of or require any reimbursement from
an associate for any cash shortage, breakage, or loss of equipment or guest property unless it can be shown
that the shortage, breakage, or loss of equipment or guest property was caused by a dishonest or willful act
or by the gross negligence of the associate. However, this Section shall not preclude the Employer from
disciplining associates for just cause.
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SECTION 27. MINIMUM SCALE

The scales of wages in this Agreement are minimum scales. The Employer may pay more than
minimum scale to a superior associate.

SECTION 28. SEATS

The Employer shall provide suitable seats when sitting is required for the proper performance of the
associate’s job duties.

SECTION 29. AUTOMATION

(a) In the event of a reduction of work force by reason of the introduction of new equipment or
a change in methods of operation, existing associates, if qualified, shall be retained in such jobs as remain
or are created within the affected department in accordance with their seniority standing.

(b) The Employer shall be required to train such associates, if qualified, on Employer’s time and
at the Employer’s expense in the event that training is necessary to qualify them for the operation of new
equipment.

SECTION 30. EARLY SHIFT RELEASE

An associate, with the Employer’s approval, may voluntarily leave work early, if he/she so desires,
and be paid only for the time actually worked on that shift.

SECTION 31. ADJUSTMENT OF PAY

Associates earning premium pay over and above their applicable minimum classification rate
established by this Agreement shall receive as wage increases the same amount by which their minimum
classification rate is increased unless the Employer and the Union have agreed otherwise.

SECTION 32. MESSAGES

Telephone and other messages for an associate received by management of an emergency nature
shall be immediately relayed to such associate if on the property. The Employer shall release such
associate to attend to such emergency situation.

SECTION 33. ADDITIONAL CLASSIFICATIONS OF WORK

The minimum rate of pay for any classification of work within the bargaining unit not covered by
these rules or wage schedules shall be mutually agreed upon.

SECTION 34, BULLETIN BOARD
The Union shall have the use of a designated bulletin board in the Hotel for posting official, signed

Union notices, the purpose of which shall be to inform members of Union business and Union activities.
Such official Union notices shall be dated at the time of posting.
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SECTION 35. UNION BUTTONS

All associates shall be permitted while on duty to wear one official Union button, the purpose of
which is to evidence Union membership.

SECTION 36. WORK ASSIGNMENTS AND WORKLOAD

(a) In addition to their regular job responsibilities, associates may be required to perform tasks
which individuals in their classification have been assigned in the past within the craft. Associates shall not
be assigned tasks which are barred by other provisions of this Agreement. The assignment of such tasks
shall not result in the displacement of associates in other classifications.

(b) It is recognized by the Union that the Employer requires and retains flexibility in changing
its operation and attendant duties of associates to respond to the changing standards in the presentation of
its product to the public. Therefore, the Employer shall have the right to appropriately adjust its
operation(s) and work duties of associates covered by this Agreement in order to meet the changing
standards in the presentation of the Employer’s products.

(c) The Employer shall not require an associate to perform an unreasonable amount of work
during his workday. Management retains the right to staff and assign work consistent with the provisions
of this Agreement.

(d)  Management will make reasonable efforts to staff at a level which will provide a reasonable
workload for employees within the Hotel. What is reasonable is determined by the following factors:

- Business and occupancy levels;

- Whether employees are being provided with and able to take all
contractual breaks;

- Loss time due to injuries on the job; and

- All other relevant factors including, but not limited to, contractual
provisions and health and safety guidelines.

(e) The Employer agrees to provide the Union, upon request, with all relevant information that
the Employer tracks, maintains, and considers in making staffing and scheduling policy and decisions. In
the event that there is a dispute regarding what information is to be provided, the parties shall, without the
necessity of a formal grievance being filed, agree upon an arbitrator who shall decide what information has
to be provided. The Arbitrator shall make such a decision on an expedited basis, i.e. within five (5)
calendar days, without a formal hearing.

() Associates on a Jeave of absence, vacation, PTO (Personal Time), or other leave shall be
replaced, provided that business levels, availability of replacement workers, and staffing patterns warrant
such a replacement and it is established that by not replacing the absent associate that an unreasonable
workload has been created.

(2 With respect to all the foregoing provisions of this Section, it shall be the Union’s burden of

establishing that an unreasonable workload exists whenever the Union makes such an assertion or
whenever the Union challenges a managerial decision not to replace an absent associate.
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SECTION 37. BARGAINING UNIT WORK

Managers or supervisors may perform bargaining unit work (e.g., in emergencies, for the purposes
of instruction, etc.), so long as such work does not result in the displacement of any scheduled bargaining
unit associates. The Company will not engage in short-staffing in order to have bargaining unit work
performed by management. In applying this provision, it is the intent of the parties to allow the Company
to utilize its operational practices in order to provide its high standard of service to its customers. It is not
the intent of the parties for managers or supervisors to perform bargaining unit work so as to reduce the
normal scheduling of bargaining unit associates.

SECTION 38. LOST AND FOUND

Upon turning in any lost article, including cash, the Employer shall, at the associate’s request, issue
a receipt. After ninety (90) days if the owner of the lost article has not been determined, the article may be
claimed by the finding associate. If, however, the article, including cash, is turned over to the police, the
disposition of said found article, including cash, shall be handled in accordance with the provisions of
California Civil Code Section 2080 and following. A receipt of the article’s disposition shall be issued and
a copy given to the affected associate.

SECTION 39. OFF-PREMISES WORK

The Employer shall pay all transportation expenses for an associate who is required to perform such
services for the Employer “off premises,” and such associate’s time shall begin to run upon leaving the
Hotel and shall continue until completion of the event or return to the Hotel. The rate of pay shall be as set
forth in Appendix “B.”

When associates are allowed or required to report for work and begin their scheduled shifts “off
premises,” the associates’ time shall begin to run upon their arrival at the location and shall continue until

the completion of the event, unless the associates are required to return to the Hotel.

For any catering event outside the city and county limits of San Francisco, where transportation is
not provided by the Employer, the Employer shall pay reasonable transportation cost for the associate.

SECTION 40. WAGES
Wages shall be as set forth in Appendix B.
SECTION 41. NIGHT SHIFT
Any shift in which at least one half of scheduled hours occurs between 10:00 p.m. and 6:00 a.m.

shall be deemed to be a “night shift.” The night shift rate shall be paid at a premium, and is reflected in the
Third Shift classifications in the wage schedules, attached as Appendix B.
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CRAFT RULES
KITCHEN DEPARTMENT

SECTION 1. CLEANING

(a) Associates shall be afforded a reasonable time to perform clean up and restocking duties.
This shall not be interpreted to mean that associates should not perform their normal duties as necessary or
that associates may not be required to work overtime.

(b)  Normal cleaning shall be limited to the area of a cook’s work station. Cooks shall not
normally be required to perform deep cleaning duties other than those to which they have been traditionally
assigned. Nor shall cooks be required to perform clean-up tasks normally performed by stewarding.
Mopping by cooks shall be limited to cleaning up spills whenever such spills present a cleanliness, health,
or safety problem.

(c) Cooks shall not be required to clean grills, vents or deep fat fryers or clean and stack floor
mats, except that on the closing shift, one cook will wipe down the grill in the Fourth Street Deli.

SECTION 2. APPRENTICES

Employment of apprentices shall be in accordance with the State Apprenticeship Standards
Agreement between the Union and the Employer, and apprentices shall be paid the following percentages
of the “Station Cooks” rate in the wage schedule of this Agreement.

1st 6 months 55%
2nd 6 months 60%
3rd 6 months 65%
4th 6 months 70%
5th 6 months 75%
6th 6 months 80%

Upon successful completion of the Apprenticeship Program, graduates shall be paid 100% of the
Station Cook’s wage rate, if hired.

Pastry Apprentices:

The following are percentages of the first assistant to the Pastry rate in the wage schedule of this
Agreement:

1st 6 months 55%
2nd 6 months 60%
3rd 6 months 65%
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4th 6 months 70%

The adoption of any apprenticeship program and/or the employment of any apprentices shall be at
the Employer’s sole discretion.

SECTION 3. BEVERAGES

All associates in the Food Preparation Department shall be provided with soft drinks, canned fruit
juices, or other carbonated non-alcoholic beverages during their shifts. Such beverages shall not be
removed from the premises.

SECTION 4. KITCHEN EQUIPMENT:

(a) The Employer will provide mats where the use of mats is necessary for an associate’s health
and safety and where such mats do not present an operational or safety problem.

(b) The hotel will make three (3) gallon buckets with adequate handles for carrying available to
employees and encourage employees to use them. Employees shall be permitted but neither required nor
encouraged to re-use buckets in excess of three (3} gallons as tools in the kitchen.

{c) The Employer will provide an adequate number of rolling carts for use in the kitchen.

(d) The Employer will make available attachable and detachable feet for use in cufting boards to
the extent such feet can safely be used.

(e) To the extent available, the Employer will provide one (1) adjustable table approximately 4
ft. x 4 ft. in size that can be used for very short or very tall employees which is portable and easily
moveable. When the Employer needs to replace a kitchen table, it will purchase a table with adjustable
heights to the extent available.

(f) If and when the Employer replaces or purchases a slicing machine, to the extent available, it
will be replaced with one that has adjustable height settings.

() The Employer shall provide cooks with the proper knives to perform their duties. Cooks
may also use their own personal knives to perform their duties. The Employer shall also provide necessary
sharpening materials for associates to sharpen the knives they use, as needed. The Hotel shall reimburse all
regular existing cooks one (1) time up to one hundred fifty dollars ($150.00) for the purchase of knives for
use in daily hotel duties. Cooks secking reimbursement for the purchase of knives shall be required to
provide the Employer with a receipt verifying the purchase.

(h) When replacing or purchasing new rolling carts or hand trucks, the Employer will purchase
such carts and trucks which have handles for easier movement.

(i) When purchasing or replacing carts or hand trucks, the Employer will replace with
equipment that has locking wheels and/or castors and which are appropriate size for same and easy use in

the kitchen, provided, however, that such wheels or castors shall be at least five (5) inches in diameter.

M All kitchen equipment shall be maintained and utilized in a safe manner.
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SECTION S. CLASSIFICATIONS

(a)

Cooks Classification and Seniority

The parties agree to combine the Main Kitchen job classifications of Cook I, Cook I,
Service Line Attendant and Expeditor into the position of Cook. This will mean merging
the seniority lists for these four classifications into one based on classification seniority
dates. The parties agree to work with each other and the affected employees to ensure that
the seniority lists are accurate prior to their merger into one list, If differences over seniority
cannot be resolved, the parties agree to submit the matter to a mediator for binding
resolution.

In the new Cook classification, shifts will be based on bidded start times and location in the
Kitchen, using the associate’s new Cook seniority.

The parties agree that the employees in the new Cook position (formerly Cooks I and 1T,
Service Line Attendants and Expeditors) will assist each other in food preparation to balance
work load and to cover breaks for each other, and thus may be required to work in areas
outside their customary location during a shift. (All new Cook associates will have Cook as
their primary code and will be eligible to apply for a relief code as a Cook in banquets or
clsewhere as they choose.) The Hotel will provide any necessary training for those not
versed in all positions.

The parties agree that there will be a “merged wheel” based on classification seniority for
Cooks, Omelet Cooks, and Station Attendants in the Main Kitchen so that after all hours are
scheduled in primary classifications any available shifts will be scheduled based on position
on the merged wheel. The intent of the merged wheel is not to create opportunities for
overtime but to provide an opportunity to achieve a full complement of hours for associates.
Overtime may occur in emergency situations.

There will be an option to have a schedule re-bid every 12 months.

The parties further agree that the schedule bid will contain AM /PM silos. Associates can
cross silos after each silo is filled in order to gain hours or for overtime when all available
associates in their bidded silo are working.

All new hires will be hired as Station Cooks. The hourly wage rate for the new Station
Cook position will be the current Cook I wage rate of $22.80, prior to the increase set forth
in the 2009-2013 MOU. Associates who currently hold Cook II positions will be
grandfathered at their current wage rate of $23.30 and will receive all increases set forth in
the 2009-2013 MOU.
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BANQUET DEPARTMENT
SECTION 1. BANQUETS

A banguet shall be deemed to be any sit-down function, reception, buffet, cocktails, coffee-breaks,
cash buffet, cater out, or box lunches which has been regarded and paid at the banquet rate.

SECTION 2. BANQUET SHIFTS, COVERS, OVERAGES
{(a) Banquet shifts shall be as follows:

(1) banquet servers - three (3) hours for breakfast; three (3) hours for lunch; and four (4)
hours for dinners, receptions, and cocktail parties;

(2) aisle attendants - four (4) hours;

(3) coffee break attendants - four (4) or eight (8) hours;

4 bartenders - four (4) or six (6) hours; and

(5)  barbacks - four (4), five (5) or eight (8) hours.

(b) A food server shall not be required to serve more than twenty (20) persons at a particular
breakfast or lunch sit down, plated function. When a server is required to serve over twenty (20) persons
the pay shall be one dollar and twenty cents ($1.20) per each additional person paid to that server or team in
addition to the established wages.

(c) A food server shall not be required to serve more than fifteen (15) persons at a particular
dinner sit down, plated function. When a server is required to serve over fifteen (15) persons the pay shall
be one dollar and thirty cents ($1.30) per each additional person paid to that server or team in addition to
the established wages.

(d)  Banquet food servers shall not be required to set up more than the number assigned to them
to serve individually or in a team, nor shall they be required to clear off more than the number given them
to serve individually or in a team.

(e) With respect to Banquet Department, the parties agree that the Hotel’s current practices
regarding the staffing of hospitalities and coffee breaks/receptions shall continue.

® Releasing Servers When Service is Complete: The parties agree that the practice city wide
is for Banquet Servers to be released from a function when their main shift (3 to 4 hours) has passed and
the meal function service is complete. Management checks the function room and determines that service
is complete and all that remains is clearing dishes. This can include all dessert plates, coffee cups, glasses
and dessert flatware. Management could release up to 50% of the staff at this point. Management would
then cut staff on an as needed basis once the tables reach cabaret status. (Minimum glasses, or cups, linen
and center pieces.) This practice will be instituted at the San Francisco Marriott Marquis consistent with
the city practice.

(g) The Employer may assign servers {o assist with functions other than those that they have bid
to work in accordance with the following conditions:
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(1) Pop-ups.

(i) For “pop-ups” that occur three (3) hours or less before the call time and for which
twenty (20) or more servers are needed, the Employer may staff the pop-up event at its
discretion.

(ii) For “pop-ups” that occur three (3) hours or less before the call time and for
which nineteen (19) or less servers are needed, the Employer will notify the Hiring Hall and
will call servers in order of seniority until it is less than two (2) hours before the call in time,
at which time the Employer may staff the event at its discretion.

(i) For “pop-ups” that occur more than three (3) hours before the call time,
regardless of the number of servers required, the Employer will notify the Hiring Hall and
will call servers in order of seniority. At no time will the Employer be required to wait any
length of time between making calls to servers. The Employer will leave a message for the
server if possible and will assign the server if the server returns the call and servers are still
needed.

(2) Extra Guests. For parties where the guarantee goes up (i.e., people added to the
party), the Employer shall first cover the increase with overs when the number of adds is
less than twenty (20) per function for breakfast and lunch and less than fifteen (15) per
function for dinner,

For parties where the number of adds is greater than the above numbers, the
Employer may assign existing servers, already assigned to work, to the function with adds
for up to thirty (30) minutes, If a server is required to work in the add party longer than
thirty (30) minutes, the server shall receive a premium of one (1) hour of overtime pay,
unless a server whose shift has ended agrees to work overtime.

(3) If for any other reason the Employer in its sole discretion chooses to assign
additional staff to work a function other than that which they bid for, the Employer may
make such assignments at their discretion as described above.,

) The assignment of servers to work other functions shall occur within their shift,
which for the purposes of this subsection, shall include voluntary overtime.

SECTION 3. BANQUET GRATUITIES
(a)  Banquets. In arranging all banquets (a banquet shall be deemed to be any sit-down function
which has been defined and paid at the banquet rate according to the custom and usage of the trade), the

Employer guarantees 75% of 19.5% of the total food and/or beverage charge, except for receptions, buffets
and cocktail parties or best practices if it is higher and the Hotel must go to those rates if it is not there now.

The above shall be distributed as follows:

75% to food servers and aisle attendants serving the banquet; the Employer shall be responsible for and
shall guarantee the distribution of said seventy-five percent (75%).

(b) Banquet Gratuity Distribution Formula.
Banquet associates will divide the gratuity on a daily basis. Breakfast will equal three (3) hours.

Lunch will equal three (3) hours. Dinner will equal four (4) hours. A Reception/Dinner will be five (5)
hours, The distribution will be calculated as follows:
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Total gratuity for that day divided by number of server and back aisle hours worked (during
contractual shift lengths) on that day equals gratuity share.

For servers this gratuity share is multiplied by three (3) for Breakfast and for Lunch, by four
(4) for Dinner and Evening Receptions, and by five (5) for Dinners accompanied by a
Reception. (If management authorizes a server to work a fourth (4th) hour on Breakfast or
Lunch, that time will be paid as an additional twenty dollar ($20) gratuity for the fourth (4th)
hout, which should be paid out of the gratuity.) This calculation shall become the gratuity
share paid for that day.

For Back Aisles the gratuity formula shall be the same as for servers except that the Back
Adisle shall receive twenty dollar ($20) gratuity for the fourth (4th) hour of the Breakfast and
Lunch shifts.

Each associate is paid that shift pay for each shift worked on that day. There shall be no
extension of the shift for purposes of gratuity calculation.

For example: if the hourly associates’ portion of the gratuity for a day is twelve thousand dollars
($12,000) and hourly associates worked five hundred (500) hours during the contractual shift lengths and
included in these five hundred (500) hours are four (4) aisle aitendant shifts and one (1) server working an
authorized fourth hour for breakfast or lunch, then the gratuity for Servers for Breakfast is seventy-one
dollars and forty cents ($71.40); for Lunch is seventy-one dollars and forty cents (571.40)(except for the
one (1) server working the authorized fourth (4th) hour, it is ninety-one dollars and forty cents ($91.40));
for Dinner is ninety-five dollars and twenty cents ($95.20); and a Reception/Dinner is one hundred and
nineteen dollars ($119). The gratuity for Back Aisle is ninety-one dollars and forty cents ($91.40) for
Breakfast and Lunch; ninety-five dollars and twenty cents ($95.20) for Dinner; and one hundred and
nineteen dollars ($119) for Reception/Dinner.

$ 12,000

$100 [5 hours times $20]
$11,900
+ 500

$23.80

Server

Breakfast $23.80x3= $71.40

Lunch
Dinner

$23.80 x 3= $71.40 ($91.40 for the server working O.T.)
$23.80x 4= $95.20

Reception/Dinner  $23.80 x 5= §$119.00

Back Aisle

Breakfast $23.80x3 +$20.00= $91.40
Lunch $23.80x3+5%20.00= $91.40
Dinner $23.80 x4 = $95.20

Reception/Dinner ~ $23.80 x 5= $119.00

Gratuity is not earned for doing coat check, photo shoots, scheduling, inventory, cte.

The gratuity for servers from the Hiring Hall will be calculated in the same fashion.
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The Employer shall only pay this 4th hour bonus to back aisle attendants and servers who work at
least forty-eight (48) minutes into the 4th hour. Servers shall not be eligible for the 4th hour bonus unless
they have been explicitly dirccted by management to work the overtime.

(c) Buffets, Cocktails, and Receptions. Seventy-five percent (75%) of the total gratuity
received and shown on the check, regardless of how it is specified by guest or engager, shall be distributed
to food servers, back aisle attendants, and bartenders working the buffet or reception. The Employer shall
be responsible for and shall guarantee the distribution of all buffet and reception gratuities in accordance
with this rule.

(d) Except where the practice is greater, for all Hotel events categorized as a promotion or for
employee relations, a gratuity will be paid on 50% of the retail price. The retail price will be the current
published menu price and there will be no deviation from that price. For the frequently used custom
menus, a retail price will be established and adhered to for the purpose of gratuity payments.

Minimum gratuities shall be as follows:

Breakfast and/or Lunch $40/server
Dinner $50/server

The Employer shall notify the hiring hall in advance of roll call of an event being a promotion, charitable,
or house event.

(e) The gratuity for Coffee Breaks shall be seventy-five percent (75%) of the total food and
beverage charges on the check, which will be at least twenty percent (20%). The formula for distribution
of the coffee gratuity shall not be modified without the agreement of the Union.

(f) The formula for distribution of the banquet bar gratuity for banquet bartenders and barbacks
shall not be modified without the agreement of the Union.

(g) Banquet Bartenders will receive a gratuity on cash bars as follows: The Hotel will pay a
gratuity of 75% of 22% of the total cash bar sales for the function. In addition, a container for tips may be
kept at the bar but at all times must remain out of the sight of customers (i.e., on the second shelf of the
bar).

Banquet bartenders shall be paid $1.50 per bottle, for wine sold by the bottle, to individual guests at a Cash
Bar so long as those wines are from a selected list not being poured by the glass at that function. For
individual table service when management determines bottles of wine may be sold, all bottles of wine
specially ordered or requested by a guest shall have a $1.50 charge attached to the bottle which shall be
paid to the server. Such amount will not be assigned or identified as a gratuity to the individual guest.

(h)  Banquet bartenders shall be permitted to place a “tip cup or jar” on hosted bar. In a hosted
function, in the event that the host or the Hotel objects to the placement of such a tip cup, no tip jar shall be
put out but the Employer shall pay an “attendant fee” to banquet bartenders working the function of
seventy-five dollars ($75.00) per bartender. The Hotel shall have discretion over the size, shape, design
and appearance of the tip jar used. Tip jars shall be visible to the guest.

(1) If a majority of banquet associates sign a petition to the Union after February 14, 2009,
calling for a transition to function pay for servers and back aisle, then the Union will hold two (2) meetings
to discuss the issue. After the two (2) meetings are held, the Union will hold a secret-ballot vote of banquet
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associates. If a sixty-five percent (65%) majority of votes are “yes” votes, then negotiations between the
Union and the Hotel will begin.

SECTION 4. RECORDS

(a) A record of all gratuities for each function for food servers, banquet bartenders, bar
attendants, coffee break attendants and back aisle attendants shall be forwarded by the Employer to the
Union on a weekly basis, but in no event later than two (2) weeks following said function by name,
together with the following information: The total amount of the check, the total gratuity, the name of the
function and the engager, the date, and the names of the employees working the function and the hours they
worked.

(b)  Upon request by the Union, the Employer shall provide the Union with documents which
verify the total amount of the service charge attributable to the function.

(c) The Employer shall be responsible for maintaining and shall require that its auditing
department maintain complete records of all banquets given; including all gratuities and/or service charges
received or distributed and the actual banquet checks. Such records for each banquet shall be kept for at
least one year, and all such records shall be made available to the Union upon request at any time during
business hours. It is understood that in making such request for said banquet information, that the Union
must specify the specific function for which information is requested. Should the Employer fail or refuse
to furnish the Union with the records as provided herein, the Union shall then make such request in writing
to the Hotel.

(d) The Employer shall provide the Union a monthly list of banquet functions (banquets,
cocktail parties, receptions, ete.). Such list shall be provided no later than the 15th of the following month.

No function sheets would be mailed to the Union; however, function sheets/catering event orders
shall be posted at the Hotel until the day following the function including the price of the individual menu
items.

The Union agrees that no contact would be made with the group contact unless done on a mutual
basis, i.e. the Hotel and the Union jointly contact the group contact. The thirty day list of functions is used
on a confidential basis by the Union. In the event that the Union provides this information to other hotels,
the Union shall forfeit its right to receive such information.

(e) An agreed upon gratuity form shall include the total amount of the check, the total gratuity,
the name of the function, the date, and the names of the employees who worked the function.

() Upon request, within a reasonable time frame, associates may review credit card records to
verify accuracy of paychecks.

SECTION 5. BIDDING AND SCHEDULING
(a) This schedule may change as participants become familiar with the process and by mutual

agreement of the parties.

Banquet servers and bartenders shall be able to choose the functions they work in accordance with

seniority, by weekly rotation.
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Fulltime banquet associates will be required to select at least ten (10) shifts per week.

(b} Each Tuesday, for each classification (Coffee, Barback, Back Aisle, Bartender and Server)
management will make a schedule silo, which shall show the available work per classification for the week.
Each classification’s silo will include for each function: (a) name of group; (b) type of function; (c)
starting and ending time (including anticipated overtime); (d) number of guests; (e) price per guest. Next to
each function’s information will be a skeleton which has as many spaces as associates needed on that
fimction, as determined by management.

(c) Each Wednesday fulltime and part-time associates will bid by seniority and Pool will be
assigned by seniority and availability. Prior to the Bid, associates will have time to view the posted
information.

(d) Management may assign fulltime steady extra servers to not more than two (2) VIP
functions per month. Before the bid begins management will make VIP function assignments. Associates
shall give their availability to management by 5:00 p.m. on Tuesday each week. Those associates assigned
VIP functions will bid for the same number of functions as other associates in their classifications minus
the VIP assignments. The VIP assignments will count as the Iast functions in the associate’s selection in
the weekly rotation. That is, if all associates in the classification are working nine (9) functions that week
then an associate with a VIP assignment will count that assignment as the selection in the ninth (9th)
rotation out of nine (9) in the weekly wheel.

(e) Fulltime banquet associates will bid in the following order: Coffee, Barback; Back Aisle;
Bartender; and Server.

() “A” rotation associates will bid on a weekly wheel.
(2) “B” rotation associates will bid on a daily wheel after all “A” rotation associates have up to
10 functions/shifts.

(h) There is no involuntary assignment of red-circled functions/shifts.

(1) Seniority rank for secondary code(s) will be based on starting time in primary code, unless
documents determine a different start time in the secondary code(s).

() Servers and Back Aisle associates will each take a turn bidding for functions or shifts, as
applicable to that classification. The most senior will bid first then the second most senior, etc., until
everyone in the classification has bid for one function or shift, as applicable to that classification. Then the
bid continues with the most senior associate until all “A” rotation associates in the classification have bid
for available work.

(k) “A” rotation Coffee attendants will bid for a weekly schedule with two (2) consecutive days
off {(when available); these weekly schedules are constructed by management. “B” rotation Coffee
attendants have a daily bid system.

) Barbacks shall bid by daily rotation. If a majority of barbacks so choose, they can have

management assign all shifts. If the barbacks so choose, the parties will bargain an assignment system
based on seniority.
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(m) An associate may select a proxy to bid for the associate. If no proxy is selected or selected
but not present and no shop steward is available or the associate does not attend the bid, then a management
representative will make the function or shift bid, as applicable to the classification, for the associate.

When management assigns work by proxy they shall make the assignment based on the most lucrative
function or shift, as applicable to the classification.

(n)  Bartenders will bid for all available beverage shifts in accordance with Banquet Bartender
Craft rules and applicable side letters.

(0) During the fulltime Server “A” rotation bid, that is, after the other fulltime primary codes
have completed their bids, associates with secondary codes can bid in any of their secondary code
classifications (bidding for a minimum of ten (10} functions or shifts, as applicable to that classification)
except that barbacks will bid for back aisle shifts prior to bidding in other secondary codes. For each shift
an associate has already bid in another classification, they will skip one rotation of the bid in their
secondary code bidding.

() After “A” rotation associates have bid for up to ten (10) function or shifts, as applicable,
then “B” rotation fulltime bid.

(q) After “B” rotation associates complete their primary code bid, they can bid for any
secondary code.

() If Coffee attendants do not have equal shifts (four (4) hours equals one (1) shift and eight (8)
hours equals two (2) shifts) as other fulltime “A” rotation associates and there are additional server
functions available, Coffee attendants can bid for functions prior to “B” rotation fulltime associates and
part-time associates bidding.

(s) If additional Coffee shifts are available after Coffee “A” rotation bids, then shifts will be
offered to “A” rotation fulltime associates. If additional shifts remain available, then “B” rotation fulltime
associates, then part-time and then Pool associates, by seniority, can work as Coffee attendants from among
those associates who are trained to do Coffee. Marriott will hold a Coffee training program once a year.

(1) After all fulltime associates have finished bidding; management will hold the part-time bid
/Pool assignment within each classification silo. After primary code bidding / assignment, associates may
bid in their secondary code(s).

(0)  Part-time Banquet employees/Shifts: Part time banquet employees may be required to bid
for three (3) shifts per week, consistent with the terms of the CBA. Part-time associates get two (2)
functions or shifis as applicable to the classification, then Pool is assigned (by seniority and availability)
one (1) function or shift as applicable, then part-time gets to bid another function or shift, then Pool is
assigned another, etc. Part-timers may stay at the bid after choosing two (2) functions or shifts, as
applicable to the classification, while management assigns the Pool, in order to bid for a third etc.

Consistent with the practice for pool status employees, part-time banquet employees shall be permitted to
give one (1) shift to another banquet employee per week. In the event that the part-time banquet employee
is not able to find another employee to take the shift, the part-time banquet employee who originally bid for
the shift shall be responsible for working the shift.
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(v)  After Pool is assigned work, then fulltime associates can bid for triples as long as overtime
is not unnecessarily incurred. Part-time can then do the same. After that, management will contact the
Hiring Hall for additional staff.

(w)  During the weekly bidding process, full time associates retain the right to bid for "triples"
after the pool bids are completed.

1. Associates may bid for triples in person, or by proxy.

2. Full and part time associates must mark their availability with a “T* if they are open
to working a pop-up shift that may result in a Triple shift for that day.

3. Only associates that have indicated “T” as a proxy will be called for a Triple. If more

than one associate indicates availability to work a triple, the shift will be offered
using the process for offering Pop-Up shifts per Section 6 POP-UP FUNCTIONS.

4. If at that time, the shift still needs to be filled, and the Hiring Hall is unable to
dispatch union extras, management may begin calling all available associates, by
sentority, regardless if they have marked “T”.

(x) When overtime is required, the remaining work shall be offered to the most senior and
involuntarily assigned to least senior. Mandatory overtime shall not be assigned to Hiring Hall servers;
they may, however, be offered or volunteer for the opportunity for overtime.

(¥) Full and part-time banquet associates may pass on work under the minimum number of
shifts referenced above by choice five (5) weeks per year, in addition to vacation and other paid time off or
bona fide leaves and when not enough work exists to meet the minimum requirements. The Hotel may
establish certain black-out periods during busy times when such passes may not be used.

(z) Fulltime banquet associates will be entitled to red-circle their ninth (9th) and tenth (10th)
shifts during the weekly bid. Once a shift is red-circled, other fulltime associates with less than ten (10)
shifts may bid for red-circled shifts i the weekly rotation system. If a red-circled shift is not bid for by
other fulltime associates, it will become part of the part-time bid. If a red-circled shift is not bid for in
either the fulltime or part-time bids, then the associate may obtain a replacement worker from the pool.
Such replacement must be approved by management. If the associate does not obtain an approved
replacement worker or the shift is not bid for during the rotation, the associate remains responsible to work
the shift. Other rearrangements of schedules shall not be required to accommodate such replacements.

SECTION 6. POP-UP FUNCTIONS AND CANCELLATIONS

When a pop-up function occurs within the week after the weekly schedule is posted, the following criteria
should be followed:

1. Before beginning the pop-up assignment, exclude the following:

A. Associates who have Red-Circled the same shift as the Pop-Up event.

B. Associates who have used Pass Week on that meal period during bidding.

C. Associates who on the day of the pop-up shift: have taken a “Regular Day Off”, are on vacation
or who are taking paid or unpaid PTO time etc.

D. Associates who have requested off of VIP functions for the shift where the pop-up occurred.

E. If the Banquet Associate is already scheduled for a shift in the same time period (they will be
offered the next pop-up).
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2. The first associate to be offered a pop-up shift in that week will be the associate who follows in
rotation the last associate to pick up a shift in that classification during the regular weekly bid.
Management shall offer pop-up shifts to the next associate in rotation for the particular
classification needed using the rotation on the merged wheel.

A.

Pop-up server shifts shall be offered in the following manner: Full-Time servers, or Merged
Wheel “B,”

Full-Time “B” List Servers

Coffee Break Full-Time “A”

Full-Time “B” List 2™ Coded Servers (Aisles/Bartenders)

Full-Time “B* List 3™ Coded Servers (Barback)

Part Time “A” List Servers

Part Time “B” List Servers

Pool “A”

Pool “B”.

The rotation for Full-Time “B’* merged wheel will continue until they have reached ten (10}
shifts.

The rotation for Patt-Timers “A” (via rotation) & “B” (via straight seniority) until all have (10)
shifts.

Pop-up bartender shifts and beverage stations shall be offered in accordance with the weekly
bidding of bartender shifts using the Full Time A Bartender list.

For additional beverage stations that may be staffed by Servers, pop-ups shall be offered in
accordance with 2A above.

Pop-up Back Aisle shifts shall be first offered to the Back Aisle “A” through the Merged Wheel
“B” rotation list and then to Back Aisle “B” list (via straight seniority) and the C Side Letter 30
Full Time Back Aisle list, then Part-Time Back Aisle, then Pool Back Aisle.

Pop-up Coffee Break shifts shall be offered first to Coffee Break “A” list via rotation and then
to Coffee Break “B” list (via straight seniority).

After Pop-ups have been offered to Part-Time and Pool, then extra shifts shall be offered to
Full-Time and Part-Time to exceed ten (10) shifts based on their availability to work triples as
identified during that week’s shift bidding process.

3. If aparticular classification other than server is needed, but the associate next up in rotation already
has a shift in their secondary classification then management shall offer that associate the shift in
their primary classification as long as it is for a shift for the same meal period as well as the same
day of the pop-up function, except for Back Aisles, unless no other Back Aisle are available in
accordance fo section 4 below.

A.

If an associate does exchange a shift in their secondary classification for their primary
classification, then the associate does not lose a shift in the rotation.
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B. A Bartender who is offered a bartending shift will lose a turn in the bartender rotation, if the
shift is for the same meal period and day as the pop-up bartending shift.

C. If an associate passes on a pop-up shift in their primary code, it is also considered a pass in their
current rotation of their secondary code.

D. Banquet associates, who do not have a primary Coffee Break code and are available, can refuse
a Pop-up coffee break shift and not lose a turn in their current rotation.

E. Coffee Break associates, who are coded as primary coffee break and are available, can refuse a
Pop-Up server shift and not lose a turn in their current rotation.

F. If more than one Pop-up shift is available in a classification: the Banquet associate shall be
offered a choice according to their availability.

4. If management is unable to fill Pop-up shifts by the above manner, and has offered Bartender and
Server shifts to the hiring hall, then management can assign Pop-up shifts by inverse seniority to an
associate who has a shift in their secondary classification to work a shift in their primary
classification. This language also applies for the Back Aisle and Coffee Break Pop-Up Shifts.

A. There shall be no loss of function assignment seniority because an associate takes a shift as a
pop-up vs. being scheduled for a function during bidding.

5. Cancellations: When the hotel is required to cancel a server shift on a banquet function, servers
shall be cancelled from the function, effective October 9, 2017, in the following order: Pool B, Pool
A, Part-Time B, Part-Time A, 3" Coded Servers (Barback), Secondary Coded Servers (Back Aisles
and Bartenders), Coffee Break A List working as Servers, Full-Time B List Servers, Merged Wheel
B (by seniority secondary coded servers), primary coded Full Time A List servers.

When the hotel is required to cancel a server shift on a banquet function, servers that accepted the
shift from the Pop-Up rotation shall be cancelled from the function before servers that bid for the
shift during the weekly bidding process.

SECTION 7. MISCELLANEOUS

(a) Tray Stands: There shall be at least one (1) tray stand for each one (1) food server.

(b) Pool Status shirts: The Hotel shall launder pool status employees shirts as is the practice
for full and part-time banquet staff.

(c) Cell Phones: Only one (1) cell phone number must be called to offer work to banquet
associates.

(d)  Banquet pool associates’ union dues payment shall be as follows: for the first twenty (20)
events or functions worked, a pool associate shall be required to pay a union service fee of five dollars
($5.00) per event or function worked up to a maximum of thirty-five dollars ($35.00) per month; effective
the first month following completion of twenty (20) events, the pool associate shall pay monthly union dues
as required by the CBA and in accordance with the Union’s By-laws and International Constitution
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(e) The parties agree that upon signing this Agreement, no new pool status associates shall be
hired in any classification, but all pool associates then on the payroll shall continue to be employed as
needed by the employer and consistent with the terms of this Agreement. All existing part-time and pool
status associates shall be grandfathered and shall be considered for posted openings. The parties recognize
that some associates who are regarded as pool status associates for the purposes of scheduling are coded
part-time for purposes of vacation or benefit accrual. No change will be made to their coding status.
Associates coded as pool status will not be eligible for vacation, sick leave, PTO (Personal Time), funeral
leave, jury duty pay, or the like.

() In the event that a full time banquet associate, as of the date of this Agreement, applies for
and is awarded a job of Banquet server, that person shall join the “A” rotation, as the least senior on the
rotation, as described in Banquet Department, Section 5, Bidding and Scheduling.

(2} Two (2) coffee break attendants positions shall be added for a total of fifteen (15) steady
banquet coffee break attendants. These two (2) shall constitate the first two (2) attendants in the “B”
rotation for the purposes of bidding for work.

SECTION 8. LEAD SERVER

A lead server oversees directing several banquet personnel and may work part of a station and will
not participate in the bargaining unit portion of the gratuity. Servers shall not be involuntarily assigned to
act as lead servers.

The rate for lead server shall be as set forth in the wage schedule.

SECTION 9. DUTIES: SERVERS, BACK AISLE, BANQUET STEWARDS, AND COFFEE
BREAKS

(a) Food servers shall not be required or permitted to sweep or to do work of dishwashers,
housépersons or porters, or others except in cases of emergency.

When seat covers are required for a function, the server or team of servers shall only be required to cover
and uncover the same number of chairs as guests they or their team will serve.

(b)  Delivery of Equipment for Banquet Functions:

() Except as provided in subsection (c) below, for banquet functions, stewards will be
responsible for bringing parred, caged set-up equipment to the back aisle location currently being used for
banquet rooms. “Parred” shall be defined as sufficient equipment, e.g., silver, to accommodate the
number in the party.

(2)  For the banquet rooms listed below, stewards will be responsible for bringing parred,
caged set ups to the room for a banquet function when it is vacant and accessible at the time the equipment

is prepared. When the room is occupied at that time, the set-up equipment shall be brought to the “staging
area” provided below.

Banquet Room Staging Area
Nob Hill A through D hallway behind Convention Service Office
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Salons 1-5 behind the Stewarding Office

Salons 6-9 in the back aisle behind the salons
Salons 10-15 directly behind Salon 15, in back aisle
Golden Gate A and B Mission tunnel

Golden Gate C back aisle next to Coffee Breaks

Club Bar Mission tunnel

4th Floor Mission tunnel

5th Floor Mission tunnel

View Lounge Mission tunnel

Laurel, Walnut and Willow Mission tunnel

(c) Server and Back Aisle Attendant Duties:

(1 Servers shall not be responsible for moving queen mary carts, hot boxes, or cages.
Servers may be assigned to continue moving props, seco tables, empty racks, poker chips, linens, tray
jacks, and salt and pepper, provided such movement occurs during the course of the assigned shift, which,
for the purposes of this subsection, shall include voluntary overtime. Notwithstanding this subsection,
servers may continue to be assigned to move queen mary carts with box lunches and to otherwise move
queen mary carts inside the banquet room. Servers shall be required to return props to the appropriate
room but shall not be required to clean the prop room or storage room.

(2) A server may be assigned to assist back aisle attendants with salt and pepper, sugar,
bread baskets, creamers, lemon wedges, water, and similar items, provided the server has finished setting
up his section. It is understood by the parties that servers will make every effort to efficiently complete
their set-up duties so that they will be available to assist the back aisle attendants in these tasks.

(3) Servers and back aisle attendants shall not be assigned to move tables and chairs. In
the event that a banquet room needs to be turned quickly (e.g., “tight turn,” pop-up, or when the start time
of a function has been moved up), servers will be required to clear the room of food, plates, silver, etc., so
that convention services, stewards, aisle attendants, and others can re-set the room for the next party.
Servers and back aisle attendants may assist in moving tables and chairs only on a voluntary basis.

(4)  Food shall be moved from the kitchen to the function rooms by the back aisle
attendants. For all large events, stewarding may be assigned to assist, as needed.

(5) With respect to back aisle attendants in the Banquet Department, the parties agree as
follows:

a. The Employer may create and fill two (2) additional fulltime back aisle attendant
positions. These two (2) back aisle attendants shall bid for work on a second,
separate daily rotation from the current incumbent fulitime back aisle attendants.
These two (2) new back aisle attendants shall bid after the current fulltime back
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aisle attendants have selected enough shifts for fulltime work and prior to part-
time aisle attendants choosing their shifts on their rotation.

b. Inthe event that the two (2) new fullfime back aisle attendants do not receive
enough work to fill out a fulltime schedule, they shall be allowed to bid for work
in accordance with their previous rotation, i.e., part-time or pool, or other
classifications.

¢. The Employer may continue to assign part-time and pool back aisle attendants as
business needs require.

(6)  Back Aisle Lead Shifts: The parties agree that the hotel will establish Back Aisle
Lead Shifts that will be designated by management as needed with the following provisions:

1. The Lead Shift will pay an additional $50.00 a shift paid out of house gratuity.

2. The existing Back Aisle Wage Rate will be the same wage rate for Lead Back
Aisle Shifts and the gratuity will come out of the pool.

3. The Back Aisle Shifts will be 5 hour shifts (staring 1 hour earlier than regular
Back Aisle shifts).

4. All Back Aisle Associates may bid for a Lead Shift.

(7)  Back Aisle Side Work: Side work will be noted on BEO’s on lighter days for Back
Alsles and they’ll be expected to complete all side work prior to leaving their work area.

(8)  Back Aisle Assignment to Multiple Functions: “Starred” Functions will be
determined by management and will mean that Back Aisles will be assigned and moved during their shift to

multiple functions to assist with set up and clean up as requested by management. The parties agree that
these shifts will not exceed four hours unless the function itself goes longer than planned (i.e., to include
but not limited to, awards dinners, functions where speakers delay the flow of service, or when a client asks
to extend the function time).

(9 In-House Extra List for the Back Aisle Classification: The parties agree to the
creation of Tn-House Extra List for the Back Aisle position not to exceed 15 names. Pool Status Servers can
be double coded to Back Aisles, the hotel will offer Union Hall Extras the opportunity to be on this list and
other San Francisco Marriott associates will be offered the opportunity to be on the In-House Extra List and
would be paid at the Back Aisle Wage Rate for all hours work as a Back Aisle. In the event overtime
occurs for a San Francisco Marriott associate, the OT rate will be 1.5 times the Back Aisle Wage Rate for
work over 8 hours in a day/40 hours in a week in accordance with State and Federal Laws.

(d) Banquet Stewards:

(1)  The Employer shall create and fill four (4) new banquet stewarding positions within
the Stewarding Department. These positions shall be filled through the stewarding schedule bidding
process, i.e., to the most senior steward bidding for the position, provided the person is capable of
performing the duties of the position and possesses the appropriate communication skills.

(2)  The primary duties of the banquet stewards shall include:

»  moving queen mary carts, hot boxes, cages, and other equipment; and
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* removing garbage from banquet areas.
As time allows, the banquet stewards will assist aisle attendants with the following tasks:

*  sweeping banquet areas;

*  sweeping the storeroom;

*  wiping out the refrigerator;

*  maintaining and cleaning the coffee machines;

+  assisting coffee breaks with queen mary carts; and

*+  assisting loading and unloading china, silverware, and glassware in trucks for
cater-outs.

(3) The parties agree that the hotel will increase the number of Banquet Stewards to 6
and that the Coffee Breaks Staff will be responsible for moving their queen mary carts in the event there
is no Banquet Steward available to assist.

5. Coffee Break Attendants:

(1)  Coffee Break Attendants shall do roll-in breakfast, lunch and dinners for 25 or fewer
guests.

(2)  Coffee Break Attendants will transfer food from a roll-in to a table if the guest so
requests.

SECTION 10. BANQUET SERVERS OVERTIME

(a) The overtime rate for banquet food servers, aisle attendants, and coffee break attendants
shall be $2.50 above the straight time hourly rate of pay. This provision also applies to Hiring Hall extras.

(b) When a function is over and cleanup is complete, servers shall have the option of either
voluntarily going home and not receiving the overtime they had signed up for or in the alternative
performing side duties provided such side duties are consistent with the duties of the craft (e.g., not
mopping floors or moving furniture).

SECTION 11. BARTENDERS FOR BANQUETS AND SPECIAL OCCASIONS

(a) At no time shall a bartender or a barback in this classification receive less than provided in
the wage scale for any shift. Overtime shall be paid for time beyond the shift length at the rate of one and
one-half times the hourly rate.

(b)  The Employer shall have a bartender for all parties serving distilled spirits which have

twenty-five (25) or more persons in attendance, except where the engager requests the services of a
bartender for parties of less than twenty-five (25) persons.
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SECTION 12, STEADY EXTRA BANQUET BARTENDERS/BARBACKS

(a) The parties shall reach an agreement on the number of Steady Exira Banquet
Bartenders/Barbacks. Names of steady extras shall be on record at the Union.

(b) The Employer and the Union shall meet upon request of either party to negotiate the
rotational practice of steady extra banquet bartenders. Pending such negotiations, the current practice in
effect on the date of this Agreement shall remain in effect.

(c) Barbacks will receive twenty percent (20%) of the gratuity for all product delivered and sold
in hosted bars and beverage stations, This is to include hosted table wine. Gratuities on cash bars will be
paid in accordance with the customs of the trade. Barbacks earn food gratuity only on those functions that
they work as servers.

(d) When barbacks are scheduled, and work, an eight (8) hour shift, each will receive one full
portion of the barback gratuity. If a barback is scheduled for an eight (8) hour shift, but volunteers to leave
a shift before completing six hours of work, they will receive a gratuity equal to a pro-rata portion given to
barbacks who have completed six (6) hours or more of an eight (8) hour shift.

(e) Weekly schedule bidding for bartenders will be done in accordance with the Bartenders
Seniority List. All bartenders who are on the Bartender List will be required to bid on first, any available
bar function, and then second, any available beverage station function, before they may take any non-
beverage food function on that same shift. The only exception is that beverage stations will always be
offered in the following order: (a) full-time double-coded bartenders; (b) full-time servers; (c) part-time
double-coded bartenders; (d) part-time servers; (&) pool double-coded bartenders; (f) pool servers.

. ® For all functions consisting of two or more bars, a room diagram will be made, before the
shift begins, showing the location of every station and which stations are likely to close early. Once all
Hotel bartenders working a function are present, but no later than five minutes after their scheduled starting
time, bartenders will pick their station locations by means of their bartender seniority. After Hotel
bartenders have picked their stations, Union Hall bartenders will be assigned station locations by
management. Any Hotel bartender showing up after location picking is finished will get to pick only from
whatever station locations remain unclaimed.

(g)  When some bars are requested to stay open past the originally scheduled closing of the bar,
bartender seniority per function will determine which bars stay open and which bartenders will have the
option to stay late, unless the host requests that a different bar stay open.

(h)  Bartenders will receive one share of the daily bar gratuity for each hosted or qualifying cash
bar function they work in a day. This includes when working two or more separate bar functions in a single
shift, but does not include the giving of breaks.

(1} If, for personal reasons, a bartender needs to leave a bar shift before it is completed, they
will split their share of the gratuity on a pro-rata basis with whomever is required to replace them.

() Bartenders who are in charge of setting up both the beverage and the limited snacks in a
reception, will have the food gratuity of the particular function added to the bar gratuity, provided that
bartenders shall not be used to replace or supplant the scheduling of servers for a reception. Parties that the
bartenders act as a server shall be limited to events of less than twenty (20} persons, not include any hot
food and be limited to dry snacks and one cold plate, in accordance with the existing past practice.
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(k)  Bartenders who are used to serve food after completing their bar function will receive a full
share of the bar gratuity, and a share of the food function gratuity. They will receive the pro-rated portion,
of the regular shift length, of food gratuity for the portion of the shift they are needed to set up, serve, and
clean up a food function.

3] Bartenders will be offered, by seniority, a chance to pick up all “pop-up” bartending and
beverage station functions. A bartender may choose, but will not be forced, to exchange the food shift they
have already picked during the regular weekly function bid, in order to fill a pop-up bar shift. If no
associate on the Bartender List chooses to take a given pop-up bar, it will be offered to the Union Hall.

(m)  When a bartender who is in a weekly rotation with other bartenders, leaves his position, the
rotation will permanently be reduced by one person, eventually leading to daily rotation.

(n) When a banquet function is held in either the View or any other food outlet, all servers and
bussers who have been offered and assigned to work the event as servers, including a la carte servers, shall
be paid the banquet server rate for the hours actually spent on the banquet function; all bartenders,
including front bartenders, shall be paid the banquet bartender rate for the hours actually spent on the
banquet function, unless the station is booked as a beer/wine beverage station in which case the server rate
shall apply. Similarly, barbacks shall be paid the banquet barback rate for hours actually spent on the
function. Gratuity shall be paid as per the banquet gratuity formulas.

Associates shall only be permitted to work such banquet functions if they are trained and
qualified for banquet functions.

(0) All primary bartenders receive bartender rates for PTO (Personal Time), Holiday, Vacation,
and mandatory meetings.

(p)  When bartenders work a beverage station, they will be paid at the server rate.

(q) The Bartender Seniority List will be composed of the eleven (11) associates who currently
have a primary code or will be offered the opportunity to have a primary code of bartender. As the
individuals on the list leave the Hotel, their positions shall not be filled until the positions are reduced to
seven (7). Thereafter, such positions may be filled so that the number of bartenders on the Hotel’s
Bartender Seniority List remains at seven (7).

€9 In the event bartenders are needed beyond the Bartender Seniority List, the following
procedures shall be used for each function: The Hotel will fill two (2) shifts from the Hiring [all, then the

Hotel will fill two (2) shifts from the supplemental in-house Bartenders list, etc. The supplemental in-
house Bartenders list shall be a closed list and be reduced by attrition. [Former side letter 33(a)-(h) and 34]

SECTION 13. EVENT SERVICES

(a) The movement of heavy equipment shall occur in a safe manner. In the event that an
associate reasonably requests assistance, management shall assign another person to assist that associate.

Event services associates shall receive an extra payment of twenty-five dollars ($25) when they are
required to move tables in the View Lounge to or from another floor.
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(v)  Risers: The Hotel agrees to repair and maintain any existing risers currently in disrepair.
The Hotel, including the Chief Engineer, and Union representatives shall meet as needed to discuss and
review the timeline and action plan to replace and/or repair the risers.

(c) Set Up and Table Clothing Shifts: Upon guest request for a room set up to include table
cloths or other table top items well in advance of the start of the function, the set up could be handled by
Event Services and the associate that works the shift will be paid an additional $25.00 per shift per
associate required to perform the requested work. This provision applies to Banquet food and beverage
functions and not to meeting functions that are currently part of the Event Services department. These
shifts will be given to the associate that is assigned to the geographic area in the hotel where the guest

request occurs.

SECTION 14. VACATION FOR HIRING HALL EXTRAS/POOL

(a) After one (1) year of continuous service with a particular Hotel and provided said Hiring
Hall Extras have earned eight hundred dollars ($800.00) or more, exclusive of overtime, gratuities and/or
service charges, the affected individuals shall be entitled to four percent (4%) of the total wages, including
overtime, as vacation pay.

(b)  For Hiring Hall Exiras, after two (2) years of continuous service with a particular Hotel, and
provided said Hiring Hall Extras have earned eight hundred dollars ($800.00) or more, exclusive of
overtime, gratuities and/or service charges, the affected individuals shall be entitled to eight percent (8%)
of the total wages, including overtime, as vacation pay.

(c) For Hiring Hall Extras, after ten (10) years of continuous service with a particular Hotel, and
provided said Hiring Hall Extras have earned eight hundred dollars ($800.00) or more, exclusive of
overtime, gratuities and/or service charges, the affected individuals shall be entitled to twelve percent
(12%) of the total wages, including overtime, as vacation pay. "

(d) Pool Status PTO: Pool status banquet employees shall receive pro-rated PTO, consistent
with the extras provision of the MOU (and subject to a revised numerical calculation based on PTO only),
provided the pool employee has worked at least 400 hours in a calendar year. [2009 MOU]

FOOD OUTLETS DEPARTMENT

SECTION 1. SCHEDULING OF DAYS OFF AND SHIFTS

The following provisions shall apply to all associates in the Food Outlets Departments (except
banquet personnel). Associates shall have preference for work schedules, including days off, as established
by the Employer based upon seniority. There shall be bidding within each classification on May 1 and
November | of each year thereafter for work schedules, including days off, as established by the Employer
on the basis of seniority.
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SECTION 2. EXTRA SERVERS

If a regular restaurant facility is used during normal operating hours for a banquet function, the
regularly scheduled crew shall work that function with additional crew, if needed, drawn from the banquet
department.

SECTION 3. GRATUITIES

(a) No associate shall be required or allowed to contribute any part of his compensation or
gratuity to non-bargaining unit associates.

b) All checks and menus not carrying an automatic service charge shall be printed with the
words “Gratuity Not Included.”

(c) A sixteen percent (16%) service charge shall be added to all food and beverage portions of
pre-sold tours.

(d)  All charged tips, exclusive of tours, shall be paid in cash to the server at the completion of
his shift when sufficient cash is available. When sufficient cash is not available, servers shall be given a
“due back” form which shall be redeemed by management on the server’s next scheduled shift.

(e) With point-of-sale accounting systems each food and beverage server shall be provided, in
writing, with the total dollar amount of sales handled by the server, and the total charged gratuities paid to
that server. Such information shall be provided on a weekly or daily basis or on another interval if
proposed by the Employer and agreed by the Union.

() A sixteen percent (16%) service charge will be charged on parties in the food and beverage
outlets, of six (6) persons or more wherever and whenever food or beverage is served.

(g0  B55 Cancellation Policy:

(1) When a reservation of ten (10) or more persons fails to show without canceling two
(2) hours in advance, the server assigned to the reservation shall be compensated $3.50 per person.

(2) When fifteen (15) or more persons do not show for a reservation without calling to
adjust the reservation two (2) or more hours in advance, the server shall be compensated $3.50 per person.

SECTION 4. NEW YEAR’S EVE

When a Hotel function includes ticket sales, the Hotel shall pay bargaining unit persons working the
party a sixteen percent (16%) gratuity on any food and beverage included on all tickets sold in a regular
food or beverage outlet.
SECTION 5. DUTIES: SERVERS

(a) Food servers shall not be required to sweep their station at the end of their shift. Nor shall

they be required to do the work of stewards, housepersons, or convention services except in cases of
emergency or as otherwise provided in this Agreement, or as is consistent with the Hotel’s past practice.
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(b) Work stations within a room shall be assigned to servers on a rotational basis. Work stations
shall be assigned to dining room attendants in order to assure a fair distribution of the work load.

(c) All guest parties shall be seated in a rotational order so as to insure a fair distribution of
work load, consistent with guest preference and table availability.

SECTION 6. CASH SHORTAGES - MISSING CHECKS

(a) A food and/or beverage server or cashier shall not be held financially responsible for the
failure of a guest to pay the amount of the meal or beverage check.

(b)  No food or beverage server or cashier shall be held financially responsible for any losses due
to use of credit cards.

(c) The parties agree that any missing checks, coupons, or vouchers shall be brought to the
attention of the server, or cashier to whom they were issued within four (4) of the associate’s working days.
If any such missing check, coupon, or voucher is not brought to the attention of the server, cashier or
captain within said time period, the associate shall not be disciplined on the basis of such missing check,
coupon, or voucher. Such an associate may examine the checks, coupons, or vouchers for the day in
question if the associate requests to do so immediately after being notified by the Employer that a check,
coupon, or voucher is missing,.

SECTION 7. CASHIERS

The Hotel shall provide cashiers with efficient, functioning equipment to work with and shall
maintain all equipment.

SECTION 8. ROOM SERVICE

The Hotel no longer offers room service but agrees that if it should reinstate such a service, the
positions will be bargaining unit positions, as previously in effect at the hotel. See Sections (a) through (i)
below.

(a) All a la carte food and beverage orders ordered from the room service menu and delivered to
hotel guest sleeping rooms and suites shall be served in accordance with existing practice.

(b) Servers shall be assigned a la carte deliveries on an equitable rotating basis.
(c) There shall be a separate check issued for each room service or a la carte order.

(d) Records of the distribution of catering and hospitality orders and gratuities which are stored
onsite shall be retained for a period of three (3) months and shall be made available to room service
associates upon request during office hours. Records transferred to off-site storage shall be made available
upon request by the Union for a period of one (1) year.

(e) The Room Service gratuity formula for respective parties, functions, or work shall be as
follows:
72




TYPE

Amenities

Platinum guests

In-house a la carte

Complimentary

{meals/orders)

C-7’s

A la carte

Hospitalities

The a.m. and p.m. server shifts shall be considered separate work units for purposes of
scheduling. When an open position becomes available in either the a.m. or p.m. shift, such opening shall
first be posted within the Room Service Department. The opening shall be filled by the most senjor
applicant within the server classification within the department. In the event that no one from within the
server classification within the department bids on the position, the position shall be posted for the rest of
the Hotel as per Section 6, Posting And Promotions.

GRATUITY

$2.00/delivery to the server for amenities
with 1-3 items (e.g., water bottles, fruit and
cheese, bottle of wine)

$5.00/delivery to the server for amenities
with 4 items or more (e.g., bottle of wine,
cheese and crackers, six pack of beer, dry
snacks) (A six pack or less of beverages
shall equal 1 item.)

$2.00/delivery to the server for the current
“call down” practice; $1.00/delivery to the
server if Employer retumns (o automatic
box delivery.

15% to the server
1% to RSA

15% to the server
1% to the RSA
15% to the server
1% to the RSA
15% to the server
1% to the RSA
15% to the server
1% to the RSA

0.75% to the cashier

For the first year of the contract, room service servers moving from one shift to another shall carry
their seniority with them to the new shift. Thereafter, a room service server moving from one shift to
another shall have his seniority for scheduling purposes commence effective the date of the transfer.
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(h) In Room Service, when hospitality staffing requirements increase after the schedule is
posted and additional servers are needed to staff the function, the hospitality rotation shall determine which
server(s) are called in for the function. If the server(s) next in line for hospitalities are already scheduled,
and management determines that additional a la carte servers are needed, a la carte seniority will determine
which server(s) is called in to work. In all cases, overtime is applicable,

(L) In Hospitalities, bartender fees and server fees shall be included on the hospitality bill for
purposes of gratuity calculation, whether charged to the guest or waived.
BEVERAGE DEPARTMENT
SECTION 1. SHIFTS

Bangquet bartenders working a shift of four (4) hours or less shall be paid in accordance with the
wage rates attached hereto.

SECTION 2. BARTENDER STATIONS

Operation of a wine, beer, and non-alcoholic station in the Banquet Department and/or Room
Service Department function shall not require a bartender.

SECTION 3. APPRENTICES

Employment of apprentices shall be in accordance with the standards and provisions of the San
Francisco Bartenders Joint Apprenticeship Committee. The adoption of an apprenticeship program and/or
the employment of any apprentices shall be at the Employer’s sole discretion.

SECTION 4. CLEANING

Servers and bartenders working in the View and Atrium Lounges shall not be required to perform
deep cleaning but shall be responsible for the up-keep of the work area during their shifts.

SECTION 5. MOVING FURNITURE

Servers, barbacks, and bartenders shall not be responsible for furniture moves normally performed
by Convention Services.

STEWARDING DEPARTMENT
SECTION 1. UNIFORMS AND LINEN

(a) The Employer shall furnish, launder and maintain, at no expense to the associate, a uniform
which shall consist of an apron, pants and shirt, and a smock for pregnant women.

{(b) Gloves of the appropriate kind and water-repellent aprons shall be furnished by the
Employer to each associate performing a job classification which requires the wearing of gloves and/or
aprons.
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SECTION 2. SENIORITY

The departmental seniority of all associates within the entire department shall govern in applying
the provisions of Section 5 SENIORITY, anything in said section to the contrary notwithstanding.

SECTION 3. SOAP

The Employer agrees to supply kitchen associates with a brand of soap for dishwashing that is
approved by the standard set by the California State Department of Public Health.

SECTION 4. FLOORING

The Employer shall provide and maintain appropriate anti-skid surfaces, including rubber mats,
where appropriate in areas where slip hazards exist.

SECTION 5. MULTIPLE DUTIES

Stewards may be assigned to perform multiple duties within the stewarding department. Tt is
understood that when assigning multiple duties to an associate, the Employer shall not require the associate
to perform an unreasonable amount of work. No presumption of unreasonable workload may be inferred

simply from the assignment of multiple duties to an associate during his shift. The assignment of multiple
duties in stewarding shall not be done in a discriminatory or capricious manner.

SECTION 6. SHIFTS
(a) There shall be no split shifts.

(b) No associate shall be required to return to work for twelve (12) hours after the expiration of
his normal shift, except in cases of changes to normal shift assignments.

SECTION 7. SUPPLIES

Stewards shall be provided with sufficient supplies to perform their duties.

BELL STAND DEPARTMENT

SECTION 1. DEFINITION OF WORK - BELLPERSON

(a) The primary duty of a bellperson is to assist guests with luggage and check out guests with
luggage.

(b) Bell persons shall receive the following porterage gratuities for tours, whether Incentives
with Transportation, Foreign Individual Tours, or Incentives without Transportation: $12.00 per person, in
and out combined.
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A tour is defined as a pre-arranged movement pursuant to a written agreement sold at least
forty-eight (48) hours in advance of the atrival date or time where the provision for baggage or luggage
handling is specified in the written agreement.

{c) Except as explained in (¢) below, Bell persons shall receive one hundred percent (100%) of
the gratuity for tours, FITs, incentives, and deliveries listed above. Managers and supervisors shall not
participate in deliveries or tours and shall not be paid any gratuity, portage, or service charge.

(d) When a group arrives by bus at the Hotel that is not a pre-arranged tour as defined herein, a
management representative in conjunction with a union designated bellperson, where appropriate, shall
ascertain if the guests desire to have their baggage handled in the established manner for tours. If the group
desires to be handled in the established manner for tours, the baggage-handling rates provided in paragraph
(b) above shall apply for arrival handling only, and departure if the group so desires. If the group does not
want to be handled in the established manner for tours, the bellpersons will be notified that the guests will
be handled in the same manner as individual check-ins. When a bellperson is required to wait for tour
arrivals, such waiting time shall be counted as time worked.

(e)  In the event that the Hotel negotiates tour gratuities in excess of those listed in the
Agreement, the first one dollar ($1) increase shall be paid to the bell person. If the Company charges more
than one dollar ($1) in excess of the prescribed rates, then the Employer and the Union shall meet and
negotiate what portion of the extra amount shall be paid to the bell person. If no agreement is reached, then
the Hotel may not increase the porterage rate beyond the one dollar (§1) referenced above.

) The Hotel may only negotiate porterage rates below those listed in the Agreement with
the approval of the Union.

(2) The parties agree to the following with regard to the Bell Stand:
1. The “front man - last man” system of assigning duties to bell persons shall be in effect.

2. Any “off floor” work, e.g. “prime-time” assignments, shall be compensated at the rate of
the regular wage rate, plus ten dollars ($10) per hour.

3. When a manager or supervisor retrieves a lap top from storage for a guest, any gratuity
paid by the guest shall be passed on to the bell person who received the guest request.

(h) The dual classification of Door-Bell shall be ¢liminated. Incumbents currently occupying
these positions shall be required to choose between being a bell person or a door person. In the event that
there are additional available shifts at the door and the Company determines said available shifts are to be
filled by bell persons, then the door shifts shall be offered in the following order:

1. To fulltime bell persons, according to seniority.
2. To part-time bell persons, according to seniority.
3. To pool status bell persons, according to seniority,

SECTION 2. DELIVERIES/PAYMENTS
(a) There shall be no contracting out of deliveries, except for newspapers.

(b)  Inthe event that the Hotel charges more for deliveries than is listed in the Agreement, one
hundred percent (100%) of that service charge shall be paid to the bell persons performing the deliveries,
unless otherwise agreed to by the Union.

76




{c) Room cleaners, in accordance with past practice, shall continue to deliver only the following
to the guest rooms:

. Tent cards

. Chocolates for pillows

. Housekeeping items, e.g., soap, sewing kits, towels, pillow cases, etc.
. Letters to guests from management

(d)  Bell persons may clect to waive their sixth or seventh day overtime in order to work a
delivery, in accordance with their regular rotation. If such overtime is not waived, the delivery shall be
assigned to the next bellperson in the rotation who will be offered the delivery under the same terms as
stated above.

(e) Bell persons shall be paid as follows for deliveries:

Deliveries outside the room $1.50/item

Deliveries inside the room $2.50 for the first item, $1 each additional item
if Company gets it

Stickers $0.50/sticker

Name look-up $0.50/name

Large or intricate items 100% of customer charge

Golf clubs $2 in and out combined, for each set of golf

clubs, provided the Hotel is able to get such a
service charge as part of a tour or incentive

Flowers $1 per delivery to person making the delivery

(paid at the end of each month)

Any “off floor” wark, e.g. “prime-time” assignments shall be compensated at the regular wage rate, plus
ten dollars ($10) per hour.

) The parties agree that one (1) item and a Welcome letter may continue to be handled
through the Front Desk and will not be considered a delivery to be handled by the Bell Department
regardless of the number of guests affected. If there are more than five (5) items (and/or guest rooms) to be
delivered, the standard hotel delivery fee will apply and the Bell Department will be responsible for
handling the delivery. Four (4) items or less does not constitute a delivery and the standard hotel delivery
fee will not apply, guests will have the option of leaving their items for pick up at the Front Desk or the
Bell Department may handle the delivery directly.
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HOUSEKEEPING DEPARTMENT

SECTION 1. ROOM CLEANERS

(a) Effective with the signing of this Agreement a room cleaner shall not be required to clean
more than 14 rooms during an eight (8} hour shift.

(b)  When a room cleaner asks to be excused from completing a room assigned, the Employer
shall fairly and reasonably investigate his or her explanation before denying his or her request. Whenever
such a failure is not excused, the room cleaner involved shall be furnished with a statement of the
Employer’s reasons.

(c) When a room cleaner is assigned six (6) or more checkouts per day, the daily room
assignment shall be reduced by one (1) room or credit; when a room cleaner is assigned nine (9) or more
checkouts per day, the daily room assignment shall be reduced by two (2) rooms or credits. When a room
cleaner is assigned ten (10) or more check-outs per day, the daily room assignment shall be reduced by
three (3) room credits.

(d)  The Employer will not change or move a room cleaner’s regularly assigned section to avoid
dropping rooms in accordance with this Agreement; nor will the Employer issue “lOUs” in lieu of dropping
rooms in accordance with this Agreement.

(e) The Employer will not switch a room cleaner’s regularly scheduled days off to avoid paying
overtime.

® Whenever a housekeeper is required to make up any combination of three (3) cots/roll-
aways or cribs on a shift, one (1) room shall be credited toward the daily room assignment. In addition, the
housekeeper shall be paid one dollar ($1.00) each for the first, second, fourth, fifth, and seventh, etc.,
cots/roll aways or cribs assigned. There shall be no payment for the third or sixth, etc., cots/roll-aways or
cribs assigned. In the event that sofa beds are added to the Hotel’s rooms, sofa beds shall count as cots for
purposes of room drops a provided in this Section.

(g)  Rooms requiring special attention and which will be held to a higher cleaning standard shall
be identified by a special code on the room cleaners’ assignment sheet. One (1) room shall be dropped for
any so designated. A “VIP” room shall not be identified on a room cleaner’s daily assignment unless it
requires special attention in which case it will be designated a special assignment. Additionally,
inspectresses, supervisors and management shall not hold room cleaners to a higher standard of cleaning
for rooms not specially designated. If the work is work which can only be completed by a bargaining unit
associate other than a room cleaner {e.g., a houseperson), the room cleaner will not be entitled to the one
(1) credit deduction.

(h) Room cleaners shall not have “heavy pickups™ added to their daily assignment. For

purposes of this section, a “heavy pickup” shall be deemed to be a room requiting a bathroom cleaned or a
bed made.
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(1) Sufficient linen shall be supplied to the room cleaner on the respective station. Proper
equipment and cleaning materials shall be supplied to the room cleaner.

() Room cleaners shall not be required to transport bulk linen from the main linen storage room
to restock the respective floor stations, nor shall room cleaners be required to leave their floors for linen.

(k) Room cleaners shall not be required to perform work which requires the standing upon
chairs, stools, ladders, bathtubs, vanities, or any other items.

(D When a vacancy in an assigned section occurs, the vacancy shall be filled by the most senior
housekeeper who bids for the position,

(m)  When a room cleaner has an extremely dirty room, the room cleaner shall immedjately
notify a designated supervisor and the individual and the Employer shall attempt to reach a mutually
acceptable resolution, such as the supplying of additional help, reduction of one room, or other mutually
acceptable solution.

(n)  Room cleaners shall not be required or expected to perform janitorial or maintenance duties
including, but not limited to wall washing, cleaning venetian blinds, hanging curtains or draperies, window
cleaning, cleaning public rest rooms, or sweeping outside the Hotel. Window washing and window
cleaning as used herein does not include wall wiping, window wiping, or damp dusting venetian blinds.
This paragraph shall not apply to housekeepers who are members of Deep Cleaning Teams.

(0) Lobby Cleaners shall receive the same wage rate as room cleaners.

(P) When room cleaners are required to travel to a third floor, there shall be a one (1) room
reduction in the daily assignment of rooms. When a room cleaner is required to travel to a fourth floor,
there shall be another one (1) room reduction in the daily assignment of rooms. When a room cleaner is
required to travel to a fifth floor, there shall be another one (1) room reduction in the daily assignment of
rooms.

Q) Section room cleaners who “self-inspect™ their own rooms shall receive a bonus of forty-five
dollars ($45.00) per month; p.m. housekeepers will receive a bonus of eleven dollars and twenty-five cents
($11.25) per month (unless they typically only clean rooms, in which case they will receive the full self-
inspection bonus. The full bonus will not apply to turn down associates.)

() The Hotel agrees to discuss with the Union, upon request, any concerns about room
cleaners” workloads.

(s) MLR: In the 2009-2013 CBA, the hotel increased the MLR rate by 46 cents per hour in
addition to the normal increase, in exchange for the performance of the following duties:

- Answering “Lost and Found” phone
- Entering service call requests into “Guestware”

- Tracking inventory of microwaves, refrigerators, rollaways and cribs

(t) Coffee pots will be handled by room cleaners.
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PBX DEPARTMENT

SECTION 1. TELEPHONE OPERATORS

(a) The primary duties of telephone operators shall be to answer and direct calls and to take
messages.

(b)  The parties acknowledge that in consideration of modified duties of PBX employees in
recent years, the Union and the hotel negotiated a $1.00/hour increase in addition to the wage rate increases
for non-tipped workers. Accordingly, and consistent with practices and workloads common in PBX
departments in other San Francisco Class A hotels, the following duties/responsibilities may be assigned to
employees in the PBX department, provided, however, that the following shall not result in an
unreasonable workload:

1. Data entry of guest requests, comment cards and guest response forms in “Guestware;”

2. The Virtual Concierge System — receive requests and ensure their execution by coordinating
with other hotel departments;

3. Follow up with guest requests, comment cards and conduct further follow-up if needed;

4, Use PMS and MARSHA to assist guests in checking existing reservations and answering

other questions (optional).

To the extent that these duties/responsibilities are not commonly performed in San Francisco Class
A hotels, the Union may grieve over that particular duty listed above. '

(c) The Employer shall train all operators and provide instruction on proper and safe procedures
to follow during an emergency.

() The Employer shall provide a well-ventilated, safe, and comfortable work area for operators.

SERVICE ASSOCIATES DEPARTMENT

SECTION 1. SERVICE ASSOCIATES

(a) Housepersons are associates who regularly perform cleaning duties in and about the Hotel.
Housepersons shall not be required to perform utility or maintenance worker work except to a limited
extent in an emergency.

(b) Carpet Care are associates whose regular and primary duties consist of shampooing floors.
(c) Deep Cleaners. A deep cleaner is an associate who is assigned to perform heavy cleaning in
the guest rooms of the Hotel. As such, the associates shall move furniture, shampoo and vacuum rugs and

carpeting, remove draperies and curtains, scrub tile and perform such other cleaning duties as may be
required.
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{d)  Lobby attendant is an associate who regularly performs cleaning in the Hotel lobbies, halls,
escalators, elevators, banquet foyer, Atrium, bathrooms, and, occasionally, outside the Hotel.

IN WITNESS THEREOF the parties hereto affix their signatures in full and complete agreement.

MARRIOTT INTERNATIONAL, INC. UNITE HERE, LOCAL 2

By By
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(a)

(b)

(©)

(d)

(a)

(b)

(©

APPENDIX “A”

SIDE LETTERS

With respect to Section 2, JOB SECURITY, the parties agree that this Addendum is made part of
and is incorporated into this CBA, and constitutes a clarification of the intent of the parties as
regards the Successorship Addendum to the CBA.

Once the purchaser or transferee has signed the CBA with the Union, thus assuming the Agreement,
and has hired the workers, neither the former Owner nor the Management Company shall have any
further liability under the Successorship Agreement.

In Subsection (h) of the Successorship Agreement, where it states “. . . the Owner and/or the
Management Company to guarantee . . .”, it means that each is obligated in the extent set forth in
Sections (c)(1) and (2) and (d) of that agreement—i.e., the Owner is liable for sale or transfer of the
hotel and/or the management agreement and the Management Company is liable if it voluntarily
sells or transfers the management agreement.

Without the prior written consent of the Owner and/or the Management Company, as the case may
be, in each instance, the Union shall not disclose the name of any Transferee (as defined in the
“Successorship Addendum to the Collective Bargaining Agreement™) to anyone other than its
employees who have a bona fide need to know, unless required to do so by the order of a court of
competent jurisdiction.

There shall be a 30 day “shape-up” or probationary period commencing from a takeover by a
buying employer during which all employees may be evaluated by the buying employer. During
this period, the Union will permit the discharge of employees who are not able to “shape-up”. This
will not be interpreted to permit the discharge of any employee because of union activities.

The following applies to Section 2 (a), JOB SECURITY:

Notwithstanding anything in the underlying CBA to the contrary, the parties agree that the
provisions of Section 2 (a) apply only to existing and future contracts covering night porters or
stewards work, but only to future contracts and subcontracting for all other service providers
performing bargaining unit work.

The Employer agrees that the Union may file a grievance over a subcontractor's alleged violation of
the employer's clearly established past practice. The Union agrees that in responding to such a
grievance, the Employer reserves all rights including, but not limited to, whether said past practice
rises to the level of a term of the collective bargaining agreement that is properly subject to the
grievance and arbitration procedure.

Neither party is prejudiced by any of the prior proposals on this issue.
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(a)

(b)

In applying Section 4, HIRING, Subsection (b), with respect to Hiring Hall extras, the parties agree
that;

Employer shall establish a standard for work performance for employees referred by the Hiring
Hall. Such standards shall be consistent with the standards applicable to steady banquet servers at
the Hotel. Employer will inform the Hiring Hall promptly of employees who do not meet that
standard. Such employees will not be referred in the future. However, whenever Employer takes
that action, the Union may grieve such a decision within seven (7) business days of receiving such
notice from Employer. If the parties are unable to resolve the grievance themselves, the matter shall
be submitted to John Kagel pursuant to the Expedited Arbitration provisions of Section 12,
Grievance Procedure. Mr. Kagel’s decision will be final and binding on all parties. The parties
shall meet with Mr. Kagel following ratification to discuss the implementation of this provision.

Employer may continue its practice of double or triple coding associates in different departments
where the associate desires such double or triple coding, provided that such double or triple coding
is consistent with the use of extras as defined in Section 1(e). An associate will accrue seniority
only in his or her primary code, however, except in the Banquet Department.

In connection with Section 11, CHANGE OF STATUS/IMMIGRATION, Section K shall be
applied as follows:

The parties agree and acknowledge that the Employer is not part of a “multi-employer association”
as contemplated by 8 CFR 274a.2 (b) (1) (viii} (A) (&) (ii) and an employee of the Employer shall
not be considered to be continuing in his or her employment solely because the employee is hired
by another company in the same job, location and bargaining unit. In any event, nothing in this
paragraph shall require the Employer to provide its Forms I-9 completed on behalf of its employees
to a subsequent or continuing employer unless such subsequent or continuing employer assumes
any and all liabilities regarding such Forms I-9 and indemnifies and holds harmless the Employer
with respect to such liabilities.

The parties agree that, following implementation of the pilot project in other hotels, if it is a
successful pilot, the Hotel will adopt the following:

In interpreting Section 13, DISCIPLINE, the parties agree that the Employer shall satisfy the time
limits therein when written notice of an investigatory suspension has been furnished to the affected
associate within the time limits of that Section. Such investigations shall be concluded
expeditiously and within a reasonable period of time. The Employer shall satisfy the time limits
therein for associates working out of the Hiring Hall when written notice is mailed to the Hiring
Hall within the time limits of that Section.

In interpreting Section 20, NO STRIKES OR LOCKOUTS, subsection (b), the parties agree that
recognitional picketing, including picketing in support of a demand for recognition or a card check,
shall not be deemed a “bona fide” picket line unless such picketing constitutes a strike in which
associates in the proposed unit participate.

In interpreting and applying the rules for eligibility for benefits of newly-hired employees, the
following examples shall apply:

Associate “A” hired on January 1, 2001, (all dates in 2001), was initially scheduled for and was
expected to work a regular shift in excess of twenty (20) hours a week. For reasons which are
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10.

irrelevant to the operations of these rules, “A” could not work sufficient shifts to average more than
thirteen (13) hours per week for the ninety (90) day period, January 1 through April 1.

Nevertheless, “A” qualified for Health and Welfare benefits effective Saturday, April 7, 2001,
because when “A” was hired and began working the expectation was that “A” would work in excess
of fourteen (14) or more hours per week.

Associate “B”, hired the same day as “A”, also averaged 13 hours for the same period but did not
qualify for benefits because “B” was hired to and started working less than fourteen (14) hours per
week. (“B” could have qualified for benefits, however, if “B” averaged fourteen (14) or more hours
per week notwithstanding the initial expectation.) Associate “B” began working significant hours
after several months. For January through March, however, “B” did not average fourteen (14)
hours per week.

By July 1, “B’s” hours had increased enough to average in excess of fourteen (14) or more hours
per week for the last three (3) months. In fact, “B’s™ hours in the last quarter were sufficiently high
as to average in excess of fourteen (14) hours per week for the entire period January through June
30. Even so, “B” was not yet eligible for Health and Welfare benefits because “B” had to average
fourteen (14) or more hours per week in each of two (2) consecutive “rolling” quarters.

By September 30, “B’s” hours finally averaged fourteen (14) or more hours per week, computed in
each of the immediately preceding two (2) “rolling” quarters, i.c., the April, May and June “rolling”
quarter, then the July, August and September “rolling” quarter. “B” first became eligible for
benefits on the first Saturday following September 30, which was October 6, 2001.

In interpreting and applying the rules for maintaining, losing and re-establishing eligibility for
Employer benefits, the following example shall apply:

In the example given above, associate “B” began to work less than fourteen (14) hours per week
soon after establishing her eligibility for benefits. By October 31, in fact, her average weekly hours
computed over the immediately preceding two (2) “rolling” quarters dipped under the fourteen (14)
average-hours-per-week eligibility standard. Nonetheless, “B” was still eligible for benefits at the
least through the end of March 2002 since once she established her eligibility for benefits, she
would continue to be eligible for two (2) full quarters, as long as she remained an employee of the
Company.

As of the end of April, “B’s” average weekly hours in each of the immediately preceding two (2)
“rolling” quarters was less than fourteen (14) average hours per week. “B” therefore lost eligibility
for three (3) months, even if her hours increased enough in that quarter to go back over the fourteen
(14) hour standard for the prior three (3) months. Again, once eligibility is lost, an associate cannot
re-establish his or her eligibility until a full quarter or three (3) months, elapses. Once that three (3)
months elapsed, however, “B” could re-qualify for benefits at the end of any month, (but effective
the Saturday following the date of qualification) based on hours worked or paid in the immediately
preceding “rolling” quarter, i.e., any three (3) prior months.

In interpreting or applying the rule for when contributions to the SF Culinary, Bartenders and
Service Employees Health and Welfare, Education, Legal Services and Pension Fund shall be made
and eligibility be established, the following example shall apply:

Associate “C” lost his eligibility on Sunday, July 31, 2002 because of her failure to average
fourteen (14) or more hours per week for the two (2) “rolling” quarters immediately preceding that
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11.

12,

13.

14.

(a)

(b)

15.

16.

date, i.c., February through April, then May through July 31. (The loss of eligibility actually takes
effect as of the following payroll date, Saturday, August 3, 2002.) Accordingly, a contribution was
not owed to the SF Culinary Trust Funds on behalf of “C” in the month of August, for any of the
benefits provided by those funds for which Marriott associates are eligible.

Associate “C” re-established his eligibility approximately two (2) months later on October 31, 2002,
based on average hours worked or compensated over the previous quarter, inclusive of August,
September and October. No contribution is owed the Fund until November, based on October’s
hours or shifts worked.

In interpreting Co-payments and Deductibles under Section 21.6 COPAYMENT AND
DEDUCTIBLES, the parties agree that if the co-payments, deductibles, premiums or the like are
changed for the associates in the next contract between the Union and the San Francisco Multi-
Employer Group or, if there is no multi-employer group, a majority of the Class A Union hotels in
the City, then the Employer shall be authorized to make the same modifications in co-payments,
deductibles, premiums and the like.

In interpreting Section 22.9, OTHER BENEFITS, the parties agree that in order to qualify for the
Room Discounts, an associate must work at least two (2) days per month, when such work is
available. An associate who is on lay-off, leave of absence or paid time off or not offered days of
work will not lose the Room Discount.

In connection with Section 23, INDUSTRY BANQUET COMMITTEE, the Union agrees that it
will assist in arranging the selection of a designee of Employer at the Hotel to participate in the
committee referenced in this Section.

In interpreting Section 2, WORKDAY, WORKWEEK, the parties agree that with the agreement of
the Union, the Employer may institute a ten (10) hour per day, four (4) day workweek schedule
during the term of this Agreement on the following terms and conditions:

A Letter of Agreement between the Employer and the Union shall be written prior to the
implementation of the four (4) day workweek for the purpose of establishing such a workweek,
defining the necessary revisions pertaining to overtime, holidays, shift differentials, vacations, etc.

The Employer may discontinue the above schedule at any time with no less than thirty (3 0) days’
written notice, or such time as may be required to revert to an eight (8) hour day, forty (40) hour
week and that such notice shall abandon all new language and provisions of the Letter of
Agreement pertaining to the revised work schedule.

Interpreting Section 2, WORKDAY, WORKWEEK, the parties agree that the intent of this Section
is that associates be scheduled for two (2) consecutive days off. It is understood, however, that
consistent with the terms of this Agreement, the Employer has the right to establish schedules to
meet operational needs, including the establishment of schedules with split days off. In order to
work as close to a full-time schedule as possible, associates may elect to change their regular days
off and work schedules with split days off or two different consecutive days off in the workweek.

With respect to Section 3, SHORT SHIFTS, the parties agree that upon the request of either party,
the parties will reopen negotiations for the sole purpose of negotiating shift premiums.
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17.

18.

19.

RN R WD

In applying Section 4, OVERTIME; the parties agree that no overtime shall be worked without
advance authorization by Management. When an associate’s manager is not available, he shall
obtain permission from the Manager on Duty in advance of performing the overtime. In the event
no manager is available to approve overtime and such overtime is necessary for the efficient
performance of the assigned work, an associate may continue to work beyond the end of his
assigned shift without prior authorization, provided that the associate informs Management of the
need for overtime as soon as practicable.

In interpreting Section 4, OVERTIME, subsection (f), the parties agree that subsection (f) only
applies to overtime required as a result of the assignment of new work. Overtime resulting from the
need to complete a task already assigned to an associate during his scheduled shift will be
performed by that associate.

(a) In interpreting Section 5, SENIORITY, subsection (a), the parties agree that employment record
ties will be broken for department and position/classification/date in position for full-time associates
by the following order:

Classification change date

Date in position

San Francisco Marriott start date
Marriott International date of hire
Application date

Recruiter’s screener’s card date
Manager’s screener’s card date
Notification of hire letter date
Lottery

* Missing data will count as least senior.

* If application date is blank, then Recruitet’s card date counts the same as application date.

* If recruiter’s card date is blank then manager’s screener’s card date will count as one (1) day after

recruiter’s card date.

* Associates may provide other information which has a bearing on seniority.

20.

21.

22.

In interpreting Section 5.3, REPORTING PAY, the parties agree that whenever the Employer is
unable to provide the required notice because of a late cancellation of a function, associates
assigned to that function who lose work as a result shall be paid for the hours they would have
worked, provided the Employer is entitled to a cancellation fee from the customer.

In interpreting Section 13, VACATION, subsection (a), the parties agree that if an associate is on
leave of absence for more than six (6) months, the associate will not accrue any vacation for the
period of leave which exceeds six (6) months.

The parties agree that, with regard to Section 9 LEAVE OF ABSENCE, once the industry or
citywide committee has rendered its recommendations, the parties will review those
recommendations for determination of how or whether they should apply at the San Francisco
Marriott Marquis Hotel. :
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23.

24.

25.

26.

27.

28.

With respect to Section 16, GENERAL RULES APPLICABLE TO ALL CRAFTS FAMILY
MEDICAL LEAVE ACT/CALIFORNIA FAMILY RIGHTS ACT, the parties agree that
associates’ normal dependent care contribution payment must be made to 4mylIIR by the associates.

In interpreting Section 25, UNIFORMS AND LINEN, the parties agree that in addition to the
uniforms the Employer is currently providing for associates, the Employer will provide the
following for Banquet and Room Service associates: the Employer will provide initially and
thereafter on an as needed basis (i) three (3) shirts and two (2) pants for fulltime associates; (ii) two
(2) shirts and two (2) pants for part-time associates; and (iii) one (1} shirt and one (1) pants for pool
associates. The Employer will launder shirts and pants for all Banquet and Room Service
associates, except that uniforms provided to pool status associates will not be cleaned or laundered
at the Hotel’s cost.

For purposes of interpreting Section 37, BARGAINING UNIT WORK, it is understood by the
parties that performance of bargaining unit work may be incidental to the duties of supervisors and
managers. It is the intent of the parties that such work shall not occur in order to reduce the
scheduling of bargaining unit associates. Operational practices which guarantee a high level of
service to customers may include, but not be exclusively limited to, managers performing
bargaining unit work during emergencies, and assisting or relieving during a busy period.

It is not the intent of the parties for management to regularly or normally perform bargaining unit
work as a result of short-scheduling, or for management to fill-in when an associate calls in sick.
Further, it is understood that associates shall not be required to go home early from their shift in
order for management to complete their duties.

In interpreting Section 35, UNION BUTTONS, it is understood by the parties that the Union shall
neither use obscenities nor defame the Employer on its Union buttons. Further, any button shall not
exceed one and one quarter (1 1/4) inches in diameter.

Notwithstanding Section 36, WORK ASSIGNMENTS AND WORKLOAD, the parties recognize
that associates in certain classifications have performed duties not traditional to their classification.
To the extent that such duties have been performed in the past, the Employer may continue to assign
those duties to associates on an ongoing basis.

In interpreting Food Outlets Departments, Section 1, SCHEDULING OF DAYS OFF AND
SHIFTS, the parties agree that for the purpose of Server, Runner, Bartender, Barback, and Food and
Beverage Attendant seniority there shall be the following lines of seniority:

1) View Lounge Server, Bartender, Barback, and Food and Beverage Attendant
2) Bin Server, Bartender, Barback, and Food and Beverage Attendant™®
3) Banquet Server, Banquet Bartender, and Banquet Barback

* This position covers both the View and Bin55.

Schedule bidding in these classifications shall occur in accordance with seniority within the classification.

29.

In interpreting Food Outlet Department, Section 3, GRATUITIES, the parties agree that with
respect to the sixteen percent (16%) service charge to be charged in food and beverage outlets on
parties of six (6) or more, it is understood by the parties that when a customer refuses to pay the
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30.

31.

32,

33,

(a)

(b)

©

(d)

34.

mandatory sixteen percent (16%) gratuity due to poor service, the Employer should not be
responsible or required to pay such gratuity to the server. MOVE TO PAGE 71 LETTER {

In applying Housekeeping Department, Section 1(I), Room Cleaners, the parties agree that room
cleaners bidding for vacant sections may only bid for sections with suite credits exceeding fifty
percent (50%) and sections on concierge floors if they have had no written warnings during the
preceding twelve (12) months.

In applying Housekeeping Department, Section 1(p), Room Cleaners, the parties agree that this
provision shall not apply to “Bought Rooms™ or to rooms assigned on additional floots because of a
DND, provided such additional assignment is made no later than two (2) hours prior fo the end of
the shift.

With respect to Housekeeping Department, Section 1(q), Room Cleaners, the parties agree that
housekeepers will earn the forty-five dollar ($45) self-inspection bonus if they work ten (10) shifts
in the month and clean at least nine (9) rooms/credits per work day.

In assigning “bought rooms” to room cleaners, the parties agree to the following:

Prior to the beginning of the shift, whenever the Employer has knowledge that the scheduled
staffing is inadequate to service the volume of rooms available, the Employer shall make calls to
offer work to unscheduled housekeepers, provided that such assignments shall not result in overtime
liability. Bought rooms shall be assigned by seniority on a rotational basis to those room cleaners
who have signed up for such work. The assignment rotation and housekeeper signup shall occur on
a weekly basis. When there are insufficient volunteers to perform the work in an efficient manner
within the period of the shift, the Hotel may assign the remaining rooms by inverse seniority and
pay overtime to those room cleaners assigned to clean the extra rooms. The rate of pay for a
voluntarily “bought room” shall be 1.35 times a half hour at the regular hourly rate. The assignment
of bought rooms shall not be utilized as a device to reduce normal staffing consistent with existing
occupancy and any applicable workload provision of this Agreement. Nor shall the assignment of
bought rooms result in the overall reduction of bargaining unit positions in the Housekeeping
Department.

When, during the course of the day, after assignments are made, a room is dropped as a result of
this Agreement, that room shall be offered as a “bought room” to the room cleaner cleaning that
section. Ifit is declined by the room cleaner, then the room shall be offered as described above.

The decision whether to offer bought rooms or to “carry over” some or all of such rooms shall be
within the sole discretion of the Hotel.

Management shall not offer “bought rooms™ to room cleaners who inform management, in writing,
that they do not want to clean additional room as allowed in this CBA. When “bought room” are
offered to room cleaners in accordance with the terms of the Agreement, not more than one (1)
additional room shall be listed as a “bought room” on the room cleaner’s daily assignment sheet at
the time rooms are initially assigned. In the event that the room cleaner elects to “buy” additional
rooms, then she shall notify management at any point during the day and the additional room(s)
shall be offered to the room cleaner in accordance with the terms of the CBA.

For the purposes of schedule bidding for room cleaners, there shall be two lines of seniority: one
line for the day shift and one line for the p.m. shift.
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35.

36.

37.

38.

39.

40.

(a)

(b)

(©)

For purposes of the Employer’s payroll system only, associates may continue to be coded pool or
part-time in order to distinguish medical benefits eligibility.

The parties agree that the hotel may offer Health Club memberships for bargaining unit members
effective April 15,2016. The parties agree that all existing members will maintain their current
membership status that allows access to the guest locker rooms at their current monthly membership
rate.

Health club members signed up on or after April 15, 2016, are not eligible to use the guest locker
rooms. Use of the associate locker room area on the B3 level is available for associate use.
Effective April 15, 2016, all current health club members and new members signed up on or after
April 15, 2016, shall not be permitted to use the facilities between 5 AM and 8 AM daily.

The parties agree that nothing in the new Subcontracting/Vacation, PTO, language shall be read to
create classification seniority which extends beyond an individual food and beverage outlet.

(a) Employees granted release time shall include employees to be paid on their day off or on lay
off; employees on vacation shall receive an additional day of vacation pay (their vacation will not
be extended), provided release time will not be counted as hours or days worked for overtime

purposes.

(b)  The number of Local 2 bargaining unit employees shall be determined on the date of
ratification.

(c) In the event that no more than ten percent (10%) of a department is released, a fraction of a
person above one-half will count as a whole person.

Upon request, up to two (2) times per year, the Iotel shall meet with the Union to discuss
outsourced food products to evaluate the best practices taking into consideration guest satisfaction,
employee satisfaction, purchasing economics of scale, sanitation, workload and other relevant
information to better evaluate the best practice. The Hotel and Union will cooperate with each other
in the exchange of relevant information to better evaluate the best practice. In the event that there is
a dispute regarding what information is to be provided, the parties shall, without the necessity of a
formal grievance being filed, agree upon an arbitrator who shall decide what information has to be
provided. The Arbitrator shall make such a decision on an expedited basis, i.e. within five (5)
calendar days, without a formal hearing,.

Proxy Forms

The Parties met and discussed “Proxy Forms.” Proxy forms are broken down into two (2) separate
forms: one form for associates who have worked less than 40 hours per week and who are available
to work on one or both days off and would waive overtime on a sixth (6th) consecutive day of work
and the other form for workers who have received 40 hours of work and who are available to work
on one or both of their days off. Copies of these forms are attached as Appendix G.

The hotel and the Union jointly developed an education program so that employees are fully
informed of the purpose and use of each of the forms.

Employees may elect to fill out and submit the forms on a weekly, monthly, or longer basis.
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41.

42.

(a) Food and Beverage Success Committees: In furtherance of the Union’s and the Hotel’s
commitment to the success of food and beverage operations and food and beverage employees at
the property, the parties shall take a cooperative, interest-based approach to food and beverage
issues, and shall establish a joint Food & Beverage Success Committee. Each such committee shall
be led, for the Union, by the Union President or Secretary Treasurer and/or his delegates and
appointees, and, for the Employer, by MII’s Senior Vice President and Deputy General Counsel
and/or her delegates and appointees. Each such committee shall be formed following execution of
this Agreement, and shall commence their work promptly thereafter. Any subsequent written
agreements relating to food and beverage operations shall not be deemed to conflict with this
Agreement. Unless otherwise mutually agreed to in writing by the parties, completion and
execution of a new CBA shall not be delayed by the existence or operation of a Food and Beverage
Success Committee.

(b) Upon request by either party, the parties shall engage in discussions about issues other than
food and beverage. Such discussions shall take place upon request, for example, but without
limitation, regarding housekeeping, job classifications, job security, efficiency, productivity,
growth, or other issues. Completion and execution of the CBA shall not be delayed or excused by a
request for or the pendency of these discussions, and, notwithstanding the execution of the CBA,
the restrictions of Section A.4 shall apply at all times to the parties during such discussions and
during food and beverage discussions. If such discussions result in any agreement(s) to amend the
CBA, then such amendment(s) shall be made to the CBA, but only by mutual agreement of the
parties. In the absence of such mutual agreement, the CBA shall continue without modification.

(c) Upon mutual agreement of the Union and the Hotel, discussions pursuant to Sections a and b
may take place at the corporate and International union level, if the International Union is
authorized to do so for the union, and if Marriott is authorized to do so for the Hotel.

Shift Release: The parties agree that in the Food and Beverage Outlets and PBX departments only
(The Market, View Lounge, Bin 55, and PBX) associates may practice “shift release” meaning that
they may give up a shift they are scheduled for to another associate that is willing to work that shift
with the following provisions:

All schedule bids will remain 40 hour work weeks, Associates that chose to give up a shift on a
regular basis shall not have the right to request a schedule bid that designates fewer than 40 hours in
a work week.

It is strictly the associate’s responsibility to find a replacement for the shift they would like to
release. Managers will not make attempts to find replacement workers or adjust the schedule to
accommodate a shift release request. If associates in a department or classification choose not to
provide their contact information to others so that they may be contacted and offered a shift that a
fellow associate wants to release then they have no recourse per the grievance procedure to a missed
shift. Associates may not selectively provide their contact information to specific associates.
Contact information will be made available to all associates in the department.

Shifts may not be given up to Union Extras.

The grievance procedure will not apply to errors made by associates.
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5. For all other hotel departments shifts may not be given away and associates must use a paid time off
benefit to release a shift they are scheduled to work. One for one trading of shifts is allowed except
in the Housekeeping Department.

43.  PTO/Holidays to be granted by Seniority: Chinese New Year, Superbowl Sunday, Easter Sunday,

Cinco De Mayo, Mother’s Day, Memorial Day, President’s Day SF Pride Day, Christmas Eve, New
Year’s Eve. By Union designation other days may be added.

APPENDIX “B”
WAGE RATES

The job classifications covered by this Agreement and applicable wage rates are:

NT - 30¢ NT - 10¢ NT - 45¢ NT -70¢ NT-$1.60 NT -85¢
T - 15¢ T - 5¢ T-23¢ T - 35¢ T- 50¢ T -43¢
8/15/2013 2/15/2014 8/16/2014 8/14/2015 8/14/2016 8/14/2017
Hire 1 Year Hire 1 Year | Hire 1 Year Hire I Year Hire 1 Year | Hire 1 Year
Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate
Department/Position
LAUNDRY
Attendant 19.64 2039 | 1974 2049 ¢+ 20,19 20.94 | 20.89 2164 | 21.89 | 22,64 2274 1 2349
MISSION ST PANTRY
Attendant Barista 26.70 21.45 | 20.80 21.55 | 21.25 2200 | 21.95 22,70 | 2295 | 2370 23.80 | 2455
WARDROBE
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NT - 38¢ NT - 10¢ NT - 45¢ NT -70¢ NT-5L.00 NT -85¢
T - 15¢ T - 5¢ T-23¢ T -35¢ T- .50¢ T - 43¢
8/15/2013 2/15/2014 8/16/2014 8/14/2015 8/14/2016 8/14/2017
Hire 1 Year Hire 1 Year | Hire 1 Year { Hire 1 Year Hire 1 Year | Hire 1 Year
Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate
Attendant 19.64 2039 | 19.74 2049 | 2019 2094 | 20,89 2164 | 21.89 | 22.64 2274 | 2349
MAIN KITCHEN
Baker 24.02 24,77 | 24.12 24.87 | 24.57 2532 | 25.27 2602 | 2027 | 27.02 2712 | 27.87
Lead Baker 2435 25.10 | 24,45 2520 | 24.90 2565 | 25.60 2635 | 2660 [ 2735 2745 | 2820
Cook 24.35 25.10 | 2445 25,20 | 2490 25.65 | 25.60 2635 | 26.60 | 27.35 2745 | 2820
Cock
(Dadnia/Hernandez/NG/Toy) 2795
per CBA 26.10 26.8% | 2710 | 27.85 28.70
Station Attendant 1 21.82 22,57 | 21.92 22,67 | 22.37 2312 | 23.07 23.82 | 24.07 | 24.82 2492 | 25.67
Omelet Position 23.42 24.17 | 23.52 2427 | 23.97 2472 | 24.67 2542 | 25.67 | 2642 26,52 | 271.27
STEWARDING
Steward 19.35 20.30 | 19.65 2040 | 2010 20.85 | 20.80 2155 | 21.80 | 22.55 22,65 | 2340
Lead Steward 20.16 2091 | 20.26 21.01 | 2071 2146 | 2141 22,16 | 2241 | 23.16 2326 | 24.01
3rd Shift Steward 20.32 21.07 | 2042 21,17 | 20.87 21.62 | 21.57 2232 | 22.57 | 23.32 2342 | 2417
3rd Shift Lead Steward 20.82 21.57 1 20.92 21.67 | 21.37 22,12 2207 22,82 | 23.07 | 23.82 23.92 | 24.67
FOOD & BEVERAGE
ADMINISTRATION
Stock Clerk (Storeroom) 20.02 20,77 | 2012 20.87 | 20.57 2132 | 21.27 22.02 | 2227 | 23.02 2312 | 2387
BIN 55
Host/Hostess/Cashier 20.87 2162 | 2097 21.72 | 2142 2217 | 2212 22,87 | 2312 | 23.87 2397 | 24.72
Server AM — Self
Cashier 11,47 1147 | 11.52 1152 | 11,75 11.75 | 12.25 12,25 | 13.00 | 13.00 14.00 14.00
Bar Aftendant 18.36 10.11 | 18.46 19.21 | 1891 19.66 | 19.61 2036 | 20,61 | 21.36 2146 | 2221
Cocktaii Server - Self
Cashier 11.47 1147 | 11.52 1152 | 1175 1175 | 12.25 12,25 | 13.00 | 13.00 14.00 14,00
Front Bartender 19.50 20.25 | 19.55 2030 | 19.78 20.53 | 20.13 20,88 | 20,63 | 21.38 21,06 | 2181
Attendant Food &
Beverage ~ 17.20 17.70 | 17.30 17.80 | 17.75 18.25 | 18.45 1895 | 1945 | 19.95 2030 | 20.80
EVENT SERVICES
(CONVENTION ELOOR)
Banquet Housekeeping
Atlde 19,89 20.64 | 19.99 20,74 | 2044 2119 | 21.14 21.89 | 22.14 | 22.89 2269 | 23.74
Iead Banquet Hskp Aide 21.11 21.86 | 21.21 21.96 | 21.66 2241 1 2236 23.11 | 2336 | 24.11 24.21 24.96
3rd Shift Bqt Hskp Aide 2039 21.14 | 2049 2124 | 2094 21,69 | 21.64 2239 | 22.64 + 23.39 2349 | 2424
3rd Shift Lead BQT HSK
Aide 2146 2221 | 21.50 2231 | 22,01 22776 | 22,91 23.46 | 23,71 [ 2446 24,56 | 2531
Banquet Linen 19,89 20.64 | 16,99 20,74 | 2044 2119 | 21.14 2189 | 22.14 | 22.89 2299 | 2374

* Handles both Bin and the View.
*#*When this position is used, the associate will receive an extra $50 per shift or function.
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NT - 30¢ NT - 10¢ NT - 45¢ NT -70¢ NT-$1.00 NT -85¢
T -~ 15¢ T - 5¢ T - 234 T - 35¢ T- .50¢ T - 43¢
8/15/2013 2/15/2014 8/16/2014 8/14/2015 8/14/2016 8/14/2017
Hire 1 Year Hire 1 Year | Hire 1 Year | Hire 1 Year Hire 1 Year | Hire I Year
Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate
BANQUET SERVICE
Back Aisle Attendant 11,65 12.15 | 11.70 12,20 | 11.93 1243 | 1228 12,78 | 13.00 | 13.28 14.00 14,00
Bar Attendant (Bar Back) 16.16 16.66 | 16,21 16.71 | 16.44 1694 | 16.79 17.29 | 1729 | 17.79 17.72 18.22
Bartender 22.42 23.17 | 22,47 2322 1 2270 2345 | 23.05 23,80 | 23.55 | 24.30 2398 | 24.73
Coffee Break Attendant 11.65 12,15 | 11.70 12,20 | 11.93 1243 | 12.28 1278 | 13.00 | 13.28 14.00 14.00
Server 11,65 12,15 | 11.70 12,20 | 11.93 1243 | 12,28 12,78 | 13.00 | 13.28 14.60 14.00
Lead Server®* 11.65 12,15 | 11,70 12.20 | 11.93 1243 | 1228 12.78 | 13.00 | 13.28 14.00 | 14.00
BANQUET KITCHEN
Cook 24,35 25,10 | 2445 2520 | 24,90 25.65 | 2560 2635 | 26,60 | 27.35 2745 28.20
Lead Cook 24.85 25.60 | 2495 25.70 | 2540 2615 | 26.10 26.85 1 27,10 | 27.85 27.95 2870
Station Attendant 21.82 22,57 1 21.92 22.67 | 22,37 23.12 | 23.07 23.82 | 2407 | 24.82 2492 | 25.67
Lead Station Attendant 22.81 23.56 | 2291 23.66 | 23.36 24,11 | 24.06 24.81 | 2506 | 25.81 2591 26.66
YIEW LOUNGE
Coclctail Server Self
Caghier 11.47 1147 | 11.52 11.52 | 11,75 11.75 | 12.25 12,25 | 13.00 | 13.00 14.00 { 14.00
Bar Attendant 18.36 19.11 | 1846 19.21 | 18.91 19.66 | 19.61 20.36 | 20,61 | 21.36 2146 | 2221
Front Bartender 19.50 2025 | 19.55 20.30 | 19.78 20,53 | 20.13 20.88 | 20.63 | 21.38 21.06 | 21.81
Attendant Food &
Beverage” 17.20 17.70 | 17.30 17.8¢ | 17.75 1825 | 1845 18.95 | 1945 1 1995 20.30 | 20.80
HOUSEKEEPING
Housekeeper 19.64 2039 | 1974 20,49 | 20,19 20.94 | 20.89 2164 | 21.89 | 22.64 22,14 23.49
3rd Shift Housckeeper 20.32 21.07 | 2042 21,17 | 20.87 21.62 | 2157 2232 | 22.57 | 2232 2342 | 24.17
Housekeeping Aide 19.64 2039 | 19.74 20,49 | 20.19 20.94 | 20.89 21.64 | 21.89 | 22.64 2274 | 2349
Lobby Housekeeper 19.64 20.39 | 19.74 2049 | 20.19 20,94 | 20.89 21.64 | 21.89 | 22.64 22.74 | 2349
Tumdown 19,64 2039 | 19.74 2049 1 20.19 2094 | 20.8% 21.64 | 21,89 | 22.64 22714 | 2349
Marbie 20.99 21.74 | 21.08 21.84 | 21.54 2229 | 2224 22.99 [ 2324 | 23.99 24.09 | 24.84
MRT (Make Ready Room
Tearn) 19.65 20,3% | 19.75 2046 | 20,20 20.94 { 20.90 21.64 | 21.90 | 22.64 2274 | 2349
Main Linen Room
Attendant (MLR) 20.10 20.85 | 20.20 20.95 | 20.65 2140 | 21.35 22.10 | 22.35 § 23,10 23.20 | 23.95
Floor Care Attendant 19.64 2039 1 19.74 2049 | 20.19 2094 | 20,89 21.64 | 2189 | 22.64 2274 | 2349
3rd Shift Floor Care
Aftendant 20.32 21.07 | 2042 21.17 1 20.87 21,62 | 21.57 2232 | 22,57 | 2332 23,42 | 24,17
3rd Shift Housekeeper
Public Area Pm 20.32 21,07 | 2042 2117 | 20,87 2162 | 21.57 2232 1 2257 1 2332 2342 1 2417
Housekeeper Public Arca 19.64 20639 ! 19.74 2049 | 20.19 2094 | 20.89 21.64 | 21.86 | 22.64 22.74 | 2349
BELLSTAND
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NT - 30¢ NT - 10¢ NT - 45¢ NT -70¢ NT-$1.00 NT -85¢
T - I5¢ T - 5¢ T-23¢ T - 35¢ T- .50¢ T - 43¢
8/15/2013 2/15/2014 8/16/2014 8/14/2015 8/14/2016 8/14/2017
Hire 1 Year Hire 1 Year | Hire 1 Year Hire 1 Year Hire 1 Year | Hire 1 Year
Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate Rate
Guest Service Aide (GSA) 12.47 12,75 | 12.52 12,80 | 12,75 13.03 | 13.10 13,38 | 13.60 | 13.88 14.03 | 14.31
3rd Shift Guest Sve Aide
(GSA) 16.35 16,85 | 1640 16.90 | 16.63 17.13 | 1698 1748 | 1748 | 17.98 1791 [ 1841
COMMUNICATIONS
Operator 20.52 2127 | 20,62 21.37 | 21.07 21.82 | 21.77 2252 1 22797 | 23.52 23.62 | 24.37
3rd Shift Operator 20.86 21.61 | 2096 21.71 | 2141 22,16 | 2211 22,86 | 23.11 | 23.86 2396 | 24791
BISTRO 3
Station attendant 1 21.82 22,57 1 21.92 22,67 | 22.37 23.12 | 23.07 23.82 | 24.07 | 2482 2492 | 25.67
Steward 19,55 20.30 | 19.65 2040 | 20.10 20.85 | 20.80 21.55 | 21.80 | 22.55 22,65 | 23,40
3rd shift stoward 20.32 21.07 | 2042 2117 | 20,87 21.62 | 21.57 2232 | 2257 | 2332 2342 1 2417
3rd shift station attendant 22,32 23.07 | 2242 23.17 | 22.87 23,62 | 2357 2432 | 24.57 | 2532 2542 | 26,17
KITCHEN &
STEWARDING UNION
HALL EXTRAS ONLY
Cook — Extra 25.10 23.20 25.65 26.35 27.35 28.20
Steward - Extra 2030 2040 20.85 21.55 22,55 23.40
3rd Shift Steward - Extra 21.07 2117 21.62 2232 23.32 2417
Station Attendant - BQT
Kitchen 2307 22.67 23,12 23.82 24.82 25.67
Cook - BQT Kitchen 25,10 2520 25.65 26.35 27.35 28.20
WK EVENT SERVICES
UNION HALL EXTRAS
ONLY
Banquet Housekeeping
Aide —Extra 20.04 20.74 21.19 21,89 22.89 N/A 23.74
BANQUET UNEON HALL
EXTRAS ONLY
Bartender — Extra 23.17 2322 2345 23.80 24.30 N/A 24,73
Banquet Server - Extra 11.63 i1.70 11.93 12.28 13.00 N/A 14.00

A. Banquet Housepersons receive a quarterly bonus of $200. In additional to the existing quarterly
bonus, convention services employees shall receive 15% of any service charge charged to guests for use
and rental of the room, in exchange for refreshing conference rooms and continuing to pick up accumulated
items in the rooms, consistent with existing practice.

2000 - 2003 Differential - New Year’s Eve differential for banquet bartenders, banquet
housepersons, banquet buspersons and banquet food servers shall be increased to $20.00/shift, unless the
differential is higher for a given classification in a hotel, in which case the employee receives the higher of
the two. Banquet housepersons receive this differential if they work a majority of their shift between 4:00
p.m. and 4:00 a.m.
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2013-2018 MOU

A, The amount of wage increases for tipped employees shall be determined based on the annual wage
increase for non-tipped employees. Eighty percent (80%) of total bargaining unit hours are presumed to be
worked by non-tipped employees and twenty percent (20%) by tipped employees. Tipped employees shall
receive fifty percent (50%) of the wage increases received by non-tipped employees. The overall wage
increase allocated by the Union shail be distributed to non-tipped and tipped employees in proportion to the
80%-20% presumed hours, by dividing the amount of the overall wage increase by 0.9 to determine the
non-tipped wage increase and dividing the resulting amount by 2 to determine the tipped wage increase.

B. The Union shall advise the Employer of each allocation at least thirty (30) days prior to the effective
date of the allocation, provided that if the Union’s notice to the Employer is less than thirty (30) days, the
Employer will not be excused from paying the increases as allocated by the Union unless there is actual
prejudice to the Employer by the delay and then the Employer may be excused only for a period of time
equal to the length of the Union’s delay in giving notice.

C. Each annual total economic package increase to be committed by the Employer as set forth herein is
an absolute maximum. Notwithstanding any change in applicable law or in conditions or circumstances,
whether contemplated by the parties or not (including but not limited to changes in circumstances relating
to the implementation of or modifications to applicable laws regulating health care or benefit fund funding
requirements), the amount of the annual total economic package increase shall not exceed the amounts set
forth below.

D. In no event shall any provision in the CBA, or any memorandum agreement, side letter, or any other
such agreement (including but not limited to any provision in any such agreement purporting to guarantee
or ensure minimum or specified health and welfare or pension contributions or benefits or minimum
reserve levels) result in an annual total economic package increase in excess of the amounts set forth
below. Any and all such provisions shall be modified to ensure that the Employer receives the full benefit
of this subsection.

E. The total economic package increase shall not be increased by any actions of the plans. Each
annual allocation shall be subject to any required approvals of applicable Health and Welfare, Pension, or
other benefit fund(s). In all circumstances in which a Benefit Fund requires contributions greater than
those allocated by the Union (whether by operation of a Rehabilitation Plan, by law or otherwise), the
additional required contribution shall be diverted from the wages of employees on whose behalf
contributions to the funds are made or, to the extent permitted by law and by the applicable trust funds,
from other Benefit Funds to which the Employer contributes pursuant to the CBA.

The Employer and the Union agree to the following total economic package increases:
815113 2/15/14  #/15/14 81515 8/15/16 7 8/15/17  Cumulative.
%063 $0.63  $132  $1.39 $1.41  $1.54 $6.92

The Union shall allocate each of the above package increases to hourly wage rate increases and benefit

fund contribution increases in its sole discretion, but may not allocate to any fund to which the Employer
has not agreed to contribute.

95



96




APPENDIX “C”

UNITE HERE L.OCAL 2
PAYROLL CHECK-OFF AUTHORIZATION

DATE:

I, the undersigned, a member of . hereby request and voluntarily authorize the
Employer to deduct from any wages or compensation due me, the regular monthly Union dues, initiation
fee and/or assessments uniformly applicable to the members in accordance with the Constitution and By-
Laws of the Union.

This authorization shall remain in effect and shall be irrevocable unless T revoke it by sending
written notice to both the Employer and the Union by registered mail during a period of fifteen (15) days
immediately succeeding any yearly period subsequent to the date of this authotization or subsequent to the
date of termination, of the applicable contract between the Employer and the Union, whichever occurs
sooner, and shall be automatically renewed as an irrevocable check-off from year to year unless revoked as
herein provided.

Signed:

Social Security Number:

97



APPENDIX “D”

MEMORANDUM OF UNDERSTANDING
RELIEF POSITIONS

This Memorandum of Understanding between Unite Here Local 2 and Employer is intended to establish
procedures for “Relief” positions in the Hotel. Nothing contained herein alters the terms and conditions in
the Collective Bargaining Agreement between the parties.

The intent is that “Relief” positions are temporary and should not be used to replace or supplant a regular
associate.

When there is a need to fill a shift but “regular” staff is not available, then management shall fill the shift
according to the following procedure:

1.

Such shifts shall first be offered to “double coded” individuals in the specific classification
according to Hotel Seniority. Such individuals would be utilized through a continuous rotation.

Initial placement of individuals in “Double Coded” positions will be based on Hotel Seniority.
Such individuals shall not accumulate seniority in “Double Coded” positions.

“Double Coded’ positions shall be scheduled by continuous rotation from week to week based on
initial placement on the Double Code list.

“Double Coded’ positions are considered workshare (shift by shift) and scheduled on a continuous
rotation.

If no “double coded” individuals are available to work the shift, then the shift shall be offered to
associates in “Relief” positions according to the following:

a) “Relief” positions are to be posted in Human Resources.
b) “Relief” positions are to be filled and paid in accordance with the C.B.A.

¢) Bargaining Unit Associates can apply for as many Relief Positions as they want, but can
only be selected for one “Relief” position.

d) Initial placement of individuals in “Relief” positions will be based on Hotel Seniority.
e} Such individuals shall not accumulate seniority in “Relief” positions.

) “Relief” positions shall be scheduled by continuous rotation from week to week based on
initial placement on the Relief hst.

g) “Relief” positions are considered Workshare (shift by shift) and scheduled on a continuous
rotation.
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h) If work is available, those associates in “Relief” positions must be scheduled for all available
hours in their Primary Classification before being scheduled as a “Relief” (except in the case
of initial training for the position).

i) When associates in “Relief” positions receive a full complement of hours in their Primary
Classification, they will be skipped in the Relief rotation. Associates will not be offered

work as a relief if it will result in overtime.

7. “Double coded” individuals and associates in “Relief” positions shall be paid according to the terms
stipulated in Section 26 COMBINATION WORK/TEMPORARY ASSIGNMENTS of the CBA.

8. Relief Positions will not exist for Banquet Servers and Banquet Bartenders.

9. See scheduling criteria for “Relief” qualifications for all Kitchen positions.

10. Associates in “Relief” positions must work at least once in a 6 month period. If they fail to work as
a “Relief” at least once in a 6 month period, they will have their name removed from the “Relief”
list for that classification. To be considered for a “Relief” position in the future, they will have to re-

post when a position is available.

1. If an associate does not want to continue to work in a “Relief” position, they need to request in
writing to the Department Manager in the “Relief” department to be taken off the list.

12. The same discipline and attendance policy will apply for “Relief” positions.
13. Associates are eligible to bid for a posted position if they meet the following criteria:

1. No Disciplinary Suspension in the last 6 months.
2. Have submitted a written job bid by the close of the posting period.

14. Hiring of associates in “Relief” positions will be based upon the associate’s qualifications to

perform the particular job as defined in Section 6 POSTING AND PROMOTIONS section of the
CBA.
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Contributions to Health and Welfare,

APPENDIX “E”

Pengsion, Legal and Education Trust Funds

As of 2/1/13* Change
Monthly contributions:

Pension $278.33 $0.00

Ed*** $0.50 $0.00
Per hour contributions**:

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
Total per Hour: $0.41 $0.00
As of 9/1/13* Change
Monthly contributions:

Pension $289.88 $11.55

Ed** $0.50 $0.00
Per hour contributions™:

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
Total per Hour: $0.41 $0.00
As of 3/1/114* Change
Monthly contributions:

Pension $301.43 $11.55

Ed** $0.50 $0.00
Per hour contributions™*;

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
Total per Hour: $0.41 $0.00
As of 9/1/14* Change
Monthly contributions:

Pension $332.23 $30.80

Ed** $0.50 $0.00
Per hour contributions™*:

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
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Total per Hour: $0.41 $0.00

As of 9/11/15* Change
Monthly contributions:

Pension $393.83 $61.60

Ed*** $0.50 $0.00
Per hour contributions™*:

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
Total per Hour: $0.41 $0.00
As of 9/1/16* Change
Monthly contributions:

Pension $TBD $TBD

Ed*** $0.50 $0.00
Per hour contributions™*:

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
Total per Hour: $0.41 $0.00
As of 9/M1/17* Change
Monthly contributions:

Pension $TBD $TBD

Ed*** $0.50 $0.00
Per hour contributions**:

DayCare $0.24 $0.00

Legal $0.15 $0.00

Ed $0.02 $0.00
Total per Hour: $0.41 $0.00

* Contributions begin in the month noted based on shift/hours
worked or compensated in the previous month.

** Per hour contributions are made on all hours worked or
compensated for all employees and are in addition to the "Total per
Eligible" amount referenced above contributed on a monthly basis
for all eligible employees.

*** In addition to the per eligible employee per month contribution
to the Ed Fund ($0.50), there is also a contribution for all hours
worked or compensated for all employees ($0.02).

Additional ltems:
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# 1 "By mutual agreement of the parties to this Agreement and
effective at any time during the term of the agreement,
contributions to the Education Trust Fund may be re-allocated in
whole or part, to the Child/Elder Care benefits program of the
Health and Welfare Trust, for any purpose, i.e., to maintain or
improve the benefits of that program.”

# 2 The Union shall have the sole discretion to re-allocate
continuing contributions, in whole or in part, from the following
funds and programs to any other of said funds or programs: Child
Care / Elder Care Fund and the Legal Services Fund.
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APPENDIX “F”

PROXY FORMS

More Than 40 Hours - OT Print This Form on ¥ #1.L0% Paper
My Availability to Work on my
Regularly Scheduled Days Off

When I am scheduled More than 40 Hours & Overtime is Available

Name:

Department:

Dates This Form 1s Valid For:

Effective Date (MM/DY/YR) End Date (MM/DY/YR)

If additional shifts are available and it would require me to work overtime T will work my
regularly scheduled day(s) off:

Both of my regular days off

Only 1 of my regular days off
(Please indicate below which day you are available)

None of my regular days off

Please circle below the regularly scheduled day (s) off that you are available.

Sat | Sun | Mon | Tues | Wed | Thur J Fri I

Please indicate below any dates that you are NOT available to work on your regular

scheduled day off.
Sat Sun Mon Tues Wed Thurs Fri
Date
Date
Date

R Y R Y N VoW S NN N N N R R T R N Y AV W O VAV N

T'understand that based on business needs I may be assigned to work overtime by inverse seniority on my
regular scheduled day off.

Associate’s Signature: Date:

Manager’s Signature: Date:
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Less Than 40 Hours Print This Form on WHITE Paper

My Availability to Work on my
Regularly Scheduled Days Off

When I am scheduled Less than 40 hours

Name:

Department:

Dates This Form is Valid For:

Effective Date (MM/DY/YR) End Date (MM/DY/YR)

If additional shifts are available I want to work my regularly scheduled day off and waive
my 6" Consccutive Day Overtime, o
I know 1 will not be paid for 6" consecutive day overtime:

Both of my regular days off

Only 1 of my regular days off
(Please indicate below which day you are available)

None of my regular days off

Please circle below the regularly scheduled day (s) off that you are available.
. Sat | Sun [ Mon | Tues | Wed | Thur | Fri |

Please indicate below any dates that you are NOT available to work on your regular

scheduled day off.
Sat Sun Mon Tues Wed Thur Fri
Date
Date
Date

NN NN IS AN NN NN NSNS N NN I N SIS NN N T N N Y A N A AN

I understand that based on business needs I may be assigned to work by inverse seniority on my regular

scheduled day off.

Associate’s Signature: Date:

Manager’s Signature: Date:

Menos de 40 horas Imprimir este formulario en papel BLANCO
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Mi disponibilidad para trabajar
en mis dias libres regulares

Cuando mi cronograma de trabajo es menor a 40 horas

Nombre:

Departamento:

Validez de este documento:

Fecha de vigencia (MM/DD/AA)  Fecha de término (MM/DD/AA)

S1 hay turnos adicionales disponibles quicro trabajar en los dias libres de mi cronograma de
trabajo regular y renunciar a mi 6 dfa consecutivo de horas extraordinarias.

Estoy en conocimiento de que no recibiré remuneracion por el 6 dia consecutivo de
horas extraordinarias:

Ambos dias libres

S6lo 1 dia de mis dias libres
(Por favor indique abajo sus dias disponibles)

Ninguno de mis dfas libres

Por favor encierre en un circulo los dias libres en que est4 disponible.

Sab | Dom | Lun | Mar | Miér ] Jue | Vier |

Por favor indique las fechas en que usted NO se encuentra disponible para trabajar en los
dias libres de su cronograma de trabajo regular.

Sab Dom Lun Mar Miér Jue Vier

Fecha

Fecha

Fecha

LR N AN A ‘\"\/\/\/\/\/\/\/\/‘v'\/\/\l"‘/\Az”\/\/\r‘\/\/\/\-’\/\/‘./W\/‘\/\/\/\«’\/\/\/’\/\/\/\/\/\/\/\/\/\/\/\/\A./\/’\/\/‘\/\J'\/’\/‘/\/V\/\r'\/\/\/\/\/\/\/\/\m' AYAYAVAVI N

Comprendo que seglin las necesidades de la empresa puedo ser asignado para trabajar por antigiiedad
inversa en los dias libres de mi cronograma de trabajo regular.

Firma del trabajador: Fecha:
Firma del Gerente: Fecha:
Menos de 40 horas - HE Imprimir este formulario en papel 4K

Mi disponibilidad para trabajar
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en mis dias libres regulares

Cuando mi cronograma de trabajo es menor a 40 horas y hay horas extra
disponibles

Nombre:

Departamento:

Validez de este documento:

Fecha de vigencia (MM/DD/AA) Fecha de término (MM/DD/AA)

Si hay turnos adicionales disponibles y fuese necesario que trabaje horas extra trabajaré en
los dias libres de mi cronograma de trabajo regular.

Ambos dias libres

Solo 1 dia de mis dias libres
(Por favor indique abajo sus dias disponibles)

Ninguno de mis dias libres

Por favor encierre en un circulo los dias libres en que esta disponible.

Sab | Dom | Lun | Mar | Miér | Jue | Vier |

Por favor indique las fechas en que usted NO se encuentra disponible para trabajar en los
dias libres de su cronograma de trabajo regular.

Sab Dom Lun Mar Miér Jue Vier

Fecha

Fecha

Fecha

/\/\/\N\/\/\/\/\/\/'\/\/\/\f\/\/\/\/\/\/\/\/‘/\/\/\f'/\/\/\/\/\/\;‘\/\/\/\/\/\/\/\/\ﬁ/\/\Aﬂ/\N\fVW\/VW\/WV\fV\/V\/\AA/WVV\WVVV\NW'\/\/V\/\A\

Comprendo que segim las necesidades de la empresa puedo ser asignado para trabajar horas extra por
antigliedad inversa en los dias libres de mi cronograma de trabajo regular.

Firma del trabajador: Fecha:
Firma del Gerente: Fecha:
DF40/1%5f FEEAER TR
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AGREEMENT ON STEWARDING SCHEDULING PROCEDURES

AGREEMENT BETWEEN
HERE L.OCAL 2 & THE SAN FRANCISCO MARRIOTT
REGARDING SCHEDULING PROCEDURES FOR STEWARDING

This Memorandum of Understanding between HERE Local 2 and The Martiott Hotel is
intended to establish scheduling procedures for Stewards at the Hotel. Nothing contained
herein alters the terms and conditions in the Collective Bargaining Agreement between
the parties.

This Agreement shall remain in effect for a trial period of six (6) months. At that time
the parties may discontinue, or by mutual agreement, amend or make permanent this
Agreement.

- Schedule Bids

A)  Agsociates within a department shall have the right to have a schedule bid upon
the request of & majority of the associates of that department. Associates may request

another bid after six (6) months from the last bid. Consistent with the CBA, during the
bid Stewards shall have the opportunity to bid for any shift and any position within the

Stewarding Department.

B} According to the CBA, Back Aisle Banquet Stewards have specific job
requirements which must be met in order to work the position. Any steward meeting
these requirements shall be eligible to bid into this position,

Weekly Schedules

A)  Weekly schedules shall be based on an individuals bided schedule and reflect
changes due to layofls, .

B) When adjustments are made to Steward's regular schedule due to Layoffs,
Management shall effectuate these adjustments according to the following procedures.

Layoff & Displacement Procedures

A} Layoffs shall be organized according to the following four Worksites or group of
worksites: (1) Main Kitchen, Banquets and Bistro-3, (2) Back Aisle Banquet Stewards,
(3) Outside Engineers, and (4) Night Cleaners. This means that when business needs
dictate, Stewards shall be laid-off' by inverse seniority within the identified worksite or
group and Stewards may not "bump" into another worksite or group.

B)  LayoffProcedure: When it is determined that a particular shift will be cut, the
effected employee's schedule shall be adjusted to displace a less senior employee
according to the following procedures.
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(1) First Management shall adjust the affected Steward's schedule to displace {i.e.
"bump") a less senior Steward with a similar start time (AM bumps another AM
schedule/ PM bumps a PM schedule) in the same worksite, and if necessary, in
another position.

If no such shift is available:

(2) Management shall adjust the affecied Steward' schedule to bump a less senior
Steward with a similar start time (AM bumps AM/ PM bumps PM) it the same

position but in another worksite.
If no such shift is available:

(3) Management shall adjust the affected Steward's schedule to bump a less senior
Steward with a different start time (AM bumps to PM/ PM bumps to AM) in the
same worksite.

If no such shift is available:

(4) Management shall adjust the affected Steward's schedule to bump a less senior
Steward with a different start time (AM bumps to PM/ PM bumps to AM) in the
same position in a different worksfce

Miscellaneous Ttems

A) If adjustments to bided shifts are made, Management shall first schedule Stewards
(according to the procedures outlined above) on their regular days of work.
If no such shifts are available:

B)  Management shall then schedule a Steward to work on their day off provided such
Steward has signed the appropriate form indicating their willingness to work on their
days off'in order to complete 40 hours of work in that week. Cons;stent with the practice
there shall be no 6th day Overtime in this sitvation.

For the Hotel: /4\ / M For the Un}aﬁ%@l‘m?ﬁﬂi.
, R

Date: g‘mZQS
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APPENDIX “H”

AGREEMENT ON MLR SCHEDULING

Settlemant of Grisvance Between
Hotel Employees and Restaurant Employeses Union tocal 2 and
San Francisco Marrfoft Marquis Hote! regarding
Schaduling of Assoclates in the Main Linen Room Classification

The above named Employer and Union agree to setie the grievance filed by the Maln
Linen Room Attendants in the Housekeeping Department regarding scheduling of
overtime as follows: ] ‘

1. Both parfies agree that the hote can continue to utilize the Call In Guidelings as
stated in the attached document for all job classifications in the Housekeeping,
Wardrobe and Laundry Deparfment except for the Maln Linen Reom Attendant
classification.

2, Both partiss agree that there Is no back pay due as a result of this grievance
settlernent. :
3. For purposes of determining who to call in where thers has been a call off on a -

particular day after the schedule is posted, the hote! will count Vacation andfor PTO
fime as time worked and select the next person eliginle for hours hased on seniority.

The Unioh agrees to accept this Settlement as the full and complate resolution o these
grievances,

The parties agree that this setilement is on a non-presidential basis and that the terms
of this agreement will be kept strictly confldential. ’

Ti}is agreement was created specifically for this situation and will not be used as an
agreement for situations that may atise in the future of in other hotel departments.

FOR_THE EMPLOYER ’ EOR THE UNION -

:

Wézﬁ% ! ‘ l — | A
Tt fottors Dipecthe 5 )

v

DATE i;?;@;/,f, ¢ oaTE S/ 27
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Housekeeping Main Linen Room Attendant Classification
“Call In” — Scheduling Criteria
Updated January 3, 2013
(This document applies only to the Main Linen Room Attendants in Housekeeping)
The purpose of this document is to establish the procedures for calling in associates to work when shifts
become available during the work week after the schedule is posted due to an associate calling off from a
scheduled shift.

Definitions:

Overtime: For the purposes of this document since the direction refers to shifts vs. hours, overtime liability
includes working more than 40 hours in a work week as stipulated by Federal and State Law and working 6
or 7 consecutive days based on a rolling 6% or 7 day worked crossing work weeks as stipulated by the Local
2 Collective Bargaining Agreement.

Proxy Forms: Associates who wish to be scheduled a full complement of hours may complete a proxy form
waiving their 6™ consecutive day overtime when they are scheduled less than the full complement of hours.
There is also a proxy form that associates may complete for scheduling and assigning overtime when
associates are already scheduled a full complement of hours in a work week.

Procedures:
Step 1

e Review the business demands for the day and determine if replacing the vacant shift is required
e Review and count the total number of shifts scheduled at the time the schedule was posted for each associate
scheduled for the week.
o Past and future Vacation and Personal Time Off (PTO) count as a scheduled shift for the purposes of
determining if a full complement of shifts (5) is scheduled.
o One of the 5 Unpaid days off as stipulated in the collective bargaining agreement count as a shift for
the purposes of determining if a full complement of shifts is scheduled.
o Review all proxy forms for the associates with less than 5 shifis to schedule associates that waive
their 6th consecutive day overtime and ensure that associates that completed a proxy are offered the
opportunity to work.

Step 2

e Call in the most senior associate with less than 5 shifts, provided that it will not result in overtime liability.
o Update the schedule with the following information as you are making the calls to associates for
each of the steps below
»  CI=CallIn (make sure the total number of shifts is updated as well)
= RC = Associate Refused Call
»  NA = Associate Didn’t Answer

Step 3

¢ If more shifts are still required, go back to the top of the schedule and begin calling the most senior associate
for overtime.
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0O

o

Avoid 7™ day overtime by placing “7% and the appropriate arrow indicating that it would be the 7%
day in a row.

If an associate will incur overtime in two weeks due to the 6™ Consecutive day overtime policy in the
collective bargaining agreement, they are entitled to the shift and this is not a reason to skip them in
the seniority process to avoid total overtime costs.

Overtime is offered in seniority order, provided it does not result in a 7™ consecutive day worked.
According to the Local 2 Collective Bargaining Agreement, no one shall be scheduled for a 7
consecutive day worked unless everyone has been offered a 6 consecutive day.

Response to Calls:

¢ Associates who have been left messages will be given until the end of the shift to return the message if the
shift to be filled is for the next day.
*  There will be no wait time in between calls for shifts to be filled for the same day calls are being made.

» Ifpeople are still needed, calls are resumed in order of seniority until all shifts are filled **, providing it will
not result in 6 or 7™ day overtime.

*# If someone returns a message at this point, if shifts still remain that need to be filled, that person will be called in.
If all shifts have been filled, the associate will be thanked for returning the call, but notified that they are not needed

at this time.

Example:

Name Seniority  |Shifts Sat Sun Men Tue Wed Thur Fri

Lisa 1 5|XX XX 080-1600 {0800-1600 |0800-1600 |0800-1600 10800+1600
Marie 2 5|800-1600 XX XX 0800-1600 |0800-1600 |0800-1600 |VAC
Ricardo 3 5[800-1600 |0800-1600 |0800-1600 |XX XX 0800-1600 |0800-1600
Gus 4 5(0800-1600 :0800-1600 (0800-1600 |0800-1600 {PTO XX XX

Julia 5 A{XX XX *X 0800-1600 |0800-1600 |0800-1600 ;0800-1600
Aurora 6 3{0800-1600 |0R00-1600 [XX XX XX XX 0800-1600
Connie 7 3|0800-1600 |XX XX XX XX 0800-1600C |0800-1600
Mike 8 3|XX XX XX XX 0800-1600 |0800-1600 |OR00-1600

In the example above, if you need to call in one more person on Monday, you would call Julia in because she is the
person with the highest seniority with less than 5 shifts (her full complement of shifts). If on Sunday, one additional
person is needed, the call order would look like this:

Julia 5
Connie 7
Mike 8
Lisa 1
Marie

{most senior person without full complement of shifts)

(second senior person without full complement of shifts)

(third sepior person without full complement of shifts)

{overtime — last resort)

(not overtime but next in senjority and available to be offered the shift)

Housekeeping, Wardrobe and Laundry
“Call In” — Scheduling Criteria
Updated January 3, 2013

(This document applies to all positions in the Housekeeping, Wardrobe and Laundry Departments

except for Main Linen Room Attendants in Housekeeping)
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The purpose of this document is to establish the procedures for calling in associates to work when shifts
become available during the work week after the schedule is posted due to an associate calling off from a
scheduled shift.

Definitions:

Overtime: For the purposes of this document since the direction refers to shifts vs, hours, overtime liability
includes working more than 40 hours in a work week as stipulated by Federal and State Law and working 6
or 7 consecutive days based on a rolling 6™ or 7" day worked crossing work weeks as stipulated by the Local
2 Collective Bargaining Agreement.

Proxy Forms: Associates who wish to be scheduled a full complement of hours may complete a proxy form
waiving their 6" consecutive day overtime when they are scheduled less than the full complement of hours.
There is also a proxy form that associates may complete for scheduling and assigning overtime when
associates are already scheduled a full complement of hours in a work week.

Procedures:
Step 1

e Review the business demands for the day and determine if replacing the vacant shift is required
s Review and count the total number of shifts scheduled at the time the schedule was posted for each associate
scheduled for the week.

o Past and future Vacation and Personal Time Off (PTO) days do not count as a shift worked for the
computation of overtime.

o Past and future Vacation and Personal Time Off (PTO) days do not count as a scheduled shift for the
purposes of determining if a full complement of shifts (5) is scheduled.

o One of'the 5 Unpaid days off as stipulated in the collective bargaining agreement do not count as a
shift for the computation of overtime or as a scheduled shift for the purposes of determining if a full
complement of shifts is scheduled.

o Review all proxy forms for the associates with less than 5 shifts to schedule associates that waive
their 6th consecutive day overtime and ensure that associates that completed a proxy are offered the
opportunity to work.

Step 2

e Call in the most senior associate with less than 5 shifts, provided that it will not result in overtime liability.
o Update the schedule with the following information as you are making the calls to associates for
each of the steps below
»  CI=Call In (make sure the total number of shifts is updated as well)
» RC = Associate Refused Call
*  NA = Associate Didn’t Answer

Step 3

s Call in the most senior associate with 5 shifts, but have one or more Vacation/PTO day(s), provided that it
will not result in overtime liability.

Step 4

114




» If more shifts are still required, go back to the top of the schedule and begin calling in the most senior
associates that had a call off previously occur in the work week provided that it will not result in overtime
lability.

Step 5

» If more shifts are still required, go back to the top of the schedule and begin calling the most senior associate
for overtime.

o Avoid 7" day overtime by placing “7™ and the appropriate arrow indicating that it would be the 7™
day in a row.

o 1If an associate will incur overtime in two weeks due to the 6® Consecutive day overtime policy in the
collective bargaining agreement, they are entitled to the shift and this is not a reason to skip them in
the seniority process to avoid total overtime costs.

o Overtime is offered in seniotity order, provided it does not result in a 7™ consecutive day worked.
According to the Local 2 Collective Bargaining Agreement, no one shall be scheduled for a 7
consecutive day worked unless everyone has been offered a 6™ consecutive day.

Response to Calls:

¢ Associates who have been left messages will be given until the end of the shift to return the message if the
shift to be filled is for the next day.

e There will be no wait time in between calls for shifts to be filled for the same day calls are being made.

» If' people are still needed, calls are resumed in order of seniority until all shifts are filled **, providing it will
not result in 6™ or 7™ day overtime.

** If someone returns a message at this point, if shifts still remain that need to be filled, that person will be called in.
If all shifts have been filled, the associate will be thanked for returning the call, but notified that they are not needed
at this time.

Example:

Name Seniority  |Shifts Sat Sun Mon Tue Wed Thur Fri

Lisa 1 5[XX XX 080-1600 |0800-1600 [0800-1600 |0800-1600 |0800+1600
Marie 2 5[800-1600 XX XX 0800-1600 :0800-1600 |0800-1600 [VAC
Ricardo 3 5{800-1600 |0800-1600 [0800-1600 [XX XX 0800-160C |0800-1600
Gus 4 5[0800-1600 |0800-1600 (0800-1600 [0800-1600 [PTO XX XX

Julia 5 4| XX AX XX 0800-1600 |0800-1600 [0800-1600 {0800-1600
Aurora 5] 3|0800-1600 |0800-1600 |XX xX XX XX 0800-1600
Connie 7 3|0800-1600 XX XX xX XX 0800-1600 (0800-1600
Mike 8 3|XX XX XX XX 0800-1600 [0800-1600 [0800-1600

In the example above, if you need to call in one more person on Monday, you would call Julia in because she is the
person with the highest seniority with less than 5 shifts (her full complement of shifts). If on Sunday, one additional
person is needed, the call order would look like this:

Julia 5 (most senior person without full complement of shifts)
Connie 7 (second senior person without full complement of shifts)
Mike 8 (third senior person without full complement of shifts)

Marie 2 (has a VAC day which would mean the hotel avoids overtime)
Lisa 1 (overtime — last resort)
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APPENDIX “J”

NATIONAL MOA

" MEMORANIDM DF AGREEMENT
CONCERMING MODIFICATIONS TO
COTLECTIVI BARGAINING AGREEMIINTS

Ferorandum of Agresmesl fiade this j-fg&ay nf Mareh, 2013 betwesn Merdotl

. Faletnational, T, (“MIEY, on hekallof Sigelf and fts subsidisrion that dre paeties {o ile .

Sallooiive Bargaining Agresmonts in Addenduu A ["Tabor Agreemoiis™) mud UNITE HERE,
on behall of Hself aud vach of its Tocel affillates that are parties to the Labor Apgrecnicals

{eollectively the “Union™).
TAWHIIRRAS, the Unjon snd WY are deshong df initalning stable, haemondous md
coaperatiye labor pelafions; 7 i

shliavies and DNTTR HERE-aifitiated lovals pre

WHEREAS, M1 andlor sestaf of its smb
wthe Lalidr Agresments ina

perliss Lo The Labor Agreétnents, and all pitics wish to rens
oo consistent with their sooperative relationship; '

NOW, THERBIORE, the Urjon and MIT ajree as follows;

A Genpral Provisiong

1. For pruposes of this Agreerient only, enel earployer pavty fo o Labor Agretzen
shall by referred to s an “Bmploysr™ mud collectively as “Erployats, and the Broployers and
WL sollectively shall be refered to sa “Mardoll” The praporiies refzrenced in Addendnm A
stisll ba referced to indieidually ay » “Propety” and sofleetively as the “Peaoperties,” Without
fimiting fho generaiity of the foregoing, ‘Binployershal not Includs any real eriate investment
frust (REIT) oz subsicliary thereof #hat 35 the owner of any Properly. In addition, no ownor, &
RRIT or otfvarwiss, shetl be deemed an Henployes, qr joirnt craployer paty to aty Labor
Agreement, solely on assount ol M etering Inle this Agresment with ihe Unfon., Wothing in
tlits Agreement shall bind auy ovmer that is g REIT end nothing heredo shal] biod sny (ramer that
fe viot & RELT, with tespect to aty property ofier than the ones reforenced in Addendum A.

2. The Ugton and MIT wilf exeeite or onise 1o ba sxecubed snceesior agtepmanis {g ihe
tallecfive Berpaining Apeoments lsted In Addaidam A, (hereinafter “Susccssor Labor
Apresments™), nodifisd only Bs necersary 1d iriplement the terme of this Agresment. Hech
Sncoessaz Tabor Agrosment shall be on the terms and vonditions. set forth in Seofions B, Cand
1.2 helow, except as oiherwlse rmtuadly agveed fo In wiiting by the sppliceble bargaining

partes,

3, Effective upon exesttion of this Agresment, the torm of each Tabor Agreenent
#hall be prtended to and inghuding the effeciive date of'its corzpsponding Buccessor Labor
Agreement, ; -

4, Effeciive npon execution of {his Apreentent and throngh the sffective dale of each
pithe Suscessor Labor Agreenents, {8) the Ui agrees that it vill nol, in consection with, o

b1
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- mitushed hereje as Addendmn B.

" ylpht, itle, or intetost I the aperation coverod by this Agreement or
- -pged I soel operation (or myy pact thereof i i peanenent framaction), or i the evsal there 1s a

exts conegrning the interpretation or implementation of the mafters
1t st the hotels coversd by ihis Agresment, {ctlding kot not firited (o
nsiona referenced in Beotions B.4-5, deihme, dispazage,
dompin, deniztate or Jmierfers with the buslness Graperations {(pr oaass ox perrail any affiliated
Tocals ar thefir agents to dofhine, dispatage, demean, denigraiy or inferfore with the business o1
operations) of MIL, the Buployers, the Properties, orany of thelr raspective officers, diresiors,
exmontives, managers or agents; and (b) Weariott witlnet, in cormestion with the ralters
addrasshd fn iz Aprpement, defame, dispatage, demenn, derdmatc or intefete with the business
py pperations [or causs or permit thefr agents o defume, teparages, demean, depigrale, oz,
$1slerfere wifh ¥he bushiess or operations) of the Union or mry of its vespetlive officers, direstors,
exotutbres, ranageys or agonts. This pmepraph shall pot be interpreled fo tosiriet ay
commmmications by any parly witelated o the mallers nddressed In this Agroement, The

provisions of this scefion ave not intended and shall not be {nteepreted 1o rastradn ox Hmit the

pariies in the oxdinary performancs of fhetr rogpeotive responsibililies,

. Sucoesssr Labor Azeement Torms and Conditfony (Excluding Waie Rafes and
< - Tplyyer Contrilytpny fo Hualih & Welfare. Ponsion and O3they Beuellt Fopde
se oxpHoitly provided herein or as othervise subsequently

npresd ko i writiog by the Bmployer sod Uhion partis to a Labor Agreement, all tertns md
conditions of eaoh Lebor Agreement shall contluve without internyption or modification throuph
fhe ferminafion dele of the applisable Sneeessor Labor Agreement, '

sy dispules or disagtesn
addvessed in this Agresmmts
disagrocments aulsing fom the dise

' 1. iZxeept as otherl

2

o

AT} “egost Savared nations” pravisions shall be deleted,

i Tha sncoessorship provistors o the Labar Agtogmetits shall b roviswrl {o slafe gy
followe (provided thet only subsections e through & shafl be sdded 1o the exisling suvosssorship
provislods of the San Francizey Lalor Agropment), and provided, lurther, that fa the ease of
Crovness [hat aro orgamdeed i the form of 8 Real Bstaie Inveslmpont Trnet (FREIT™), any and a1l
ovmer oblisutions will be dolinented in a separate “RELT Leter,” which shi' be in the foun

Sush REITs will be bound solely by (hofr respostive REIT

Latter and shall not be decimed & party or bownd fnany way to this Agteemet,

111, the wvent that the Buyloyer voluptaxily sells, imnsfers, oz, aseigny all it

2
substantially all of e assets

change in the form of pvmenship of the Bmployer, he Bmployer shall give the Union retsonghble
adyanes natice thereof in writing, and tho Employer finther agress tat as 1 rondition o any suek.

valuatery sale, sssf grnont, ur tranafer, the Bmplsyer will chialn foom He successor or sueressors
iy irorost a whitten asehmption of fhly Agtipment including a protaise that the suesesgor or -

suconssnrs shall rataln the employess anploved fn oach of the untis repragented by the Union
{subjoct to changes in the [eve! of stafflag) and retain facially velid -9 forms mainfained by it
predooessor it fnterest wilhont reverifylng the warlcanthorization statos of any smployes for
whom Emnplayer provides to the sutcessor & factally eutid 1-8 form, and furslsh 2 copy of the

writient assumption Agresment to the Uion, fn which svent the assipnar shall be relisved of ifs -
abHzations heresmder 1o the'extent that the assigaor lins fully fransfesred its rght, title, or

Wl s
2
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interest, The [bregoing peovisens woneerning 10 fbrme shall ot episy whers oo such forng are
equired by domestle aw, o where appHesblo Juw mandatos the suCeessus, withont regatd to Zy
voltuitery BlEstion by the successor, 0 tequite bargaining upll employess (© somplete npw -5
forms, and shell nof prolribit fhe sueepssor(s) from tking reasonsble sotfons aird/oy reciring
pmployees (o take ressonable notions fo corect ntesial drlssions aud sors in 9 forms
ghal] be consitoed o raguive the

secrived from a predecassor, Nofhing in this provision
Fmployer or any sucoessor iy enploy individugls who axe not atifloyized to work ih the United
Fitates, tr to prohibil the Hrnyloyer or any suctessur foim sondnetinig an B-Venify review of 19

forns received from a predecessor i such H-Verify peview is maadaled pursuaut 1o the
Fmployer’s 0T SUCOEHH0ES Helus 48 & Fadezal Goveramestl sontraotoy ox iy ofher provision of -

Taw,

. ‘Chly preagranh appliss when separate, wnaffiliated sntities o and

oporats fie Hotel, Tt fs yecoguized that the Orwrher of the Hole] and the Union have a cammon

tterest In protecting work opporfunities for alt emaployess coversd by this Agreemont, It ¢ also

vecopnized that the Owner seeds the [lexibility to select from tioe io timo the opergitng mitity
and [isaf this oam be nepomplished

Dest sutter fo reulization of the Owner’s business thjectives;
withont {5jury to the futerests of the pmpleyees i the bargaining noit, “Tharefora, Owner shall
the Hote!, the tertts of muy fitors operating agreement or

ensore (hal while Qwiey owWHs
 moBoagament confract covering the Hols! shall speeifionlly require o wrftierd agsrurpfon of the

pollective bargaining agresment bofwesn and_____ inelading & promise that the
smepssor o3 siosessos shall wokala the employees etployed in onch of the uniis reprssented by
#he Union (subjest fo changes i the seivel of staffing) and Owmer shall fomish g copy of sueh’
assnmption to the Union, Futier, stould Ovener or & irect o Inditeot subsidiay of Owner sedl
a othiorwlse hamder a confolling ovmetship intevast in 41l or any pert offie business of ibe,

 Huofel inons v a sertes of alated sfock or Asset iunsactions), or 1 the evenl thers is o ohange In
{se {oem of pwnesship of fhe Hotel or neseis 1o witich Crever fs & party, Ovener shall as &
ppndition to such trasection ohiala fom thier ollier party (g to the iranseotion wlo will feke
thereby any Inters fuess &-writion assumption of the

<1 n ho busingss or {he rshols wsed I, the T
“nhlipstions of the Ownet as set forth i this sub-pavapraph b, und g binding obligation thal any
pperator it it

afns 1o pperate the Hotel will assurne and be bouat! by this tolleetive hargalning

apresment, Owrer will fornlsh p copy oF the manmplions delinented in the provious senfence 0.
the Union: Gwner Auwther agtbes fhat, 1o the extont it hes £noh dosments, as a coadition of any
sueh sy, trangfor, ox assigunsnl, it will franstor ta the sucesssox(s) completed Forms 15 for all

- Pargaining usit spployees, abiain font 15 sucesssor(s) a waitten nprecment thel tivs suocessox(E) ’
will mainfain hess Porms 1-9 fn liew of completiag new Forms -9 for bargalning vl croployees
("9 Agresment”) and funisha copy of the -0 Aprecment {but not sopies of the 1-9s

themselves) to the Unjon not less thian 30 calendar days mios fo the dloding of the frensacion.

* The foregeing ohllgation shell not apply hore no eyt Sorme aze regaired by domegstic lew or
wwhere applioable law mandates the sucsbsser, wittiout zegard to eny volary slestion by the

" gucsssgor, 1o require bargaining undt amployees to vomplete naw 15 Farms, and shall not prokibit
the ruccessor(s) fiom wking rcasanablo otions andfor tequiting puployses o take reasonablo
aotons 10 parect saterial omisslons and srrors in -9 formg reenived fromd a predscesson

Hothing In this provision shll b constrrad fo requize fhe Braployer or any sucepssor fo ensloy
idivtduals who ave not anthorized o work i the Usited Stafes, or b prohilit the Buployer o
Rty shecessor from ponduoting an B-Verify review of1-9 forms revelved fom a predecessor iF
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.“

g B-Verly revisw {s mandated puiuand to e fimplayer's nr sucesssur’s status as « Fedsral

Goverrment pemiclor or by otier provision of law, Mothing in Hiis Agresmep! or iy any
ar agroguient with Owner rallecting these suppessorsbip provisions shall create &n
1 Orwener and iy Hotel coaplegess for aty purpose,

separate loit
erve us evidence of any

srployet/eniployse relatinnship betwre
exeate a joint smployer rélatlonskip between Osner md Employer &2 s
sueh omployerfeinployse or joint smployer relagionship,

& The Bmployer shell nof divids or diminid the seope of the bargaining oit
Dby pontrasiing Tor (he wse of any space witiin e Hote! and within the sonirol of the Employer
for operations of any sott snstornanily perfornrod by betgitning unll employses, Ineluding butuot

Vit To food &nd heverape sullels; any such contrasting may ha done by the Enmployer only in
accordunce with the ferms of this Agreement, noluding fhoze concarning subconiracting, and
this proviston does not alor oy rednes o a0y oxtent the Bupleyer’s wights wnder such provisions,
Nothing 7 this subsectton shatl prociuds an owner ok any other party I Infersst fiom contracting
for the use.of space that is not cortioffed or managed by the Bmployos ag an exieting part of the
Toted operation, or preciude the contimed loasing or futmre lenstug, whether to lhe outzent or any
other lessee, of any spacs surenily Jensed in the Hotd, or preedude the leasing of spaoe encrently
vonirolled by thie Fuployer o a diffeent third party subjeet to he provislons of section (b) in ths
ollowng sentence, The Owner shall not roquire the Enplayer fo felfinguish any part of fhe
Hotel premises managed by te Emplaysr exeept for {2) mes In opemtions hat wonld rot be
coversi by this Agreement if thay wers sonducted by the Bmployer or {) n3e in bperstions that
would be sovered by (ils Agreentont provided that the esonowide package paid io or on bishalfof
wraplayess performing otk vovered by i Agreement shall not be lesy than, the economic
saclage paid b or on yehalf of smplayces mnder this Apreoment end shall ineleds an employer-

seonmio puckage shill olude sl emefnmenis of

paid defined beupfit pession plan,  The
cmployment having deftaite wad guantiflzble epennmie value, including bet not Hited to wages

fneluding preriuems, bonsses and inoantives, pharansesd workdays or workwecks, healih wud
Rosptlalization enefits, refirement plan pasticipntion, pald vacation, paid holidays ond paid siek
Isave), MNothing in fhis section or the Agreotent penorally is frtended fo sxpand-or otlerwisze
add to fie existing barpaining ubit covered by the applisable eollective bargaining agresracnis |
Hsted and atieched Tisretp in Addendim A, ’ .

d, I ovmesship of fhe Hofel s transferred {n an favoluntary {ransaotion, the
Bmployer shall deliver fo the Union copfes of the suthre contenis of the pergornal fikes
{exelnding attornsy-clisul pivilegod doouments, suvestigutory materials mnd medionl reeards} of
alf bargatutng unit smployees exéept fhose Hles whivh arg deltvared to the Iransfares beoapso i
g erzplayed of [as mmads & lopally-binding sommitment to employ the employens o whom the

filas perluin,

Tho provistons of this Agreement prahibitfey stifkes shall be snspended
wpox fhe nfttation of any procssding 10 auflorizo the sale of the hote! tn an wotion filad nnder
Chapters 7 ov 11 of tha United Slates Bankiupicy Ceds Wit Tespost 10 a bushess segment that
tncludes fe Hotet, or by Seitvery to the Bmployer of & notfus of sale in Torseltisure of pfher
stmiler motice (sat the Hotsl will bs tulen fn p freisaofion that is not volotary by the Employer,

[=N

" exoepi where prohibited by dunestic law, and shall remain suspended onloss and ool the

contifion fhet vansed flte susponsion ket beon vesalved completely or fha Undon delivers a

4-
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3

writen watver of te suspeusioﬁ. The Brployer shefl deliver writion noties fo the Unlon ofa
fillng or notics covared by fhid subsevfion within five days afer the Enployer fles ot vesctves
#1ho petition or notie, Nutwithstanding any

the pefition or netics, and shall Inginde & copy o

prnvisioms ol this subsestion g1 i he conteary, the provisons of this Agrerment probibiting
strilces #hall yemuin I Hill force and offoot i (a) frs fhe vase of the inftietion of any procesding to
aythorize the sate nffhe TIntel inan sclion filod under i broleroptiey Tews, the assunyption of the
bligations of fhe ownr mdor {hls Apreement (s defined hereinafler) i3 made go express
condition of such sale, o (b) inthe sase of anoties of gale by Toxeclosure or stmilar potics that
the Hotel will be feken in a frenzuotion tat $x ot volymfary by the Fniployer, the lender or other
eatity oansisy the fsnenee of the notles has agreed in wiiting f an fstroment makiog the Union
ats expyess Third parly beneficiary of the prosstse, thut 1 3t reliins ownership of tho Hotel, 1o

ssenne e obligations of he Gwner undor 1l Agreement {a delined Tieftlnaiter), or i fhe

Totel 35 sald or feanaferted, )

prarchaser ox fransTrae asmmo the sbligattons of the Owaer nhdler this Agrestment (ay defined
Tereinafier). Jor prposes of this subsection %, tha #obligations of the Osener” shall Inelude (8.
1ha obitzation of the purchaser o fanglkres {fhe “New Owner™} {0 ASSUDIG {ids Apreemend tmd i
refutn the thep-ousrent bergaining it employess, Both of wiich as and fo the extend regiited by
subszetion % ghove, o (1) i he Now Demer iz not the aperafor of The Hotel, pither fdivently or
thtough & wholly owoed o sontrolied affilinte, the obligation fiof to hire o replgeemant msnaging
snlity unlogs that safity agrees 1o assima {his Agrestsent mad fo retabn the then-curent.
bargairiog }mﬁ employess, bolh of which ss and fo the gxten reguived by mbsestion b abve,

5 T Union shelluot be veyuired o post a bond ar ether seeuity 45
nendition to ohtairing an inusetion o wther equitalle retief sgairil a violetlon or fhyeytened

violatior of thiy Septlon.

st 2 il xequize ax & condition for snch sale ot tranefi, thaf ey

o shatl expim oue (1) year lollowing the

pxpiration of fais Apreement. Do this one (1) year peticd, fhe cbligations of thi¥ section
shall be enfarced through fhe proceduves for mbitrelion provided slsewhere i this Agresment’
and {he Tinion shall zetain the powet o seel ufuntlive reliof hroweh judieial sotion as provided

in this section,

£ e ohltgniions of ﬂn‘s et

4, Food and Beverage Snecass Commitiees. Tn fintheratee of the Union's and
tdardot®s cormitouers to the sucpels of food dnd beveraps operations and food and boverags
employess o the Propartles, the phstles 1o each Successor Labor Agreement ghall takea -
cooperntive, interost-hassd appronct o food pnd beverajye issnes, and shall establish n joint Feod
& Beverags fucesss Conmnittee for ench oty oovered by this Ageament. Fuch sich comniltso,
shalt be Lot for the Hnton, by fhe approprist logal Uinion President or Sewiptary Treasarer -
and/or lia delegates and appolatecs, and, for e nployer, by MIYs Sadsr Vies Presidest sird

* ‘Deputy Gensral Coynsel and/or her defepates and appointees, Bach such cammitice shall be
fousied following exemition of this Aguwement, and shall sommence e work prompily,
thereafter, Any ubseguent wiiten apreseils rafating to footl and bevernge operations shall nof
e detraed 1o confliet with this Agresment, Thiless atherwiss mutvally apresd to vt by
{he partes to a Labor Agrecment, sompletion and exeention of & Buocessor Labor Agresment
shall zot be delayed by the exisience o gperation vf g Food and Beversges Success Commities,
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5,7 Upon request tiy éither party in any particutar city, (he partics shall engage -
discussions ahout issues other than food and beverage. Such discussions shall take place upan
reduest, fir example, bt without lirnitation, regarding housekeeping, job classifications, job
scewity, efficiency, productivity, growth, or other jssues, Completion and wxéeution of the
Suecessor Labor Agreements shall not b delayed or excused by a request for ov the pendency of
these discussions, aud, notwithstanding the sxecution of Successor Labor Agreenients, the
restriotions of Section A4 shall apply at all times to the parties to this Agreement and the pa

“to the Labor Agreements durfog such diseussions and duting food and beverage diseussipns, IF
suel diseussions result in any agreoment(s) (o amend fhe Sucesssor Labor Agreentent, then such
amendmeni(s) shall be made to the Successor Labor Agreeraent, but ouly by rantual egreement
ofthe parties. In the abseice of such matnal Agresnient, the Successor Labor Agreement shall

Bontlane withow moditteation

itics

6. Uponmutual agreement of the Unlon aud M1, discussions pursvant o Sections 4
andfor § may take place al the Corporate and International Unlon level, if' the International Union
is authorized to do so for g affecied affitiates, and if MIT s agthorized to do so for the affocted

Froperlies.
7. Swocessor Labor Agreement Term, Baoh Successor Labor Agresment shal] heve 4
termination date fivs (5) years following the termination date of its corresponding Labor
~ Agreement. . .

ueecssoy Labor Agleentents Torms and Conditions; 'Wasgo Rafes and Employer
Contri‘imﬁmls to Heslth & Welfare, Pengion and Other Beneiit Fundy

CI

1, The bargaining pattes to cachk Tabor Agreement ahall agree to the following tolal
soonomic package increases,

! San Franclscn

2, Fhe Union shall annually allocate sach package increase for that year to howely
wage rate intreages and benefit frind contribution increases in its sole diserslion, but may ot
allocate to any fund to which the Eriployer has not agreed to contribute.

3. Al other stonomic temms of eacl, Lalior Agreement (e.g. vacations, overtine and
premium pey provisions, holidays, ete.) shall rematn uuchanged dining the ter of sach
Successor Labor Agreement, oo

4, Alfoeations to wage and berefit find contidbution increases shali ooour only on
the offective date of the Succassor Labor Agresment and on asniversary dates thereof, provided

G
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that 50% of the increnge ini the first contract year for Honoluly, T.os Angeles, Boston and San
Francisco shall be deferred until six montlis fiom fiie offective dales of the respeotive Successor
Labor Contracis. The dollar amunts of the packags inoreases shall not be altered by Hme-
weighting of the effective dates of the uffocations ade by the Union.

5 Ror purpases df allocation of the fotal economic package inareases, te following
monthly contrilsutions shall be converted to centg-per-homr as showi

San Franciseo: Divide monkhly fnorease by 134

that if the plan eligibilily rules are changed to veduce the pumber of

- hrrgaiming unit employees who are eligible fo partiolpate in the plan, then the partics shall
negotinte whether the foregoing divisors shauld be pdjusted to reflent the effects of the
change(s), During sald nepotiativns, all other provistons oCthis Agreement and fhe Swecsssar -
T.abor Agreemment (including, bui ot Himited ta the no stilles/nn Toskout provisions), shall
continue In full force and sffeetl. ) :

1t {3 provided, however,

classifications shall be

6, . The amomtof wa gd iricreases for tipped and banguct
avyef ghall be éatoulatad

determined based on the apnual wage lecreaso for non-tipped emplyees,
i ilic sanme menner as in (he appiicablo Labor Agreements,

Fyample: TEa labor agresment curcently provides tht bell employees seestve
5% of the nan-fipped increase, ather tipped employess raceive 50% of the non-
Lipped incroase, and banquet and “minmuwn wage” employees receive anty thoss
rjereates s may be kequired by applicable law, such practices shall continue jin

the Sucvesyar Lubor Agreement

S Fraucthen, Highty percent of tot] bargaining uolt hoves are presed ta e worked by nontipped employoecs
angd 2% by tipped smployees. Tipped enployess shell recefve 50% of e svuge hiezeases reveived by non-ipped
employees, The overall wage iereast allocated by the Tajow shott be distributed fo nos-tipped nnd tipped
emplayess In proportion fo the 80% / 20% presumed Tours, by dividing the smount aFihe overnll wags focvease by
« 0.9 {gr detenning e noi-tipped wags Inoreass and dividing fhe resnlting amount by 2 to detomtine the tippod wags

ingrease,
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7, The Unjon shall advise the Brmplayer of cach allocation al leas( thirty {(30) days
prior to the effective date of fe allecation, provided that if the Union’s notles fo the Bmployer is
Tess fhan Thirty (30) days, the Employet will not be exensed from paying the increases as
allocated by the Union unless thete ja actual prejudice to the Bmployer by the delay and then the
Hmployer may be excused only for a period of time equal to the length ol the Union’s delay in

Eiving notice,

8. . Each anowal iofal economie package irnciease to be committed by sach Employer
as set forth hereln s an absoltte maximum. Notwithetanding any changs in applicalle Jaw or in
conditions or cirotmslances, whether conteniplated by the paclied vr ot (including bul not
Jimited to changes i eivtimistances relating (o the implementition of or modifionlions to
applicalile luws rogulating health care or benefit fimed fonding reyuirements); the amount of the
armual total eeonomis package increasa shall not exceed the amounts set forlh above..

. 9, Inno event shujl any provision in » Lebor Aprecment, Successor Laber
Agreement, Memorandur Agreensent, Side Letter or any other such agreentent (including but
not limited (o any proviston i any such agreemend purporting fo guaranfes or ansure minimum
or specified heplth and welfive or pensioncontributions or benefits or minimum regerve lovels)
resnlt in an anmual (otal economie packagy increase ix excess of the amounts set forth above. |
Any and all such provisions shall be modified o ensurs that the Employer receives the full
benefit of this Subscetion,

10, The tolgl economic package increase shall not be increased by amy actions of the
- plans. Bach anmual allocation shall be subject ter any vequired approvals of applicable-Health and
‘Welfare, Penision, or other benefit find(s). Tn 4ll clreumstances fn which & Beaefit Fund requives

poulributons greater than thoss allocaled by the Union (Whether by operation of 2 Rehabilitation
Plan, by law or ofherwise), the additional required contribution shall be diverted from: the wages
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aTemployoss on whose belialf confribytions fo the funds are made o, 1o the sxtet permiticd by
Yaw and by the applicable fust fimdy, fotn pther Bouelft Funds fo whish the epplicabls .
Employer contribylés purmant to a Successar Yebor Agtscment, To tho extont that the
tpplementation of s Agroament would yesult in o Beaployer faffing to comply with mindmum
conlribution o funding équirements ot ofbes requienets of a Benefil Tond, or diry Tegal
Tequirement relatisg to any aftlzp Banefit Fands, or if Tor sy veason avy Benefi Fund refuses to
asgept the teums of this Agresment o o Specessor Laber Agreement, the applicable Unldn shall
progupily take all pocessary steps (including bt not limited to spresing to diversions from or
xednotions to Wages) go as to pertoif tise Beapderyer fo comply with &ll such vequiremsnts sithout
any Inerenss lo any pnnval tptal sconony pagkage aud withoot the Broployer incuniag any other
wosts or Kabilitios of boy kind, provided that the Union shall ia no event be vesponeihis In whole
o part for gy ponsion Fund wifidawal Habifity of the Enypleya: nuiess ha Proployer’s .
withdrawal j& censerd by r Benefl] Fund rejéoting ihe Bmpioyer's pontined participation beoause -
ilie Unfon fafled to allosete sufticiait conlbulions to most the Boaefit Fund's stemdprds.

D.  Dispuie Resohution

4, ‘Tho peitios agree that any dgpates aver fhe Interprefation or appfication of this
Agresmont shatl be submltted o exprdlted abitiation using & mutnatly Reoeplable persu. ¥ the
paxtios are not ofherwise ablo to agres upo an arbsltratoy, the pariied shail reguest from the
Ameticat Arbflration Assosiaion & st of nine () arbifretors Who ize menmberg of the Nufional
Acadsity of Arbi(rators zud who have thelr privotpe) residencs within fifly (50} miles of
Weshington, D.C. or, only npda mutusl agreement of the partiey, in the state wheo 3 Froperty at
3ssue Iy Tocated, 'The parties shall, within 14 days of recelving the fist, seloct 2 pprmatent '
srbifzator under s Agreament by aliemately strlleing names frorz the Tist. The party 1o airike
first shaf] be dotenmiued by-oofitfoss, The next-fo-Jast name stiieken froin ihéy list ghall e the
alrnate abitator, The Permanent arbitcator shill hoar and docide ali disputes submitted to
arhiation unless The permanend axbiiraior fs unavatlabla for 1 heurinyg within 90 days froxz the
it of submdsston bul The pitomate abiftator i nyallable dering suh O-day pesied, in which
cuse he dsputa shall be submifited to the alternale arbitralor fn hearing end desision, The
Axbisrator shall hews the autheciy o delerming fhe arbiiration prosedures to be followed. The
Arbitrafor shall have no snthonity o alier, amend, adil 1o, snbiteact fromt o oftherwise modily or
chaspe ihe teems and vonditions of tHis Agresment o snpage in interesl exbifvation, Without
Tssilfing the foregeing, s Union ackacwledges und sgress flf tho Achitvator shall kave no
authordty to alter, muend, adil 1o, stibteact fimm of pfherwipe nodily the provisions of Szotion C,
in any manper doirimental 2o any Baployer, Any costs ineurred by e parties in fnstliating.
proseedingg before the Arbiiator, or tefonding against tho same, shalt be e sesponsibility of
¥he respestive patty, The sxpenses aud focs of the Avbilrator, and of fhe oourt reportes; Wady, |

shall be skivesd eqnally by th Bmployer aud the Union. The Axliteator shall have the authority

10 arder the nop-rosepliant pary fo comply with this Agrsernent, Any atbitiation awecd o
decision lasued by the Arblirator, Virdtten or otherwlss, shall be final and bisding wpan the -
prrtiss, The United States Distit Cowd for the Distrivt of Colmubla, or I the patties hayvs
agrsed 1o arhitration where & Property i Tocsted, the Utited States Distist Court for the distiet
i which the Proparty is Jotated, shall Tave exclusive jurisdiction I any action conbering

grbittation winder fhis Agroement,
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2 Unless othorwise mially agrsed to by BT and UNITE HERIE in a vrliten
- docwment exoressly reforenchiy iy Apresnint, flie arbitration provistons horefn ghatl be the

sole and sxclusive disputs zosolution procedurs for any disputes botwaeh.the partes or betweos
any Bmjloyer snd any wlfiliated Union [oeal conceming er relating {o au inferpretation of :
applioation of any teri of this Agrecment, notwithstanding that the iswue or dispute also Is
sbject (o or may fall within the grievanse and arbitraiion provistons of'a Labor Agresment or
Suncessor Laber Agteetaent, Martloll and the Undon hereby walve eny sight they may otherwise
have wader grievancs and urbifnsifon provisions of fhe Labot Agreemenis and Suoeessor Lebor
Agreements with respest to any and all disputes soncerying he nterpreiation or appliceting of
any provision of this Agreanent, and the approjiate bargeining partics shall modify the
grievance end mbitration provisions ol the Sdesesior Lubor Apresments 58 necdssary to epnform

fo this Ssction I

F.. . Misseaneots

1. UNITH HERE reprosciity s affivoss thaf it is Tully auwthorlzed to enfer info fhis
Agrecrent on balulf of iy uififiated Incels fhat eve prrlies Lo the Labor Apteowents, aad that all
wFiliated Union Jocals shall bo bound fo the tenns horefn, M rspresents and affirms that it is
filly autherized to enjer into thls Agresiment on behelf of the Employns parties it the Labor
Apreeroenis, . ; . .

2 Wothing herein $hail be Interproted ‘ag o1 werve ag evidenes of the exlstence ofa
wulg-employer or multh-fasiliy bagaining undt, and each Brployer teservesthe right to baigain
separalely it the filuzs with the collsctive bifgaintuy representative for wach sxisting separals
bargainiag toit. :

3 The Union aelevowledges that the provisions of Ssotlons Ak CO-% and CLE-10
puo material provistons of hiy Apresment, and that MO wonld not have enterad Into this
Apgresment i the sbaenos of thess provisions, :

4. The parties acknawdodge that they heve not refind on any representations,
pranises or pEreements of ay kind ade In connestion with {he decdgion to accept thls
Agreesnent, expept for those expressly st forth hesein :

3, Tiis Agreenesl may not be }rmdiﬁrﬁd or altered except upon the express writien
. agrecnient of both purties wheraln explelt referonea is mads to thig Ameement.

G, "Fhis Areement may be exevuled in aey momber of eountenserty and by the
parties hezeto {h separite counlerparts, envh of which when so exeoted shall bo desmed an
nripial, and all of whizh telten togefher shall sonstitute ane ahd fhe same agresmont, This
Agresment shall ha effertive and binding only upon exacution by both parties.

s Thiz Agreement shall bo effeative Bpm March [ ,z033 (i-:mugh and inclnding the
tormmation dete of the Fuceessor Los Augeles Lahor Agresmmen, exespt that provislons specific
an individea! Sucoegsor Labor Agresment shall sxphre with that Sneceastl Labor Agresinent.

1
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e .

Tho pastics linve fully read and considere
e had the oppostonity to consull with t}ounﬁel
of enteving fnto the Agreement, :

A il Apresreent, Fully understand jis mearing,
soncerning ils teoms, and arg muLually desious

i WITI\IFSS WHBRECF, the parties knowingly and vniurxtarﬂy enfer into {his

Apreement oo e 10 day of Tune, 20 13,

FER MIL

FOR UNITE HERE

Lty (S

ﬂaﬁv@u@ Lee

EW@% ! >

Lhols

Data- '
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ADOENIYIN A

) Caﬂeoﬂwﬂan,aming Agreemenl betwaen UNITE HERR Lol 2 wnd Marriod Tnternational, Tne, Tor the S

Frendiseo Mol Maygols, sephing Anget 14, 2013
" olluetie Bynguinliyg Amtetment bewetn TRITE HERE Looul 2 5nd Courlysil Mnnngr.-mwl {Corporation, for the

Beq Franofsne Couttyard, sxpiriug August 14, 2013
Coliacive Bargaining Agreement bovreen UNITE HERE Loes] 2 and Murrlolt Imomahmzm!\, Ino, for fm San

Framcseoe Unfon Bquare Marott, exphing Avgust 14, 2013
Ualleotive Bargaining Agreement between YNITE BERE Local ¥ afd Mot Hete) Services, tub., Tor the Wakik!
Beach Mariolt Resort, explting Jore 30, 2013

" Colloative Bargainisg Agremnant between UNITE FIERE Local 11 nd Marriott Inleraslional, Ine,, fov the
Mashaln Boarh Meniof, wapidog November 30, 2013

Collestlve Bargalnfng Agmﬁmﬁntbatwaen UNETE HARE Lodal 26 and The Ritz-Carton Hotel Csmpaay, ‘

LLG, for he Rite-Carlion Basion Common, expiring Peboaacy 28, 2013 .
Collectivs Bargalning Apresinent betiveen UNITE EBRE Looal 26 and Repaissamoe Ho[el Opemtmg

Ciompany, Tor tho Renassancs Boston Waierfront, isi\plu:‘ngl?abmmy 28, 2013
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APPENDIX “K”

OWNER’S LETTER

. YBG Associafes LY
’ 6903 Rockledge Drive, Suite 1560
Bethesda, Maryland 20817

Muarch 25, 2012

e, Wialael Crsey
President

UNITE HERE, Looal 2 -
408 Golden Gale Avenus
Seys Franelscn, G 94102

Re:  San Franclsco Muvrott Marguls

Dens M, Cas'ﬂy:
As vou re awary, YBG Asioctales LP ("Owner®) is the owner of e San Fradelaco
oot subsidtury of Host Hotely & Rosoris,

Meriott Marqute Hotel (“Flofe]”), . Owner is an Indf

Tite, (“Host™), Mariiott Hotel Services, Ing. “Operator™), an affiitate of Maiofe Intarnational,

- Tno, (*Mardol™), js the manager of the Hotel and fho empluyer of all of the Hotel's employsss.
Mardatt has recently concluded an agreentont called “Mem orardun of Agréement Concerning

Mudificatfons fo Gollesitve Bargaining Agreements” with ilts UMITE-HFERE Internationel

Union (the 42013 MOU™), The 2013 MOU reaewed, among other flngs, the collective

‘Burgaintug sgresment with UNITE-HEEE Lacal 2 (*Unlon”) soveriag cerfain smployees abthe

Hotel {the “Loca] CBA”).

: Fener, agatn, 1o'an indirect subsidtaey of Host, which is 8 Real Estate Invesinient Trosl
[PREITY). Owmner represents (¢ b order to maintain Host's stotus as 2 BRIV, under applicable
aw, it 33 not permitied to engage any eniployeos {n the operation of its asse(s of to Jeself nperate
* ot mandgs the Hotel, ad, acoordingly, thal Operator operates thie Fotal, employs all of the
Individuals employed to operite (he Holel mud s the only party o the Lacal CBA. with respect o

the Hotel,

Cuwnier, povefheless, acknowledpes that it md the Lipion have a comron Inferestin
piofecting work oppartanitles for all Holel ompioyees covered by e Loval CEA. The Union, ir
accepting this folter, acknowlodies that the Qwner eads e Texibiliey lo sefect fiom Hms (0.
time the operating entlty hest suiled o realization of the Owner's business objectives, and that
this can bo necomplished withaut fjury to the interesis of the amployees i the bargalaing unit,
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March 25, 2013
Page 2

ormantaion nad ratfication of the 2013 MOU and

Thierefore, i conneetion with he fmp!
bound by te foHowing ferms of ihis letter

(e Local CEA, Owner and Unjon aprea (o be
ngreement {Letter Agreoment™),

"1, Owner agrees that whife Owner owits the Holed, the kerms of any future operating

agresrient or mnagement contract coveriny this Hote! shall expressty tequire m wrilien ,
assumption of the Loeal CBA etuding 2 promise thal [ho SUBCSSsOC o7 sueeossors shall retain
the employees emplayed [ each of the bargalning autts reprasented by the Unton (subject to
shanges in the level of staffing) and Qwner shall furnish @ copy of suy sych written aysusiption
ta thi Union. Owarer shall raquire that the eriployment of bargafuing unit employees telgined
will confinus uninferipted without Inss of sealority, sompansation, benefits or other terms and
coditions of employment subjeot to the Local CBA and applicable faw, No provisions, terms or

oh]{gations contained in the Local CRA shall be nffieted, moditied, altered or chavged Inagy |
d the gssumption of the Local CBA,

respeat whatsosyer by 1 clage tn The management entily an
Crynier's obligatfons under this Lelier Agreerent shall survive the ssswmption of the Local CBA
by the current managernent entity ot by any subsequeni veplacement mandgerment entity that hue

agsusmed the Local CBA,

g - Owner shall require that, i operation of the' Hofel s iransfesred to v replaceiment
management antty, the Operator wil, (o the exterl Opesator has suelt dosements, transfer 1o the -
aew management enthty complited Forme 18 for 2] bergatnling Uit employess, and direot the
auccessor nagement sty fo maintaln these Forns 1§ fa lieu of completing new Forms 39

Yor bargaining unlt employecs. The foregolny abligation shell aol tpply whets ne such forms ere
required by domestic law or where applieable faw mandates the Suecessor management sty
withatit ragard to any voluntary election by that entity, o require bargaining unft entployess to
complotenew 10 forme, and shall not profilbil the new nianngorent énlity frcnr laldig

veasanabla actions and/or requiing employess to taka rersonable aoBons to corract matesdal
ornfsstons and exyors In -9 forms recetved frou Qperator, Nothing u this provision shaif be
sonstrued (o require Bve Opgrator or ANy succassor managerment ontity (o employ individeals wha
gte ot authorized tv work In o Yaited States, or to probifbil the Operator of any buctosgor

mamagemeat entiy from conducting a B-Yelfy review of 1-9 forms received from a
pArRlors D SACRISOT

predecessor if sueh B-Voridy review ts mandated pursumit to thes O )
managemen! entily’s stalus as a Federal Government conlrasior of By other provision of faw or
to prevent Operaier fros complylng with any Immigration retated obiigations {thay ns o Poderal

Contmotar or by other provision of Jaw a3 ey may be changed frarm thne fo tine,

& Should Ownex or a divect br indirect gubsidiary of Owner sell or otherwiss
fransfer  confrolling awnership fnterest in all or any purtof the buslness of the Hotef (Imoneora
serdes of related stock or asset rassactions), or in the event fhere Is & change In thte fom of
owmership of the Hotel or assats to whick Dwner iy a party, thén Oener shalk, as & maferfad
pondifion lo such lransaction, abéxtn from e other part(les) to the transaction who wiil teke
fhereby any inteveat fn to busingsy or assets used in the Brsiness (Transferea™) ave of the
following: (x) it the Transferes is a REFT, o willten assumption of this Letter Apresment or (y)

ek |

129




March 25, 2013
Page 3

T the Trangferee Js not s REFT entity and s ot Heglf an operatar of the Hotel, sither directly or
fndirectly through an affilfaie, o weilten sssumplion of tho pravisions of ths Loosl CBA
applicuble 1o the Hotef awners il wte nat slse employers of bargaining it emplayees (the
“Qwuer Obligations"), or, (2] 0 thie Transtbree is nola REIT wind 15 1selF an operator of e Hotel,
elther direcily at indirecly theough an afflinte, o writlen assumption of ihe Local CBA. Owier
Obligaiiens shall frefud in the eare of 2 trensferse that {3 not a REIT entlty and will not operale
1he Hotel tie obligation fo insure that any operator it retains ta operate the Holel will assume the

Lacal CBA.

veql shimfl Owner e responstble For oblizations tider fhig Letier
¢ the date ¢ bransiers atl o a condollitg Interest fn (e Hotel
Swrier Obilgations undes the

. 4, Inno &

Agreemout that wrise {rom and afte
. {6 ariother ertily thel. has agreed to be bound by the Lok CRA, fhe

1.oual COA, or llils Letter Agrecrunt, ks the cngs may b
. 5. Motisteg in this Latter Agreetuent or ln (he Local CBA shalt be construed fo

precluds an Qwner or any other puty in tterest from contryetlng for the nse of wpaco that is wot

" controlled or managed by the Operatuc as an existing park of the frote! operation, or prectude tho
comiinued Jensigg ur future fessing whether [o tho burrent o any ofher Jessee of any spacs -
urrenily lensed in the Hotel, Further, stothtrig in this Letior Agreement or the Looal CBA ghal]
be consirued Lo precludé the leasing of space curenily gontrolfed hy the Operator to a different

third pacty provided that (e new lesses abides by (he provistons af sub-ction () in the
followlng paragreph, !

6. Ownor agrees {hat {t will nek require Qperator to relingquisly any part of tlse Fotel
premises managed by the Operator except for (&) use i operations that would sot be eovercd by
iHe'Locat CBA, If they were condueied by the Operator or (B) st it operations that would be
covered by the Lesal CB A provided hal lhe econoinle package paid ta or on behalf of
smiployees pecfonnbig work covered By the Locat CBA shalf not be less than the seogontic
package pald to br o hebalf of employecs under the i aral CBA and shall inelude an employers-
puid deffired benefit pensfor plan. The economic proknge salt incTude alf craolomsnts of
employrent baving definite aad quanfifiable etonamic yalre, inslading but ot Umited to wages
(Eneludding premivms, bonuses and fncentves, punrdnteed workdays or workweeks, heatth and
hosplialization bonefits, retirenent plan puticipation, pajd vacation, patd holldays ard paid stek

Jeava)
7. Nothing Iu this Letier Apreemiont shall be futeepreted to ercats & Joint smployst

relatonship batween the Owner and the Opegator,

e Owner shall aat fave any obgations fo the Unioa with respect fo fhe Hotel

oxoapt 48 ave exprassTy set forth i (his Leftor Agrecrae and shall not, solely by virueof (s~
1 etler Agreementk have eny ohitgations to the Union with respect o any property It pow owns of

in the fuinre may own, other than the Hotel,

8,

srazelel
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"9, This Lelter Apreement shall apply during the tenm of the Loca! CBA nd shall
survive and conlinue for 1 year following expiralion of te ALoeni CBA.

10, Aay dispute asising from Otds Lolter Agraement thedl be sulsject to finod and
isinding arbilration under te terms set. forth Tn tie seetions off the Local CRA governing

giievances snd arbitration,
11, Should any part hereator any provislon fereln cnntuh{eé be vendered oy declared

{Hiegal or an unfafr Jabor practice by renson of any existng or subssyrently enasted leglslatlon or

By any decrae of'a epur! of.competent jurlsdiction or by fe deelsion of any suthorized

government agency such inveildatlon of such pact or portion of this Letter Agreamant shall not
Invlidate Gee raraining portons thereaf, provided, however, upon sugh Trvalidation, the parties
agras immediately lo meet and negoliate substitule provisions for such pacts or pravisions
sendered or deciored 1epal of an untids Tabor practice. The remainiag pacts or provizions ghall

remain 1o full force and offest.

12, 'The Owner agrees that the Uniton shnlf nok be required to post.n bond or other
sepiclty ag # condition to abtaintug an Jrjusction or ofier gxpiitable ralisf agalnst a violation or

threatoned violatlon of this Letisr Agresment.

This Letter Agrecment conslifiles the entire undorstanding botween e Owner anit the
Union with respect to employess of the Holel and may net be rnodified sxcept hy 1 wiiting
sigired by the Owner, It may be exectlnd lniseo or more counterparts aud via facsimile bt
electronic maii delivery, each of which shall be deemed an origlnal but all of which tnken

topetlier shall consfitute one and the'same agresmsnt,
Very truly yous,
¥RA Assoclates LP
By: Host Moscons GP LLC, {lg

frenevat partmer

By (,2‘1 5@&4
Clarke

it %&Tdﬂvﬁ_"

ACCEFTED:
UNITE-HERE, Lacal 2 - - - .

By M
' Presidunt. /

ERIARIvE
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APPENDIX “L”

SIDELETTER OF AGREEMENT GOVERNMENTAL COORDINATION

5B5 9™ Streat, Sbits 345
Qaldand, CA #4607

ekl b SR
R —y ; Kevin Gleason
FHITERNATHI PEAL Sahior Diractor, Labor
. 415/284-3085 {1)

BOB/341-5944 {M)

kavin.glaasap@mardatt.com

July 31, 2017

Mr. Anand Singh
President

UNITE HERE, Local 2

209 Golden Gate Avenue
San Francisco CA 94102

RE: SIDE LETTER OF AGREEMENT GOVERNMENTAL COORDINATION
Dear Anand:

Marriott International, Inc, through several subsidiaries (collectively, “Company”), has collective
bargaining agreements that cover the San Francisco Marriott Marquls, San Francisco Marriott Union
Sguare, Courtyard Hotel San Francisco, Palace Hotel, W San Francisco, 51. Regls San Francisco, and
Westin 5t. Francis (collectively, "CBAs"). The parties acknowledge that the CBAs provide for superior
wages and generous benefits, such as job secuyity protections, seniority rights, and various types of paid
leave henefits, including extended sick leave, PTO, holidays, and/or vacation banefits that may be used
for sick days for all employees covered by the CBAs. The parties agree that this side letter of agreement
{"Agreement”) applies to these hotels, effective on the effective date of the ordinance unless otherwise
indicated below, with regards to governmental coordination:

1. San Francisco Paid Sick Leave Ordinance. This Agreement shall operate to walve any
provisions of the San Francisco Paid Sick Leave Ordinance, San Francisco Administrative Code
Sectlan 12w, effective February 5, 2007, and as amended effective January 1, 2017, and any
regulations related thereto, and shall supersede and be considered to have fuifilled all
requirements of said Ordinance as presently written, andfor amended during the life of this
Agreement.

2 San Francisco Family Friendly Workpiace Ordinance, In order to preserve the seniority
provisions of the CBAs, the Union and the Compahy also expressly agree to waive any and all
requirements of the San Francisco Family Friendly Workplace Ordinance, set forth in Chapter
122 {1221 through 122.18) of the San Francisco Administrative Code, and any regulations
related thereto.

3. San Francisco Paid Parental lLeave Ordinance, The Union and the Company also
expressly agree to walve any and all requirements, as may apply to employees covered by any of
the CBAs, under the San Franclsco Paid Parental Leave Ordinance, set forth in Articie 334 of the
San Francisco Police Code, and any regulations related thereto.
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Mr. Anand Singh

RE: Governmental Coordination
July 31, 2017

Page 2 of 2

49, Formula Retail Rights Ordinances. The Union and the Company also expressly agree 1o
waive any and all requirements of the San Francisco Formuta Retail Employee Rights Ordinances,
to the extent they might otherwise apply, set forth In Article 33F {3300F.1 through 3300F.20)
and Article 33G (33006G.1 through 3300G.19} of the San Francisco Police Code, and any
regulations related therafo,

5, Banguet Server Overtime Rate. Notwithstanding dining room department section 20

{Steady Extra Banquet Servers Quertime) of the CBAs, upon execution of this agreement the

overtime hourly rate of pay for banquet servers shall be a premium rate of two dollars and fifty

cents {$2.50) per hour above the straight-time hourly rate of pay. However, no employee shall

suffer a reduction in their hourly overtime rate of pay due to this provision, It is also not
~ intended that this Agreement changes any existing banquet service practices.

This Agreement shall reraaln in effect until the parties execute a new collective bargaining agreement,

If this is an accurate summation of our agreement please indicate your agreement to the above by
signing on the space provided below.

Regards,

b

Kevin Gleason
Senior Director, Labor

AGREED AND ACCEPTED:

UNITE HERE Local 2

t
By: . o
Print: Apand Singh Q
Ks: President
Date: 7/30/17
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The partics have consolidated the memoranda of understanding from April 2003 to the current date into
this Collective Bargaining Agreement and have fully read and considered this Agreement. In the event
there is a conflict between language written in this document and the original MOU(s), the language in the
original MOU shall prevail.

The parties have fully read and considered this MOA, fully understand its meaning, have had the
opportunity to consult with counsel concerning its terms, and are mutually desirous of entering into the
MOA.

FOR SAN FRANCISCO MARRIOTT MARQUIS HOTEL FOR UNITE HERE LOCAL 2
Signature Signature

Name Name

Title Title

Date Date
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Letters Confirming Agreements/Understandings

June 28, 2018

Anand Singh

President

UNITEHERE Local 2
209 Golden Gate Ave
San Francisco CA 94102

Dear Anand,

This will confirm that the following side letters and memorandum of understanding are
agreements between UNITE HERE Local 2 and the San Francisco Marriott Marquis.

SIDE LETTER FOR ROBERT NG’S JOB CLASSIFICATION

The parties agree that Robert Ng, currently a Cook I who works in the Hot Prep work location,
will continue to maintain this work location under the new Station Cook classification for the
duration of his employment, due to his hearing impairment. [2009-2013 MOU]

SIDE LETTER FOR DAVID CHAN BANQUET LIQUOR ROOM WORK

While David Chan works in the Banquet Liquor room doing beverage control he will receive a
full Barback gratuity share. [CBA 2002-2006]

SIDE LETTER FOR GRANDFATHER BANQUET SERVER POOL STATUS JOB
CODES

In addition, three bargaining unit associates: Dolores Conrado, Tony Quan, and Rosie Cortes,
who have jobs outside the Banquet Department, will continue to be used on a pool status basis in
the Banquet Department. [CBA 2002-2006]
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- COMBINATION JOB - FOOD RUNNER AND UTILITY AIDE

Memorandum of Understanding
Combination Job — Food Runner and Utility Aide
For the View Lounge and Bin 55 Departments

This Memorandum of Understanding between Unite Here Local 2 and the Marrioft Hotel
is intended to establish job duties for the Food and Beverage Attendant position in the
Bin 55 and View Lounge departments in the Hotel. Nothing contained herein alters the
terms and conditions in the Collective Bargaining Agreement between the parties.

This Agreement shali remain in effect for a trial period of three (3) months. At that time
the parties may disconfinue, or by mutual agreement, amend or make permanent this
Agreement.

The intent of this change is fo provide seamless workflow in this job classification and
support the servers in delivering food and beverages and in clearing tables. Food and
Beverage Attendants are continually supporting the food and beverage service by
bringing items into the outlet and then picking items up on their way out, never leaving
empty handed.

The Employer and the Union agree to the following provisions:

1. Beginning October 12, 2013, associates that are classified as Food Runners, and
Utility Aide will perform combined job duties as outlined below:
+ Pick up food orders from the Main Kitchen production line and deliver the
orders to customers in the Bin 55 or View Lounge
» Check the micros ticket produced by the server, and ensure that the food
has heen prepared correctly according to the order
Add condiments or garnish to the food order as necessary
Deliver food fo the correct table and seat number
s Ask the customer (s) if there are needs for any additional condiments or
silverware prior to leaving the table
» Complete assigned side work, including delivering of settings/ siiverware,
bread, condiment restocking, removing empty bus tubs, and breaking
down food preparation stations
» Deliver communication from the Chef and kitchen Cooks to servers,
bartenders and managers on the outlet floor
Assist servers in removing dirly plates, glassware and debris from tables
Assist servers In the final bussing of the tabie after the guest has departed
Re-set the table according to standards provided by the outlet managers
Remave dirly plates, glassware and debris from the front bar area.
Keep floor and front bar area neat, organized and set to established
standards
» Assist servers with bringing iems fo fables when necessary

Page1of 2
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v,

. The new job classification will be called Food and Beverage Aftendant and the

rate of pay will be $17.70 per hour as is the existing rate far the current Utility
classification. This classification will he eligible for all future non-tipped
classification wage increases as established in the collective bargaining
agreement.

. The Food and Beverage Attendant classification seniority list will be as follows,

combining the existing separate classification seniority fists for Food Runner and
UtiHgy:

Name Classification Seniority Date
Samuel Mekonnen Q9r27/08
Ceasar Aben 12/19/09
Jian Tan 12/19/09
Marlo Dowell 10/20M11
Alejandro Munoz 04/13M13
Helen Li 04/13/M13
Hoa Ong 06/08M13

. Hotel Seniority wilt continue to be used for vacation bidding as speciiied in the

collective bargaining agreement and this change in job classification will not
impact the existing hotel seniority date for the individuals noted above

For the Hotel: For the Union:

¥

Ottt =g

ﬁﬂlie Fallon Mariana Wong 0
Yo ar 20 2
Date Date
Page 2 of 2
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Wednesday, March 27, 2013

OVERNIGHT HOUSEKEEPING JOB CLASSIFICATIONS AND SECTIONS

UNITE HERE-Local 2
San Francisco, CA
Attention: Anand Singh

Vig Facsimile: {415) 864-4158
Via Fmafl; asingh@unitehere.org

Dear Anand,

As we discussed during our meeting with the Ovea‘night Housakeaping Associates on Th ursday March 21,
2013, the hotel will reorganize the job resppnsibifities of the 3" shift Housekeeper classifiation and
create a new Job classification called Food & Beverage Outlet Cleaner. Associates i the Food £
Bevarage Ouilet Claaner job classification are responsible for cleaning the hatel's Food & Beverage
Outlets, and other front and back of the house areas of the hotel, :

. Prior o this change all assosfates that were assigned to the 3% chit Houseleaper job classification wera

clesning these areas of the hotel, but were distmguished by schedule bid only. This system treated
challenges for schedule bidding and fayoff and recall procedures.

In order to differentiate the 3% shift Food & Beverage Outlet Cleaners work and to retain all current -
assocciates, in lght of the 4% Street Bar and Grille closure effective April 12, 2013, this new job
classification, Food & Beverage Outlet Cleaner will be effective Aprll 13,2013,

tn place of the £ crreat Bar and Grille, the Concierge Lounge, Mission &rille Restaurant, Meeting Room
Restrooms, lce Machines and Elevator Landings will be assigned as cieaning areas listed below as MOC
{abbreviation for Multi- Outlet cleaner). - .o

On Thursday March 21, 2013 all current associates were given the opportunity to re-hid for a schedufe .
and days off of their tholce according to thelr classification seniority. The 3" shift Food & Beverage

Outlat Cleaners Nlsted below selected sections and days off as fellows: .
NBITEL e e DIP/Classification Seniority Date ., . Section Days Off .

§UEdward Chéy -~ ° “Datein Positlon: 2/20/1898 - - - -~ Mew - - - . Sal=SU. .
2—Nam Ma Date in Position: 12/20/1999 MOC Moh - Tues

3 —Valerly Abasov Date i Position: 4/2472005 ‘ Bin b5 Tues - Wed

4; [Kam “Kevin” Chou Date In Position: 8/2/2006  ~ Relief Wad- Thurs
"5 - Jairo Ducut Date in Position: 12/9/2006 Rellef Thurs - Frl
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Assoclates maintalned thef current date ity position asa 3" shift Howsekeeper Inthis new classification.

{Q; Matn Ma has been cleaning the Food & Beverage Outlets for the past three years conslstently for two

# shifts or mote per weel, and has been bidding for an outlet cleaning schedule 1858, his seniority will
remain it the secand position. Jaira Ducut has also consistantly cleaned Food & Beverage Cutiets and he
was offered a one-time opportunity to join this classification or stay In the 39 shift Housekeeper
classlfication. He chose o the Food & Beverage Cutiet Cleaner classifleation.

T

o

The new schedule will go into effect on Saturday April 13, 2013, We are conﬁdent that this thangs will
coniribute to the quallty of service we previde fo our guests and 1s a great oppertunity to solve the
probleims the hotel had with a job classitication that had combined job duties and had been in place
sinca 1998, '

Attached are the Job Descriptions, for the Food & Beverage Outlet Cleansy and the 3™ shift
Housekeeper-and the signad Schedule Bld for the Outlet Cleaners, Please review and sign this

acknowledgement no Jater than Fridey Apeil 12, 2013 by 5:00pm, If | do not kieat from you by then, Twill

assume your approval.

Sincerely,

e

lie Fallon,
arket Director, Human Resouices

}

The San Francisto Martlott Marquis {the employer) and UniteHare] Local 2 {the union) ggree that this
rasatution [s nen-precedent seiting end may not be dted ih connection with ary furthergrievances, ot
issues that may atse. Both the urion and the empioyer deem this matter closed,

For UniteHerg! Local 2:

ﬁ/%k - ?/Q’;A?)

- .‘__;'fam;egé{ntatimiqnthwnm_. T . Daef o —
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Memorandum of Understanding
San Francisco Marriott Marguis Hotel and UNITE MERE Local 2
Banquet Department Scheduling

This Memorandum of Understanding betwsen Unite Here Local 2 and the Marriott Marguis
Hotel is intended to establish scheduling procedures after the replacement of vacant positions
accurred in Cetober of 2015, Nothing contained herein alters the ferms and conditions inthe
Collactive Bargaining Agreement between the parties,

The Employer and the Union agree to the following provisions:

The 12 Alist jobs filled effestive Ootober 3, 2015 were replated as the original incumbent in
the position hald the position with the same number and type of job codes.

When any current full time A rotafién positions are vacatad, the feplacement hire will be placed
in the new full time straight senlority B iist for each classification. Selection of shifts will occur
viar straight seniosity affer the Merged Wheel A and the Merged Whee! B 1otations are
complete and in the order as defined in the attached bidding rotation document underneath
Masia G in rotation #10.

The Merged Wheel A and Merged Wheel B lists that contain primary and secondary coded
servers will not be refilled &r expandsd in.the future.

Side Letter #36 in the coliective hargaining agreement effective September 2002 refmains In
effect with the following clarifications as stated below:

38, In the event that a full ime banguet associate, [defined as semeone on the Merged Whesl B
List as of April 2016] as of the date of this Agreement, applies for and is awarded = job of [Ful]
Timel Banguet server, that person shall join the “A” rotation, [Merged Whes| A List] as the least
senior on the rotafion, as described in Sect:on 5, BIDDING AND SCHEDULING.

"s
Future job vacarnicies: for Banquet Bartenders will include repiacement on the botiom of the A
list for Bartender shifts via straight saniorty, Bldding for Server shifts will take placein the
rotation on the Full Time Barterider B ligt immediately after Full Time B list s@aond codad
Servers,

There are 4 Barback slots and all are full time pesitions. Each Barback position has a
secondary code as a Back Aisle and & third code as a Banquet Server with the right to

Page L ofa
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complete a fuli-complement of 10 shifts in any combination of classifications based on work
available. Available Barback and Back Alsle shifts {in that order) must be accepted before
bidding on available Banquet Server shifts can take place.

Mireya Gartla’s position #13 A List Coffee Break Server, will be maintained in the A rolation,
Future vacancies in this list witl be replaced as A list and refain the A list position on the
schaduling rotation. Side letier #37 in the collective bargaining agreement defines the coffee
break list as follows:

37. Two (2) coffes break aftendants positions shall be added for a fotal of fifteen (18)
steady banquet coffee break attendants. These two (2) shall constitute the first two (2)
attendants in the “B" rotation for the purposes of bidding for work.

Brlan MacKenzle will maintain his primary code as B List Fulltime Coffes Break Sérver and
maintain the opportunity to bid in silo #9 as noted on the Bidding Rotation document and has
transferred his secondary code 1o a B List PT Server #4.

Pop ups will be assigned as the current rotation process exists for the A List PT Servers. The
B List PT Server positions will be offered pop-ups by siraight seniority.

The attached bidding rotation docurnent Is used for the weekly bidding process in the
department and reflects the following!

The job classifications to be scheduled are:

Fulliime Coffee Breal A List

Fulltime Coffes Break B List
Fulifime A List Back Aisle Attendants
Fulltime B list Back Aisle Attendant
Side Letter 30 Back Alsle Attendants
Part time B list Back Aisle Atlendant/Server
Fulitime A List Bartender

Fulltime B List Bartender

Part Tirme Bartender

Fullfime A list Barback/Alsle/Server
Fulitime B list Barback/AislefServer
Fullime A list Server

Fultime B List Server

Part ime A List Server

Part time B List Server

Pool A list Server

Pool B list Server

Page Zz of 4
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The bidding/scheduling rotation order is as follows:

10.
11.
12.
13.
14,
15.
154,
16.
17.
18.

Fulliime Coffee Break A list Servers via senijority

Fulltime Barback A List via seniority

Fullime Barback B List via seniority

Fulltime Back Aisle A [ist via rotation

Fulliime Baick Aisle B list via straight seniority

Side letter #30 FT Back Aisle via straight senlority - C List

Fulliime Barback B list via straight seniority for Second Coée Back A:sle Shifts

Part Time Back Alsle B list via straight seniority .

Pool Status Back Alsle list via straight seniority - G List

Fulifime Bartender A list via rotation (1-5) & straight seniority (6-7) as Is current practice
Fulltime Bartender B list via straight seniority

Part time B list Bartender via straight seniarity

Fulltime Server A list via rotation 7

Fullime Merged Wheel A list via rotation — A list Servers & Bartenders for Second Code
Server Shifts

Fulliime Merged VWheel B list via rotation — A list Servers, Bartenders and Back Afsles
for Second Code Server Shifts

Coffee Break A list Servers for Banquets Server Shifts via rotation

Fultime Coffee Break B list Server current practice for Coffee Break Shifts only
Fullime Server B List via straight seniority

Fullime Back Aisle B List via straight seniotity for Second Code Server Shifts
Fullime Barlender B list via straight seniority for Second Code Server Shifts

Fullime Barback B list via straight seniority for Third Code Server Shifts

Part time B list Barfender via straight seniority for Severage Shifts only

Part time Server A list

Fulltime Barback B list for Third Code Server Shifls

Part time Server B fist

Pool Server A list

Pool Server B list -

Side Letter 30 in the collecfive bargaining agreement remains as is stated below and this MOU
is not Intended to change that original language.

30, With respect to back aisle attendants in the Banguet Departnﬁenti the pérties
agree as follows:

(@) The Employer may create and fill two (2) additional fulltime back aisle attendant
posifions. These two (2) back aisle attehdants shall bid for work on a second,
separate daily rotation from the current incumbent fulltirhe back aigle attendants.

PageZof4d
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These two {2) new back aisle attendants shall bid after the current fulltime back
aisle attendants have selected enough shifs for fulllime work and prior to part-
time aisle attendants choosing their shifts on thelr rotation.

(b)  Inthe event that the two (2) new fulltime back aisle attendants do not receive
enough work to fill out a fulltime schedule, they shall be allowed to bid for work in
accordance with their previous rotation, i.e., part-time or poeol, or other
classifications.

For the Hotel: For the Union:

9‘4@ Falion Mariana Wong Y

Z//j:'//é | | 7//{;/%3@{&/‘

Date Date
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This letter serves as a place to document side letters involving individual bargaining unit
members that were noted in the original memorandum of understanding created by the parties in
2002 or in subsequent grievance meetings or negotiations.

The agreements in this document do not reflect all of the settlement agreements or side letters
created between the Hotel and the Union between 2003 and 2018.

Sincerely,

Julie Fallon
Director of Human Resources
San Francisco Marriott Marquis
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MEMORANDUM OF UNDERSTANDING

Subject to ratification by UNITE HERE! Local 2 membership, as provided for in its
Bylaws and Constitution, this Memorandum of Understanding ("MOQU"} is a final
agreement by and between UNITE HERE! Local 2, affiliated with UNITE HERE]
International Union {hereinafter referred to as the "Union") and the San Francisco
Marriott Marquis, Courtyard Marriott, Marriott Union Square, W Hotel, St. Regis
Hotel and Westin St. Francis Hotels (hereafter, “The Hotels”). The following
modifications and amendments will be made to the Agreement that expired on
August 14, 2018 and shall be in effect for the term of the new Collective Bargaining
Agreement in effect between these parties unless other effective dates or a
different duration is provided for particular sections of the agreement as stated
below or in the underlying agreement. All contract section references are to the
2013-2018 “Red Book” unless otherwise noted.

I Immigration {Section 11: Change of Status / Immigration, new “q”)
(q) If an employee obtains appropriate work authorization within five (5)
years after losing work authorization status solely as a resulf of changes
in DACA, DAPA or TPS status, the employee must provide
documentation of work authorization and refurn to work within six (6)
months after obtaining it or forfeit the leave provided in this subsection.
The reinstated employee will displace the least senior employee in the
employee’s former job classification until the next schedule bid when
they may utilize their former frozen seniority in that classification. An
employee will not accrue vacation or the other benefits based upon
particular Plan policies during such absence.

1. Employee Safety (Hotel Service Depariment, Section 2 Room

Cleaners, new Section “¢”; Dining Room Department, Section 17
Room Service, new “I”)
1. The Employer shall provide a safety alarm io each employee
assigned fo work in a guest room without other employees present, at
no cost to the employee. Each employee shall be required to carry the
device with hitm or her at all fimes when working and to utilize such
device when he or she believes there is an ongoing crime, harassment,
or other emergency in the employee’s presence. The devices shail be
able to summon immediate on scene assistance to their location from
another employee or security guard. The purpose of this section is fo
protect employee safety. The device may not be used to track or
discipline for productivity-related issues. The employee in danger may
cease work and leave the immediate area where the incident occurred
to await the arrival of the employee or security personnel responsible for
providing immediate assistance. Such systems shall be installed in the
Hotel ho later than the end of the 2019 calendar year.
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2. The Hotel shall record an accusation that a guest has made an
unwanted sexual advance, request for sexual conduct, or other verbal
or physical conduct of a sexual nature towards an employee or fowards
another guest of the establishment, including the name of the guest.
The Hotel shall inquire for the name of the guest if that information is not
included in the initial notice to the Hotel. If the Hotel is unable to learn
the name of the guest, the Hotel shall learn and record as much
identifying information about the guest as is reasonably possible. The
Employer shall maintain a list of all guests so accused for at least five
(5) years from the date of the most recent accusation against the guest.
Guest as used throughout this section means registered guest, others
occupying guest rooms with registered guests, and visitors invited to
guest rooms by a registered guest or other occupant of a guest room.
Upon request, the Hotel shall reassign the employee to a different floor
or work area away from the guest for the entire duration of the guest's
stay.

If the Employer learns that any guest on the list is staying at the hotel,
the Employer shall notify the Union and any housekeeper, room server
or any other employees assigned to work in this guest's room of the
same prior to the start of their scheduled shiff, and shall warn the
employees to exercise caution when entering that designated room
during the time the guest is staying at the Hotel. The Employer reserves
the right to assign a non-bargaining unit employee to service the room.

3. Upon receipt of an allegation of sexual assault or other criminal
conduct by a guest against an employee, the Hotel shall promptly
contact local law enforcement with jurisdiction, immediately notify the
employee that law enforcement has been contacted, that he or she may
be asked to provide a statement, and that they have a right to decline to
do so, and provide the employee with sufficient paid time to provide a
police statement, and shall fully cooperate with any investigation into the
incident undertaken by the agency.

4. When an allegation of sexual assault or criminal conduct by a guest
against an employee is supported by a police report and statement
made by such employee under penalty of perjury, the Hotel shall inform
the guest that he or she is prohibited from returning to the Hotel, and
shall maintain such prohihition for at lsast three (3) years from the date
of the incident alleged in the statement.

5. There shali be no retaliation against any empioyee for seeking fo

enforce his or her rights under this section by any lawful means or for
otherwise asserling rights under this section.
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v,

Neutrality (Section & Hiring, new “g™

(8) In the event that the Hotel becomes subject to a state or federal right
1o work law, the Employer agrees to remain neutral with respect to any
of its employees' or prospective employees' decisions regarding
membership in or support for the Union. The Employert, its supervisors,
managers and other agents will not take any action or make any
staterment that directly or indirectly states or implies any oppaosition to
Union membership or to the selection or maintenance of the Union as
the employees' collective bargaining representative, and will not
encourage or assist employees either direstly or through third patties to
terminate Union membership, revoke dues checkoff authorization or
invoke any right to reduce financial support to the Union. The Employer
will inform any employee who inguires about Unioh membership or
support that the employee should contact the Union.

Preghancy Accommodation (Section 16 Pregnancy Disability, new
paragraph)

If an employee so requests, and consistent with both the employee and
employer's obligations under applicable law, the Empleyer shall provide
a reasonable accommodation related to such employee's pregnancy,
childbirth, or related conditions, including but not limited fo the need to
express milk for a nursing child. “*Reasonable accommodation” may
include, but not be limited to, more frequent or longer breaks, time off to
recover from childbirth, temporary transfer to a less strenuous ot less
hazardous position, job restructuring, light duty, additional break time,
reduction in room assignments, private non-bathroom space to express
breast milk, assistance with manual labor and modified work schedules.
Any time off provided as @& reasonable accommodation will run
concurrently with any protected leave the erployee is otherwise entitied
to take for the condition under applicable law.

Orientation (Section 5 Hiring, add new paragraph to “p”)

Upon request by the Union, Union representatives shall be afforded the
opportunity to meet with new hires for thirty {30) minutes during the new
employee orientation session, or within the first thirty (30} days of
amployment if the Employer does not hold an orientation session within
that time frame, without Employer representatives present. The Union
shall provide advance written notice of any Union representafives
desighated to conduct such session. New hires participating i the
session will be on paid time. The Union shall not make any disparaging
cornments about the Employer during such sessions.
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Other Modifications to Red hook

A. Other Funds: Amend existing contribution reallocation provision to
inciude the Education Fund. (Section 24 Health and Welfare and
Pension, 25.5, add to Child Eider and Legal)

B. Modify Section 9 “No Discrimination” to include gender identity.

C. Delete Section 16(j) “Safety and Health”- Subcommittee not in
existence; no longer applicable

D. Delete Section 1{d)? “Pilot Project”: language ohsolete
E. Modify Section 7(d) “Posted Job Vacancies” to read as follows:

(d)  The Employer reserves the right to withdraw the posted job
vacancy and to be the sole judge, and consistent with its obligations
under Section & above, of an applicant’s qualification for filling a job
vacanay.

F. Term: 8/14/18 thru 8/14/22

G. Successorship: Parties meet within 30 days following ratification fo
reconcile the existing successorship documents.

H. WModify Section 12 “Grievance Procedure” to read as follows:

Step 3.

(a) If the grievance is not satisfactorily resolved at Step 2, the
Union may file a written request for a Grievance Mediation hearing within
seven (7) days of the Step 2 response. If there is no response from
management under Step 2, the Union shall have ten (10) days from the
date of the Step 2 meeting to submit the written request. The written
grievance shall set forth the facts giving rise to the dispute including the
date and person(s) involved and designate the grievance as well as the
remedy sought.

(b) The Grievance Mediation shalt be held within sixty (60) calendar
days of the written request subject to mediator availability.

(c) The Grievance Mediation shall consists of two (2) management
representatives and two (2) union representatives plus a neutral
mediator who shall act as Chairman and who shall mediate the dispute
in an attempt to have the parties reach a settlement. The manager
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involved in the incident or circumstances giving rise to the dispute should
be present at the Grievance Mediation.

(d) The Grievance Mediation shall be governed by the following rules:

1.

10.

The grievant shall have a right to be present at the Grievance
Mediation.

Each party shall have one (1) ptincipal spokesperson.

Outside fawyers or consultants shall not participate in a
Grievance Mediation.

Any documents presented to the mediator shall be returned to
the respective parties at the conclusion of the hearing.

Proceedings shall be informal in nature. The presentation of
evidence is not limited to that presented at earlier steps of the
grievance procedure. The rules of evidence shall not apply and
no formal record of the Grievance Mediation shall be made.

The mediator shall have the authority to meet separately with
any person or persons but will not have the authority to compel
a resolution of a grievance.

If no seftlement is reached, the mediator shall provide the
parties with an immediate written advisory decision, if the
practice is permitted,

The mediator shail state the grounds for his/her advisory
decision.

The Grievance Mediation shall have no power o alter or amend
the terms of the Collective Bargaining Agreement.

The cost of the mediator shall be split between the Hotels and
the Union, if the parties mutually agree to a paid mediator.

(e) As an alternative, by mutual agreement in advance of the Grievance
Mediation hearing, the neutral fifth (5th) person may be designated a
mediator/arbitrator who will attempt to mediate the dispute. In the event
a mediafed settlement cannot be reached, the decision of the
mediator/arbitrator shall be binding on both parties.
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VI

(i) The parties may, by mutual agreement prior to the Grievance
Mediation hearing, agree that the case may be heard without a neutral
fifth {56th) person.

(9) Grievance Procedure for Employer/Union. The Employer and/or the
Union shall be free to file grievances as described in (a) hereof directly
with the other party. The initial consideration of such grievances shall

3.

Modify General Rules Section 1{d)3 “Extra List Workers” to read as
follows:

3. Exira List Workers: On a hotel by hotel basis, after ratification, the
Union and each hotel shall by mutual agreement determine for which
classifications (excluding those classifications listed in #1 above) extra
lists will be created. Extra [lists that are already in place shall continue
as modified below. Employees currently on a hotel's exira list shall have
the right to keep their place on said lists, except where an employes is
on more than one list at a given hotel. Such employees shall have to
choose which list they will remain on. Exira List employees are allowed
to be on only one list and work in only one classification at a given hotel.

Such lists shall be arranged in seniority order. The seniority order shall
be determined by an individual's placement onh an extra list as
established after the 1989 contract negotiations, (i.e. the order on a
current list shall be the seniority arder with individuals added thereafter
assigned according to their hire date.). The creation of a new extra list
and the seniority of such list shall be by mutual agreement.

Consistent with Section 5. Hiring (c) and (d) of the CBA, Extra List
employees must show proof of current Union affiliation (union member
stamp book, dues deduction on a pay stub or dispatch slip) in order to
be on an extra list and work at a given hotel. Such employees shall be
required to complete Union membership application forms within 30
days of commencing employment. If after 30 days an extra list employee
has not done so, the Union shall notify the hotel that the employes is not
in compliance with this agreement. After two (2) days (excluding
weekends or holidays) from receipt of notice, if such employee has not
complied with this section, he or she shall be promptly removed from the
schedule pending notice from the Union that the empioyee has made
arrangements to become current in their dues.

Hotels using Extra List employees shall maintain one list per job

classification, The number of persons on an Extra List will be
determined by the hotel's business needs consistent with the provisions
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VIIL.

X,

Xl

X,

of the CBA. The application process shall be the standard hiring process
at a given hotel.

Modify Section 12(c) “Step 4. Arhitration” to replace Charles Askin
with Norman Brand. The Parties will agree to meet within 90-days of
ratification to identify up to three (3) additional mutually acceptable
arbitrators.

Modify Section 24.1 “Eligibility” (a) & (b) to read as follows:

(a) All employees who have worked regularly three (3) hours or more
per day, five (5) days or more per week, in at least three (3) weeks of
the month immediately preceding the first day of the month for which
contributions are due.

(b) All empioyees who are regularly scheduled for and work two (2) full
shifts (a “full shift” is defined as six or more hours) or more per payroll
week, in at least three (3) weeks of the month immediately preceding
the first day of the month for which contributions are due.

Modify General Rules Section 1(d)6.2 “Extras Become Regulars” {0
read as follows: '

(2) Qualifying for Benefits. Extra employees on hotel lists qualifying for

" health insurance and pension benefits for 6 months in a 12-month period

based upon their work on one single Exira List at one hotel shall become
a regular employee in that classification at that hotel, effective the first
of the month following the sixth qualifying month, provided that exira
employee desires to become a regular.

Modify Section 13(f) “Discipline” to read as follows:

(f) If the report of a "spotter" agency is used as a basis for any discipline
involving cash handiing, the agency involved must be duly licensed in
the State of California. Any disciplinary action shall take place within five
(5) days of the receipt of the complete "spotters” report excluding
Saturdays, Sundays, holidays, vacations, sick leave, leave of absence,
or other authorized leave. The Union shall be provided a complete, un-
redacted copy (excluding proprietary information and names of non-
bargaining unit employees, except where relevant to the incident that
gave arise to discipline) of the full spotter's report.

Modify Section 13 (a) Discipline to provide for four (4} days fo issue
discipline.
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XIV.

XV.

Vacation Pay (Section 12.2 Vacations (f))
Vacation pay for non-tipped workers shall be paid at the current hourly
rate,

Leave Sharing (Section 14 Leave of Absence, add new “o0”)

(o) Employees may participate in Marriott's Leave Sharing Program
under the same terms and conditions as the Program is available to all
other Marriott employees, when such Program becomes available to
SPG hotels in 2019. Employer reserves the right to modify, discontinue
or otherwise make changes to this Program without an obligation to
bargain with the Union.

Worker Training & Re-employment (Section 3 Job Security, add or
replace “b”)

it is in the mutual best interests of the Union and the Employer to
safeguard the economic well-being of bargaining unit employees
affected by layoffs due to changes in business operations by preserving
their jobs and work opportunities, and to create a pool of skilled workers
available for placement in other or newly created positions at facilities
owned and/or operated by the Employer. Therefore, Section 3 shall be
amended to provide for the following:

A. Worker Rehire and Refraining List; The Union will create and
maintain a Worker Rehire and Retraining List, populated by
employees who have been permanently laid-off from bargaining unit
positions and prospective employees who have completed
Education Fund classification training.

B. In the event the Employer implements any permanent layoffs of
bargaining unit employees, the Employer will provide to the Union
the names of each all such affected employees, their company
seniority and classification seniority (as defined in Paragraph D
below), their current address and phone number, and any other
information the Union may request. Such affected employees will be
placed on the Worker Rehire and Retraining List.

C. Severance: Except for employees permanently laid off due to
technology, employees involuntarily and permanently laid off shall be
offered a severance agreement with two options:

Option 1: $3000.00 per year of service, with 12 months of both
Welfare and Pensicn contributions and no recall rights.
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D.

Option 2: $1500.00 per year of service, with 12 months of both
Welfare and Pension contributions and 24 months of recall rights.

The Worker Training and Re-employment Provision will not cover
employees who accept severance Option 1. Employees who accept
severance Option 2 will be placed on the Worker Rehire and
Retraining List.

Fmployees displaced by technology will be covered by the fertns of
the national technology agreement, and will not be covered by the
Worker Retraining & Re-employment Provision during the 24-month
job search period provided for in section (v} of that agreement. If,
after that 24-month period an employee is permanently laid-off
pursuant to section (xi) of that agreement, the employee will he
offered a severance agreement with two options:

a. $2500 per year of service, with 6 months of health insurance
coverage and no recall rights or

b. $1500 per year of service, with 6 months of health insurance
coverage, and participation in the Worker Rehire & Retraining
List as provided below.

Job openings:

When any regular position becomes available in a bargaining unit
represented by UNITE HERE Local 2 within any hotel, restaurant,
food and beverage outlet or other operation that is owned, operated,
and/or managed by the Employer within the San Francisco Bay
Area that cannot be filled through an in-house bargaining unit
transfer pursuant to the provisions in the applicable collective
bargaining agreement conceming the filllng of vacancies, the
Employer shall:

1. Notify the Union of such job opening within five (5) business
days;

2. Fill such position with a worker referred to it by the Union from
the Worker Rehire List.

Employees shall be referred fo fill permanent vacancies undet this
provision by the following order of priority:

1. By Company Seniority: Employees on the Worker Rehire and
Retraining List who have previously been employed by the
employer requesting referral and have worked in the same
classification, or same job by a different fitle, far which the
referral is requested shall receive first priority for referral, by
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Company Seniority, defined as an employee’s tofal lengih of
service in any operations conducted by the employer and its
affiliates in the San Francisco Bay Area that are covered by a
collective bargaining agreement with UNITE HERE Local 2, and
not counting any period of time preceding a break of at least
one year in continuous service for the employer and its
affiliates.

2. By Classification Seniority: if no employees are available for
referral by Group 1 above, employees who have worked in the
same classification, or substantially similar classification, for
which the referral Is requested for another Empioyer in the San
Francisco Bay Area whose employees are represented by the
Union shall have second priority for referral, by Classification
Seniority, defined as an employee’s total length of service in the
classification most recently held by the employee in any
operations conducted by the employer and its affiliates in the
San Francisco Bay Area not counting any period of time
preceding a break of at least one year in continuous service for
the employer and its affiliates. An employee referred under this
section who within 60 (sixty) days is deemed not qualified fo
hold the position, shall be returned to the Worker Rehire and
Retraining L.ist.

3. By Classification Training date: if no employees are available
for referral by Groups 1 or 2 above, workers who have received
a classification-appropriate training certificate from the
Education Fund shall receive third priority for referral, in the
order in which the fraining certificates have been issued. A
worker referred under this section shall be subject to Section 5
Hiring.

An employee hired who was eligible for five weeks’ vacation under
their previous employer shall receive an additional week of vacation
with their new employer at the beginning of their third year of
employment for a total of five weeks (2 weeks in accordance with the
CBA, 2 weeks of supplemental vacation from the Fund, and an
additional week paid by the Employer.)

When any permanent position becomes available within any hotel,
restaurant, food and beverage outlet or other operation not covered
by a collective bargaining agreement, that is owned, operated,
and/for managed by the Employer within the San Francisco Bay Area,
the Employer may solicit referrals from the Union, using the same
process above.
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XV,

XVil.

XVHI.

XX

The Employer shall not be responsible or held liable for any referrais
made by the Union that fail fo comply with the stated order of
Company Seniority, Classification Seniority, Classification Training.

E. Training for laid-off employees:

It is agreed that the Education Fund will provide training, job-
placement, and any other assistance (including economic
assistance) deemed appropriate by the Fund trustees, fo individuais
who are on the Worker Rehire and Retraining List or who are hired
from the Worker Rehire and Retraining List. Consistent with the
parties’ agreement on Technology, it is understood that training and
coursework requiremetits related to technological change may be
offered through the Education Fund.

F. Effective Date:

The effective date of this agreement will be two weeks after Local 2
enters into agreements that are substantially the same as this
Agreement with two of the following three companies: Hilton, Hyatt
or [HG.

Third Party Food Deliveries (Dining Room Department, Section 17
Room Service, add new “1”)

The Employer shali not permit third-party food deliveries to guest rooms.
This section shall not apply to the existing practice at the St Regis,
unless the Employer modifies or discontinues In-Room Dining.

Grievance Mediafion (4th St. and Courtyard only)

i 4t Street: The union representatives shall, every six months, be
permitted to choose four (4) grievances which shall be heard at the
adjustment board level with a mediator.

ii. Courtyard: The union representafives shall, every six months, be
permitted to choose two (2) grievances which shall be heard at the
adjustment board. level with a mediator.

Industry Banquet Committee: (Section 22, Industry Banquet
Committee) Parties agree to raise cap to $200,000. It is agreed that
moving to the automation of the scheduling process will be a priority.

Marquis Banqueis Subcommittee: (Marqguis only) Parties agree to

meet within 90 days of ratification to discuss banquet issues at the
Marriott Marguis. '
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Food & Beverage Gratuities (Dining Room Department Section 10
Gratuities “g”)

Hotel agrees to 18% automatic gratuity on parties of 6 or more.

Hotel will include the 15% automatic gratuity on breakfast coupons in
the GBA.

Within 60 days of ratification, the Hotel will add suggested grafuity
percentages of 15/18/20 percent with corresponding dollar amounts
above the sighature line on guest checks for parties of 5 or less. The
suggested amounts will be based on the full check amount {excluding
taxes) before any coupans or other discounts are deducted.

Quarter Century Cluh (no Red Book reference)

Hotel will confirm in CBA the avaliability of the Quarter Century Ciub for
bargaining unit employees, on the same terms and conditions as the
henefit is available to all other Marriott associates on a national basis.
The Employer may discontinue or modify this benefit without negotiation
with the union so long as the benefit is modified or discontinued for
Marriott associates on a national basis. The Union shall have no right
to grieve this decision.

Transportation

In response to the transportation issues created by the construction on
the BART system, the Employer proposes to create local hotel joint
committees to identify the actual number of regular BART riders
impacted by the change from a 3 am to 5:30 am open, to review
transportation alternatives identified by the city, and to identify hotel
specific solutions to include schedule adjustments, transportation or
parking subsidies, shuttles or other transportation alternatives such as
carpooling incentives.

it shall be the intent of the labor management commitiee to identify ways

to accommodate workers for the inconvenience, which will result from
the BART retrofit project on the Trans-Bay Tube.

Marguis Info Local 2 Welfare Fund

Upon request by the Union after August 14, 2020, the parties shall re-
open negotiations over employees changing from the Marriott
healthcare plan to the union health care fund, provided that only
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employees with 10 or more years in the union pension plan may be
permitted to make such a change.

Housekeeping

(a) Effective 8/14/2019, modify Section 2. Room Cleaners (red book),
paragraph 3 as follows ~ replace (9) checkouts/2 room drops with (8)
checkouts/2 drops — (same change to Section 1 (c) of Marquis/CTYD),

{b) Limits on “Choice” or "Green” Programs

Marriott may continue or implement the “Choice” or “Green” program in
any hotel in San Francisco where housekeeping employees are
represented by UNITE HERE, subject to the language for the CBAs
shown below. Changes will be effective January 12, 2019,

(c) Language for GBAS:

The Employer shall supply housekeeping services to occupied guest
raoms which are under the Employer's Make a Green Choice ("MAGC")
or similarly named program no less often than every third (3'%) day, for
example, Sunday check-in, a room attendant will be assigned to clean
the room on Wednesday. Housekeepers cleaning a room under this
program which has not received housekeeping service for two (2) or
more consecutive preceding days shall receive 1.25 times the ordinary
credit for the type of room being cleaned. The 1.25-fime credit is
intended to reduce one (1) room from base quota for every four (4)
MAGC rooms cleaned; no partial credit is intended.

Effective August 14, 2020, Housekespers cleaning a room undsr this
program which has not received housekeeping service for two (2) or
more consecutive preceding days shall receive 1.33 times the ordinary
credit for the type of room being cleaned. The 1.33-time credit is
intended 1o reduce one (1) room from base quota for every three (3)
MAGC rooms cleaned; no partial credit is intended.

Arbitration of Post Expiration Grievances.

Hotels agree to arbitrate post-expiration grievances consistent with the
CBA timelines (time limits tolled during the -period October 4, 2018
through December 3, 2018).

Economics

1. Annual Allocations and Increases:
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Year 1 (August 111 in vear 1 and closest Saturday to August 14% for

each subsequent year of the CBA):

[

Year 2

Health Fund - $50 per month (effective with September
contributions / August hours)
Pension Fund - $25 per month (effective with September
contributions / August hours)
Wages - $1.75 Non-tipped/$1.00 Tipped
Bell/Door - $1.25 in addition fo non-tipped increase
o Non-tipped increases through the end of the
contract, with the understanding that the non-tipped
increases will end at the conclusion of the
agreement.
o The vacation rate will be two times the San
Francisco minimum wage rate.
Busser — $1.25 in addition fo the non-tipped increases.

$1.45 Package (Total sum to be allocated by Local 2 for
all wage and union benefit fund increases, except for
additional Pension, Bell/Door and Busser increases
provided for below).

Bell/Door - $1.25 in addition to non-tipped increase
Busser - $1.25 in addition to non-tipped increase

$1.45 Package (Total sum to be allocated by Local 2 for
all wage and union benefit fund increases, except for
additional Bell/Door increasas provided for below).

Modify Section 9(a) of the Dining Room Department as
follows: increase the setvice charge for banguets fo 75%
of 20%

Bell/Door - $1.00 in addition to non-tipped increase
Busser — return to tipped increase

$4.05 Package — 8/14/21 (Total sum to be allocated by
Local 2 for all wage and union benefit fund increases).
$.50 Package — 3/13/22 (Total sum to be allocated by
Local 2 for all wage and union benefit fund increases,
except Pension and Beil/Door increases provided for
below).

$80.00 fo Union Pension, effective for March 2022
contributions.

Bell/Door — Non-tipped increase
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. The Union shall allocate the following package increases for that
year to hourly wage rate increases and benefit fund contribution
increases in its sole discretion, but may not allocate to any fund to
which the Employer has rot agreed to contribute:

R

71 3/13/22
$0.50

1

$1.45

$1.45 $1.05

. The dollar amounts of the package increases shall not be altered by
time-weighting of the effective dates of the allocations made by the
Union.

. For purposes of allocation of the total economic package increases,
the following monthly contributions shall be converted to cents-per-
hour by dividing the monthly increase by 134. It is provided,
however, that if the plan eligibility rules are changed to reduce the
number of bargaining unit employees who are eligible fo participate
in the plan, then the parties shall negotiate whether the foregoing
divisors should be adjusted to reflect the effects of the change(s).
During said negotiations, all other provisions of this Agreement and
the Successor Labor Agreement (including, but not limited to the no
strike/no lockout provisions), shall continue in full force and effect.

. Eighty percent of the total bargaining unit hours are presumed to be
worked by non-tipped employses and 20% by tipped employees.
Tipped employees shall receive 50% of the wage increases received
hy non-tipped employees. The overall wage increase allogated by
the Union shall be distributed to non-tipped and tipped employees in
proportion o the 80% / 20% presumed hours, by dividing the amount
of the overall wage increase by 0.9 to determine the non-tipped wage
increase and dividing the resulting amount by 2 to determine the
tipped wage increase.

_ The Union shall advise the Employer of each allocation at least
thirty (30) days prior to the effective date of the allocation, provided
that if the Union’s notice to the Employer is less than thirty (30) days,
the Employer will not be excused from paying the increases as
allocated by the Union unless there is actual prejudice to the
Employer by the delay and then the Employer may be excused only
for a period of time equal to the length of the Union’s delay in giving
notice.

. Each annual total economic package increase fo be commitied by
the Employer as set forth herein Is an absolute maximum.
Notwithstanding any change in applicable law or in conditions cr
circumstances, whether contemplated by the parties or not, including
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but not limited to changes in circumstances relating to the
implementation of or modifications to applicable laws regulating
health care or benefit fund funding requirements, the amount of the
annual total economic package increase shall not exceed the
amounts set forth above, or otherwise provided for in this MOU.

8. In no event shall any provision in a Labor Agreement, Successor
Labor Agreement, Memorandum Agreement, Side Letter or any
other such agreement, including but not limited to any provision in
any such agreement purporting to guarantee or ensure minimum or
specified health and welfare or pension contributions or benefits or
minimum reserve levels, resulf in an annual total economic package
increase in excess of the amounts set forth above, or otherwise
provided for in this MOU. Any and all such provisions shall be
modified to ensure that the Employer recelves the full benefit of this
subsection.

9. The total economic package increase shall not be increased by any
actions of the plans. Each annual allocation shall be subject to any
required approvals of applicable Health and Welfare, Pension, or
other benefit fund(s). In all circumstances in which a Benefit Fund
requires contributions greater than those allocated by the Union
(whether by operation of a Rehabilitation Plan, by law or otherwise),
the additional required contribution shall be diveried from the wages
of employees on whose behalf contributions to the funds are madé
or, to the extent permitted by law and by the applicable trust funds,
from other Benefit Funds to which the Employer contributes pursuant
to the Successor Labor Agreement. To the extent that the
implementation of this Agreement would result in the Employer
failing to comply with minimum contribution or funding requirements
or other requirements of a Benefit Fund, or any legal requirement
relating to any of the Benefit Funds, or if for any reason any Benefit
Fund refuses to accept the terms of this Agreement or the Successor
Labor Agreement, the Union shall promptly take all necessary steps
(including but not limited to agreeing to diversions from or reductions
to wages) so as to permit the Employer to comply with all such
requirements without any increase to any annual total economic
package and without the Employer incurring any other costs or
liabilities of any kind, provided that the Union shall in no event be
responsible in whole or part for any pension fund withdrawal liability
of the Employer unless the Employer's withdrawal is caused by a
Benefit Fund rejecting the Employer’s continued participation
because the Union failed to allocate sufficient contributions to meet
the Benefit Fund's standards.
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XXVIIL.

Miscellaneous

1. Union agrees to withdraw and seek the dismissal of all unfair labor
practice charges filed with the National [abor Relations Board in
connection with negotiations and/or strike.

2. M Lounge — If a resolution cannot be reached during bargaining, we
will agree to mediation proposal.

3. Marriott agrees to raise at a later date its proposals on Bin 55 and
Duat Employees.

4. The parties will meet within 120 days following ratification to discuss
the Employer's proposed modification 10 Section 11, General Rules
concerning Combination Work. Any agreement reached shall be
reduced to wiitihg and shall modify the successor collective
bargaining agreement accordingly. Should the parties not reach any
agreements as a result of these discussions, the existing language
in the successor collective bargaining agreement shall remain in
affect.
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SIDE LETTER: Technology

(i) Technological change includes the use of automation, machines, computers,
robots, software, tablets or other handheld devices that replace or substitute for or
materially increase or decrease the type or manner of work performed by
employees in the Employer’s workplace.

(i) UNITE HERE International Union shall form a Union Technology Commitiee
(the “"Committee,” representing the International and Locals 2, b, 8, 19, 24, 26, 30,
75, 2850 and such other locals as the Employer and the International mutually
agree to). The Employer shall provide the Committee at least 30 days’ notice
before implementation of any plans to upgrade, modify, improve, or extend
technology currently in use by bargaining unit employees that are made after the
effective date of this Agreement at any hotel covered by a collective bargaining
agreement with one or more of the foregoing local unions. The Employer shall
provide the Committee at least 185 days advance hotice prior to the
implementation of any hew technological change, occurring after the effective date
of this Agreement, that replaces or substitutes for or materially increases or
decreases the type or manner of work performed by employees in the Employer's
workplace, at any hotel covered by a collective bargaining agreement with one or
more of the foregoing local unions.

(iify With respect fo the implementation of new technology and subject to
appropriate confidentiality agreements, the Employer shall explain to the
Committee the intended function of the new technology, the nature of the
technology and who will develop it, the timing of its planned implementation, and
the expected work needed to implement the technology and keep it running, and
where available shall share prototypes. If the Committee requests to bargain, it
must do so within fifteen (15) days of the Employer's notice and shall include any
information requests with such notice. The Employer shall promptly negotiate the
impact of the new technology on the bargaining unit employees and the work they
perform. Upon notice of a demand to negotiate, the process shall be governed by
. the following rules:

1. Information: The Employer shall provide any information reguested
by the Committee within twenty (20) days of receipt of the notice.
The Committee shall be afforded up to thirty (30} days, following
receipt of requested information to meet with affected employees.

2. Negotiation: At the conclusion of the initial information gathering

period, the parties shall meet over the following fifty (50} days in an
attempt to reach a resolution.
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3. Mediation: Shouid the parties fail to resolve the issue within fifty (50}
days from when the negotiation period opens, gither party may
request the services of a federal mediator.

4. The Employer shall not implement any technology during such
negotiations, but the Employer shall have the right to implement the
technology upon the expiration of this 165-day period. The Employer
shall not implement any technology unless the Employer has carried
out these duties to the Committee.

(iv) This notice and negotiation process shall be the sole and exclusive procedure
for resolving disputes over the implementation of new technology. Any disputes
arising out of this process shall be subject to the grievance and arbitration process
under the applicable collective bargaining agreement covering the affected
employees. The arbitrator, however, shall have no authority to order any particular
outcome 1o the bargaining process.

(v) Any employee displaced due to technological change shall be entitled to recall
to the classification from which the employee was displaced for 24 months
following the date of displacement and to preference for other job openings at the
hotel where the new technology is implemented in or out of the bargaining unit,
after all other preferences possessed by incumbent employees at the hotel have
been exercised but before new employees are hired, provided the employee is
qualified for the position or can be qualified in a reasonable period of time with
adequate training provided by the Employer. Preference in hiting also will be given
to any employee displaced due to technological change, who applies for another
position for which he or she is qualified, at other Marriott-operated hotels or condos
subject to a collective bargaining agreement with a UNITE HERE affiliate and
within the same State as the hotel from which the employee was displaced.

(vi) The Employer and Marriott International shall make all non-supervisory job
postings electronically accessible to employees laid off under this subsection and
1o the Committee to assist employees in their job searches.

(vii) While employees are waiting for an offer of a permanent position, the
Employer shall offer all available extra work within their ciassification to them in
order of classification seniority.

(viil) If an employee displaced under this subsection is recalled to (A) another
position within the Union’s bargaining unit at the hotel, the employee shall retain
his or her house seniority and continuous service for vacation purposes, or (B) to
a position outside the bargaining unit represented by the Union, continuous service
with the Employer shall be recognized for vacation/PTO and health insurance
purposes. If an employee displaced by technological change is hired into a new
position at other Marriott-operated hotels or condos subject to a collective
bargaining agreement with a UNITE HERE affiliate and within the same State as
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the hotel from which he or she was displaced, the provisions of that hotel's
collective bargaining agreement shall apply.

(ix} No employee who has completed his or her probationary period and is recalled
pursuant to this subsection shall be required to complete a new probationary
petiod but if the employee cannot perform satisfactorily the work on the shitt or
station to which recalled he or she may transfer or be transferred back to layoff
status within thirty (30) days after his/her date of recall.

(x) The Employer shall continue to make contributions to the applicable health
insurance plan for any employee displaced as a result of the implementation of
new technology, at the minimum level necessary to maintain existing benefits
under the applicable health plan for six {8) months following the date of
displacement.

(x}) If an employee displaced under this subsection who is represented by Locals
8, 19, 24 , 26 or 30 elects not to seek another position with the Employer at the
outset of the displacement or is not offered another position during the 24-month
job search period, he/she will be permanently laid off and offered the opportunity
to execute a severance agreement to include a payment equal to one week of pay
for every year of service, subject to all legally requited taxes and withholdings and
a general release of claims. This paragraph does not affect severance
arrangemenis between the Employer and Locals 2, 5, 2850.1

(i} If technological changes reduce the dutles of a classification without
eliminating them, the classification shall continue to exist, but the Empleyer may
adjust staffing levels, full or part-time status, or after bargaining with the Union the
Employer may consolidate existing classffications or distribute the remaining
duties to other bargaining unit classifications. If new technology performs functions
previously performed by bargaining unit employees and requires human operation
of machines, the machines shall be operated by bargaining unit employees and
the Employer shall train employees in the affected classification to operate new
technology. If the machines used by bargaining unit employees require daily
maintenance 1o ensure the continued operation, then bargaining eniployees will
be trained to perform the work, unless such work is of the kind typically performed
by other bargaining units or the Company's [T depariment. The Employer may limit
training to those employees who volunteer to be trained. Training opportunities
shall be offered in accordance with house seniority among those in the affected
classification. The Employer shall allow up fo two (2) Unijon representatives to be
present to observe the training but to not participate in it. If operation requires a
level of skill which may practically be obtained only through academic study, and

! The parties agree that the existing severance amount between Marriott and
Local 2 is $2500 for every year of service; betwsen Matriott and Local 2850 1s
$1300,
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the necessary courses are offered at educational institutions in the county where
the hotel is located, the Employer shall pay the tuition and fees, of an employee
taking such coursework, up to maximum amounts agreed to between the Employer
and the Committee. The hotel shall not be obligated to pay for the time employees
spend in the coursework. If an employee completes the coursework successfully
(average grades of at least ‘C") the Employer shall offer the employee the work of
operating the machine(s) associated with the employee’s former job functions.
Such offers shall be for the next available position performing this work following
the employee’s completion of this coursework.

(xiiy The effective date of this Agreement will be two weeks after UNITE HERE
International and/or Locals 2, 5, 8, 19, 24, 26, 30, 75, or 2850 (collectively “Union®)
enters into Technology agreements substantially the same as this Agreement with
two of the following three companies: Hilton, Hyatt or IHG.
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SIDE LETTER: Food and Beverage Operations (or add to existing Food &
Beverage Operations (Section 21 Joint Study Teams or Section 20 Relations)

The parties shall establish a subcommittee at each Hote! to discuss and make
recommendations to improve the efficiency and competitiveness of its food and
beverage operations.

if the parties are unable to reach an agreement in the subcommittee, the Employer
may propese modifications to Hours and Overtime, Lateral Service, Position
Consolidations or Eliminations, as wall as Wages, Health, Weifare and Retirement
benefits for employees in the food and beverage operation, This process also
applies to changes in the mix of food and beverage offerings in the hotel (except
hanguets), which includes converting a space to a substantially different operation
or shifting food and beverage availability from one space to another in generally
contemporaneous changes, but not to include the complete closure of an outlet
without any substitution of service. The Employer shall submit its proposal to the
Union in writing at least ninety (90) days in advance of its proposed effective date
and offer to bargain with the Union over the proposal.

If at the end of that 90-day period, the Parties have not reached an agreement, the
Union shall have the right to strike after notification by the Employer of its intent to
implement its final proposal. The Union's decision to strike and the Employer’s
decision to implement its final proposal shall be made within thirty (30) days after
the expiration of the 90-day period. If the Employer decides to implement its final
proposal it will not include the elimination or replacement of any union Health,
Welfare and Retirement benefit plans.

Available Space (Include in F & B Side Letter of Add New Sub-Secfion fo existing
F & B provisions)

This section shall apply fo two pilot food and beverage outlet projects; one in
Boston and the other selected by mutual agreement of Marriott and UNITE HERE
International Union within 90 days of the ratification of this agreement. Marriott
shall identify the spaces within each hotel suitable for development. During or after
the development phase of these outlets, Marriott may decide to apply this section
to four additional outlets in hotels in cities within the jurisdiction of the locals set
forth above. Marriott may select the specific locations provided that no two
locations may be in the same local union’s jurisdiction unless the second location
is mutually agreed by Marriott and UNITE HERE International Union. Construction
of the four additional outlets may not begin before the full public opening of both of
the first two pilot outlets. At Marriott's request, UNITE HERE International Union

will review with Marriott the experience of the pilots and will entertain any proposal

Marriott may make to apply this section to additional locations. The parties agree
that none of these initial six outlets will be opened at Marriott-managed properties
on Kauai or Waikoloa.
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Notwithstanding any other provisions of this Agreement, the Hotel also may
choose to open and operate food and beverage outlets in any available space
within the Hotel, including any space previously but not currently operated as a
restaurant or bar, employing bargaining unit employees. The intent of this provision
is not to permit the closing of existing outiets to he replaced with other outlets
during the term of this collective bargaining agreement.

Such employees will only be able to participate in the Employer’s medical and
refirement plans on the same terms and conditions and same eligibility
requirements as such plans are available to similarly situated hourly employees in
the Hotel, subject to the plan documents, rules and administrative procedures as
may be amended from time to time by the Plan Administrator. Notwithstanding the
above, if employees in the UNITE HERE bargaining unit at the Hotel participate in
a defined benefit pension plan sponsored by the Union, the employees of the outlet
shall participate in the same plan, provided that the Employer shail not be required
to make pension plan contributions on behalf of any employee newly hired into the
outlet during the first two years of employment. At the end of the employee’s
second year, the employee will have a one-time choice on whether to continue
with the Employer's retirement plan or to begin to participate in such pension plan.
Any changes made to these Marriott plans, which are applicable to all similarly-
situated hourly employees shall not be subject to negotiation with the Union or to
the grievance and arbitration process. The Hotel shall also have the right fo
establish positions/classifications, including consolidated positions/classifications,
accompanying job descriptions, and lateral service requirements for the outlet's
employees. Initial wage rates will be subject to negotiation. Additional terms and
conditions specific to the outlet and consistent with the parties’ interest in
maintaining an efficient and competitive operation will be subject to negotiation.
All terms and conditions specific to the outlet shall be included in anh addendum to
the CBA.
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SIDE LETTER: Food & Beverage Quisourcing

Upon request by the Union, the Emplover shall meet to review food products
outsaurced in the kitchen. It shall be the intent of the parties to produce high quality,
fresh food items in-house. Further, no current bargaining unit positions shall be
supplanted or eliminated as a result of outsourcing food producis without the
agreement of the Union. The Employer shall not be obligated, except by mutual
agreement, to eliminate, reduce or bring back in-house any current food product
outsourcing existing as of the date of this Agreement. Nothing in this Agreement
is intended to undermine or contradict the food and beverage agreement, dated
October 31, 2018.
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SIDE LETTER; San Francisco Minimum Wage Ordinance Waiver

Effective July 1, 2019, and each July 1#t thereafter for the life of this Agreement,
the parties expressly and affirmatively waive the San Francisco Minimum Wage
Ordinance through the annual allocation on August 14", The Union then has the
option on August 14, 2019, and each August 14t thereafter for the life of this
Agreement, to allocate the necessary funds to meet the requirements of the San
Francisco Minimum Wage Ordinance or the walver remains in full force and effect
until the next August 14,
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SIDE LETTER: Bussers

Notwithstanding the provisions of sub-section XXVI(1) of this Agreement, bussers
at the W San Francisco will receive non-tipped increases plus $1.25 in year one,
effective August 11, 2018, and tipped increases thereafter until the city-wide
busser rate equals their rate of pay.

IN WITNESS WHEREOF, the parties hereto by their duly designated
representatives have hereunto set their hands,

MARRIOTT INTERNATIONAL, INC. UNITE HERE LOCAL;?
By: wa By: T
Its: Senior Director, Labor [ts: President

Date: UK l’ 4 Date: 523;/ N A ;ji 9
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