MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

A meeting of the Mt. Hood Community College District Board of Education will be held on
October 23, 2019, with a Regular Session at 6:30 pm in the Board Room at Mt. Hood Community
College, 26000 S.E. Stark St., Gresham, OR 97030.
AGENDA
SESSION #991

6:00 pm
BOARD DINNER
6:30 pm
1.0 CALL TO ORDER / PLEDGE OF ALLEGIANCE / DECLARATION OF A QUORUM
1.1

Approval of Agenda

2.0

PUBLIC INPUT
Persons wishing to testify must sign up and limit testimony
to three minutes.

3.0

REPORTS
3.1 Correspondence
3.2 Special Report: Annual Foundation Report
3.3 Special Report: Financial Update (year-end 2018-2019
and First Quarter 2019-2020)

4.0

Diane McKeel

Lisa Skari
Al Sigala
Jennifer DeMent

BUSINESS / ACTION
4.1

Consent Agenda: Approvals & Information
a) Minutes – Board Regular Session #989, September 18, 2019
b) Minutes – Board Work Session #990, October 9, 2019
c) Monthly Personnel Report
d) Monthly Financial Report
e) Monthly Head Start Report
f) Federal Head Start Grant Application

Diane McKeel

4.2

Approval to Apply for Portland Children's Levy Grant

Pam Greenough
Corrie

5.0

6.0

4.3

Approve Resolution to Transfer Budgeted Appropriations

Jennifer DeMent

4.4

Classified Employee Association Contract Ratification
for July 1, 2019 – June 30, 2023

Jennifer DeMent

CLOSING REPORTS
5.1

a) Board Members
b) ASG Representative
c) Advisory Representatives

5.2

President's Report

ADJOURNMENT

Lisa Skari
Diane McKeel

The next regular session board meeting is scheduled for Wednesday, November 20, 2019 at
Mt. Hood Community College, 26000 SE Stark Street, Gresham, Oregon.

Individuals requiring accommodations due to disability should contact
Accessible Education Services at 503-491-6923 or aes@mhcc.edu

OFFICE OF THE PRESIDENT
Lisa Skari, Ed.D
President
503-491-7211
Lisa.Skari@mhcc.edu

October 23, 2019

TO:

The Board of Education
Diane McKeel, Chair
Jim Zordich, Vice Chair
LaVerne Lewis
Annette Mattson
Diane Noriega
Kenney Polson
Andrew Speer

FROM:

Lisa Skari, EdD
President

SUBJECT:

Board Letter for October 2019

As we move in to our fourth week of the quarter, we find ourselves settling into the ebbs and
flows of a quarter. More regular schedules and routines replace the chaos of the first week, and
things are a bit more predictable, like the probability of colder weather and falling leaves. The
expectant rhythm of things find us focused on our students, our college, and the world we live in.
Over the last weekend in September, Drs. McQuarters and Hamblin, Bhaktirose Dawdy, Jon
Spindor and I attended the #RealCollege, a convening that focused on the realities of what it
means to be in college today. The two-day conference, organized by the Hope Center for
College, Community, and Justice, looked at how colleges can address basic needs through
policy, programs, financial aid, and advocacy. The conversations within our team focused on a
need to elevate the challenges facing our students, build partnerships for support, and
communicate resources. We already have a robust student success operation, but know there is
more work to do. MHCC is fortunate to have nearly 20 employees who have participated in past
#RealCollege convenings, and our goal is to come together to strengthen the work being done
(1.1, 1.5, 2.1, 4.4).
A key asset in our work going forward is the Hope Center's nationwide student survey that looks
at key issues facing students, including food and housing insecurity. This year, all 17 Oregon
community colleges are participating in the survey, and we have contracted with the Hope
Center to complete additional research and analysis. The plan is for the Oregon Presidents
Council to look at how we might affect change on a statewide level, especially as it relates to
policy. The survey is currently open through the end of October. Of the roughly 6,000 registered
students, we are hoping for a response rate over 5 percent. We should have results by early 2020
(3.2).

Related to data and assessment, we hosted our Northwest Commission on Colleges and
Universities (NWCCU) Mid-Cycle Evaluation earlier this month. This visit typically occurs in
year three (of the seven-year cycle), and focuses on the college's assessment process. Evaluators
spent two days on campus, and met with the following teams: faculty from Biology and
Integrated Media, the Faculty Evaluation Oversight Committee, Institutional Effectiveness
Council, Education Assessment Action Team, General Education Task Force, Academic
Prioritization Action Team, and President's Cabinet. In addition to looking at how we assess and
our progress on recommendations from year one, the evaluators also took the opportunity to
discuss the new standards for accreditation. In helping us begin to prepare for the year seven
visit, conversations centered on the need to document: key challenges related to graduation rates;
interventions to improve graduation rates; and assessment of progress toward improving
graduation rates. The new standards will require the college to become data literate, with an
emphasis on disaggregated data. A full report of the visit will be forthcoming. As a college, we
welcome the opportunity to learn from our peers, and identify ways we can better serve our
students (2.2, 7.7).
In serving students, the college has remained committed to supporting using our voice in support
of Deferred Action for Childhood Arrivals (DACA) students and their families. MHCC has
joined 600 other colleges and universities to urge Congress to pass legislation to provide
permanent protection for our Dreamers (see letter attached). In addition, 44 higher education
groups, including the American Association of Community Colleges (AACC) and Association of
Community College Trustees (ACCT), submitted a joint amicus brief to the Supreme Court. Oral
arguments are scheduled to begin in November, with a decision planned for summer 2020. We
will continue to monitor developments and the impact they may have on our students (1.3).
Lastly, I had a chance to participate in professional development with the Council for the
Advancement and Support of Education (CASE) the first week of October. As a member of
CASE's Center for Community Colleges advisory council, we reviewed data collection tools for
benchmarking community colleges, and recommended ways CASE could better engage two-year
schools. The conversation aligned with an interview I did last September that resulted in an
article on the topic (https://www.case.org/trending/vse-data-drives-addition-advancement-staffresources?_zs=o3LJM1&_zl=MqeK5). The council meeting was followed by a half-day pre
conference session for mid-level managers, where I co-presented the session titled Looking Up,
Around and In. I also had a chance to sit in on some fundraising sessions. It was a special honor
for me to emcee the one-day CASE Executive Seminar for Community College Presidents and
Chief Fundraisers, and I enjoyed the opportunity to engage in this space with Al Sigala. In
addition to emceeing the seminar, CASE asked me to present the executive session on The State
of Community College Alumni Relations (1.2, 1.5, 3.5, 5.4)
While we are only four weeks into the quarter, a lot has been happening. A few recent highlights
that demonstrate progress toward our goals include:

Improve student success
Completions: Our Integrated Postsecondary Education Data System (IPEDS) reporting
for the 2018-19 academic year showed a 12 percent increase in credential completions,
from 2,500 degrees/certificates awarded in 2017-18 to 2,851 last year. Two areas that saw
the most significant increase were our less than one-year certificate (26 percent increase)
and our two-year associate degrees (12 percent increase). With fewer total students
overall, the data suggests we are being more successful in supporting students through
completion. While the college will need to explore the data to determine root causes for
the improvement, we should celebrate the hard work done leading to the increased
student success (1.1, 1.2, 3.2).
Advance diversity, equity, and inclusion
Director of Diversity, Equity and Inclusion: The search process for the Director
continues, with the application stage closing last week. We received 59 applicants, and
the screening process has begun. I would like to extend a special thanks to the screening
committee: Arnita Tucker-McFarland (Student Success Specialist), Beth Gebstadt
(Health & Physical Education, Athletics, Aquatics and Recreation Part-time Faculty),
Ernesto Vasquez (Multicultural and Diversity Resource Center Coordinator), Joe Stoehr
(Manager, IT Client Services), Judit Szentirmay (ESL-ENL, ABE Faculty), Katrinia
McNeal (Business Technology Faculty), Salomeh Moadab (Literature & Composition
Faculty), Chelsea Allison (ASG Vice President), and Travis Brown, who is chairing this
committee (1.3, 4.3, 7.4).
Strengthen community engagement
East County Workforce Initiative: As an outgrowth of the East Metro Economic Alliance
(EMEA) Summit last spring, a workforce group has formed. With representatives from
the City of Gresham, Worksystems Inc., EMEA, and MHCC, the early work is looking at
the needs of area employers. To date, traded-sector employers completed a survey, and
were invited to attend follow-up focus groups. The committee is using the data collected
to develop resources for employers. For MHCC, this work allows us to hear directly from
employers about their needs, and see where we can align with our programs. Additional
focus groups are planned to connect with other employers not able to attend an earlier
session (1.1, 1.2, 1.4, 2.4, 3.2, 5.1, 5.2, 5.4).
Increase excellence in operations
Inclement weather procedure: Each winter we face the prospect of delayed openings or
closures due to the weather. While we cannot predict the weather, we can have a well
thought out process of response. Thanks to some great work, we now have a process that
includes night-before status calls, 4am conference calls, communication protocols, and a
clear process outlining key steps and roles. A special thanks to Charles George (Director,
Facilities, Risk Management & Public Safety) for his leadership, and everyone who
worked on this project, including the Learner Success Council Action Team (chaired by
John Hamblin, who interviewed students and stakeholders and created the FAQs),
District Communications (Amber High, Al Sigala), Facilities (Jim Bowness, Eric
Manarang, Phil Parsley, Doug Schleichert, Mark Seleen, Dawn Thompson), Risk

Management (Corey Sippel), and Public Safety (Wayne Feagle, Cherilyn Nederhiser)
(4.2).
In closing, we are off to a good fall quarter. While we will continue to monitor enrollment and
retention, we need to be sure to pause and celebrate all the great work that is happening, and all
the success that follows.
Community/Educational Presentations and Selected Outreach Activities
Sep 4
Sep 4
Sep 4
Sep 4
Sep 5
Sep 6
Sep 6
Sep 10
Sep 11
Sep 11
Sep 12
Sep 13
Sep 13
Sep 13
Sep 16
Sep 16
Sep 17
Sep 18
Sep 19
Sep 20
Sep 20
Sep 23
Sep 24
Sep 24
Sep 25
Sep 26
Sep 27-29

Meeting with Directors McKeel and Zordich (6.1, 6.4)
Meeting with Dr. Henninger, Dean of Business, Eastern Oregon University (2.3,
5.4)
MHCC Board of Education board meeting (1.1, 1.6, 3.3, 4.1, 6.1, 6.2, 6.3, 6.4)
Rotary Steak Fry (1.2, 1.4, 3.5, 5.2, 5.4)
MHCC Foundation Finance Committee meeting (1.2, 3.5)
Oregon Public Broadcasting board meeting (1.2, 5.4)
Meeting with Bryan Guiney from Oregon Business, with Dr. McQuarters, Al
Sigala, and Joy Turtola (1.1, 5.4)
Meeting with John Bier from David Douglas High School, with Director Mattson
and Dr. McQuarters (2.3, 5.4)
Meeting with Director Mattson (6.1, 6.4)
East County Workforce Initiative - partner work session (1.2, 2.4, 5.2, 5.4)
Presentation to Gresham Soroptimist (1.2, 1.4, 5.2, 5.4)
Meeting with Fire Chief Mitch Snyder, Gresham Fire Department (2.4, 5.4)
Meeting with Senator Wagner (2.2, 5.3, 5.4)
Meeting with Andrew Hoan, CEO of Portland Business Alliance (2.4, 5.4)
Meeting with Directors McKeel and Zordich (6.1, 6.4)
Municipal Broadband Coalition Employer Partnership committee meeting (1.2,
2.4, 5.2, 5.4)
All Hands Raised Partnership Council meeting (1.2, 5.4)
MHCC Board of Education board meeting (1.1, 1.6, 3.3, 4.1, 6.1, 6.2, 6.3, 6.4)
East County Workforce Initiative – employer focus group (1.2, 2.4, 5.2, 5.4)
Meeting with Director Noriega (6.1, 6.4)
Constructing Hope Annual Luncheon (1.4, 5.4)
Meeting with Commissioner Vega Pederson (2.4, 5.4)
East County Workforce Initiative – employer focus group (1.2, 2.4, 5.2, 5.4)
Meeting with Director McKeel (6.1, 6.4)
MHCC Foundation Board meeting (1.2, 3.5)
Greater Gresham Chamber of Commerce Board meeting (1.2, 2.4, 5.4)
#RealCollege Summit, with Drs. McQuarters and Hamblin, Bhaktirose Dawdy,
and Jon Spindor (1.5, 4.4)
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States to be their only home. Despite the challenges they face, they have made incredible
contributions to our country and its economy and security. If we are unable to provide
opportunities for these individuals to fully contribute to our nation, we will be shutting the
door to an entire generation of individuals who seek to contribute their best to America.
We are eager to work with Congress in a bipartisan manner to address this issue as soon as
possible.
Sincerely,
Aaniiih Nakoda College
Alamo Colleges District - San Antonio College
Albertus Magnus College
Allegheny College
Amherst College
Antillean Adventist University
Antioch University
Aquinas College
Arizona State University
Ashland Community & Technical College
Assumption College
Augustana College
Aultman College of Nursing & Health Sciences
Austin College
Avila University
Azusa Pacific University
Barclay College
Barnard College
Barry University
Barton College
Bates College
Bay Mills Community College
Bay State College
Baylor University
Bellarmine University
Benedict College
Bergen Community College
Berkeley City College
Bethel University
Big Sandy Community & Technical College
Bluegrass Community and Technical College
Borough of Manhattan Community College
Boston College
Boston University
Bowdoin College
Many higher education organizations assisted in compiling this letter. The effort was
coordinated by ACE and other major higher education associations representing a broad
range of institutions and groups at U.S. colleges and universities.
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Brandeis University
BridgeValley Community and Technical College
Brooklyn College
Brown University
Bryn Mawr College
Bunker Hill Community College
Cabrini University
Caldwell University
California College of the Arts
California Community Colleges
California Institute of Integral Studies
California Institute of Technology
California Lutheran University
California Polytechnic State University
California State Polytechnic University, Pomona
California State University Channel Islands
California State University Maritime Academy
California State University System
California State University, Bakersfield
California State University, Chico
California State University, Dominguez Hills
California State University, East Bay
California State University, Fresno
California State University, Fullerton
California State University, Long Beach
California State University, Los Angeles
California State University, Monterey Bay
California State University, Northridge
California State University, San Bernardino
California State University, San Marcos
California State University, Stanislaus
Calumet College of St. Joseph
Calvin University
Canisius College
Capital Community College
Carleton College
Carlow University
Carnegie Mellon University
Carroll University
Carthage College
Case Western Reserve University
Catholic Theological Union at Chicago
Central Michigan University
Central Washington University
Century College
Champlain College
Chemeketa Community College
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Christian Brothers University
City Colleges of Chicago
City University of New York
Claremont McKenna College
Clark University
Clarke University
Clarkson University
Coker University
College of Saint Benedict
College of Saint Elizabeth
College of Saint Mary, Nebraska
College of Southern Nevada
College of the Holy Cross
Colorado College
Colorado School of Mines
Colorado State University System
Colorado State University-Pueblo
Columbia University in the City of New York
Community College of Rhode Island
Community Colleges of Spokane
Concordia College
Connecticut State Colleges and Universities
Converse College
Coppin State University
Cornell College
Cornell University
Creighton University
Cumberland University
CUNY Hostos Community College
CUNY John Jay College of Criminal Justice
CUNY Macaulay Honors College
CUNY Queens College
CUNY School of Professional Studies
Cuyamaca College
Dabney S. Lancaster Community College
Dallas Baptist University
Danville Area Community College
Dartmouth College
Davenport University
Davidson College
DePaul University
DePauw University
DeSales University
Desert Research Institute
Dominican College of Blauvelt
Dominican University
Dominican University of California
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Donnelly College
Drake University
Drew University
Drexel University
Duke University
Duquesne University
D'Youville College
Eastern Michigan University
Eastern Washington University
Edgewood College, Madison, Wisconsin
Elgin Community College
Elizabethtown Community and Technical College
Elon University
Emory University
Endicott College
Essex County College
Fairleigh Dickinson University
Felician University
Finger Lakes Community College
Florida Gulf Coast University
Florida International University
Florida State University
Fond du Lac Tribal and Community College
Fontbonne University
Foothill College
Foothill-De Anza Community College District
Fordham University
Fort Peck Community College
Framingham State University
Fresno City College
Fresno Pacific University
Friends University
Frontier Nursing University
Fulton-Montgomery Community College
Furman University
Gateway Community and Technical College
George Fox University
George Mason University
Georgetown University
Germanna Community College
Gettysburg College
Glendale Community College
Goldey-Beacom College
Gonzaga University
Governors State University
Grays Harbor College
Great Basin College
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Green River College
Greenfield Community College
Greensboro College
Greenville Technical College
Grinnell College
Grossmont-Cuyamaca Community College District
Guilford College
Guttman Community College
Gwynedd Mercy University
HACC, Central Pennsylvania's Community College
Hamline University
Harcum College
Hartnell College
Hartwick College
Harvard University
Hazard Community and Technical College
Henderson Community College
Hendrix College
Heritage University
Highline College
Hilbert College
Hiram College
Hollins University
Holy Family College
Holy Family University
Howard Community College
Hudson County Community College
Ilisagvik College
Illinois Institute of Technology
Illinois State University
Indiana University
Institute of American Indian Arts
Instituto del Progreso Latino
Iona College
Iowa State University
Iowa Wesleyan University
Ithaca College
Jackson College
James Madison University
John Carroll University
Johns Hopkins University
Johnson & Wales University
Johnson University
Joliet Junior College
Kalamazoo College
Kansas City Kansas Community College
Kansas State University
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Kennebec Valley Community College
Kentucky Community and Technical College System
Keuka College
Keweenaw Bay Ojibwa Community College
Kishwaukee College
Knox College
La Roche University
Lafayette College
Lane Community College
Le Moyne College
Leech Lake Tribal College
Lehigh University
Linfield College
Lipscomb University
Little Big Horn College
Little Priest Tribal College
Long Island University
Loras College
Lourdes University
Loyola Marymount University
Loyola University Chicago
Loyola University Maryland
Loyola University New Orleans
Luther College
Lycoming College
Madisonville Community College
Maine College of Art
Manhattan College
Manhattanville College
Manor College
Marietta College
Marist College
Marquette University
Maryland Institute College of Art
Marymount University
Massachusetts Institute of Technology
MassBay Community College
Maysville Community and Technical College
McDaniel College
Medaille College
Medgar Evers College
Menlo College
Mercy College of Health Sciences
Metropolitan State University of Denver
Mexican American Catholic College
Michigan State University
Mid Michigan College
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Mills College
Milwaukee Institute of Art & Design
Minneapolis College
Minnesota State Colleges and Universities
Minnesota State University Moorhead
Misericordia University
Mission College
Monroe Community College
Montana State University
Montclair State University
Montgomery College
Moraine Valley Community College
Moravian College
Morton College
Mount Holyoke College
Mount Maiy University
Mount Saint Maiy's University
Mt. Hood Community College
Muhlenberg College
Multnomah University
Naugatuck Valley Community College, Waterbury, Danbury Campuses, Connecticut
Nebraska Indian Community College
Nevada State College
Nevada System of Higher Education
New England College of Optometry
New Jersey City University
New Mexico State University
New York University
Newman University
Nicolet College
Norco College
North Seattle College
North Shore Community College
Northeastern University
Northern Illinois University
Northern Kentucky University
Northern New Mexico College
Northwest Nazarene University
Northwest University
Northwestern University
Notre Dame de Namur University
Notre Dame of Maryland University
Nueta Hidatsa Sahnish College
Oakland University
Oakton Community College
Oberlin College & Conservatory
Oglala Lakota College
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Oglethorpe University
Ohio University
Ohio Wesleyan University
Old Dominion University
Olivet College
Oregon State University
Our Lady of the Lake University
Pace University
Pacific Lutheran University
Palo Verde Community College District
Paradise Valley Community College
Parsons School of Design at The New School
Pasco Hernando State College
Passaic County Community College
Penn State University
Point Loma Nazarene University
Pomona College
Portland State University
Prairie State College
Pratt Institute
Princeton University
Providence College
Purdue University
Purdue University Global
Rancho Santiago Community College District
Randolph College
Rasmussen College
Reed College
Regis College
Regis University
Renton Technical College
Rhode Island School of Design
Rhodes College
Rice University
Richard Bland College
Richland College, Dallas County Community College District
Rider University
Ridgewater College
Ringling College of Art and Design
Riverside Community College District
Rochester Institute of Technology
Rockhurst University
Rollins College
Roosevelt University
Rutgers Biomedical and Health Sciences
Rutgers University-Camden
Rutgers University-New Brunswick
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Rutgers University-Newark
Rutgers, The State University of New Jersey
Sacramento State
Sacred Heart University
Saginaw Chippewa Tribal College
Saint Anselm College
Saint Joseph's College of Maine
Saint Joseph's University
Saint Leo University
Saint Louis University
Saint Martin's University
Saint Mary-of-the-Woods College
Saint Mary's College of California
Saint Mary's University of Minnesota
Saint Michael's College
Saint Peter's University
Saint Xavier University
Salem Community College
Salem State University
Salve Regina University
San Bernardino Community College District
San Carlos Apache College
San Diego State University
San Francisco State University
San Jose State University
Santa Clara University
School of the Art Institute of Chicago
Seattle Colleges
Seattle Pacific University
Seattle University
Seton Hill University
Sewanee: The University of the South
Shenandoah University, Virginia
Siena College
Siena Heights University
Sinte Gleska University
Sisseton Wahpeton College
Sitting Bull College
Smith College
Solano Community College
Somerset Community College
Southcentral Kentucky Community and Technical College
Southeastern University
Southern College of Optometry
Southern New Hampshire University
St. Ambrose University
St. Bonaventure University
St. Catherine University, St. Paul, Minnesota
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St. Clair County Community College
St. Edward's University
St. John's University, New York
St. Norbert College
St. Thomas University, Miami, Florida
Stanford University
Stetson University
Stevenson University
Stone Child College
Stonehill College
Stony Brook University
SUNY Binghamton University
SUNY Broome Community College
SUNY Buffalo State
SUNY Cortland
SUNY Erie Community College
SUNY Geneseo
SUNY Oneonta
SUNY Oswego
SUNY Polytechnic Institute
SUNY Potsdam
SUNY University at Albany
SUNY University at Buffalo
Swarthmore College
Temple University
Texas A&M International University
Texas A&M University
Texas A&M University-Corpus Christi
Texas A&M University-Kingsville
Texas A&M University-San Antonio
Texas Lutheran University
The College of New Jersey
The College of St. Scholastica
The College of Wooster
The Cooper Union for the Advancement of Science and Art
The Evergreen State College
The George Washington University
The Michigan School of Psychology
The Ohio State University
The State University of New York
The University of Arizona
The University of California System
The University of New Orleans
The University of Scranton
The University of Texas at Arlington
The University of Texas at Austin
The University of Texas System
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The University of Toledo
Thomas Nelson Community College
Tohono O'odham Community College
Towson University
Trevecca Nazarene University
Trinity College
Trinity University - San Antonio, Texas
Trinity Washington University
Truckee Meadows Community College
Tufts University
Tulane University
Turtle Mountain Community College
Union County College
Union Institute & University
United Tribes Technical College
Universidad Ana G Mendez - Recinto Online
University of California, Berkeley
University of California, Davis
University of California, Irvine
University of California, Los Angeles
University of California, Merced
University of California, Riverside
University of California, San Diego
University of California, San Francisco
University of California, Santa Barbara
University of California, Santa Cruz
University of Chicago
University of Cincinnati
University of Colorado Anschutz Medical Campus
University of Colorado System
University of Colorado, Boulder
University of Colorado, Colorado Springs
University of Colorado, Denver
University of Connecticut
University of Dayton
University of Delaware
University of Detroit Mercy
University of Florida
University of Guam
University of Hawai'i
University of Houston
University of Illinois at Chicago
University of Illinois at Urbana-Champaign
University of Illinois Springfield
University of Illinois System
University of Iowa
University of Kansas

Page 13
Sept. 16, 2019
University of Maryland, Baltimore
University of Maryland, Baltimore County
University of Maryland, College Park
University of Maryland Global Campus
University of Maryland University College
University of Massachusetts
University of Massachusetts, Amherst
University of Massachusetts, Boston
University of Memphis
University of Miami
University of Michigan
University of Minnesota
University of Minnesota Duluth
University of Minnesota Morris
University of Nebraska
University of Nevada, Las Vegas
University of Nevada, Reno
University of New England
University of New Hampshire
University of New Mexico
University of New Mexico-Taos Campus
University of Northern Iowa
University of Oregon
University of Pennsylvania
University of Pittsburgh
University of Portland
University of Puget Sound
University of Redlands
University of Rhode Island
University of Richmond
University of Rochester
University of Saint Mary
University of San Diego
University of San Francisco
University of South Florida
University of Southern California
University of Southern Maine
University of St. Francis
University of the Southwest
University of Virginia
University of Washington
University of Wisconsin Oshkosh
University of Wisconsin System
University of Wisconsin-Eau Claire
University of Wisconsin-Green Bay
University of Wisconsin-La Crosse
University of Wisconsin-Madison
University of Wisconsin-Milwaukee
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University of Wisconsin-Parkside
University of Wisconsin-Platteville
University of Wisconsin-River Falls
University of Wisconsin-Stevens Point
University of Wisconsin-Stout
University of Wisconsin-Whitewater
University System of Maryland
Utica College
Valencia College
Valparaiso University
Vanderbilt University
Vanguard University
Vaughn College
Villanova University
Virginia Commonwealth University
Virginia Tech
Virginia Wesleyan University
Warner Pacific University
Warren Wilson College
Washington & Jefferson College
Washington and Lee University
Washington State University
Washington University in St. Louis
Watkins College of Art
Wellesley College
Wenatchee Valley College
Wesleyan College
West Kentucky Community and Technical College
West Virginia University
Westchester Community College
Western Connecticut State University
Western Governors University
Western Michigan University
Western Nevada College
Western New England University
Westfield State University
Westminster College, Pennsylvania
Wheaton College Illinois
Wheaton College Massachusetts
White Earth Tribal and Community College
Whitman College
Whitworth University
Willamette University
William & Mary
William James College
William Paterson University
William Rainey Harper College
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Williams College
Wisconsin Technical College System
Won Institute of Graduate Studies
Wright State University
Xavier University
Yakima Valley College
Yale University

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.1a
CONTACT PERSON: Laurie Popp, Executive Assistant to the Board of Education

SUBJECT: APPROVAL OF MINUTES – September 18, 2019
Session #989
A meeting of the Mt. Hood Community College District Board of Education was held on September
18, 2019, with a Regular Session at 6:30 p.m. in the Board Room at Mt. Hood Community College,
26000 S.E. Stark St., Gresham, OR 97030.
1.0 CALL TO ORDER / PLEDGE OF ALLEGIANCE / DECLARATION OF A QUORUM
Members present: Diane McKeel, board chair, Jim Zordich, board vice chair, Annette Mattson,
Kenney Polson, Andrew Speer, and Diane Noriega
Additional Attendees: Dr. Lisa Skari, president, Jennifer DeMent, chief operations officer, Sergey
Shepelov, chief data, assessment and institutional effectiveness officer, Collin-Kazu Lewis, ASG
president, and Chelsea Allison, ASG vice president.
Diane McKeel called the meeting to order at 6:35 p.m.
1.1
Approval of Agenda
Zordich moved to approve the agenda. Polson seconded the motion and it passed unanimously.
2.0 PUBLIC INPUT
There was no public input.
3.0 REPORTS
3.1
Correspondence
Dr. Skari had no correspondence.
3.2
Special Report: Mid-Cycle Accreditation Evaluation
Sergey Shepelov provided an update on the Mid-Cycle Accreditation Evaluation scheduled on
October 7-8, 2019. It will be a one and one-half day visit. The main focus of the mid-cycle
evaluation will be the assessment practices and processes and how they are related to our mission

fulfillment by year seven, and also faculty performance evaluations. The report was submitted in
early August and is available to view on the website. The report summarizes the progress made
over the past several years, and there are many updates to the faculty evaluation process. The
evaluation rates for full-time and tenured faculty have improved, however the evaluation rates for
part-time faculty are lower. Goals have been set to increase the evaluation rates of part-time
faculty. The evaluation schedule will include meetings with different councils and action teams, a
meeting with President Skari, and a brief presentation of their findings. The full report should
come out within a month or two, and the commissioners will review the report in January.
Zordich asked about the frequency of the updates and Shepelov stated they plan to do quarterly
updates each term, except for summer. The next update will be in fall term. McKeel asked about
the recommendations, and Shepelov stated they will mostly be focused on looking at
recommendations they have already given us and providing feedback on the progress made
towards completing them.
3.3
Special Report: ASG Goals and Award
Collin-Kazu Lewis, ASG president, and Chelsea Allison, ASG vice president, provided a PowerPoint
presentation on the ASG goals for 2019-2020. Lewis thanked the board for the opportunity to
present their ASG goals. Allison shared they are currently a team of 21, which includes a mascot,
and are hiring additional representatives for Maywood and Bruning, and an additional student for
the mascot. A handout was distributed to board members outlining the four main ASG goals.
Lewis shared they are focused on ensuring that the ASG goals align with the college goals. As a
team, they collaborated to create a list of goals and came up with four core themes. The four core
themes and goals are:
1)
2)

Student Engagement: Improve student's engagement on and off campus;
College and Community Resources: Advance awareness of MHCC and community
resources to students;
3)
Collaboration and Partnerships: Establish collaborative and transformative relations
with MHCC departments and partners to better serve students; and
4)
Effective Communication: Effectively bridge the communication gap between students
and the college administration, staff, and faculty.
The presentation outlined the core themes and strategies on how they aim to accomplish the
goals. They will present them at the ASG meeting on November 21.
The ASG team attended the Oregon Student Leadership and Activities Professionals (OSLAP)
Annual Conference and had the opportunity to participate in the campus competition. The
competition involved looking at ways to engage with students on campus. The ASG team
collaborated on a skit and won first place. The large trophy they brought back was on display at
the board meeting and will be on display beginning tomorrow in the President's Office.

4.0 BUSINESS / ACTION
4.1
Consent Agenda: Approvals & Information
a)
Minutes – Board Regular Session #987, August 21, 2019
b)
Minutes – Board Work Session #988, September 4, 2019
c)
Monthly Personnel Report
d)
Monthly Financial Report
e)
Monthly Head Start Report
f)
Consideration of Acceptance and Expenditure of Projects Funded in Whole or
Partially by Non-District Funds
g)
OSBA Legal Assistance Trust Resolution
h)
Letter of Support for ACCT Diversity, Equity, and Inclusion Committee
Nomination
Mattson motioned to approve the consent agenda. Zordich seconded the motion and it passed
unanimously.
5.0 CLOSING REPORTS
5.1
a)
Board Members
Speer – he shared that he and Mattson attended the end-of-year celebration for EPAP (East
Portland Action Plan). It was a great opportunity to engage with the East County community.
Mattson – she shared the EPAP event was well attended and they were invited to make remarks at
the event. She attended the East Portland Chamber of Commerce Government Affairs Committee
meeting and their forum and the Sandy Area Chamber of Commerce forum. She attended the
convocation today and it was a wonderful event and a positive way to start out the academic year.
Zordich – he talked about the importance of communication and the need to communicate with
our community, constituents, and representatives. He attended an event on campus at the end of
August held by Representative Anna Williams, and he and Dr. Skari attended the Fiestas Patrias
event held on campus last Sunday. He distributed an article from the ACCT Trustee Talks
publication regarding Board and Trustee Micromanagement and recommended everyone read it.
He referenced an article about the MHCC swimming pool in the 2019-2020 Gresham Business and
Community Magazine. Zordich highlighted the monthly Head Start report in the board packet and
recommended people read the 2019 Community Assessment Summary, which demonstrates some
of the economic deficiencies we face in East County.
Mattson – she shared that she, together with Dr. Skari and Al McQuarters, met with John Bier,
principal of David Douglas High School. She commented on the Student Success Act and the
statute requirements regarding engaging with the community college, and she participated in a
conference call with OCCA leaders to discuss the Student Success Act. There will be information
and a panel on this at the OCCA Conference in November.

Polson – he attended the nursing pinning ceremony, along with Zordich and Lewis, and it was a
great event. He enjoys attending the Teddy Bear Parade; however, he is not able to attend this
year.
Noriega – she recently attended meetings at the East Portland Chamber of Commerce clubs, which
include the Southeast Portland, Northeast Portland, Central East Portland, and East Portland clubs.
She spoke about the opportunity it provides representing MHCC at these meetings and in the
community.
McKeel – she attended Ron Wyden's Town Hall a few weeks ago at the East Portland Community
Center. It was well attended and they introduced her at the event. She met with Multnomah
County Commissioner Susheela Jayapal and discussed having her come to MHCC for a visit.
McKeel enjoyed speaking at convocation this morning and the opportunity to hear the students
speak. She encouraged everyone to attend the Soroptimist Teddy Bear Parade on September 28.
She is on the Local Investment Team for the Metro 2020 Transportation Bond, and they have a
large committee looking at transportation needs for the bond going on the ballot in 2020. She
looks forward to presenting, along with Dr. Skari and Annette Mattson, on board governance at
the ACCT Leadership Congress Conference in October. They made a presentation on the
presidential search at the conference last year.
b)
ASG Representatives
Collin-Kazu Lewis, ASG president – he attended the first ASG retreat and had a great time. It was a
good opportunity for bonding, getting to know each other, and creating their goals and tactics for
the year. Ten ASG members attended the annual OSLAP Conference and they learned a lot about
leadership and successful tactics from other school attendees. They won the campus challenge
award that was highlighted earlier this evening.
Chelsea Allison – she shared ASG students volunteered at student orientation, and they are
planning the student welcome back for next Monday and Tuesday that will include music, food,
and other activities for students to be engaged and connected. They are planning to conduct
voter registration and to celebrate Constitution Day, with a goal to get 400 students registered to
vote.
Zordich complimented Lewis on the speech he gave at convocation. Zordich provided an update
on the ASG Constitution and Bylaws that were approved at a previous board meeting. The
approval was conditioned on correcting the clerical errors outlined during the board meeting. He
reviewed the updated documents and stated all errors were corrected and the documents met the
expected criteria when it was originally approved.
c)
Advisory Representatives
Cheryl Johnson (FTFA) – she shared that the student goals sounded fantastic and would like to
partner with the students around their goals. She will contact them for further discussion.
Johnson spoke about an opportunity for board members to visit classes and provided a sign-up

sheet for board members to attend classes in October. She read a prepared statement to the
board regarding the process of academic prioritization. She shared that the faculty appreciates
the chance to celebrate their successes and imagine the future of their programs, however there is
an undercurrent of fear that this process will lead to cuts. She urged the college administration
and board to consider all options before resorting to job cuts and offered to talk through what
options there are. It is their hope that this process will be for positive future planning purposes to
help all departments achieve their goals and together become the best community college we can
be.
Kim Sharer (CEA) – she thanked the Classified Association for all their hard work and dedication in
making the student orientation day a successful event this year. The Association has reached a
tentative contract agreement with the college after nine months. The employees will now vote on
whether they accept the agreement. Upon acceptance, it will come to the board for approval.
Marilyn Pitts (PTFA) – did not attend meeting.
5.2
President's Report
Dr. Skari shared her president's report. They have opened up the position of Director of Diversity,
Equity and Inclusion and are recruiting thru October 13 with a goal of having a successful
candidate chosen and starting by January 1, 2020. They are doing something a little different this
year and have started the 50/50 campaign, which will showcase 50 programs in 50 weeks. She will
use this platform to highlight some of the different programs and share the exciting things that are
happening on campus. The information will be shared both internally through MHCC News &
Notes, and externally through Twitter and other social media. Dr. Skari thanked the board for
their support and work this summer, and thanked faculty and staff for what they do every day.
She looks forward to students having a wonderful year.
6.0
ADJOURNMENT
Mattson motioned to adjourn. Noriega seconded the motion and it passed unanimously. The
meeting was adjourned at 7:22 p.m.

Clerk

Board Chair

Minutes recorded by Laurie Popp, Executive Assistant to the Board of Education.

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.1b
CONTACT PERSON: Laurie Popp, Executive Assistant to the Board of Education

SUBJECT: APPROVAL OF MINUTES – October 9, 2019
Session #990
A meeting of the Mt. Hood Community College District Board of Education was held on October 9,
2019 with an Executive Session at 5:45 pm, and a Board Work Session at 6:30 pm in the Board
Room at Mt. Hood Community College.
1.0 CONVENE EXECUTIVE SESSION
McKeel called the executive session to order at 5:50 pm. Labor negotiations were discussed. The
session ended at 6:40 pm.
2.0
CALL TO ORDER
Members present: Diane McKeel, chair, Jim Zordich, vice chair, Kenney Polson, Diane Noriega,
Andrew Speer, LaVerne Lewis
Additional Attendees: Dr. Lisa Skari, president, Travis Brown, director of Human Resources,
Jennifer DeMent, chief operations officer, Pam Greenough Corrie, director of Head Start
Diane McKeel called the board work session to order at 6:45 p.m.
3.0 BUSINESS
3.1 Head Start Grant Development
Pam Greenough Corrie, director of Head Start, provided an overview and presentation of
the Head Start Grant that is currently in development. She provided a packet of
information to board members about the grant and stated they are in the process of
writing a competitive five-year grant. The grant is a large part of their total budget and
emphasized that an important component of the grant is the total slots proposed versus
the current slots. There is a planned reduction in slots, especially in Head Start, due to a
difficulty of attracting teachers because salaries are not competitive and there is
competition for these slots. Corrie is proposing to reduce the number of children in the
program but keep the same number of teachers to enhance the quality of the program.

The grant is due November 12 and she would like to get approval to submit the grant at the
board meeting on October 23. They hired a grant writer for this grant and Corrie provided
an overview of the grant writing process that they are currently undergoing, and
highlighted key details and important information outlined in the handouts. She referred
to the unique and/or innovative features of MHCC programs they plan to highlight. She
also spoke about the Student Success Act and how it will affect their program. By next fall,
6,000 additional children will be served, and those will be supported by state competitive
grants that will come out in January. They are planning to create more slots for infants and
toddlers during the ten-hour working day. She highlighted some of the facility challenges
they currently have and is actively looking for space in the community. She is working with
Home Forward, and is contacting school districts and local churches for possible sites. She
also provided an overview of the bus service and transportation needs and stated the
proposal would provide transportation for the part-time day schedules.
Speer asked a question about the increase in the medical benefit contributions. Corrie
responded that each employee currently pays a large portion of their medical benefits and
the proposal would increase the medical benefits paid by the grant.
3.2
Community Engagement Plan
Dr. Skari distributed an updated community engagement spreadsheet to highlight the
current engagement activities. There was a brief discussion about the updated
spreadsheet and possible additions. A sub-committee comprised of Annette Mattson,
Andrew Speer, LaVerne Lewis, and Dr. Skari will meet bi-weekly through December 2019 to
continue discussions about the community engagement plan.
3.3
Board Retreat Follow-Up
Dr. Skari followed up on two items from the board treat and distributed handouts
regarding the MHCC gift policy and intellectual property. She shared there was a
conversation at the board retreat regarding intellectual property and how it is treated on
campus. She distributed a copy of board policy 5100 regarding ownership rights of
instructional materials, and a section from the full-time faculty contract and part-time
faculty contract regarding intellectual property for the board to review.
3.4
Board By-Law Review
The board reviewed bylaws 9200, 9220, 9240, and 9260 and made proposed edits to those
policies.
4.0
ADJOURNMENT
McKeel adjourned the board work session at 7:19 pm.

Clerk Board Chair
Minutes recorded by Laurie Popp, Executive Assistant to the Board of Education.

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.1c
CONTACT PERSON: Travis Brown, Director of Human Resources

SUBJECT: MONTHLY PERSONNEL REPORT

MONTHLY PERSONNEL ACTIVITY REPORT
NEW EMPLOYEES:
Name

Position

Department

Hire Date

Huecker, Darcey M
Collopy, Allison M
Lilien, Stella
Duffy, Audrey
Hennegan, Michael S
Ensunsa, Tiffany R
Castilleja, Olivia M
Drouin, Amy R
Parmley, Monica
Bauer, Lani Jean
Zekry, Fadia

Admin Coordinator - Instructional
Bookkeeper/Office Assistant
Registration Coordinator
Early Childhood Ed Consultant
Food Service Delivery Driver
Aid Adviser/Student Employment Coord.
Instructor - Nursing
Instructor - Nursing
Instructor - Mental Health & Human Services
Teacher
Classroom Aid

Business
Student Life
Admissions
CCR&R
Head Start
Financial Aid
Nursing
Nursing
Health Professions
Head Start
Head Start

9/09/2019
9/10/2019
9/10/2019
9/11/2019
9/11/2019
9/16/2019
9/18/2019
9/18/2019
9/18/2019
9/25/2019
9/30/2019

TRANSFERS/CHANGE IN STATUS:
Name

Position

Department

Effective
Date

Buckelew, Keri D
Phillips, Amy L
Treacy, Aires B
Ibrahem, Shereen E
Khalil, Mariana
Botrous, Nesma
Wise, Eryn
Jackson, Lori N
Lopez-Rendon,
Josefina
Chavez, Maria

Classroom Aid FT
Assistant Teacher FT
Classroom Aid FT
Food Service Aid FT
Classroom Aid FT
Assistant Teacher FT
Assistant Teacher FT
Food Service Aid FT
Food Service Aid FT

Head Start
Head Start
Head Start
Head Start
Head Start
Head Start
Head Start
Head Start
Head Start

9/05/2019
9/05/2019
9/09/2019
9/09/2019
9/09/2019
9/09/2019
9/09/2019
9/09/2019
9/09/2019

Assistant Teacher FT

Head Start

9/11/2019

Position

Department

Term Date

Assistant Teacher

Head Start

9/01/2019

Assistant Teacher
Teacher
EHS Family Worker
Head Start Classroom Aide
Bookkeeper/Office Assistant
Teacher

Head Start
Head Start
Head Start
Head Start
Student Life
Head Start

9/01/2019
9/01/2019
9/03/2019
9/06/2019
9/06/2019
9/26/2019

SEPARATIONS:
Name
Cespedes Isaac,
Kirenia
Emil, Haidy N
Spielbusch, Teresa M
Brown, Eboni R
Asheia, Treza A
James, Cassandra L
Pronath-Holden,
Heidi

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.1d
CONTACT PERSON: Jennifer DeMent, Chief Operations Officer

SUBJECT: MONTHLY FINANCIAL REPORT
This report includes 2019/20 activity through the month of August.
Revenues:
• State support revenue is received quarterly in August, October, January and April. The
amount budgeted for 2019-2020 reflects Mt. Hood's estimated share of the biennial state
support amount of $590 million. However, the 2019/20 funding level ended up at $641,
which will result in estimated additional revenue of $2.6 million.
• Property tax revenue is received beginning in November. Revenue is turned over monthly
from the counties, with the largest payments received in November and December.
• Tuition and fee revenue for summer term is $1.98 million and fall term is $5.79 million.
Preliminary enrollment numbers indicate a decline in tuition-bearing classes as compared
to 2018/19 enrollment by -2.7% for summer term. Fall early registration data indicates
credit tuition bearing enrollment was down -7.3%.

Expenditures:
As of August 31, two months of the fiscal year have passed. If expenditures occurred equally
throughout the year, there would be 83% of the budget remaining. As an educational institution,
the majority of costs are incurred between September and June.
• Salaries are not paid evenly over the year because most full-time faculty, who represent
about 50% of total salary, work ten months and are paid over twelve months. Therefore,
three months of faculty salary will be recorded in June. Extra-teach is calculated and paid in
June as well. Budget amounts include step increases, cost of living increases and longevity
for eligible employees.
• Fringe and tax costs are paid based on a percentage of salary so the percentage of budget
remaining is similar to salaries, as expected.
• Debt Service is paid according to a prescribed debt service schedule, with payments
occurring in July, December, January and June.
• Transfers to Other Funds includes budgeted amounts of $200 thousand for aquatic center
support, and $900 thousand for facilities capital projects.

MT. HOOD COMMUNITY COLLEGE DISTRICT
General Fund Financial Report
Fiscal Year 2019/20
As of August 31, 2019

Actual
Year to Date
Jun 30, 2019
(Pre-close)
Beginning Fund Balance
Revenues
State Support
Property Taxes
Tuition and Fees
Other Revenues

Adopted
Budget
2019-20

Percentage
Actual
of Budget
August 2019 R e m a i n ing

10,603,330 8,998,506

9,032,590

28,229,157
13,349,652
22,801,582
2,101,988

8,098,734
40,905
8,278,467
129,617

29,706,500
13,333,900
24,526,904
1,329,651

73%
100%
66%
90%

TOTAL REVENUES

66,482,379 68,896,955 16,547,724 76%

Expenditures
Salaries
Health Care
Fringe/Taxes
Materials & Supplies
Grants in Aid/Tuition Waivers
Debt Service
Transfers to Other Funds

37,507,721
6,507,222
11,612,644
8,509,728
931,979
2,308,825
675,000

39,217,534
6,791,742
14,193,395
9,449,271
1,146,928
2,271,825
1,100,000

3,968,649
634,132
1,413,416
1,568,095
69,611
-

90%
91%
90%
83%
94%
100%
100%

TOTAL EXPENDITURES

68,053,119

74,170,695

7,653,903

90%

Rev Greater (Less) Than Exp

(1,570,740)

(5,273,740)

8,893,821

Beginning Fund Balance

10,603,330

7,150,000

Ending Fund Balance
As a percentage of expenditures

9,032,590 1,876,260
13%

3%

GLOSSARY
Revenues:
State Support includes funds received through the Community College Support Fund allocated to
each of the 17 community colleges in Oregon. Funding allocations are based on student full time
equivalent (SFTE) and a growth management component. The 2019/20 budget was built on the
assumption that community colleges would receive $590 million for the 2019/21 biennium. The
2019/20 community college support fund ended up at $641 million, representing estimated
increased revenue of $2.6 million per year. MHCC currently represents approximately 10% of the
state total.
Property Taxes include current and prior year taxes assessed at a permanent rate of .4917 per
$1,000 of assessed value for Multnomah, Clackamas and Hood River Counties. Current year
property taxes are a component in the community college revenue allocation formula for State
Support.
Tuition and Fees include all tuition, course fees and instructional service fees. Tuition for 2019/20
generates $115.00 per credit hour for the General Fund. A technology fee of $6.25 per credit hour
and an Associated Student Government (ASG) fee of $4.25 per credit hour are in addition to the
tuition rate and recorded in separate funds. A College Service Fee of $49 per term is also assessed
to students registered for a minimum of one credit. An Access Fee of $39 per term is also assessed
to students registered for a minimum of two credits. Students that became eligible for the tuition
pledge in 2015/16, 2016/17 or 2017/18 will continue paying the tuition rate in effect when they
began, provided they continue to meet eligibility criteria. New students beginning in 2018/19 will
not be eligible for the tuition pledge at that rate, and will be subject to any future tuition
increases. Other Revenues include rental charges, interest earnings, and grant and foundation
indirect cost recoveries and sales revenue.
Expenditures:
Salaries consist of the wages and salaries paid to all employees from all employee groups.
Health Care consists of the employer paid portion of medical, dental and vision insurance
premiums.
Fringe/Taxes are all other employer paid fringe costs, and include PERS (26.8%), Social Security
(6.2%), Early Retirement (3.5%), Medicare (1.45%) and Long-term disability, life, workers
compensation and unemployment insurance and tax sheltered annuity payments (combined
1.2%).

Materials & Supplies consists of all non-personnel costs such as supplies, repair of equipment,
printing and photocopying, contracted services, travel and capital outlays.
Utilities include water, sewage, electricity, waste management, gas and telecommunication costs.
Grants in Aid/Tuition Waivers include tuition and fee waivers for students as established by board
policy, as well as staff tuition waivers as established by collective bargaining agreements.
Debt Service consists of principle and interest payments on general long-term debt.
Transfers to Other Funds represents the required general fund match for the federal financial aid
programs, and transfers from the general fund for facilities capital projects.

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.1e
CONTACT PERSON: Pam Greenough Corrie, Director of Head Start

SUBJECT: MONTHLY HEAD START REPORT

Mt. Hood Community College Head Start Program Report
Head Start/Early Head Start News from the Director
September 2019
News:
We held our welcome back All Staff meeting on Monday September 9th in the college theater. Dr. Skari
came and welcomed everyone back and she shared MHCC's new goals:
• Improve student success
• Advance diversity, equity and inclusion
• Strengthen community engagement
• Increase Excellence in operations
Ernesto Vasquez III, Diversity Resource Center Coordinator gave a keynote address on
Microaggressions. Introducing the term, its meaning, and examples opening it up to the group to ask
questions. Child Development and Family Support Programs are working towards a shared
understanding of microaggressions and its affects in the workplace for staff and parents.
Travis Brown, Mike Lee, and Rusty Allen came and spoke about Novatime answering questions from
staff.
The afternoon provided a variety of training opportunities for all staff.
On September 17th Pam attended the All Hands Raised Partnership Council to learn more about the
Student Success Act.
On September 18th the program directors and some central managers attended Dr. Skari's
Convocation and luncheon.
In the evening, the 30th Anniversary for Oregon Child Care Resource & Referral dinner took place at
Western Oregon University. This event recognized present and past directors of the CCRR. Pam as the
first MHCC CCRR Director; Jeanne Lemieux retired MHCC CCRR Director and Christine Waters current
MHCC CCRR Director all attended.
On September 20th Pam and Christine Waters (CCRR) attended the Sector Council for Early Learning
Multnomah lunch and meeting at the Asian Family Center. Discussion was held about using the
Preschool for All planning as the Early Childhood Plan for the Student Success Act.
Kimberly Moua, Associate Director and a small team of managers and staff attended the National
Black Child Development Institute in Chicago at the end of September.
Pam, Vice Chair of the Board of Directors for Albina Head Start attended their quarterly board meeting
on September 30th.

Enrollment Report for August 2019
This report shows the number of children enrolled in Head Start and Early Head Start. The Head Start
Act 642(d)(2) requires a report of program enrollment periodically to the Policy Council and the
Board.
Este informe muestra el número de niños matriculados en Head Start y Early Head Start. La Ley de
Head Start 642 (d) (2), requiere un informe periódicamente de la inscripción en el programa a Policy
Council y a la Directiva.
В этом рапорте показано также количество детей в Head Start и Early Head Start. Акт 642(d)(2)
требует периодические рапорты о количестве обслуживаемых детей для подачи в Совет
Стратегии и в Совет Директоров.
Number of children funded to serve 2019-20
Head Start
Federal
State
City of Portland

Total:
Enrollment for August
Head Start
Head Start

Total:

Early Head Start
399 Federal
619 Federal Expansion
40 State
City of Portland
MIECHV
Child Care Partnerships
1058 Total:

Children Early Head Start
40
Early Head Start
EHS Non-Partnerships
EHS Child Care Partnerships
40*
Total:

*Currently, only our year round HB are in session. All classes resume in September.

Waitlist for 2019-20 Program Year
Program
Children
Head Start (under/over income)
38 / 119
Early Head Start (under/over income)
92 / 135
EHS Child Care Partnerships (under/over income)
27 / 29
Total:
440

116
24
6
30
20
75
271

Children
132
0
75
207*

Average Daily Attendance by Head Start or Early Head Start Center 2019-20
This report shows the average daily attendance for each Head Start and Early Head Start Site. The
Head Start Performance Standards state Sites should maintain an average attendance of at least
85%. When the average daily attendance falls below 85%, the program must analyze the reasons.
The Head Start Act 642(d)(2) requires the program to report this monthly to the Policy Council and
the Board.
Este informe muestra el promedio de asistencia diaria en cada Centro de Head Start y Early Head
Start. El Desempeño de las Normas de Funcionamiento de Head Start manifiesta que los Centros
deben mantener un promedio de asistencia de al menos el 85%. Cuando el promedio de asistencia
diaria baja del 85%, el programa debe analizar las razones. La Ley de Head Start 462(d)(2) requiere
que el programa de un informe mensualmente a Policy Council y a la Directiva.
В этом же рапорте показана средняя дневная посещаемость по центрам в Head Start и Early
Head Start. Стандарты Head Start требуют поддерживать среднюю посещаемость не ниже 85 %.
Если средняя дневная посещаемость падает ниже 85% время бить тревогу и искать причину,
тот же Акт 642(d)(2) требует ежемесячных рапортов в Совет Стратегии и в Совет Директоров.
Center
Cascade Crossing
Davis
Division
Earl Boyles
ECC - Part Day
ECC - Full Day
Fairview
Gateway
Gethsemane
Gresham United
Methodist
Hazelwood
Kelly Place
Knott
Mt. Hood
North Powellhurst
Rockwood 181
Rockwood Stark
Russellville
Sunrise
Troutdale
Program ADA

Jul

Aug Sep Oct Nov Dec Jan

Feb Mar Apr

May Jun Total

79% 80%

79%

80% 87%

84%

79% 83%

81%

Average Daily Attendance by Early Head Start Center
Center

Jul

Aug Sep Oct Nov Dec Jan

Feb Mar Apr

May Jun Total

ECC
Hazelwood

83% 87%

85%

Russellville

81% 84%

83%

82% 86%

84%

Willow Tree
Program ADA

*children attending Russellville, Hazelwood and Willow Tree are subsidized by DHS child care subsidy
Average Daily Attendance by Early Head Start Child Care Partnerships
Center

Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun Total

David Douglas HS
Discovery Garden
Child Care

86% 82%

84%

KinderCare

81% 76%

78%

Little Friend's Day
School

77% 70%

74%

Love Bugs

83% 68%

76%

Love Bugs Too

78% 85%

82%

Melody's Munchkins 86% 81%

84%

Pixie Child Care

88% 88%

88%

83% 79%

81%

Gresham HS

Reynolds Learning
Academy
Program ADA

August 2019 Attendance Analysis – Absences
Most of our programs maintained average daily attendance above 85% for the month of February.
Although we are not required to analyze attendance if it is above 85%, we thought sharing the
reasons for absences would be informative. Here is a breakdown of absences by program:
Head Start
Absence Reason

Percent
7%
0%
7%
15%
0%
7%
64%

Illness
No bus/no transportation*
Appointment
Vacation
Family Emergency
Other-Excused (i.e. with family member, lice)
Unknown*

Early Head Start
Absence Reason

Percent
10%
5%
7%
30%
0%
30%
18%

Illness
No bus/no transportation
Appointment
Vacation
Family Emergency
Other-Excused (i.e.19 with family member, lice)
Unknown

Child Care Partnerships (CCP)
Absence Reason

Percent
19%
8%
4%
16%
0%
9%
44%

Illness
No bus/no transportation
Appointment
Vacation
Family Emergency
Other-Excused (i.e. with family member, lice)
Unknown

Individual Attendance
The numbers below represent the percentage of individual children in our program this school year
with moderate chronic absenteeism (80-89% Average Daily Attendance - ADA) and those with severe
chronical absenteeism (less than 80% ADA) for the school year:
Program
Head Start
Early Head Start
Child Care Partnerships

80-89% ADA

Less than 80% ADA

50%
100%
57%

50%
0%
43%

Mt. Hood Community College
Head Start Financial Report
August 2019
This is a monthly report of the Head Start program grants and budget including credit card
expenditures as required by the Head Start for School Readiness Act of 2007. 642(d)(2)
Este es un informe mensual de las becas del programa de Head Start y presupesto incluyendo los
gastos de tarjetas de crédito requerido por ley 2007. 642(d)(2)
Это ежемесячный рапорт по грнтам и бюджету в Head Start, включая затраты по кредитным
картам. как требуется Актом Head Start 642(d)(2)о готовности к школе 2007. 642(d)(2)
Budget July 2019-June 2020
FUNDING SOURCE
Federal/State Head Start
Children's Levy Head Start
Federal Early Head Start
EHS - Child Care Partnerships
Children's Levy EHS
EHS Expansion
State EHS
MIECHV

TOTAL FUNDS
11,482,593
370,948
435,492
1,593,650
1,619,864
526,514
337,279
73,756
16,278,988

Total

Expenditure Report August 2019
Budget Category
Personnel/Salaries
Fringe Benefits
Travel
Equipment
Supplies
Contractual
Facilities/Property Services
Other
Indirect
Total

Budget
8,008,174
4,091,990
39,989
0
277,326
1,257,302
829,421
347,125
1,427,661
16,278,988

Spent
323,348
200,507
0
0
10,279
0
83,532
19,630
0
637,297

Percent Spent
7%
11%
0%
0%
4%
0%
14%
6%
0%
7%

Reimbursement Funds
Source

Amount Budgeted

DHS Child Care
USDA Funds**
**Reimbursements have a lag time of up to 60 days

326,195
643,184

Amount Received Year to Date
$55,492
$6,187

US Bank Visa Purchasing Cards for Head Start & Early Head Start
Visa Purchasing Cards used by Head Start staff are monitored monthly. Credit card logs and receipts are
prepared by card holder and reviewed monthly by supervisors who check for allowability of the purchases.
Logs are reviewed by Fiscal and the Executive Director to ensure accuracy. The business office does a final
review for accuracy. Performance standards also require the Head Start Policy Council and MHCC Board of
Education to review all VISA purchases.
Todas las compras para el programa realizadas por el personal de Head Start a través de las tarjetas Visa son
supervisadas mensualmente. La hoja de registro de la tarjeta visa y recibos son preparados por la persona
responsable y luego son revisados mensualmente por los supervisores para verificar que dichas transacciones
sean permitidas. La Especialista de Finanzas de la oficina de Head Start y la Directora de Head Start revisan las
hojas de registro para asegurar la exactitud. La oficina de negocios hace la revisión final. También se especifica
en las Normas de Desempeño que todas las compras para el programa de las tarjetas Visa, requieren de la
revisión de Policy Council Head Start y de la Directiva de Educación de MHCC.
Кредитные карты Visa используются сотрудниками Head Start для покупок по работе, и контролируются
ежемесячно на нескольких уровнях. Записи затрат регистрируются вместе с корешками от чеков
владельцами карт, и рассматриваются на ежемесячной основе управляющими, которые проверяют
законность покупок. Финансовый специалист в офисе Head Start проверяет выше указанную
документацию на окуратность которую в последствии подписывает директор Head Start. После чего
бизнес офис коледжа ведет еще одну проверку на окуратность. И в конечном итоге исходя из
стандартов программ Head Start рапорт предоставляется на рассмотрение членам Совета Стратегии и
Совету Директоров MHCC.
Closing Date 8/20/19

Description
Center Supplies

Head
Start
929.64

Early
Head
Start
305.32

Children's Children's MIECHV EHS-CCP EHS Exp.
Levy EHS Levy HS
174.61

25.25

66.50

$1,501.32
$0.00

Computer Supplies

$0.00

Dental/Medical
Education Supplies

6,288.64

$6,288.64
$0.00

Family Services
Supplies
Health Supplies

149.23

$149.23
$0.00

Kitchen Supplies
Office Supplies
Other Costs
Parent Activities
Postage
Pre-Employment
Site Repair/Maint.

234.96

$234.96

36.03

$36.03

710.53

819.01

46.80

Utilities

890.47

45.00

2.61

1,818.72

940.32

50.44

$54.77
1.98

130.14

Total

9.00

$949.06

19.82

$2,959.44
525.00

33,352.27
3,526.27

$1,529.54

7.97

Training
Vehicle Costs

Totals

$425.00

$950.00
$33,352.27

475.85

29.95

$47,983.56 $1,766.49

$257.61

23.20

17.77

$186.56 $106.07 $1,353.01

$4,073.04
$425.00 $52,078.30

USDA / CACFP Monthly Report
HS and EHS Classrooms
This report shows the numbers of meals and snacks served across Head Start as well as the reimbursement
we receive from the USDA for these meals and snacks. The Head Start Act 642(d) (2) requires a monthly
report of meals and snacks provided by the USDA to be reported monthly to the Policy Council and the Board.
Este informe muestra el número de comidas y meriendas servidos a través de todo el programa de Head Start,
así como el reembolso que recibimos de USDA por las comidas y meriendas. La Ley de Head Start 462(d) (2)
requiere que el programa de un informe mensualmente a Policy Council y a la Directiva.
Этот рапорт показывает количество обедов подаваемых в Head Start а так же размер компенсации
получаемой нами от USDA. Акт 642(d)(2) Head Start требует ежемесячных рапортов в Совет Стратегии и в
Совет Директоров о продовольствии предоставленном USDA.

USDA Reimbursement Rates for 2019-20
Meal
Breakfast
Lunch
Snack

Rate per Meal
1.84
3.65
0.91

July 2019
Meal

Number of meals served

Breakfast
Lunch
Snack

936
1,029
757
$6,187.10

Total Reimbursement for the month:

August 2019
Meal
Breakfast
Lunch
Snack
Total Reimbursement for the month:

Number of meals served
784
826
$357.00
$4,656.40

Head Start and Early Head Start Non Federal Share Report
2019-20
This is a monthly report of the Head Start Program's Non- Federal Share (in-kind) as required by the
Head Start School for Readiness Act of 2007. Federal funds are awarded to Head Start and Early Head
Start programs with the stipulation that programs annually raise a 25% in kind match.
Este es un informe mensual del programa de Head Start requerido por la Preparación Escolar de la
Ley 2007. Los Fondos Federales otorgados para el programa de Head Start y Early Head Start se
estiman arriba del 25% anualmente (según diferentes tipos de donaciones).
Это ежемесячный рапорт не федеральной программы “Head Start Program's Non- Federal Share”
(в своём роде) так как требуется согласно законодательного акта готовности к школе от 2007
года “Head Start School for Readiness Act of 2007”. Фонды от федерального правительства,
выдаваемые на программы Head Start и Early Head Start должны исчислятся подобным
образом, основанном на одном правиле, ежегодного сбора средств всеми программами
дошкольного образования, посредством пожертвования в размере 25 % от федерального
бюджета. То есть; мы должны привлекать людей жертвовать своё время и материальные блага
на сумму 25 % от федерального бюджета, что и называется “Non- Federal Share (in-kind)”
Total Annual Budget
Federal EHS Grant
Federal EHS Child Care Partnerships
Federal EHS Non-Partnership
Federal HS Grant

$1,491,196.00
$1,567,424.00

TOTAL GRANT
Match Needed:

Available Match:
Oregon Head Start
Oregon EHS
Portland Children's Levy

$5,157,545.00
$8,216165.00
$2,054,041.25

$5,688,844.00
$81,132.00
$386,826
Total

$6,156,802.00

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.1f
CONTACT PERSON: Pamela Greenough Corrie, Director of Head Start

SUBJECT: APPROVE FEDERAL HEAD START GRANT APPLICATION

Outline for policy council and board overview - OHS competition grant for 2020-2025

Summary of grant announcement
Federal grant amount (set)

$7,151,830

Non-federal share (leveraged funds)

$6,618,496

% of non-federal share used as match

48.06%

Total budget

$13,770,326

Service area

East Multnomah County, including East Portland, Gresham,
Troutdale, Fairview, Wood Village and Corbett

Total# slots proposed

1,073

Current » of slots

1,182

Head Start

905

1,018

Early Head Start

168

164

Due date

November 12, 2019 in grants.gov

Start Date

July 1,2020

Notification

Expected in June 2020

Duration

Five years (through June 30, 2025) with annual renewals

Note: This is a competitive round following DRS status, which has been fully resolved but still requires a new
grant application. It is an opportunity to design and present the programs your communities and families need
including the childcare needs of parents.

The grant writing process and proposed response to the FOA
•
•
•
•
•

•
•

Engages a professional consultant with 10 years' experience writing successful federal and state grants.
Combines information-gathering from multiple sources
Response aligns with the FOA, Program Performance Standards, and Parent, Family & Community
Engagement Framework.
Shows how MHCC leverages staff expertise in managing systems, processes, procedures, and training.
Will clearly explain how we deliver early childhood services, coordinate services with partners, assess
our programs, track outcomes and adapt programs and services to meet the needs of families in our
service area.
There will be two rounds of revision on the grant narrative, using an inclusive process with staff and
policy council members.
Pam will submit the application package in grants.gov after Andi prepares it.

Outline for policy council and board overview - OHS competition grant for 2020-2025

Federal application review process and scoring criteria
Non-federal reviewers who are unfamiliar with your program score the application and make
recommendations to OHS for awards. The scoring is just one factor in OHS' decision-making process.
Summary of core criteria (6)
1. Demonstration of Need: Location, Population, and Service Delivery Options

2. Achieving Early Learning and Development Outcomes to
Promote School Readiness for Children
3. Past Performance
4. Staffing and Supporting a Strong Early Learning Workforce
5. Planning and Implementation
6. Organizational Capacity and Governance
7. Budget and Budget Justification

Total Possible Score

Max. 20 points
Max. 30 points
Max. 20 points
Max. 20 points
Max. 15 points
Max. 25 points
Max. 20 points______

150 points

Planned program and service modifications
1.
2.
3.
4.
5.

Wage increases of 3% for all bargaining unit staff and 3% for all management staff
Increase Employer contribution to medical benefits
Convert some home base EHS slots to Full working day Early Head Start slots
Create 10 hour Head Start classrooms for working families
Facilities changes
a. Locate an additional 4 classrooms with playground space
6. Add a manager and program assistants.
7. Change some part time food service aides to full time

Unique and/or innovative features of MHCC programs we plan to highlight
4- Head Start on Engineering - National Science Foundation grant
4- LEAP classrooms - is a comprehensive education program where small groups of children on the
autism spectrum are taught alongside typically developing peers
J- School District partnerships - Early Boyles, DDSD and Davis, Reynolds
J- All Hands Raised - Transition and attendance into Kindergarten project

Outline for policy council and board overview - OHS competition grant for 2020-2025

Policy Council reviewed the Community Assessment, participated in the Self-Assessment and Five Year
Goal planning. On September 25, 2019, Policy Council reviewed the grant proposal and gave final approval

Kaela Davison, Policy Council Chair

On October 9, 2019 as part of the Board Work Session Pam Greenough Corrie made a Head Start grant
development presentation. The Board of Education approved the grant application at the October 23, 2019
Board meeting.

Diane McKeel, Board of Education Chair

Date

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.2
CONTACT PERSON: Pamela Greenough Corrie, Director of Head Start

SUBJECT: APPROVAL TO APPLY FOR PORTLAND CHILDREN'S LEVY GRANT

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.3
CONTACT PERSON: Jennifer DeMent, Chief Operations Officer

SUBJECT: APPROVE RESOLUTION TO TRANSFER BUDGETED APPROPRIATIONS
Whereas, on August 21, 2019, the Board of Education of Mt. Hood Community College District
adopted the amended fiscal year 2019-20 budget and made appropriations; and whereas the
budget amounts appropriated for the fiscal year beginning July 1, 2019, are in excess of actual needs
in certain appropriation categories and not sufficient to accommodate actual in others.
Whereas, Mt. Hood Community College District has determined that it is necessary to make the
following transfers between appropriation categories for the fiscal year beginning July 1, 2019,
therefore, BE IT RESOLVED that on October 23, 2019 the Board of Education hereby transfers the
following amounts between appropriation categories of funds as delineated below for the fiscal year
beginning July 1, 2019.
It is requested to transfer the appropriated budget from General fund (01) Contingency to General
fund (01) Facilities for Capital Improvements, in the amount of $247,500. This is to complete the
facilities improvement plan that was submitted in response to the State's 2014 civil rights audit.
Remaining items will improve access to the Gresham campus and Maywood center.
It is also requested to transfer the appropriated budget from General fund (01) Contingency to
General fund (01) Instruction for Apprenticeships reimbursements, in the amount of $224,000 for
increased enrollments and new partnership. This increases Sheet Metal by $200,000 and Floor
Coverers by $24,000. College revenue from tuition and state support is $220-$325 per class, net of
reimbursements to apprenticeship training centers.

Amended Budget
August 2019
$ 34,066,569
$ 10,042,086
$ 6,906,730
$ 105,434
$ 14,927,853

General Fund - (01)
Instruction
Instructional Support
Student Services
Community Services
College Support Services
Plant Operations and
Maintenance
Plant Additions
Financial Aid
Transfers
Contingency

Transfer
$ 224,000

$ 5,390,095
$ 485,000
$ 1,146,928
$ 1,100,000
$ 2,251,352

Unappropriated Fund Balance
Total

$ 5,390,095
$ 247,500

$(471,500)

$ 1,473,414
$ 77,895,461

Adjusted Budget
$ 34,290,569
$ 10,042,086
$ 6,906,730
$ 105,434
$ 14,927,853

$ 732,500
$ 1,146,928
$ 1,100,000
$ 1,779,852
$ 1,473,414

$-

$ 77,895,461

ACTION
MT. HOOD COMMUNITY COLLEGE DISTRICT BOARD OF EDUCATION

DATE: October 23, 2019
ITEM TITLE: 4.4
CONTACT PERSON: Jennifer DeMent, Chief Operations Officer

SUBJECT: CLASSIFIED EMPLOYEE ASSOCIATION CONTRACT RATIFICATION FOR JULY 1, 2019 –
JUNE 30, 2023

Tentative Agreemen
CEA
CEA
MHCC

MHCC Proposal September 12, 2019

ARTICLE 1
DEFINITIONS
A. Classified employees are defined as regular classified employees who work in
excess of 1000 hours in a fiscal year except positions included in other
bargaining units or excluded in the Public Employee Collective Bargaining Act.
Employees who work 1000 hours or less per fiscal year are defined as part-time
employees and are not considered members of the association.
B. The term “days” when used in this Agreement, unless otherwise indicated,
means working days; thus weekends, holidays, and management non-service
days are excluded.
C. A probationary employee is defined as a new employee who has not completed
130 days (excluding overtime) of work within a nine (9) month calendar period,
subject to the provisions of Article 2A. Probationary employees are excluded
from the Agreement when specifically mentioned.
D. “Seniority" for purposes of this agreement is determined by the length of an
employee’s continuous employment with the College in a position covered by this
agreement. Continuous service is determined by the date the employee began
to work at the College in a position covered by this Agreement. If employment is
interrupted by layoff lasting less than one (1) year, then the employee is recalled,
the employee will resume accruing seniority at the level at the time of layoff. In
all other cases a break in employment in a position covered by this agreement
will result in loss of all association seniority. Leave for military service will not
negatively impact seniority.
E. The salary range represents the level where the employee’s position was placed
on the salary schedule when hired. Your range will remain the same unless you
go through the reclassification process. This can be found vertically on the
Classified Salary Schedule.
A step represents where the employee is placed on the salary schedule. The
steps are A - L. The employee’s step can change every year until they reach the

>

(9

/?

maximum step for their range. The range can be found horizontally on the
Classified Salary Schedule.
F. Red Circle: When an employee’s pay rate is above the established
maximum of the range for the classification. An employee whose pay is
red-circled is not eligible for pay increases, including step increases and
cost of living adjustments (COLA), until their pay rate falls within the
established range again.
G. Straight Time: Regular hourly wage
H. Double Time: Straight Time x 2
I. Lateral Transfer: Transferring between positions in the same salary range.

CC Proposal May 2, 2019

Tentative Agreement
CEA X
CEA
MHCC
ARTICLE 2
RECOGNITION

A. The College recognizes the Association as the exdusive bargaining agent-forthe
classified-employees with-respecHe-wages, hoursrand conditions-of employment.
The College recognizes the Association as the exclusive bargaining agent for the
Classified employees in negotiations with the College, with respect to wages,
hours and conditions of employment, at any of the College’s work locations
during the existence of this Agreement.
B. Classified employees (as defined in Article 1 .A) who as of July 1, 1993, are on special
contract-er-grant funds that are entirely or largely-funded by-sources other than-local
taxesrtuition, and state-FTE appropriations and that have not- been established by theGollege as-permanent College programs;-will be-eligible for membership in the collective
bargaining-unit-if fifty (SO)-percent or-more of the-classified employees onan-individualgovernment grant or-special contract show their interest in uniting and-joining the
collective bargaining unit.
If fifty (50) percent or more on a specific government grant or-special contract-show
interest, all-classified employees on-that-grant oRGentract-will become members of the
unit and-have all rights and obligations of this Agreement, exGept-those limitations
imposed by the granfing-or-contracting agencies, and as specifically-noted in other
prevision(s) in this Agreement.
Classified-employees hired-on a speGial-contraGt-or-grant funds established after July 1,
1993, that are entirely-or largely-funded by sources other than-loGal taxesHuition, andState FTE-appropriafiens-and that-havenot been-established by the College as
permanent College programs will automatically become members of the collective
bargaining-unit. [Bargaining Note: Move to Article 21]
C. A Glassified employee-(hereinafter called "employee” for purposes of thisAgreerr>ent-)-will-be considered a regular-emplcyee-when appeinted-bytheGollege president or the president’s appointed representative:
D. B. -The-purpose of this-article is to reGognize-the right of the bargaining agent to
represenLdassified employees in4he-bargaining-unit-in-negotiations with the Gelleger
Granting of recognition is not to be construed as obligating the College in any way to
continue any functions or policies. The College-reserves the right to create, Gombiner
er-etiminate-any-position-that in-its-judgment is deemed necessary. The College-willnotify the AssoGiation-ef-suGh changes-in-a timety-manner-The Association shall havefive (5) days to respond prior to implementation. [Bargaining Note: This has been
moved to Article 3]

E. C. The College agrees to minimize the hiring of part-time employees and not use such
employees when classified employees may be hired and employed to do the work. The
College reserves the right to make these decisions based on budgetary and
operational requirements.
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MHCC Proposal May 2, 2019

Tentative Agreemer
CEA
CEA ('’yCCL^ltd2
MHCC

<■

ARTICLE 3
COLLEGE PREROGATIVES
A. It is the intention hereof that all the rights, powers, prerogatives, and authorities
that the College had prior to the signing of this Agreement are retained by the
College except those delegated, granted, or modified by this Agreement, and
only to the extent that they are specifically abridged.
B. It is understood and agreed that the College has all the customary and usual
rights, powers, functions, and authority of management, unless expressly limited
by this Agreement.
C. The College has the sole right, at its own discretion, unless otherwise expressly
provided by the terms and conditions of this Agreement, including the following:
1. To determine the number of employees to be employed in each
department or division, operation, or shift, and in the College as a
whole.
2. To establish, change, or modify Board Policies and College
Regulations.
3. To increase or diminish, change or discontinue operations, programs,
jebsrand-personnel- in whole or in part.
4. T-he-Golleoe-reseFves-the-Ficiht tTo create, combine, or eliminate any
position that in its judgment is deemed necessary. The College
will notify the Association of such changes in a timely manner.
The Association shall have five (5) days to respond prior to
implementation. [Bargaining Note: this is from Article 2]
5. To hire, suspend, discharge, promote, demote, transfer, and discipline
employees.
6—To determine and direct employees in their duties.
7. To discharge any employees at any time for cause in accordance with
the provisions set forth in Board Policies and College Regulations, or
as stated in this Agreement.
1

8. To lay off employees at any time for financial or other justifiable
reasons.
9. To authorize temporary work or part-time help for a designated period
of time not connected with the regular operation of the College, to be
performed by any outside person, firm, or corporation whatsoever,
selected by the College.
10. To judge the efficiency and competency of all employees in the
performance of their assigned work.
11. To determine and direct employees in their duties To and increase
or change the content or substance of any assignment, which is not
limited by any other provision(s) of this Agreement, provided such
change does not thereby make the assignment more than a
reasonable full-time assignment. The Association has the right under
the grievance procedure to question whether any such change or
increased job (assignment) has become more than a reasonable fulltime job.
12. To determine the financial policies of the College, including the
general accounting procedures, inventory of supplies and equipment
procedures, and public relations.
13. To determine the management, supervisory, or administrative
organization of each school or facility in the system and the selection
of employees for promotion to supervisory, management, or
administrative positions.
14. To maintain discipline and control and use of the school systems,
property, and facilities.
15. To determine rules or measures for safety, health, and property
protection when legal responsibility of the College or other
government unit is involved. [Bargaining Note: from Article 20]
a. The employer agrees to adhere to all applicable Health and
Safety laws.
b. Prior to seeking redress through the grievance procedure
for allegations that employee health and safety has been
compromised, employees shall utilize existing college
procedures to report their concerns.
c. Employees reporting concerns may be assisted by a
representative of the Association.
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D. The College shall adhere to state law in the event that it determines that it may
wish to contract or subcontract work performed by members of the bargaining
unit. The College agrees to bargain the decision and the impact of any proposed
subcontracting, if the Association demands to bargain within ten (10) days of
the written notice of the College’s intent If time constraints do not allow for
a 10-day window, the College will inform the CEA of the urgency and
provide an explanation as to the urgent need. However, notwithstanding
the notice provisions, the parties recognize the College will continue to
utilize a temporary agency or other third party for coverage or to backfill of
a CEA position as it has historically done.
The Association will have the opportunity to present its views on the proposal
before a final decision by the Beard-College President.
E. The foregoing-enumeration of the-functions-of-the College are not to be
eensidered-to-exGlude-other-functions of-the College-not-specifically-set-ferthHhe
College retains all-functions and rights to act not-specifically nullified by-this
Agreement
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CEA Proposal June 13, 2019

Tentative Agreement
CEA
CEA
MHC
ARTICLE 4
RECRUITMENT AND SELECTION

A. The College makes it a practice to hire existing employees and encourages
members to consider opportunities for advancement.
B. Members who have not yet completed their new employee probationary period
will not be considered internal applicants for the purposes of this article.
C. At the discretion of the College, an employee may not be eligible for transfer if
the employee was subject to discipline or on a Plan of Assistance within the
previous twelve (12) months.
D. The College shall notify the Association and all its members via email of aW
Classified positions that are open for recruitment and for which existing
employees may apply. At the discretion of the College, a position may be
advertised for five (5) days either internally only, or internally and externally
concurrently.
E. Internal Applicant Process
1. All Association applicants who meet minimum qualifications, as
determined by Human Resources, will be offered an interview.
2. If an Association applicant is deemed not to meet minimum
qualifications, they will be given two (2) business days to provide
supplemental information to show why they meet minimum
qualifications.
3. When two (2) or more qualified internal applicants have been
interviewed for the position, the manager will offer the position to one
of the candidates without consideration of external applicants. In the
case that the members are equally qualified after the interview, the
manager will hire the employee with the most seniority.
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4. In the event there are two (2) or more of the same position open
for recruitment simultaneously, and two (2) internal candidates
apply and interview, the manager will offer the position to both
qualified internal applicants without consideration of external
applicants.
5. When one (1) qualified internal applicant has applied for the position,
the member will be interviewed along with external applicants. In the
case that the internal candidate is equally as qualified to the external
candidate(s) after the interview, the manager will give preference to the
member.
6. In the event the internal applicant is not selected, and an external
applicant is hired for the open position, the internal applicant may
request feedback on their application materials and interview from
Human Resources or the hiring manager.
F. Probationary Periods
1.

Internal applicants accepting a different position will serve a probationary
period of thirty (30) work days.
a. If, during this period, the College determines that an employee is
unable to perform satisfactorily in the new position after a
performance review, the employee will have the option of reverting
to the employee's previous position. Performance review is not
subject to the grievance procedure.
b. The employee may elect to return to their previous position at any
time during the probationary period. The employee must give five
(5) working days’ written notice to their current manager and
Human Resources.
c. If the employee leaves the position for any reason during the
probationary period, the position will be re-opened.
1. If the original pool contained three-(3)-or more qualified
internal applicants;the College will follow the process in
4t&3t
2. If the original-pool-GGRtained two (2) OF-fewer-qualified
internal applicants, the-Gellege will follow the process-in
4^4r
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2.

External applicants accepting a position will serve a probationary period of
one hundred thirty (130) working days prior to appointment as a regular
employee by the college appointing authority.
a. The employee may be terminated for any reason during the
probationary period.
b. The employee must be given the regular appointment or be
terminated no later than the ending date of the employee's
probationary period.
c. If the employee is not notified otherwise by the probationary period
ending date, the appointment as a regular employee is presumed.
d. Probationary periods are not subject to the grievance procedure.
e. Probationary Review - Each probationary employee will be
reviewed by the end of their probationary status.

G. Provided Educational and Occupational Development
1. The College values its Classified members and makes it a practice to
provide educational and occupational development opportunities to
support the training and professional development of employees. Such
opportunities may include but not be limited to: on-the-job training,
developmental work assignments, participation in mentoring programs,
appointment to committees, cross training, educational stipends and
participation in professional conferences, institutes and workshops.
2. For opportunities directed or requested by the College, employees shall
be released from other duties without loss of pay or benefits. Additional
assistance may be provided to the employee for registration or tuition,
fees, education leave with pay, travel and per diem at prevailing rates.
H. The Association retains the right to request a lateral transfer of an Association
member in collaboration with Human Resources when it is in the best interest of
the employee and the College. Managers will collaborate with the
Association prior to any transfer.
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ARTICLE 5
CLASSIFICATION AND RECLASSIFICATION
A. Classification-and Reclassification of-a-Pesition
1. A. Jeb Classification of a Position
Any new, redesigned, or existing position with a substantive modification must
have a jeb classification review by the Human Resources office, approved by
the line of supervision, and approved by the appropriate vice president or
administrator prior to implementation,
The Human Resources office will maintain a job classification system of
positions.
2. B. Reclassification of a Position
a? 1. College Initiated
4-r a. At any time, Human Resources may review the
classification of any position at the College,
2t b. If Human Resources determines that the current
classification is not appropriate they will to develop a plan
to either reclassify the position or revert the position to
duties that are within the scope of the current
classification.
3^ c. The entire process must follow the standard procedure
as defined by Human Resources. It is the intent of the
College that this process be completed within forty-five (45)
days from notification to the employee of an approved
change. Extension of timelines may be may be granted
upon mutual agreement between the Association and
Human Resources. The employee will be notified of any
extension.
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St 2. Employee Initiated
4t a. An Association member may initiate a request for
reclassification of their current position with their immediate
supervisor. The Position Analysis and Reclassification Request
forms can be obtained from Human Resources and need to be
completed for the-superviser-te submit consideration by to
Human Resources.
Sk b. A request for reclassification of a position will be approved
only if the current job duties are substantially different from the
employee’s current position description as determined by
Human Resources. Substantial differences in new
responsibilities may be the result of (1) significant change in
program or service(s). (2) staffing changes, or (3)
reorganization, or (3) technology.
3r c. The supervisor will review the employee initiated request
and
i. If the supervisor agrees that the reguest is
appropriate, they will sign and if approved7 submit to
Human ResourcesL
ii. If the supervisor does not agree with the request, the
supervisor must prepare a written explanation why
they do not agree with the request and submit all
documentation to Human Resources.
4t d. The supervisor must submit the request for formal
assessment to HR within five (5) ten-(-1-Q) working days of
receipt from the employee.
St eJHuman Resources will review the revised position description
for the appropriate classification and corresponding salary
range compensation. This information, along with the Position
Analysis-and-Reclassification Request form, will be given to the
Reclassification Committee within ten (10) days.
C. Reclassification Committee
1. A reclassification Committee will be established for employee-initiated
requests. The committee shall consist of:
i. Two (2) Classified members appointed by the Association
President, and
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ii. Two (2) managers or Human Resources employees managers
appointed by the Gotiege-President Human Resources Director
or designee.
iii. The Human Resources Director, or designee, and the Association
President or their respective designees, will serve on the
committee as co-chairs and non-voting members, will serve on
the committee-as the chair, and-the-Association may-have their
QEA Representative or the Association President in-attendance-as
the-GQ-chair; both Ghairs-are-non-voting members
2. The committee will review all materials submitted by the supervisor-and/or
employee, and Human Resources within ten (10) working twenty (20}
days of receipt. This timeline can be extended upon written mutual
consent of the committee.
i. After review of such information, each voting member will vote to
determine if the changes substantiate a reclassification of the
position.-in-the position are substantive-er not, and the-result of (1)
significant change in program or service, (^-reorganization, or-(3)
technology.
a. If the committee’s decision results in a tie, the two (2) chairs
of the committee will make a presentation to the College
President, who will make the final decision within twenty (20)
days.
b. By mutual agreement with the Association, an extension of
time will be granted for the College President’s decision if
needed.
ii. If the committee votes to approve the reclassification request:
a. Human Resources will review the-revised position
description for determine the appropriate salary range
compensation and recommend a salary adjustment, if
warranted to the supervisor.
b. The supervisor shall then obtain first-BFevide Budget Office
verification of availability of the necessary funds for a salary
change increase and administrative approval within five
(5) days of the determination by HR. and administrator
approval prior to the reclassification-taking effect. The
reclassification will not take effect until both approvals
are obtained.
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1) If funds for a salary change are not approved for
the department the committee will be notified and
the supervisor will ensure that the employee’s job
duties revert to the scope appropriate for the
current classification.
2) If approved and implemented. Human Resources
will process reclassifications through the payroll
office for the next pay period. The employee will
receive the reclassification pay retroactive to the
date the forms were submitted to the supervisor.
C. After the committee’s-reGommendation is forwarded to-Human
Resourcesy-HR will respond notify, in writing! to the reclassification
request-to the supervisor, the Association and employee within ten
(10) days of-the-receipt of the materials of the reclassification final
decision..
D. If approved and implemented, Human Resourees will process
FeelassifiGations through the payroll office for the next-pay period. The
employee will reeeive-the-reGlassifiGation pay retroactive-to-the-date

Er If for any reason the reclassification is not implemented, the committee
will be notified and the supervisor must ensure that the employee’s job
duties revert to the scope appropriate for the current position
classification.
D. Effect of Reclassification
1. Same Salary Range - Following an approved reclassification of a position
or job Glassification, if the current salary range is appropriate, the
employee(s) will stay in the same salary range at their current step.
2. Higher Salary Range - If the reclassification results in a higher salary
range, the employee(s) shall reseive-the-greater-of-the-follewing: (1) a
minimum of two-steps or (2) the bottom step of the appropriate-ranger
The-employee(s) will be placed as a new hire (per Article 6.E: Salary
Placement, but may exceed midpoint) or move to the step which
provides at least a 5% increase, whichever is greater. At no point,
will an employee be given a salary higher than the top step of the
appropriate salary range.
3. Lower Salary Range - If the reclassification results in a lower salary
range deGrease, the employee will be moved into the appropriate
salary range for the classification. If the employee’s salary falls
4

within the new range, the employee's salary will continue to advance
steps as dictated by contract. If the employee's salary is above the
top step of the correct range the-salaFV-ranae-and-step-Gf-iRGumbent
empteyee(s)-vwH-RGt-be-FeduGedy they will be red-circled lined. A redcircled employee is not eligible for further salary increases, including
step or COLA, until the range maximum surpasses the employee's
pay rate. They-shall-GGRtinue^e-advance-iR-steps-wheFr^ie-empteyee^
salaFy^alls-wifeiH^h^^
E. Notification - The-Huffian-ResGurGes-office-wUI-p?Gvide-HGtifiGatioR-G^all
Feclassifi6atiGn6-te4he-AssGGiatieRT-The-A&SG6iatieR-shall-be-RGtified-e^aHy-Hew
GlassifiGatiens-aRd-Fequests-foF-FeGlas&ifieatieRST
E. Employees requesting reclassification cannot submit a new request for twelve
(12) months following the final determination.
F. Grievances - The decision of Human Resources will not be subject to the
grievance procedure. The employee may file a grievance only if the procedure is
not followed.

s
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ARTICLE 6
SALARY COMPENSATION
A.

Salary Package
1.

An employee will advance to the next step in the employee's salary
range annually, subject to the following provisions:
a.

Step advancement may be withheld from an employee due to
the employee’s poor performance as documented within the
preceding twelve (12) months with a Plan of Assistanceor
written reprimand as per article 15.

b.

Step advancement will occur on July 1 of each year forthose
employees that are eligible.

c.

Step advancement for employees hired after April 1 will be on
July 1 following their first anniversary date of employment,
subject to paragraph A.1 .b above.

d.

Effective July 1, 2019, tthere will be a three percent (3%) twe
point five percent (2.5%) between each step advancement.

Updated salary schedules for full-time employees working a typical year
of 257 days shall be appended to this agreement. The following
provisions apply for a Cost of Living Adjustment (COLA):
a.

Upon ratification of the agreement. For the 2016 17 fiscal
year, the salary schedule will be increased by ane-hatf-perGent
L5%) one-half of one percent (0.50%). This increase shall
be retroactive to July 1, 2019.

b.

For the 2017-18 fiscal year, the salary schedule will-be
iRGreased-by-ene-percent (1%) plus-the-Gonsumer Price IndexU for Portland-Vancouver OR WA, published each-FebFuaryr
but-shall-Ret be less than zero, percent (0%) nor greater-than
two percent-(2-%)-Upon ratification but not before July 1,
2020, the salary schedule will be increased by threequarters of one percent (0.75%).

c.

ReF4he-204^-4Msealj/eaMhe-&aiafy-&Ghedutejw!!l-be
iPGFease4^y-ORe-pefGeHt-{4%)-pte4l^e-Gensfcm4eF4^3e4FidexU^GF^^Grtlaft^AZanGGUvep^R-WArpublished-eaGh-FebruafyT
but^haW-nat^e-less4lw^zeFe-pef6eHH0%)-R©F-gFeateF4haH
twQ-BeFGenU2-%-K-Upon ratification but not before July 1,
2021, the salary schedule will be increased by one percent
(1.00%).

d.

Upon ratification but not before July 1, 2022, the salary
schedule will be increased by one-and-one-half percent
(1.50%).
3^-Staftiag-vk4y-4T^04674he-GafTOa^sala{y^Ghedule-will-be-affieRded-by
Feme¥iRg-the-GUHeFrt-ranges-eRe-(4)-tlTOugh-fifteen-^
SGhedule-will4^^-begin-withH:ange-4^T4^e-empleyee:s-euTORt-&aiaFy
FangeAviW-FeFRain-the-san^
4^-Starting-July-4r-2046r4he-salafy-sehedyle-wi!l-be-FR©dified-te4n€lude-a
Step-U
S^-AfteF-GeFrtFaeHatifiGatieFHhe-parties-a^Fee-tG-disGuss-aBdHwateally
a§Fee-upen4he-paFaffleteFs4G-GGRdu€t-a-salafy-&uf¥eyTjn:HS-dis€us&ien
wUI-©€GUF4n-the-GeatFaGy4ainteRaH€e-GeiTHwttee-(GMG)-R©-lateF-thaa
Mareh-3T-2047:T4^e-salap/-sup/ey-will-begm-nG-4atepthan-©eGembep47
2Q47T4he-sateiy-&uwey-wUI-be-eGFRpleted-RG4^
2Q48r-aad-alMnfGFmatiGFFfr©RMhe-SHP/ey-wUI-be-&hafed-with4he
ffiembeFs-ef-GMC-and-4he-AssoGiatien-RFesideRtT
6. By-May^^ef-eaeh-yeaMhe-Gellege-wiil-FeeateHlate-the-July-l-salaFy
SGhedHter444e-feGateu)ated-SGhedHle-wyi-be-eFHaited4G-aU-Glasstfied
AsseGiatieFHHeFRbeFS7-pested4e-the44R-website-aRd-attaGhed40-this
agreement-as-an-appendixT
3. All employees will be paid by the last college working day of each month.
4. Employees who have been in service to the College for nine (9) or
more years will receive an annual longevity stipend as follows:
Eaeh-Empleyeeds-eligible-feF-aA-aFHwal-leRgevity-stipend-as-feilews^

Years of
Service

Annual
longevity
stipend

9-14 Years

$775

15-19 Years

$900

20+ Years

$1,150

This amount is to be payable on December 31 or June 30, whichever is
most immediate after the employee’s anniversary date with the College,
or at retirement, termination or resignation, if eligible.
B.

Conditions Affecting the Salary Compensation Package
Both parties agree that if sufficient funds are not available as determined
by the Board, the Board will determine whether the best interests of the
College are served by reducing the levels of staffing, service levels,
compensation levels, or combination thereof. In such event, the College
will consult with the Association before making any such decision.

C.

Recoupment of Wage and Benefit Underpayment/Overpayment
1.

Overpayments
a.

In the event an employee receives wages or benefits from the
College to which the employee is not entitled, regardless of
whether the employee knew of the overpayment, the College will
notify the employee and Association President in writing of the
overpayment which will include information supporting that an
overpayment exists, and the amount of wages and/or benefits to
be repaid.

b.

For the purposes of recovering overpayments, the following shall
apply:
1) The employee and the College will meet and attempt to
reach mutual agreement on a repayment schedule within
ten (10) days.
2) If no mutual agreement is reached, the College will
implement the repayment schedule as follows:
(a) If an overpayment is less than five (5) percent of
the employee’s monthly base salary
compensation, the overpayment will be recovered
in a lump-sum deduction from the employee's
paycheck in the next payroll period, or;
(b) If an overpayment is more than five (5) percent, the
overpayment will be recovered in equal monthly
amounts from the employee’s paycheck over a
period of no more than one (1) year.

c.

If an employee leaves the College before the College fully
recovers the overpayment, the remaining amount may be
deducted from the employee’s final check.

d.

An employee who disagrees with the College’s determination
that an overpayment has been made to the employee may
grieve the determination through the grievance procedure.

e.

This article does not waive the College’s right to pursue other
legal procedures and processes to recoup an overpayment
made to an employee at anytime.

2. Underpayments

D.

a.

In the event the employee does not receive the wages or benefits to
which the College agreed the employee was entitled, the College
shall notify the employee, in writing, of the underpayment. This
notification will include information showing that an underpayment
exists and the amount of wages or benefits to be paid within 30
GaleRdar-davs ten (10) working days of when the College became
aware of such underpayment.

b.

When an employee discovers an underpayment error, the employee
shall notify Human Resources in writing. This notification will include
information showing that an underpayment exists.

Bilingual Pay Differential
Employees who are hired, promoted, or voluntarily transfer into a position
which requires the use of bilingual skills shall be paid a differential of five (5)
percent over the base pay of each employee for all hours of work. Bilingual
skills shall mean the translation to and from English, the interpretation of
another language or the use of sign language.
With the approval of the supervisor, employees may vekmteer offer
themselves as bilingual employees-by-fiUing-eut by completing an
Application for Bilingual Pay form. These employees shall receive the
differential as per the above.
Nothing shall prevent the employer from ending the bilingual pay differential
with 30 days’ notice to the employee.

E.

Salary Schedule Placement
Human Resources will follow these salary schedule placement guidelines^

1. Meet minimum qualifications: step A
2. Exceeds minimums by 1 year full time equivalent experience but
less than 2 years: step B
3. Exceeds minimums by 2 years full time equivalent experience but
less than 3 years: stepC
4. Exceeds minimums by 3 years full time equivalent experience but
less than 4 years: step D
5. Exceeds minimums by 4 years full time equivalent experience but
less than 5 years: step E
6. Exceeds minimums by 5 years full time equivalent experience:
step F
Salary schedule placement exceptions may be approved by the College
President.
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ARTICLE 7
FRINGE BENEFITS
A. New employee Fringe Benefits are effective the first (1st) day of the first (1st) full
month of employment. Employees who start mid-month and wish to self-pay the
entire health insurance premium to acquire health insurance immediately may do
so, provided it is possible for the College to provide insurance.
B. Health Insurance:
1.

The College will provide medical, pharmacy, vision and dental
coverage. Employees may select any plan level for which they
qualify (i.e. single vs. family). Such coverage may not duplicate
coverage for dependents provided by another source.

2.

For the 2019-2020 2016-2017 plan year and following plan years,
employer contributions toward health insurance premium costs will
be as follows:
a. Medical Coverage
(1) Plans Offered. The College will offer to all Classified
members the following healthcare plans:
(a)
(b)
(c)
(d)

Moda Birch-PPO Plan 2 Connexus w/ Pharmacy
Moda Evergreen PRO Plan 6 Connexus (HSA)
w/Pharmacy
Kaiser 1 w/ Pharmacy
Kaiser 3 w/ Pharmacy

Premiums. Eei^the-tier-seteete^r-tThe College will
contribute an amount equivalent to 100% of Meda-Bireh
PPO Plan-2-Gonnexus Kaiser 1 for the tier selected by
the employee toward the monthly premium of any of the
plans offered, except for Moda Plan 6 Connexus (HSA)
Evergreen or Kaiser 3 (see B.2.a.3 below), or the full
monthly premium, whichever is lower.
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(3)

Moda Plan 6 Con nexus (HSA) Evergreen - this applies
only to employees who choose an HSA compliant plan.
(a)

For any Classified bargaining unit member
selecting Moda Plan 6 Connexus E-vergreen or
Kaiser 3, the College will contribute an amount
equivalent to 100% of Moda Plan 6 Connexus
Evergreen premium and, effective October 1,
2020 and beyond, the College will contribute
40080% of the maximum health savings account
(HSA) contribution allowed by federal law,
excluding the “catch-up” for employees over the
age of 55. For the 2019/20 benefit year
spanning October 1.2019 - September 30,
2020, the College will contribute 100% of the
maximum HSA contribution allowed by federal
law, excluding the “catch-up” for employees
over the age of 55, for those employees
enrolled in Moda Plan 6 Connexus or Kaiser 3,
This amount can be used for paying premiums
and/or contributions to HSAs. In the situation
where Plan 6 Connexus Evergreen is no longer
available, the College will contribute no less than
the previous year’s total premiums and HSA
amounts increased by the average Oregon
Educators Benefit Board (OEBB) percentage
increase for the year.

(b)

Health Savings Accounts
Health savings account contributions will be
available, in two (2) payments. One-quarter (1/4) of
the contribution will be submitted to the HSA
provider no later than the 15lh day of the month in
which the medical plan year begins. The remaining
three-quarters (3/4) contribution will be submitted to
the HSA provider no later than the 15th day of
January. New HSA participants will have their
plans open in compliance with the IRS regulations
on the 1st day of the plan year.

b. Dental Coverage
The College will contribute 87% of the costs toward the monthly
premiums of any of the plans offered.
c.

Vision Coverage
2

The College will contribute 100% of the costs toward the monthly
premiums of any of the plans offered.
3.

In the event that Oregon Educator's Benefits Board or a successor
provider of College health insurance offerings eliminates one or more
of the plans listed in Article 7.B.2., they shall be replaced with plans
that are substantially the same, in terms of plan descriptions, out-ofpocket costs and deductibles.

C.

The Association and College agree that during the hiatus between contracts,
benefit levels will be maintained.

D.

Other Insurance:
1.

The College will provide group term life insurance with $50,000
benefit per employee.

2.

The College will provide group accidental death and
dismemberment with $50,000 benefit per employee.

3.

The College will provide long-term disability insurance, for approved
benefit claims beginning after the ninety (90) day elimination period.

4.

Changes in selected coverage can be made only at regular
enrollment periods or when an employee’s eligibility changes and
under the requirements as set by the carriers.

5.

The parties agree to review the carrier and benefits of any fringe
benefit program by mutual agreement. By mutual agreement,
changes in the fringe benefit programs may be made for each of the
years of this contract.

6.

The Association will participate and appoint two (2) of its members
to serve on a College-wide committee to review employee benefit
programs. The committee cannot make changes to benefits, but is
for the information dissemination and collection and consideration of
plan/benefits options.

E.

The College will maintain its contributions of FICA, Public Employees
Retirement System, unemployment insurance and workers' compensation
insurance.

F.

The College will maintain the Tuition Waiver Plan for employees, their
spouses, and their dependents through age 23 who qualify as dependents.
Employees and their spouse/domestic partner will pay only course specific
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fees. Instructional fees for work-related classes taken by an employee, at the
request of the supervisor, will be waived.
G.

The College shall not withhold from members’ monthly salaries the employee
contributions/payments required by the Oregon statutes governing PERS and
OPSERP.
The College shall “Pick-up” the six percent (6%) employee contribution
required by the Oregon statutes governing PERS and OPSERP. The full
amount of required employee contributions/payments “Picked-up” pursuant to
this Section shall be considered as “salary” with respect to PERS/OPSERP for
the purpose of computing a member’s "final average salary” within the
meaning of ORS 238.2130. Any amount picked up shall be considered to be
employee contributions for all purposes under chapters 238 and 238A. The
parties agree that employee compensation has been reduced; in order to
generate the funds needed to make these employee contributions the
employer will file any required noticed with the Public Employees Retirement
Board.
In the event that during the life of this agreement it becomes impossible for
reasons of law, regulation or decisions of the court for the College to pay the 6
percent (6%) employee contribution to PERS, then that sum shall be
contributed on behalf of the employee to a retirement benefit such as a state
retirement account, district approved TSA identified by the employee, or other
individual retirement account. The development of such plan or plans shall be
mutually agreed upon by the College and the Association. The intent of the
parties is that the employees will be "made whole” in terms of the 6 percent
(6%) retirement benefit.

H.

The College will maintain an annual swim pass for the Classified employees
and their dependents.

I.

Parking will be provided, at no cost, for all Classified employees.

4
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EARLY RETIREMENT
Classified employees who retire shall have only those early retirement benefits stated in
the collective bargaining agreement currently in effect. The parties understand and
acknowledge that benefit levels, benefits eligibility, and the length of time the retiree
receives benefits under this provision may change after the employee retires in
accordance with the terms contained in successor collective bargaining agreements.
The retiree will be subject to those changes.
Classified employees who have served the College a minimum of 10 years of
continuous service immediately prior to retirement, who are either 55 years of age or
have 30 years of creditable service under the Public Employees Retirement System
(PERS), and who provide evidence they have filed for retirement benefits under PERS
will be entitled to:
1. Severance pay of $700 for each year of their age less than sixty-five (65) if
hired prior to August 1,2001.
2. Participate in the College's medical, dental, vision and life insurance plans on
a self-pay basis, excepting that the College shall provide a monthly subsidy of
$ 882.OO8QQ7QO toward such coverage in which spouses/domestic partners,
and/or IRS dependents are eligible to participate. This subsidy shall increase
by five percent (5%) annually on October 1 during eaGh-year-ef-early
retirement. The subsidy terminates when the retired classified employee
becomes Medicare eligible.
3. In addition to the subsidy in 8.A.2., for those employees enrolled in two-party
medical at retirement, an additional $200-$300 per month will be provided as
long as two-party medical coverage is maintained.
4. Retired Classified employees, spouses/domestic partners and eligible
dependents will have the right to participate in the College’s medical, dental,
vision and life insurance plans on a self-pay basis after the subsidy terminates
with the same age restrictions that Classified employees have.

1
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5. Have either all or a portion of the Early Retirement Incentive pay set up in a
pre-tax deferred account to be used exclusively for medical, dental or vision
premiums that would have been paid by the employee after their retirement.
Funds would be withdrawn monthly out of the employee’s account to pay for
their portion of the cost of benefits. Premiums will only be paid directly to the
employee’s insurance carrier.
6. Classified employees, their spouses/domestic partners and eligible dependents
through age 23 shall receive tuition waivers as provided to other Classified
Employees. The retiree and their spouses/domestic partners will pay only course
specific fees.
7. Swim access as granted to current Classified Employees.

2

MHCC Proposal September 11, 2019

ARTICLE 9
VACATIONS

A.

Vacation time will begin accruing from the first day of employment with the
College.; however, this vacation time cannot be-taken by the employee until the
probationary period-has been completed. If an employee does not pass the
probationary period and is not given regular status, any unused neithef
vacation time will not be paid out at termination, nor vacation pay will be
granted?

B.

The responsibility of office coverage and seniority choice in offices of more than
one employee will rest with the supervisor of the employee's area. Seniority
information will be on file in the Human Resources office and available to the
supervisor and to the employee.

C. Employees will accrue vacation on a monthly basis. The vacation accrual rates
and maximum accrual limits are as follows for full-time employees who remain
employed for twelve months:
Year of
Employment

Annual Days
of Vacation

First
Second
Third
Fourth
Fifth
Sixth
Seventh
Eighth
Ninth
Fifteenth

15
15
16
16
17
17
18
18
20
22

Monthly
Vacation
Hours
Accrual Rate
10
10
10.66
10.66
11.33
11.33
12
12
13.33
14.66

Annual
Vacation
Hours
Accrual Rate
120
120
128
128
136
136
144
144
160
176

Maximum
Accrued
Vacation
Hours
240
240
256
256
272
272
288
288
320
352

For the purpose of this section, for full-time employees, one (1) day of vacation
equals eight (8) hours for computation purposes.

D. Employees working less than twelve (12) months or less than full-time will accrue
vacation on a prorated basis, based on the percentage of full-time worked or the
percentage of the year worked by the employee.
E. Earned vacation will be posted to an individual’s account on at least a monthly
basis. An employee’s total balance of accrued vacation may not exceed two (2)
times their annual maximum accrual rate, as shown in Article 9.C above.
F. A department may delineate specific periods during the year when, due to
operational need, vacations may not be approved. Outside of those periods, if a
vacation request is denied, the employee and supervisor will immediately discuss
a reasonable alternative time for vacation. If the delay results in an employee’s
accrual exceeding maximum limits as defined in Article 9.C. above, during the
next three (3) months, the employee will be paid forty (40) hours of vacation in
their next regular pay distribution. The hours paid will be deducted from the
accrued vacation time.
G. All employees must request vacations leave to the employee’s supervisor in
writing not less than three-(3) two (2) weeks in advance for approval to use more
than two (2) days, and not less than one (1) week in advance when requesting
two (2) days or less. This advance notice requirement may be waived in the sole
discretion of the employee's supervisor.
H. In case of an employee’s termination or resignation, accrued vacation pay will
be included in the employee’s last check except as noted in Section 9.A above.
I. Vacation time may be taken only with the prior approval of the supervisor and
cannot be granted before it is accrued unless it is to the mutual benefit of the
College and the employee.
J. All employees must take their vacation time within their work schedules, and will
not receive additional pay in lieu of vacation time, except as noted in Section 9.H
above.
K. An employee working seventy-five percent (75%) or more of the employee’s first
or last month of employment will accrue vacation time as though working through
the entire month.
L. If a paid holiday occurs during an employee’s vacation period, that day will not be
considered a vacation day.
M. If a College Closure, as referenced in Article 19, occurs during an
employee’s vacation period, that time will not be considered vacation time.
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ARTICLE 10
HOLIDAYS
A.

For the purpose of this Agreement, the term “holiday" means each of the following
days:
Independence Day

July 4

Labor Day

First Monday in September

Veteran's Day

November 11

Thanksgiving Day

Fourth Thursday in November

Friday after Thanksgiving

Friday after Thanksgiving

Christmas Day

December 25

New Year’s Day

January 1

Martin Luther King Jr. Day

Third Monday in January

Memorial Day

Last Monday in May

Floating Holiday (defined below)

Holiday requested by employee and
approved by supervisor

Total Floating Holidays based on longevity
Years of Service
Total Floating Holidays
0-8 years
1
9-14 years
2
15-19 years
3
20+ years
4
Any other day observed by the College as a legal holiday.
If a holiday falls on Saturday, Friday will be a paid holiday.
If a holiday falls on Sunday, Monday will be a paid holiday.

1

.

The College reserves the right to close on the work day immediately prior to the
Thanksgiving holiday and the work day immediately prior to the Christmas
holiday. Should the College decide to close, employees shall receive one
additional floating holiday. Should the College decide to close both days,
employees shall have the option of using vacation pay/compensatory time or
taking the time as unpaid for the second day. Except for when mutually agreed,
the College shall provide the association written notice by March 31st of the year
of this reduction in service days in the calendar year.
B.

The workdays between Christmas and New Year’s Day exclusive will be non
service days for employees. Employees required to work during the non
service days will be so informed by November 1. If the employees are
notified after November 1, they have the right to not work during those days
and will not be impacted negatively for their decision. Those The employees
that are required to work any of these days work requested-bv management to
work any of those days-will be paid regular pay for each day worked, plus any
applicable overtime in accordance with Article 11.A. and iln addition, they will
be-able-to-schedule with approval of their supervisor earn an eight (8) hour
exchange day for any portion of each day worked during this non-service
period. The exchange dav(s) off will be scheduled with supervisor approval
between January 1 and June 30 of the current fiscal year.
The reduction of service days provided by this Agreement will not reduce the
salary of any employee.
Employees-required to work during-the Winter break-will-be so informed by
November 1. These-employees may select exchange days-on dates between
November 1 and June-30 of the current contraGt-year.

C.

Employees will be compensated the equivalent of one workday, but for no more
than eight (8) hours, for each of the holidays set forth in Section A that occur
during the period in which the employee is normally employed. Employees
working four (4) / ten (10) hour shifts per week will receive eight (8) hours off
for holidays listed in Section 10.A. The two (2) hour difference will need to be
made up with available leave balances, leave without pay, or other
arrangement as approved by the supervisor.

D. An employee will forfeit the employee’s holiday pay under the following conditions:
1.

Failure to report to work or to give appropriate notice of absence for the
shift before and after the holiday.

2.

When an employee has given notice of termination resignation/retirement
that does not provide for at least one (1) actual working day after the
holiday. In order for the terminating resigning/retiring employee to

2

receive the holiday pay, the employee must work through the week of the
holiday. Exceptions may be made by the director of Human Resources.
3.

When an employee is properly suspended and not reinstated to work or
other disciplinary action that would result in a pay deduction.

4.

During leave without pay periods except for approved unpaid leave of two
weeks’ duration or less.

An employee working on a holiday will receive regular pay for the holiday plus
regular pay for all hours worked single time. The provision of Article 11 .D will not
apply. If sufficient personnel do not accept holiday work on a voluntary basis, and
in the event of any emergency, such additional personnel as are deemed
necessary by the College may be required to work.
Employees on Irregular Work Week Schedules
1.

For those employees who regularly work on Saturday and/or Sunday and
receive two consecutive days off during the week, the two days off will be
treated as Saturday and Sunday so that if any of the holidays observed by
the College occur on such a "Sunday," the following day will be considered
a holiday for such employees. If any of the holidays observed by the
College occur on such a "Saturday,” the previous day will be considered a
holiday for such employees.

2.

If a holiday falls on a Monday, employees required to work the Sunday
through Thursday shift may have Sunday designated as their holiday with
management approval. In that case, they will resume their regular shift
Monday at their regular rate of pay.

Employees working a four (4) day-week-will-receive a like day-off-for holidays
listed-in-Section 10.A.

3
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ARTICLE 11
WORK SCHEDULES AND ASSIGNMENTS
A.

B.

Overtime
1.

Employees who are required by the College to work beyond their eight
(8) or ten (10) hours, exclusive of lunch breaks, in any twenty-four (24)
hour period, or more than forty (40) hours in any 168 hour period
beginning Saturday at 12:01 a.m., will receive overtime compensation
for such time worked at the overtime rate of time and one-half.

2.

The College agrees to make every effort to offer overtime on an
equitable basis.

3.

Only actual hours worked will be considered for purposes of
calculating overtime.

Flextime
By mutual agreement between the employee and the supervisor, the
employee may flex time worked within the same work week. Should an
employee flex time during the work week, it is understood that only those
hours worked beyond forty (40) in the work week will be compensated as
overtime. Employees cannot be forced to flex their work schedule.

C.

Temporary Shift Changes
The College may institute temporary shift changes when the change is needed
to ensure the effective operation of the College. The shift change will be first
offered to employees to volunteer before making a mandatory work schedule
change. If this schedule change exceeds the limits stated above, employees
will be compensated at the overtime rate. The Association will be notified two
(2) weeks in advance of the change unless otherwise agreed upon.

D.

Schedule Changes
Management’s decisions regarding rotating-and shifting of personnel on work
schedules will require two (2) weeks' advance written notice to those affected
except for exempt employees, who may receive notification of only three (3)
days when certain variations in working conditions require their services. The
1

time limits on these notices may be waived only with mutual consent. In those
instances where the shifting of work schedules affects multiple departments,
departs from the generally recognized practice, and is not anticipated to be
temporary, the College will confer with the Association prior to making the final
decision.
E.

Call Back
Any employee called back after the close of the employee’s regular shift will be
guaranteed at least three (3) hours of pay at the rate of time and one half or as
otherwise provided by this Agreement. This provision does not apply to
additional hours beyond the employee's regularly scheduled shift that are
assigned by the College before the employee has left the College premises or
to hours of work assigned in advance. The call back begins when the
employee arrives on the College’s premises or designated worksite.

F.

G.

Split Shifts
1.

No employee will be required to work a split shift on a consistent basis
unless it is mutually agreed to by the employee and management.

2.

Split shifts granted to enable an employee to obtain training or update the
employee's skills may be of longer duration and will be paid at the
employee’s regular rate.

3.

For nonexempt employees, split shifts required by management for work
coverage will be compensated for at the appropriate differential for the
portion of the shift that will be swing shift or graveyard shift.

Rotating Shift
If an employee-works a rotating shift, the employee will-be-compensated^at
their-regular pay rate but will work only a seven-and-one half (71/2) hour shift.
The employee-will-be-oompensated as if they had worked an eight-(8-)-hour
shift. The-compe^satioR for one half (1/2) hour must be used the day -of -the
work shift and-Gannot-be-Garried-over-or-applied on another work shift.

H.

Working Lunch Break
If an employee is required to be available during the employee's scheduled
lunch break, the employee will be paid for such time.

I.

Peak Load Periods
During peak load periods all employees, except for a minimum staff to keep
each area operative, may be required to assist in any area. Employees
requested to assist will be given one week’s written notice of such required
service if the service is to exceed one week in duration. An employee
2

assigned may be released from such duty by the director of Human
Resources.
J.

K.

Exempt
1.

Exempt employees will not be considered on an eight (8) hour day or a
forty (40) hour week. Their work schedule will be flexible in order to
meet the needs of the College.

2.

Generally, an exempt employee will be required to maintain the overall
forty (40) hour week, but this may vary from area to area and will be
determined by the exempt employee’s supervisor and the Human
Resources office. Exempt employees will be classified as such
according to tests established by the Fair Labor Standards Act (FLSA)
and all its amendments.

3.

Exempt employees who schedule routine medical or other absences of
less than four (4) hours shall not have such time deducted from their
leave balances. Such leaves shall be pre-approved by the manager;
should not detrimentally affect office operations and the leave should
not create a pattern.

4.

The College and Association will work collaboratively to complete
a comprehensive review of exempt positions to ensure the
positions comply with FLSA definitions. This review shall begin
no later than February 1, 2021.

Non-Exempt Work Shifts
Examples of work shifts and starting times for nonexempt employees include,
but are not limited to, the following:
1.

Any employee who works a majority of work hours, excluding the lunch
break, between 11p.m. and 6a.m. will receive a ten (10) percent shift
differential.

2.

Any employee who works a majority of work hours, excluding the lunch
break, between 5p.m. and 11 p.m. will receive a five (5) percent (5%)
shift differential.

3.

Any employee whose work hours do not meet either definition in
sections K.1 or K.2 will not receive a shift differential.

4.

Any employee whose work hours, excluding the lunch break, fall equally
into two of the periods defined in sections K.1-or K.2, or-K-3, will
receive the higher shift differential of the two work periods.

L. Benefit Aeerual
3

No-reduction of accrued benefits-for-unpaid-werkdays indudinggrant-funded
employees:
M. Alternate Schedules
1. Effective-upon ratification of this Agreement, the December 9,1987-Board
Resolution Rules establishing a four-day workweek during the summer are
as follows will be-superseded by the following:

N.

a.

The College may implement a four (4) day/ten (10) hour work
schedule for all or parts of the College for summer term of the
year by providing written notice to the Association President by
January 31. The final determination about the departments and
employees placed on four (4) day/ten (10) hour work schedules
will be made by the College following its discussion with the
Association.

b.

Alternate-schedules (such as a four-day-workweek) during the
summer are-not-prehibited nor are such schedules-guaranteed to
an employee.

c.

An employee who desires an alternate schedule must submit a
proposal for an alternate schedule, in writing, to their supervisor.

d.

The-empleyee-s supervisor will make-a-reasonable effort to
permit an-employee-to work a requested alternate-work schedule
during the summer-,-provided the alternate schedule meets-the
needs of the employees department-in-fulfilling the duties of the
department. The Association further acknowledges that the
supervisor's decision-regarding an alternate work schedule-will
include an-assessment, in conjunction-with-Gellege
administrationras-te-whether such a schedule-meets the needs
of the College-in general?

e.

The approval or termination of alternate schedules will be
handled in accordance with the notice provisions of Article 11.D.

Schedule Reduction
Grant-funded employees are exempted from any College-wide reductions.
Grant-funded employees are defined as those employees being in positions
that are funded fifty percent (50%) or more from funds 10 and 16 with the
exception of those positions that are funded from the Administrative Costs (165323). Grant-funded employees in positions that are funded from the
Administrative Costs will receive the workday reduction as mentioned in this
section.
4

O.

On Call
Any area requiring employees to serve "on-call" duty shall notify the effected
affected employees in writing. The specifics of each area’s procedures and
expectations shall be available in writing.
1. Staff required to be "on-call” shall be issued a College-provided pager-ar
cell phone.
2. Employees shall be paid one (1) hour of their regular hourly wage for
every ten (10) hours they are on-call. On call employees must respond
within thirty (30) minutes,
3. An on-call assignment will be pro-rated.
4. In the event that the employee is called to return to work they shall receive
pay consistent with Section E above.
5. On-call pay is not considered hours worked for the purposes of overtime.
6. An employee shall not be in on-call status once s/he actually commences
performing assigned duties and receives appropriate pay for time worked.
7. Exempt employees who have on-call duties listed in their position
description are not eligible for on-call pay.

P.

Temporary AssienmentsOut of Class Assignments
1.

2.

Q.

Employees assigned temporarily to duties of a higher paid classification
will be paid out-of-class pay for time se spent provided the assignment
lasts for five (5) or more continuous days eM©Mwenty-(2Q)-eF-meFe-days
m-a-GaiendaF-year. In the case of employees covering the duties of a
higher-paid a position employee in a higher classification, out-of-class
pay shall be paid at the empteyee^s-first step in the range of the higher
classification or at five percent (5%) above their current rate of pay,
whichever is greater.
The assignment of out-of-class duties will be the responsibility of the
supervisor. The use of "other duties as assigned” may not be justification
for denying the employee the right to request out-of-class pay.

Limited Duration Positions
1.

The College may create limited term duration positions of no more than
twelve (12) months’ duration for the purpose of staffing special
assignments or projects. Any such position will be for a time certain, with
a starting and anticipated ending date (not to exceed twelve (12)
5

months). Employees in a limited term position will be covered by the
provisions of the Agreement with the exception of Article 14, Statement-©!
RetentiQR-Lavoff and Recall. [BARGAINING NOTE: Highlighted to ensure
this is matching the article title]

R.

2.

If an existing employee is placed in a limited term duration position, the
rights the employee has gained in their former position will be maintained.
At the end of the assignment the employee will return to their former
position, if the position continues to exist. While he/she occupies the
limited term duration position, their former position may be filled by a
limited term duration employee as defined above.

3.

The College shall post notice that a limited-term duration position is
open when the position becomes open and available.

4.

In the event a limited duration position becomes regularly funded, it
will be posted for recruitment as per Article 4.

5.

Empleyees-whe-are-required^e-pertem^eut-ef-elass-duties-iri-suppert-ef
new-sta#^d-whoj44eeUhe-GRteria-as-desGRbed-in-ArtiGle-1-1-pT4-rsha!l
be-granted-eut-ef-elass-pay?

Job Sharing
1.

Upon request, an employee may elect to job share their position. This
must first be approved by their supervisor. The employee must have
completed their 130 day probationary period as a new employee

2.

The selection of an employee to fill the job share (referred to as the
second employee in this document) shall also be on a voluntary basis
and with the approval of the second employee’s supervisor.

3.

if more than one employee is interested in the job share and has
received approval of their supervisor, then the job share for the second
employee will be filled pursuant to Article 4.

4.

The employee who is the incumbent in the job share position shall have
the first right to choose the hours that they will work; however, the
supervisor shall determine the most satisfactory arrangement of time
ensuring work flow and coverage.

5.

Any job share that is authorized shall be for the limit of one year’s
duration and will be subject to yearly renewal for one year at a time.
Employees agreeing to job share must remain in the position for the
duration of the job share period. At the end of each year, the job share
position and the second employee must receive approval to job share
for the next year. Either employee in a job share may elect to not
continue as job share at the end of any one-year period.
6

6.

Should an employee in a job share position leave the position for any
reason, then the other job share person will be responsible to assume
the full duties and hours of the position unless and until another job
share partner is found. If the remaining employee is the second
employee, they shall not automatically fill the job at the end of the job
share, and the position will be opened and filled pursuant to Article 4.

7.

In the event of a layoff of a job share position, both employees will be
laid off pursuant to Article 14. [Bargaining note: Check article
numbers after bargaining.!

8.

At the end of the job share, the primary employee in the position shall
return to regular status, and the second employee shall be laid off
pursuant to Article 14.C and placed on the recall layoff list without
bumping rights.

9.

The employees in a voluntary job share position shall share in the
salary of the position on 50% / 50% split, provided however, that the
salary for each employee shall be determined by their own salary
placement. Employees will still be entitled to any step increase that
they are eligible for during the time that they are in a job share position.

10.

The employees in a voluntary job share position shall share the fringe
benefits for insurance in the following ways:
a.

Long term disability, life and accidental death and
dismemberment insurance is a group plan and the College will
pay 100% of the premium, and both employees would receive
full coverage.

b.

The College will pay one (1) health, dental and vision premium,
so if both employees want health coverage, they would have to
pay the difference in premium for the plan and tier they select.

c.

E-ach employee would split the cost of any other fringe benefit,
as outlined in Article 7.

d.

Employees may elect to opt-out of the insurance portion of the
college benefits.

11.

Job share employees’ seniority or bargaining unit status will not be
affected by being in a job share position.

12.

Job share employees shall be entitled to all rights and privileges of the
Collective Bargaining Agreement, however, may not be eligible for
certain protected leaves pursuant to state and / or federal requirements.

7

13.

S.

Such sharing agreements must be requested ninety (90) calendar days
in advance and approved by the primary employee’s supervisor and the
College president

Interim Supervisor or Manager Assignment
In the event that an Association member fills an interim supervisor or manager
position, they will nojonger be a member of the bargaining unit. They will not
retain their seniority, if they are rehired into a Classified Association position. A
leave of absence will not be granted by the College to fill an interim assignment.
(Article 12.H.1)

T.

Time and Attendance
In the event the College implements a time and attendance system that
impacts a mandatory subject of bargaining, parties agree to bargain as
required under ORS 243.698.

8
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ARTICLE 12
LEAVES OF ABSENCE
A.

Sick Leave
1. At the time of hire, employees will receive eighty (80) hours of sick leave.
Thereafter, employees will accrue sick leave at the rate of one day per full
month worked. Sick leave will be available to employees as it is accrued.
2. Those employees who are not employed on a twelve (12) month basis will
accrue sick leave on a prorated basis of actual time worked. Employees who
work less than full-time will accrue sick leave on a prorated basis, based on
the percentage of full-time worked, excluding overtime hours worked.
3. If an employee utilizes earned vacation, paid sick leave, business leave,
bereavement leave, or a paid holiday, or is on jury duty, such absence from
work will be treated as if the employee had worked when computing sick
leave accruals.
4. Prior to the beginning of each shift, an employee must notify their immediate
supervisor or the supervisor’s designee of any absence. If an employee has
reasonable cause to think that they will be ill for more than three (3) days, the
employee must so inform their supervisor or designee and will not be required
to notify them again until the expiration of the notified period. Failure to
provide the required notification may result in a pay deduction for the time
absent from work, at the discretion of the director of Human Resources.
5. An employee may utilize all earned sick leave and/or vacation benefits up to'
or beyond the accumulation of the ninety (90) calendar day waiting period for
the long-term disability. Unused sick leave may be used when the employee
has returned to work. If the employee does not return to work, unused sick
leave will be reported to the Public Employees Retirement System (PERS) as
applicable.
6. In the case of pregnancy disability leave, all accumulated sick leave may be
used at the option of the employee.
7. An employee may request earned sick leave for immediate family medical
assistance. Such leave will be used only to provide assistance to members of
the employee’s immediate family, when they are ill or injured, and will not be
used for household or non-medical related child care purposes. Immediate
1

family, for the purposes of this section, is as defined as spouse, parent, child,
parent-in-law, grandparent, grandchild, or domestic partner.
8.

The College will comply with all applicable state and federal leave laws.

9 To ensure the proper use of sick leave, the Association and the College
mutually agree to the following procedure:
a. An employee may be required to furnish a medical provider’s certificate of
proof of illness for recurring or frequent absences of more than three (3)
days.
b. Repeated absenteeism is defined as a pattern of sick leave use in excess
of the regular accrual rate over a period of six (6) months or greater.
Exceptions to this standard because of extenuating circumstances may be
made by the director of Human Resources. If an employee demonstrates
excessive or pattern absenteeism, they may be subject to disciplinary
action.
c. An employee may elect to use their accrued vacation days to cover
absences in excess of their accrued sick leave.
d. Absences that are not covered by sick leave, vacation, or approved leave
of absence will be considered unauthorized absences and may result in
disciplinary action.
e. Accrued sick leave may be used for any absence from employment that is
due to the employee’s illness, injury or necessity for medical, dental or
optometric care, or any other instance covered by state or federal law.
10. If disabled due to a compensable injury or disease, an employee receiving
Workers’ Compensation benefits may request supplementing such benefits
on a prorated basis with accrued sick leave, not to exceed one hundred
(100) percent of regular gross salary.
B.

Sick Leave Bank
The College will permit employees to transfer accrued but unused sick leave
hours to the Association's Sick Leave Bank. The Sick Leave Bank will be
administered by the Association.
1.

When an employee has exhausted their own accrued sick leave, has a
significant medical condition, and has been approved for FMLA or OFLA, the
Association will work collaboratively with Human Resources to notify the
employee of the number of sick leave hours to be transferred from the Sick
Leave Bank.
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2. The approved employee sick leave donation form, provided by the
Association, is submitted to Human Resources and must contain the name of
the employee wishing to donate sick leave hours, the number of hours being
donated and the employee’s signature consenting to such transfer.
3. No more than forty (40) hours may be donated by any one employee per
fiscal year.
4. After the hours are transferred, any hours used will be paid at the receiving
employee’s rate at the time of the use of such hours.
5. Prior to receiving any donated sick leave, the employee must have exhausted
all of their sick leave, vacation and compensatory time. However, the
employee is not required to have used their personal business/emergency
leave or their floating holiday prior to receiving donated sick leave.
6. No employee may receive more than five hundred (500) hours of donated
sick time during their employment. In addition, no employee may receive
more hours than needed, as determined by the Association, for the absences
caused by the significant medical condition.
7. At the conclusion of a receiving employee’s FMLA or OFLA period, any
unused hours will be returned to the Sick Leave Bank. This process will be
managed by the Association’s Sick Leave Chairperson. The Chairperson
shall provide to Human Resources prior to the 15th of each month a list of
individuals receiving sick time and the specific number of hours to be utilized
for each individual.
8. The College shall not assume any tax liabilities that would otherwise accrue
to the receiving employee.
C. Personal Business or Emergency Leave
1. A full time employee will receive twenty-four (24) hours of personal business
or emergency leave with pay per fiscal year. New employees hired after July
1 shall have their personal leave pro-rated for the remainder of first fiscal year
of employment. Request-for-personal business or emergency leave will-be
mad in-writing, to the immediate supervisor-erdesignee-for-approval at least
one (1) week in advance-of the time off requested, if possible, (moved to
new #3)
2. Personal business or emergency leave may not be used to extend
holidays, vacations, or weekends, and shall not be cumulative from year to
year, nor is any unused personal leave compensable in any other manner. It
is agreed that-personal business leave is for the-purpose-of-transaGting-or
attending to business affairs with business firms or agents-that-aFe-not-open
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to new

#3)
3. It is agreed that pergonal business leave is for the purpose of
transacting or attending to business affairs with business firms or
agents that are not open for business except during the employee’s
regular work shift. Reguest for personal business or emergency leave
will be made, in writing, to the immediate supervisor or designee for
approval at least one (1) week in advance of the time off reguested, if
possible.
4. Emergency leave is defined as a sudden, urgent, usually unforeseen
occurrence or occasion requiring immediate action, not covered by another
part of this agreement, over which the employee has no control, and which
demands their presence during the workday. The employee shall provide the
earliest possible notice of their absence to their immediate supervisor.
5. Personal business or-emer-genoy leave may not-be-used-to extend holidays?

6. Employees who work outside of the standard work schedule are entitled to
use personal business or emergency leave if attending to business as
described above in seGtions-2-and-3?
D. Bereavement Leave
1. The College will comply with all state and federal leave laws.
2. An employee will be allowed five (5) not Reeessarily-oonseGutive working
dav&r-without-loss-Qf regular-wages? An employee will be allowed five (5)
working days based on their regularly assigned shift, not necessarily
consecutive, without loss of regular wages. After the five (5) days, the
employee may use sick leave, vacation, compensatory time, or leave without
pay for the remaining time allowed under state and federal leave laws.
3. For the purpose of the bereavement leave, “immediate family" is defined as
the employee's spouse or domestic partner, parent, grandparent, child, step
parent, step-child, grandchild, brother, sister, son-in-law, daughter-in-law,
aunt, uncle, niece, nephew, or other member of the immediate household.
E. Jury Duty and Court Subpoena
1. An employee on jury duty will turn over to the College any compensation for
this service (excluding mileage) but will receive their regular monthly
paycheck. Satisfactory evidence of serving as a juror must be presented to
the employee’s immediate supervisor and Human Resources.
4

2.

An employee subpoenaed as a witness on behalf of the College will turn over
to the College any compensation for this service (excluding mileage), but will
receive their regular monthly paycheck.

F. Comprehensive Leave
All cases not covered by this Agreement, and all cases involving hardship, will be
given individual consideration by the MHCCD Board of Education (Board) upon
the recommendation of the College president. In some cases, partial payment
may accompany the granting of leaves, subject to the College president’s
recommendation and Board approval. The Board’s decision is not subject to the
grievance procedure nor is it precedent setting.
G. FMLA/OFLA
An eligible employee may take family and medical leave in accordance with the
federal Family and Medical Leave Act ("FMLA") and the Oregon Family and
Medical Leave Act ("OFLA").
Employees must exhaust accrued sick leave, vacation and compensatory
time for approved FMLA/OFLA leave. Leave without pay will only be granted
for proper FMLA/OFLA qualified absences after all leave is exhausted,
except for forty (40) hours of vacation which may be reserved at the
employees written request.
H. Leaves Without Pay
1. An employee may be granted, in the College's discretion, leave of
absence without pay for the following reasons health, maternity/paternity,
education, military service, family hardship, or such other justifiable reason
that is approved, in writing, by the College president or a designated
representative. Formal leave of absence for all purposes except military
service shall be for a maximum of twelve (12) months (including any leave
taken pursuant to FMLA or OFLA)7-At4he-exp»FatieR-ef4he-lea¥e-0f
absenGer4he-empteyee-willT^=HMess-etheFwise-agi:eedT4:etwm-at4he-&ala^/
Gf4he-step-and-Fange4hat4he-effipieyee-was-earR!Hg-at-the-beg{FOflg-ef
the-empleyee^s-lea¥e7[BARGAINING NOTE: Moved to L(1) below]
2. Maternitv/Paternitv Leave. Leave of absence for maternity/paternity
reasons may be granted without pay for up to twelve (12) consecutive
months; however, leaves for pregnancy disability may be covered in part
by sick leave and accrued vacation time at the option of the employee.
3. Military Service Leave. Employees will be granted leave without pay for
the duration of their military service. They may resume their assignment
after expiration of service, unless otherwise provided by law. The
employee’s seniority date shall not be impacted by such leave.
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4. Family Hardship Leave. Upon the recommendation of the College
president, the Board may permit an employee to take leave without pay
not to exceed twelve (12) consecutive months for the alleviation of
hardship involving the employee or their immediate family.
5. Health Leave. An employee whose personal illness, as certified by a
medical provider, extends beyond the expiration exhaustion of the
employee’s paid leave, may be granted a leave of absence without pay by
the College president for the duration of the illness, not exceeding more
than six (6) continuous months. If the employee cannot return to work
upon the expiration of the employee’s unpaid health leave, the employee
will be terminated unless the employee has applied for and received an
additional leave of six (6) months (maximum). The employee must be
notified two (2) weeks in advance of such termination.
6. Education leave. An employee with five (5) years of continuous service
with the College may request, upon ninety (90) days advance notice, and
subject to the operating needs of the College, may be granted, an unpaid
leave of absence for educational or career development for a period up to
one (1) calendar year. Educational leave without pay may not be utilized
more often than once every five (5) years. The sole purpose of
educational leave is to permit full time enrollment in an accredited
education institution. The employee’s seniority date shall not be impacted
by such leave but the time spent on educational leave shall not count as
time worked for seniority purposes.
I. An employee temporarily vacating a position while on a leave of absence under
this article will be returned to the position, if it exists, or to another available
vacant position in accordance with the employee’s skills and abilities. In the case
of health leave, the employee must be certified as fit for duty by a medical
provider of the College’s choice.
J. An employee has the right to continue fringe benefits on a self-pay basis for a
maximum of one year, unless otherwise stated below:
1. Maternity/Paternity Leaves. Upon the first day of such leave, accruals for
retirement, vacation, and sick leave will cease unless required by state or
federal law. Fringe benefits may continue on a self-pay basis for a maximum
of one (1) year unless otherwise required by FMLA, OFLA or COBRA.
2. Military Service Leave. The College will follow state and federal law for
military deployments.
3. Family Hardship Leave. Upon the first day of such leave, accruals for
retirement, vacation, and sick leave will cease. College-paid fringe benefits
will continue for two (2) months at which time fringe benefits may continue on
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a self-pay basis for a maximum of one (1) year, as allowed by the College’s
insurance providers.
4. Education Leave. Upon the first day of such leave, accruals for retirement,
vacation, and sick leave will cease. Fringe benefits may continue on a
self-pay basis for a maximum of one (1) year, as allowed by the College’s
insurance providers.
5. Health Leave. Upon the first day of such leave, accruals for retirement,
vacation, and sick leave will cease. Unless otherwise required by FMLA or
OFLA, College-paid fringe benefits will continue for two (2) months, at which
time fringe benefits may continue on a self-pay basis for a maximum of one
(1) year, as allowed by the College’s insurance providers.
6. Long Term Disability (LTD) Leave. Upon the first day of such leave, accruals
for retirement, vacation, and sick leave will cease. Unless otherwise required
by FMLA or OFLA, College-paid fringe benefits will continue for two (2)
months, at which time fringe benefits may continue on a self-pay basis for a
maximum of one (1) year, as allowed by the College’s insurance providers.
7. Workers’ Compensation Leave
a. An employee who is on Workers’ Compensation leave of less than ninety
(90) calendar days will receive all accruals and fringe benefits.
b. After an employee is on Workers’ Compensation leave for ninety (90)
days, accruals for retirement, vacation, and sick leave will cease.
College paid fringe benefits will continue for one (1) year from date of
leave.
K. In Gase-of-a-reduGtien-in force or elimlnation-of a position, Article-1 ^-will-take
precedence. [BARGAINING NOTE: Moved to L(2) below]
L. Return to Work
1. At the expiration of the leave of absence, the employee will, unless
otherwise agreed, return at the salary of the step and range that the
employee was earning at the beginning of the employee’s leave.
2. In case of a reduction in force or elimination of a position. Article 14 will
take precedence.
3. An employee who is on a leave of absence due to illness or injury may return
to work if the employee’s medical provider has provided a medical release. At
the discretion of the College, the employee may be assigned a modified work
assignment if such an assignment is approved by the employee’s medical
provider.
7

Management and the Association will collaborate with Human Resources in
an effort to minimize the impact that an employee’s leave of absence may
have on the students, the College, and the department.
NT-AssociatioR-Tr-aining Leave

aggregate-hours-of-paid-release time per-year-to-be-used-for-the purpose of
training-in-matteFS-relating to the-Association's duty of fair representation,
F^atieRs^p-^iUiTt^^o^nege^BARGAI^n^^NOTE^Move^1 to A^^e W]

8

MHCC Proposal May 23, 2019

GRIEVANCE, DISPUTE AND COMPLAINT PROCEDURE
A. “Grievance" as used for purposes of this article is limited to matters that involve
an alleged violation of a specific provision of this Agreement that has not
otherwise been excluded from the grievance procedure. "Dispute” or “complaint"
refers to all other matters not involving an alleged violation of the provisions of
this Agreement.
1. The AssoGiation may submit-a grievance-on behalf of a member or
members or withdraw-a grievance that has been submitted
^BARGAINING NOTE: Moved below]
2. Matters that aro not alleged contract violations of this agreement-but need
require clarification and interpretation of contract language or-other issues
mutually agreed to maybe-referred te-the-Classified Contract
Maintenance Committee (CMC) -GMC will not conduct
bargawng^BARGAINING NOTE: MOVED BELOW]
t

B. Contract Maintenance Committee
Matters that are not alleged contract violations of this Agreement but
require clarification and interpretation of contract language or other issues
mutually agreed to may be referred to the Classified Contract Maintenance
Committee (CMC). CMC will not conduct bargaining.
The CMC will operate with the following expectations:
1.

Meetings will not be scheduled more often than monthly without the
consent of both parties, and will not be scheduled during bargaining,

2.

Either parties may submit agenda items. Agenda items should be
submitted one week before the scheduled meeting, if possible. This
is to allow parties to properly prepare and have productive meetings,

3.

Resource person(s) may be called in by mutual consent of the
parties, upon reguest.

1

4.

If any change to contract language is achieved, it will be documented
in a Memorandum of Understanding (MOU). The final MOU will be
approved by the Association and the College. Agreed-upon MOUs
may be temporary with a specified sunset date or will become part of
the language of the contract for the remaining contract period. The
parties may mutually agree to include language of the MOU in the
next bargained agreement.

C. Grievance Procedure
The Association may submit a grievance on behalf of a member or members or
withdraw a grievance that has been submitted. Any grievance,-dispute, or
complaint of an employee, or group of employees that arises during the term of
the Agreement will be handled as follows:
Informal: The parties agree that disputes or complaints are best resolved at
the lowest level possible. Therefore any concerns should first A
grievance, dispute-or-Gomplaint of an employee must be addressed
between the immediate supervisor and the employee. This may
include, but is not reguired for, matters involving an alleged
violation of a provision in this AgreementStep 1: If the matter remains unsettled after the informal step, or if it is more
appropriate to file a grievance, ten (10) days after the-use-ef-the
procedures-of-Step^r the employee and/or Association representative
may reduce the-Gomplete grievance, dispute or-complaint-te-writingr
include the remedy sought7-and submit the a written grievance written
information to the next-level supervisor or designated representative
within twenty (20) days of the date the grievant or the Association knows
or by reasonable diligence should have known of the alleged
occurrence. The written grievance will cite the appropriate articlets)
and section(s) believed to have been violated, the remedy sought,
and any other relevant written information.

have been violated.
Thereafter, the next-level supervisor or designated representative and
the employee and/or Association representative will meet within ten (10)
days in an attempt to settle the grievance, dispute or complaint.
Step 2: A grievance, disputerer-cemplaiftt of an employee must be addressed
between-the immediate-supervisor-and If the matter remains unsettled
ten (10) days after the completion use of the procedures-ef in Step 1,
the employee and/or Association representative may submit the
grievance to the Director of Human Resources or designee, within
twenty (20) days of-the date the grievant or the-AssoGiation knows or by
2

reasonable diligence should-have kRewn-of-the alleged-occurrence. If
the matter-remains unsettled ten (10) days after the use of the
procedures-of-Step 1
The Director of Human Resources or designated representative and
the employee and/or Association representative will meet within ten
(10) days in an attempt to settle the grievance, dispute or
complaint A-written response from the immediate supervisor will-be
given within ten (10) days.
Step 3: In regard te-grievances-only, ilf no agreement is reached within ten (10)
days after Step 2, the employee and/or the Association representative
may file a written request for a meeting with the College president or the
president’s designated representative in an attempt to settle the
grievance. Thereafter?
Tthe College pPresident or the pPresident’s designated representative
and the employee and/or Association representative will meet within ten
(10) days in an attempt to settle the grievance. The pPresident will issue
a written decision regarding the grievance within twenty (20) days after
this meeting.
Step 4: With regard to grievanees-only, I If no agreement is reached after the
meeting with the College pPresident or the pPresident’s designated
representative pursuant to Step 3, and the Association intends to pursue
the grievance further, the Association must notify the Human Resources
office in writing and within twenty (20) days after the president has
issued his or her decision at Step 3 of its intent to submit the grievance
to a mutually chosen third party arbitrator for resolution. Unless
otherwise agreed to by both-parties, each grievance must-be appealed
to arbitration separately?-The Oregon Employment Relattens-Board
(ERB) will be jointly requested by the parties to submit a-list of five (5)
preposed-arbitrators. The College-and the Association will-each
alternately strike from -this-list (order of striking will be-determined by lot)
ene-name at a timeruntil only one-name remains on the list The name
of the arbitrator remaining-on the list will-be accepted-by both parties?
C.

Extension of Grievance Timelines 1.

The time periods specified in this article may be extended or modified
by written mutual consent.

2.

If at any step of the grievance procedure the College fails to issue a
response within the specified time limits, the grievance may be
advanced to the next step of the grievance procedure.

3.

If the grievant or Association fails to meet the specified time limits at
3

any step of the grievance and arbitration procedure, the grievance will
be considered withdrawn and it cannot be resubmitted.
The time periods-speGified in-this article may be extended or modified-by-written
mutual consent. If at any step oMhe-grievanoe procedure the College fails te
issue a response within the specified-time-limits, the grievance may-be-advanced
to the next step of-the-grievance proGedure^lf-the grievant or Association fails to
meet the specified time-limits at any step of the-grievance and arbitration
proGeduFO, the grievance will be considered withdrawn-and it Gannot bo
resubmitted;
D.

Arbitration 1.

The Oregon Employment Relations Board (ERB) will be jointly
requested by the parties to submit a list of five (5) proposed arbitrators.
The College and the Association will each alternately strike from this list
(order of striking will be determined by lot) one name at a time, until
only one name remains on the list. The name of the arbitrator
remaining on the list will be accepted by both parties.

2.

The arbitrator may interpret this Agreement and apply it to the particular
case submitted to the arbitrator, however the arbitrator will have no
authority to add to, subtract from, or in any way modify the terms of this
Agreement, nor will the arbitrator have any authority to limit or change
any policies, practices, rules, or regulations of the College not in conflict
with the specific terms of this Agreement. The resolution of any
grievance, under the grievance procedure above provided, will be final
and binding on the College, the Association and the employee(s)
involved.

3.

At the time of the arbitration hearing, either party will have the right to
examine and cross-examine witnesses, and a written record of the
proceedings may be made upon request of either or both parties. If
both parties desire copies of the written record, each will pay for the
copies they order; all other expenses related to the preparation of the
written record, including the cost of the arbitrator’s copy and the fees
and expenses of the reporter, will be shared equally by the parties.

4.

The Association and the College have the right to call members of
the Association and other staff to testify at an arbitration hearing.
The members of the Association who are called to testify,
regardless of work schedule, shall be paid for all time spent
testifying at the hearing. If providing testimony necessitates a
return to campus at a time not regularly scheduled to work, the
member will receive compensation for testifying in addition to time
worked on their regular schedule. This provision will not result in
overtime being paid, provided the college allows flexibility in the
4

member's regular hours of work.
5.

The arbitrator’s fees and expenses will be shared equally by the parties.

E. Association Right to Representation - Representative
1.

The grievant will have the right to request assistance and
representation of the Association by notifying the pPresident of the
Association of the grievant’s intent to file a formal grievance

2.

The Association pPresident will have the right to appoint a member
from the Association to represent the grievant.

3.

An Association representative will have the right to be present and to
assist in the resolution of the grievance at each step of the formal
grievance procedure. The named representative selected by the
Association will not change after the initiation of the procedure.

4.

The grievant and the other parties directly involved (hereinafter called
the parties) will be paid their regular rate of pay for time spent, which is
scheduled by management, in resolving the grievance during their
normal working time. This provision regarding paid time applies only to
1) meetings with College management; and 2) meeting between a
grievant, an Association representative, and a management
representative related to a grievance that has been filed.

5.

The parties must notify their supervisor for approval when it is
necessary for them to be away from their work in connection with any
processing of the grievance.

6.

Undepthis article; the Association and the College have-the right-te-call
members of the Association-and-other staff to testify-at an arbitration
hearing^—The members of the Association who are called-to testify,
regardless of work schedule, shall be paid-for all time spent-testifying-at
the hearing. If providing testimony-necessitates-a retum-to campus-at a
time-not regularly scheduled to work, the-membepwill-receive
compensation for testifying in addition to time worked on-their-regular
schedule. This provision will not result in-overtime being paidrprovided
the college allows-flexibility-in the member’s regular hours of work.

5
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ARTICLE 14

STATEMENT ON RETENTION
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LAYOFF AND RECALL
A. The following provisions apply to regular College employees, who do not work
fifty percent (50%) or more on a special contract or grant, and have completed
the probationary period.
The Association will be provided, in writing, a minimum of twenty (20) working
days’ notification prior to any layoff to bargaining unit employees. The partieswill
meet upon request of the Association to propose alternatives to a reduction in
force and to discuss the impact to members of the bargaining unit.
1.

In case of a reduction in force, or the elimination of a function,
employees will be laid off in accordance with qualifications to perform
the remaining required work without further training. When
qualifications, skills, and abilities are equal, seniority will prevail.

2.

Employees will be given, in writing, a minimum of 20 working days’
notice of layoff. This 20 day period may run concurrent to the 20
day notice period referenced above. Those employees who wish to
participate in the bumping process must notify the College in writing by
4:00 p.m. of the fifth (5th) working day after receiving their notice. Those
employees who do not notify the College will automatically be placed on
layoff status. Employees will be placed on the recall list the day after
their employment ends.

3.

If an employee elects to participate in the bumping process, then the
employee has ten (10) working days from their last day of employment
to submit a complete list of the employee’s qualifications, skills, and
abilities to the employee’s personnel file. The employee may be
interviewed by the Human Resources office to confirm their
qualifications and to explain procedures. Bumping priority will be as
follows:

ManagemeFrt-wtll4heF^4FaRsfeF-withGut-Feview4e4he-Qualifi6atieHS
Review-ApDeal-Gommittee-f-QARG^VwheFe-qualifiGatiQRS-and-seniGFitv

1st Priority: To the position held by the least senior employee in the same
classification job area at the same salaFV-r-anee-and for which the
reduced employee is qualified.
2nd Priority: To the a_position determined by Human Resources that is held by the
least senior employee in a classification atef the same or lower
salary range in a similar job family as defined by Human Resources
in a different job area and for which the reduced employee is qualified.
3rd Priority:—To-the-position-held-by-the-least-senior-employee-in-the-same-job-area
at a lower salary range and for which the reduced employee is qualified.
4th Priority: To the-positien-held-bv-the-least-senior-emplovee-of-a-tower-salaFV
range in a different job area and for which the reduced employee is
qualified.
F. Appeal Process
If the an employee wishes to appeal Human Resources’ managements
decision with regard to the recall or bumping process, they may request a
formal assessment of their qualifications as follows:
a.

The employee shall notify the Association of their intent to
appeal within five (5) days of notification of Human
Resources’ decision.

b.

The Association and Human Resources will form a
Qualifications Appeal Committee (QAC) to assess the
appeal within ten (10) days. The Qualifications Appeal
Committee will be comprised of:
(1)

Two (2) Association members recommended by the
Association President

(2)

Two (2) Managers recommended by Human
Resources

(3)

One (1) Classification and Compensation
representative from Human Resources

3.

c.

The QAC’s decisions will be based on comparisons with the
position description, established qualifications, and the
ability of the individual to perform the remaining required
work without further training as per 14.C.2.C.

d.

Bumping stipulations (1)

It is understood that the QAC must make its
determination within ten (10) working days on the
assumption that the “bumping” employee will be able
to perform at the same level of competency as the
“bumped” employee.

(2)

If the manager finds that the “bumping” employee
cannot perform the requirements of the position after
fifteen (15) working days, they may appeal to the QAC.
The burden of proof is on the manager to show that
the employee is not performing adeguatelv.
(a)

If the case can be made, the “bumped”
employee will be returned to their original
position.

(b)

The “bumping” employee will be placed on the
recall list.

lf4he-empteyeeA¥ishes4G-appeal4:Hana§emeR£s-deGisi0FFte4he-QRGT
theFHA«thiMweAty-(2Q)^Areri4R€bdays4Fem^
Gall-upeMhe-&upep4seF«f4he--pesitieR4FFquestiGFh9R^Ry-GtheF^eFSGR
that4t4eels-WGuld-be-appFopRate4G-assisMHwRdeFstaRdiR9-the
Fequked-duties^T^fteF4he^RG4ias4«Gei¥e44he-l4St-9f-qualtfi€atiGRST
&!4IISr^Rd-aMies4ienMhe-ef:Rpleyee^s-peFSGFH:iel4i^^
pesttiGRS^Mhe-same^Gb-aFea^hai-aFe-less-senieFraRd-ecfHal-te-GF
bete¥;Mhe-8alaiy4^Rge4e¥el-G^4he-buffipiRg-empleyee^I:^e7jeb-aFeas
are as follows: (1) SecretarialZG!eriGah-(-2-}-Gr-aft&-and-T-radesr(^-)
GeeFdiRatGrZSpe6ialistr-(4)-TeGhFH€alZRafa-pfGfes&iGRalT
(5)-Sep/iGeZMaiRteRaRGe^nie44umaFhRes0feH:Ges-G#i€e-wi!l-keep-aR-wpte-date^isM-all-pGsitieRs-aRd^heiF-Fespeetiye-jeb-aFeasT
Te-be-sen&ideFed^BF-a-pesitieR-eutside-aA-empleyee^s-jeb-afearaR
empleyee-R=ws^ideRt#y4he-&pe€ifiG-pGsidGR64hat4he-empleyee-w0u^
{ike4G-^e-GORsideFed4G4^aRd-Rottfy4he-QRG4RAddR§T-44:ie^same
pFG€ess-aRd4ifReyRes4hat-geveffi-pesftieRS-ii:H:elated4eb-afeas-v#}ll
apply4e-posidoRS4R-Ron-Felated4od-afeasT

4.

B.

The-QRG4s-a4ive-FReffibeF-€enwHttee-Fnade-up-ef4we-Glassified
ffieffibers-FeG©ffmF>ended-by4he4^ass#ied-pFesidenMwe^^
empteyees4«€effiffleRded-by4he-Gellege--pFesideFitr-aftd-a--FRHtually
appointe44iftl:M«embeF-sele6ted4roffk€UTORt^Gllege-stafrmembe<:S7
AU-appeintments-mus^be-appFGved-by-the-pFesidentof-the-Gellege-eF
the-presideH^s-designee^Fhe-QRG^s-deGisiefts-wni-be-based-oft
GGmpaHsens-wttMhe4ob-des€Hptienr-established-qualifi€atiGHSr-and-the
ability-oMhe-Mvidual-te-peffeffA-theHFema^
furtheptFaWngr-ft4s^jnderstGed4hat4he-QRC-must-ffiake-its
deteFminatieR-GR-the-assHmptiGR-that^^
ab!e4e-peFfeFFR-at4he-saffie4evel-Gf-GompeteF^/-as-the-^buffiped21
emptey^eAwthiMep4W)Avori4ng-4aysT-The-QRG:s-deGisiGH-wUI-be
final-aF»d-bindiRgMjnless-a-&upep4sGP€aA-demGRstFate-te-the-QRG-that
afteM^-wGd^ng-days^he^^bumping^^-empleyee-Gamet-peFfGiTR-at-the
same-level-ef-eompeteRoy-as^he-iibumped^-emplGyee^-lf-SHGh-a-Gase
Gan-benr»ader4heMhe-!:buffiped^-emplo^'eejjt4U-be-Fetumed-tG-the
bwrjped-emplGyee^s-ORginal-pesitiGftr

The following provisions apply to employees who work fifty percent (50%) or
more on a special contract or grant (i.e., Funds 10 and 16), and have
completed the probationary period. The Association will be notified, as soon
as the College is made aware, of any layoff to bargaining unit employees. The
parties will meet upon request of the Association to propose alternatives to a
reduction in force and to discuss the impact to members of the bargaining unit.
1.

The College's employment obligations and the position are subject to
termination or reduction at any time that the funding for the program,
special contract or grant as described above is terminated or reduced,
without review under the provisions of this Agreement and without
further payment into the program by the College.

2.

If such a termination should occur, the following provisions apply:
a. The College will identify the position(s) to be eliminated, in its
discretion.
b. If more than one grant-funded employee within the same program
holds a position within the same job classification and performing
the same job duties, the employee(s) with the longest service in the
Classified bargaining unit will be retained, provided the College
determines that the employee(s) to be retained is qualified for the
position(s) and provided that the employee(s) to be retained has at
least six (6) months of service in the classified unit.

c. For purposes of paragraph b above, ’’program'' is the one to which
an employee is assigned by the College.
d. If an employee simultaneously works in more than one program, the
employee will be considered to work only in the unit to which they
are assigned as of official College record, for purposes of
paragraph B.2.b above.
e. Grant or contract employees cannot participate in the bumping
process.

C.

3.

When appropriate under the special funding contract or grant
guidelines, the College agrees to apply for adequate special contract or
grant funds to insure full compliance with this Agreement.

4.

Classified employees who are initially hired on special contracts or
grants and who want to voluntarily transfer to a position funded by the
general fund will be subject to the regular staff recruitment and selection
process for such available positions.

The following provisions apply to all employees who have been laid off from a
position at the College:
1.

Employees will be placed on the recall list the day after their
employment ends.

2.

Each employee on layoff status must notify the Human Resources
office in writing as to the employee’s present address, email address
and telephone number. This notice will be updated quarterly or when
there is any change, whichever is sooner.

3.

Layoff status will automatically terminate after two (2) three-f-3) years
from the date that the employee was placed on the recall list.

4.

Classified employees on the recall list will be considered, without
competition, for an open position for which the employee is qualified for
and that is at or below the salary range they were laid off from. The first
130 working days in the new position will be used as probation. If the
employee is not successful after the evaluation period, the employee
will be placed back on the recall list. The time previously on the recall
list, before accepting the open position, plus the evaluation period,
count towards the two (2) three-(-3) year recall list limit.

5.

The college will fill open positions from the recall list by following these
processes:
a.

Employees will be recalled to work in accordance with skills and
ability to perform the required work. If skills and abilities are

equal, employees will be recalled from layoff according to the
highest seniority.
b.

If HR notifies an employee to inform them of an open position,
the employee notified has five (5) days to contact HR. If the
employee declines the position or does not respond, HR contacts
the next employee on the recall list to offer them the open
position, this process will continue down the seniority list until all
qualified employees on the layoff list have been contacted.

c.

For those employees that failed to respond under section 5.B,
HR will mail a certified letter to the employee’s last known
address. Employees who fail to respond within ten (10) days
shall be considered a voluntary resignation and the employee
shall be removed from the recall list.

d.

Employees will be placed on the list according to their salary
range. Employees at the same salary range will be placed on the
list according to seniority. If a position opens that is the same
salary range, the most senior qualified employee will be offered
the position. If the employee declines the offer to accept the
same salary range position, the employee will move to the
bottom of the layoff list, and the next person on this list will be
offered the position. If an employee declines a same salary
range position two (2) times, it shall be considered a voluntary
resignation and the employee shall be removed from the recall
list.

e.

If a position opens, and there are no employees of the same
salary range, employees of a higher salary range may be offered
the lower salary range position based on skills, abilities and
seniority. If an employee accepts the position, they will be placed
as a new hire. There is no recall list placement penalty for not
accepting a lower salary range position.

f.

If a position opens, and there are no employees on the recall list
that are the same salary range or above, and if an employee(s)
qualifies for this open position, HR will notify them that the
position is open. The employee can apply for the position as an
internal Classified applicant.

6.

No new employees will be hired by the College until all employees on
layoff status desiring to return to work have been recalled or there are no
qualified laid off employees who can fill the position.

7.

Failure to report to work within ten (10) days of notice of recall will
terminate any and all relationships with the College.

D.

As related to this Article, “qualifications” means those qualifications required by
the position description on record for the job in question. “Skills and abilities”
means that the employee must have to be able to perform the required work
as determined by HR andZer-the-ORG without further training. “Without further
training” means the ability to perform with the same competency as the
“bumped employee” as related to the essential job duties of the job description
within ten (10) working days. Job descriptions for this purpose are those
position descriptions on record.

E.

District-funded Classified employees who are unemployed because of
reduction in staff will have their medical insurance benefits paid by the College
for a period not to exceed three (3) months, provided they are

F.

1.

Not employed elsewhere

2.

Not covered by a spouse or domestic partner

3.

Not covered by any other source.

Accepting an MHCC part-time hourly position will not remove the employee
from the recall list.

MHCC Proposal September 11, 2019

Tentative Agree
CEA
CEA
MHCC

U

ARTICLE 15
PERSONNEL PRACTICES. PERFORMANCE IMPROVEMENT. DISCIPLINE. AND
DISCHARGE
A.

An employee has the right to request Union representation in a meeting
if they feel the meeting could lead to discipline.

B.

Memos Letters of Expectations
Memes Letters of Expectation are intended to memorialize and reinforce
coaching from supervisors to clearly communicate expectations for
employees. Memes Letters of Expectation are not considered discipline, ari
not subject to the grievance provisions of the contract, nor shall they be
entered into an employee’s personnel file.

C. PERFORMANCE IMPROVEMENT PLANS Plans of Assistance
1.

The parties agree that issues relating to routine employee performance
should occur at the lowest possible level and focus on the need for
improvement. When the performance of an employee is determined by the
supervisor to fall below expected levels, the employee and supervisor shall
meet to discuss the employee’s performance. Within two (2) weeks Aafter
the meetingrunless it is-etherwise mutually agreed to extend the timelines,
the supervisor, in consultation with Human Resources, may prepare and
present a performance improvement plan (PIP) plan of assistance (ROA)
identifying specific problems the employee must correct and the means by
which the employee will correct them. The supervisor will provide notice
that failure to comply with the PIP ROA to improve performance to
expected levels may result in discipline up to and including dismissal for
just and reasonable cause. Upon request made to the Association, an
Association member representative may be present at the meeting in which
the PIP ROA is presented. The employee shall be provided a-minimum of
sixty (60) thirty (30) days from the date the PIP ROA is presented within
which to improve performance. The supervisor may extend the PIP ROA
after a discussion withwith-the agreement of the employee and the
Association.

2. Within fourteen (14) days of the conclusion of the period of the PIP ROA,
the supervisor shall conduct an evaluation to determine whether the
employee has complied with the PIP ROA. The supervisor shall present
the evaluation at a meeting with the employee and the employee’s

Association member representative if a member representative has been
requested. If the supervisor fails to conduct the evaluation at the
conclusion of the period of the PIP RGA, or fails to extend the PIP ROA,
the employee shall be deemed to have complied with the plan.
3. If performance falls below expected levels in any area in the ensuing
twelve (12) months after successful completion of the PIP ROA, no
additional PIP ROA will be issued, and the employee may be subject to
discipline, up to and including dismissal for just and reasonable cause, with
approval from the Office of Human Resources.
4. PIPs are not considered to be discipline. Future disciplinary action will be
based on performance or conduct that occurs either during the period of
time identified in the PIP, or after the PIP period has concluded.
D.

Reprimand, Demotion, Suspension without Pay or Termination
1.

2.

Except in the case of probationary employees, who mav be disciplined
with or without cause, rReprimand. demotion, suspension without pay or
termination of any regular employee will be made only for just and
reasonable cause. The following list includes but is not limited to reasons
for reprimand, discharge, demotion, or suspension.
a.

Unsatisfactory work performance.

b.

Repeated-tardiness?

c.

Repeated absenteeism.

d.

Unauthorized absence^) of more than-five (5) days.

e.

Refusal to perform assigned work.

f.

Insubordination.

g.

Attendance issues,

h.

Violation of law, policy and/or Administrative Regulations.

If any regular employee is reprimanded, demoted, suspended from paid
employment or terminated, and believes he or she has been dealt with
unjustly in accordance with this Agreement, the employee may appeal the
action in accordance with the grievance procedures.

3. Reprimand, demotion, suspension without pay or termination of any
probationary employee is governed by the provisions of Article 4,
paragraph G.
4. The principles of progressive discipline shall be used when appropriate and
dependent upon circumstances. Progressive discipline mav include, but not

be limited to: written reprimands, demotion, suspension without pay, and
dismissal.
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ARTICLE 16
PUBLIC SAFETY
Public Safety Officers shall be afforded all the same rights and privileges as all other
members of the Classified Bargaining Unit unless specifically outlined in this Article. For
the purposes of this section, Public Safety Officers designation shall include the Lead
Public Safety Officer as well, unless otherwise specified.
A. Week between Christmas-and New-YeaFs-Day
All-days-between Christmas-and New Year’s Day exclusive-will be non-servioe-days
for Public Safety-Officers. The red uction-of service days-provided by this Agreement
will not reduce the salary or accrued-time of any-employee.
In the event that the-College requires-fuli-time public safety officers to-work a nonseFviGe-dayHhoso public safety-officers whose regular sehedule-falls on the-nenservice-day will be afforded-the opportunity-to-bid to work-their regular shift.-lf-that

An Officer assigned-to-work a shift during-the non-service period will-be-paid doubletime-fer-all hours worked, plus applicable shift differential. {BARGAINING NOTE:
This is moved and modified below}
B. Work Schedules
Public Safety Officers will be scheduled shifts with no less than two (2) consecutive
days off and at least ten (10) hours between the end of one scheduled shift and the
beginning of their next scheduled shift, unless mutually agreed upon by the Public
Safety Officer and management. Shift schedules are to be assigned by seniority and
posted no less than two (2) weeks ahead.
1. Schedules may not be adjusted without a minimum of two (2) weeks’ notice,
unless special circumstances exist and mutually agreed upon by Public Safety
Officers, the Classified Association and department management.
2. Public Safety Officers may trade shifts or days off with other Public Safety
Officers by mutual agreement between the affected employees and approval of
the supervisor. Such trades may not be approved if it would result in additional
overtime or compensatory time for the employees.

1

3.

There will be no less than one shift bid per year where all schedules are posted
and each fulltime officer will choose their schedule by seniority. One regularly
required shift bid will occur on the 1st of November and the bidding process will
begin on that day. Each officer will have no longer than five (5) days to make
their selection. The new schedules selected will begin on January 1st.

C. Shift Differential
1. For each shift in a week that the majority of work hours fall between 11
PMOrffly and 6 AM arffl^will receive a two percent (2%) shift differential.
2. For each shift in a week that the majority of work hours fall between 5 PM
PtW? and 11 PM will receive a one percent (1%) shift differential.
3. Work hours that do not meet either a 1_or b 2 above will not receive a shift
differential forthat shift.
4. Work hours that fall equally into two of the time periods in 1_or 2_a,-bror-G
above will receive the higher shift differential.
5. Shifts falling in to the time periods outlined in 1, 2, or 4 ay b ord-in a oneweek period must be forwarded to payroll in writing by the supervisor in order
for the employee to receive the differential.
6. Work shifts-Gould be any-set-Gembination-of the above-net to exceed-ten
percent (10%)-weekly-&hift differential.
D. Equipment and Uniforms
Public Safety Officers will be provided no less than five (5) uniform shirts, in their
preference of short sleeve or long sleeve; five (5) pair of uniform pants, in their
preference of short or long; and other required equipment.
After the first year of employment in the public safety department, employees will be
provided up to $300 $400 annually for replacement uniforms, which could include
acceptable work footwear.
E. Parking
For shifts other than weekday day shifts, excluding holidays and closures, Public
Safety Officers will be provided an optional place to park their personal vehicle that
is away from the public, behind a gate and secured while they are on duty.
F. Group Term Life Insurance and Group Accidental Death and Dismemberment
Insurance
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1. The group term life insurance benefit for Public Safety officers will not be less
than $100,000 benefit per employee.
2. The group accidental death and dismemberment insurance benefit for Public
Safety Officers shall not be less than $100,000 per employee.
(BARGAINING NOTE: INSERTED SECTION A FROM ABOVE}
G. Non-Service Days Week between Christmas and New Year’s Day
All days between Christmas and New Year’s Day exclusive will be non-service days
for the College PubliG-Safet-v-Qfficers. The reduction of service days provided by
this Agreement will not reduce the salary compensation or accrued time of any
employee.
In-the event that tThe College requires full-time public safety officers to work a nonservice days as bid on in the yearly bid and thereafter scheduled, these pPublic
safety officers whose regular schedule falls on the non-service day will be afforded
the opportunity to bid to work their regular shift. If that officer declines, the shift shall
be bid by seniority so long as overtime is not created.
An Officer assigned to work a shift during the non-service period will be paid double
time for all hours worked, plus applicable shift differential.
If an employee requests time off during this period of non-service days they
are scheduled to work, subject to the operating needs of the College, that time
will be granted- If two (2) or more employees request the same recognized
non-service off and the matter cannot be resolved by agreement of the
employees concerned, the employee(s) with the greater seniority under Article
___________________ shall be granted time off: provided however, that an
employee shall not be given this seniority consideration more than once every
two (2) years for any given recognized non-service.
H. Holidays
If an employee requests time off on a recognized holiday that they are
scheduled to work, subject to the operating needs of the College, that time will
be granted. If two (2) or more employees request the same recognized holiday
off and the matter cannot be resolved by agreement of the employees
concerned, the employee(s) with the greater seniority under Article
___________________ shall be granted time off; provided however, that an
employee shall not be given this seniority consideration more than once every
two (2) years for any given recognized holiday.
Public Safety employees will be given all holidays off as specified in Article 9 (not the
observed holiday). (An employee working on a holiday will receive regular pay for
the holiday plus single time, including all applicable shift differentials.)
3

I. Timeoff Requests Due to the scheduling nature and need for coverage at the College. Public
Safety employees should give a minimum of two (2) weeks notice for any
preplanned leave needed, including planned doctors appointments. This
excludes the daily use of sick leave. Any exceptions to this timeline must be
mutually agreed to between the supervisor and the employee, in writing.
J. Officer Safety
The parties agree to discuss the on-going safety issue of single coverage shifts with
the Association in CMC.

4
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ARTICLE 17
PART-TIME TEACHING
A.

Employees covered by this Agreement will not be denied the right to apply for
and accept part-time teaching positions with the College, provided, however, that
the College has no obligation to permit such employees to work in part-time
teaching positions if the College, in its discretion, determines that it would
thereby be obligated to pay overtime under the Fair Labor Standards Act
(FLSA). They will be treated as any other individuals applying for part-time
teaching positions. [BARGAINING NOTE: The College leaving in the
immediately preceding sentence does not in any way concede the College
stance that this sentence is contradictory to the management right
limitations already stated in the entire paragraph. The proposed removal
of this sentence was for clarity purposes only. Proposing current contract
language to remain is only in an effort to resolve this contract.]

B.

If an employee covered by this Agreement is selected for a part-time teaching
position, it is understood by both parties to this Agreement that such duties will in
no way be considered additional duties to the employee's classified job unless
the College, in its discretion, has added such duties to the employee's job
description as a classified employee.

C.

It is also understood that Association members will not apply for part-time
teaching positions whose scheduled hours conflict with their classified position
work hours without approval of their supervisor. Association members who
accept part-time teaching positions will be responsible and accountable for not
allowing their part-time teaching duties to interfere with their classified job
functions.

D. Association members who apply for but are not selected for part-time teaching
positions will not have recourse under the grievance procedure of this Agreement
(Article 13).
E.

Employees who agree to reduce their classified hours at the request of
management to accommodate a part-time teaching schedule will be treated as a
regular full-time classified employee for all purposes of this Agreement. (No loss
of status or benefits will occur.) It is agreed that this article does not require
duplication of benefits.

F.

Employees who teach as a part of their regular classified positions will not be
required to split their positions into classified and part-time teaching and will
continue as Association members. Should an employee’s teaching duties
increase such that the classified position is eliminated and the position is then
created as a faculty position, the affected employee will be given a preference to
outside applicants, if that individual’s qualifications are equal within thediscretion
of management.
1

MHCC Proposal September 11, 2019

Tentative
CEA
CEA
MHCC

reem

ARTICLE 18
ASSOCIATION BENEFITS
To implement further the cooperation pledge as set forth in this Agreement, the College
agrees to the following:
A. Office Space
1. The College agrees to rent a room to the Association for its office, with
appropriate office equipment for the duration of this Agreement. The
Association may schedule conference rooms on the same basis as any other
campus group.
2. Rent is fifteen dollars ($15) per month.
B. Classified Professional Development Funds
1. The College will provide $30,000 $20:000 per year during the life of this
Agreement for professional development for Classified personnel.
2. Professional Development Funds will not be used for mandatory in-service
programs to train personnel as to College practices and procedures or
required licenses or certificates. Professional Development Funds may be
used to upgrade individuals through with special training sessions and/or
College course work.
3. The Classified Professional Development Committee
a. The Classified Professional Development committee will be
comprised of five (5) members:
i. The Association president: and
ii. Four (4) at large Association members.
b. The decisions of the committee are not subject to the grievance
procedure.
c. The Committee may approve funds, upon request from area
supervisors, for an employee to take a course or a training program
during a work shift, only if job related, without loss of pay to the
1

employee.
G^fhe-Classified-^^FefessienaM^evelGpffient-GGffiffiittee-will-be-GGmpFise^-ef-five-^
ffieff^bere?4he-AssGGiatien-^resideRt-aRd4GUF{4)-at-lafge-AssGGiatioR-RftembeF&7
The-deGisions-ef^he-eGmmittee-aFe^^Gt-SHbjeeMe-the-gHevanee-proeeduFez
C. The Association President will be paid an annual stipend of $6,000 (six thousand
dollars) for working with the Board and the College President on College matters.
The stipend will be paid on a monthly basis.
D. Association Officers
1. The Association Officers may, without loss of pay, use up to an aggregate of
twenty (20) tweke-(42) hours in any one week to participate in the following
functions of mutual interest to the College and the Association.
a. Executive Officer team meetings
b. Executive Board meetings
c. Classified Association meetings
d. Other matters mutually agreed upon by the Association and the
College.
No individual Association Officer shall exceed eight (8) hours in a given week.
2. Each Association officer must submit a monthly accounting of the hours used
to the director of Human Resources. Such accounting must be signed by the
employee and the employee's supervisor and include the following
information: the name of the officer, the office held, the number of hours used
by the officer under this provision, and a description of the reason for the use
of such hours.
3. The Association Officers will be responsible for advising their supervisor when
he or she will be away from his or her job. It is understood that the above
time limitation does not apply to the handling of official grievances or
attendance at special committee(s)/meeting(s) requested by the
Administration.
4. Notwithstanding the above, if the Association president designates another
classified member of the bargaining unit to represent the grievant in a
grievance procedure, the Association president will not be given release time
for the same purpose.

2

E. Release Time
1. Unlimited paid release time with prior approval from management will be
granted to all Classified Association members for the following :
a. Authorized College-related committee meetings
b. Actual negotiations time, if conducted during regularly scheduled work
hours
c. Other matters mutually agreed upon by the Association and the
College
2. The Association officers or their designees shall be granted forty (40)
aggregate hours of paid release time per year to be used for the
purpose of training in matters relating to the Association’s duty of fair
representation, bargaining, contract enforcement and maintaining its
collective bargaining relationship with the College. {BARGAINING
NOTE: This is from Article 12 -Section M.}
3. Limited Paid release time will be granted to all Classified Association
members for the following:
a. General Membership Meetings, usually held quarterly, will receive two
(2) hours release time, if the meeting occurs during the last two (2)
hours of the day, or one (1) hour, if the meeting is held in conjunction
with unpaid lunch time. The College and Association will
collaborate to provide meeting time(s) for employees on swing or
night shifts.
b. Other meetings as approved, in writing, by the Association and Human
Resources. the-VP-Qf-AdmiAistr-ative-ServiGes-Qr-their-desiqAee
c. Meetings related to a grievance in accordance with Article 13.G.4.

3
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ARTICLE 19
COLLEGE CLOSURES
A. Both parties agree The College and the Association are in agreement
that there are three (3) basic College closures and the parties will adhere
to the following conditions:
1. Total Closure^: The College president or the president’s
representative designee will make the decision to totally close the
College. Managers will designate netify-essential personnel
expected to be on duty. Notice of total closure will be announced
to the employees on the College website and other viable means.
Managers will designate notify essential personnel expected
to be on duty as per department practice.
If a total closur-e-ocGurs for any reason, Pay will continue for all
employees, unless such closure continues beyond three (3)
consecutive working days. Should the closure last more than three
(3)
consecutive da vs. the Association President will be sonsulted
notified regarding the College’s decision whether employees
are paid beyond the three (3) consecutive days. The
designated essential personnel will be compensated at straight
time plus straight double time.
2. Delayed opening or early closure: Employees will be notified that
the College will not open until a certain specified time or will close
early due to circumstances beyond the control of College
administration. When a delayed opening is announced,
employees will not be expected to be at work earlier than at the
announced opening time unless they are designated as
essential personnel. When an early closure is announced,
employees are expected to leave the college at the stated
closure time unless they are designated as essential
personnel. All-personnel are-exoected to be on duty during the
time the College-is-open. Exceptions may be made by the
President or designee. All ^employees will be paid for their normal
work hours.

7^,

3.

Partial Closure: Employees are expected to report to work as usual
during certain partial closures when students are not required to
report for classes. During such closures there may be areas where
employees are given the option to leave work without pay or to
assist in some area for pay. If an employee is unable to report to
work during a partial closure that subsequently becomes a total
closure, the employee will be compensated for the employee’s
normal work hours during the total closure.

B. Essential Personnel
The College values the safety of all employees and it is understood
that if reporting to work would result in an unsafe commute, the
employee should notify their supervisor. If an employee determines it
is unsafe to report to work during a weather-related closure, the
employee will not be impacted negatively for their decision.
1. Managers, in collaboration with Human Resources, will
determine and designate essential personnel expected to be
on duty for various types of closures.
2. The essential personnel referred to in Article 19.1 may be
activated at the time a closure is determined and will be so
notified. They-atene Employees who are activated to work shall
be compensated at double straight time plus straight time, during
the period that they work serve.
C. Employees should assume a closure is in effect until 5:00 AM 11:59
PtFRt of the day following the closure day unless notified otherwise by
a manager.
D. It is further understood that a -closure- may not affect all employees
equally. During a -closure- it is possible that groups or shifts may or may
not be impacted.
E. When a delayed opening is announced, employees will-not be expected
to work-earlier than the announGed opening time unless they are
designated-as essential personnel?

2
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ARTICLE 20
EQUAL EMPLOYMENT OPPORTUNITY
A. The College and the Association are in agreement with the established policy
and practice of not engaging in unlawful discrimination, and providing to all
candidates for employment and employees equal opportunity and consideration,
consistent with any status or characteristics protected by Board policy or any
applicable laws. This would include but is not limited to: laws and policies relating
to discrimination on the basis of race, creed, color, national origin, age, sex,
disability, gender identity, veterans status, or marital status.
B. Neither the College nor any of its agents or representatives will discriminate
against any employee because the employee is a member of, or acting as, an
officer or other representative of the Association.
C. Neither the Association nor any officer or other agent or representative of the
Association will intimidate or coerce any employee.
D. Every College employee has the right to ensure that the procedures and benefits
covered in the Agreement are implemented for the employee in the manner
specified by the Agreement. No employee will retaliate against or intimidate any
other employee who has questioned the proper implementation of this
Agreement (by contacting the Human Resources office or any Association
representative).
E. The employer-agrees-to adhere to all appliGable-Health-and Safety laws. Prior to
seeking-redr-ess through-the-grievanGe-presedure-for-allegations that employee
health and safety has been compremisedrempleyees-shall utilize existing
eeHege-pFoeeduFes-to-report-their-concerns. Employees-reporting concerns may
be-assisted by a representative of-the-Association.. [Bargaining Note: This is
being moved to Article 3].

1
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ARTICLE 21
ASSOCIATION SECURITY AND MEMBERSHIP
A. Association Security
1. Employees have the right to membership in the Association, but membership
in the Association is not required as a condition of employment.
2. The Association will provide to the College, for distribution to newly hired
classified personnel, a document advising them that the Association is their
exclusive bargaining representative. This document shall include a list of
Association officers, representatives and Association contact information.
3. An Association representative will be provided up to thirty-f30) forty-five (45)
minutes during the College’s-SGheduled fora New Employee Orientation, in
order to meet with newly hired ©Classified staff. The College shall provide to
the Association President advanGe-notice of the planned orientation-SGhedule
the names of the new employees. The Association will contact the
employee to schedule an orientation. This shall be paid release time for the
Association representative during their regularly scheduled shift.
4. Collective Bargaining Agreement Distribution

eh i. The College agrees to print this Agreement for any Classified Employee
who requests a copy. The Agreement will be available on the HR website,
within thirty (30) days of signing.
br ii. A printed copy of the current Collective Bargaining Agreement will be
provided available to new Association members upon hire.
5. Dues Check-Off/EaiF-ShaFe
i. The Association will notify the College’s agent, in writing, of the
exact amount of regular membership dues to be deducted and the
legal names of the members from whom such deductions are to be
made. Upon receipt of a payroll deduction authorization from the
employee, the College will make monthly Association dues
deductions from the employee’s pay and remit such deductions to the
official designated by the Association in writing. The Association
1

shall also notify the College when a bargaining unit member
should no longer have dues deducted. The College shall enact
dues deduction changes on the pay period following
notification.
br iL_Remittance of Dues
a. Reporting
Within ten (10) days after each pay period, the College shall
send the Oregon Education Association (OEA) Membership
Specialist and the Association Treasurer an Excel-compatible
spreadsheet of the NEA/OEA/CEA dues, including voluntary
Association contributions, deducted from each member's
paycheck.
b. Payment to OEA
Within ten (10) days after each pay period, the College shall
send to OEA, in a single payment, the combined NEA and
OEA dues, including voluntary Association contributions,
deducted for the month.
c. Payment to Classified Association
Association dues payments will be deducted and paid
separately from OEA/NEA dues and shall be remitted to the
Association Treasurer.

C; Both parties agree to a fair-share agreement. It i6 understood that each
employee-whe4& a member of the bargaining unit-heFeiR-defined, but is not
a member-of-the Association, must-Gontribute to the-AssoGiation as
representative costs an amount equivalent to such assessments paid by
AssoGiatieR-members from-the compensation of-eaGh-of the Classified
employees members covered by-this Agreement. Upon-notice from the
Association of the amouRt-and names of the-empleyees-who are to
contribute-a-fair-share, the College-will deduct the-amouRt-and remit to-the
Association.
d. An individual-employee may objeGt-to said payments on-the grounds of
teachings of a GhurGh or religious body. The member then will be required
to inform the College and-the Association of-the-member’s objection—The
individual-employee will meet-with-the Association-President and the HR
Director or designee and establish a-mutually satisfactory-arrangement for
distribution of an-amount-of money equivalent-to regular Association
assessments-to-a nonreligious-Gharifo a College scholarship fund, or a
nonprofit foundation?
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B. Maintenance of Membership Support
In the event that fair share agreements pursuant-to this section are determined to
be-impermissible pursuant to changes in-state-law, the parties agr-ee-to the
following?
1. All employees covered by this Agreement who become members of the
Association, shall remain members of the Association during the term of
this Agreement.
2. This provision does not apply to any employee, who, within the month of
September, withdraws from the Association by sending a signed
withdrawal statement to the Association with a copy to the College’s
agents.
3. In the event that Section B is also overruled by changes to state law or
federal law, the parties will meet within thirty (30) days to discuss
alternate language pursuant or ORS 243.702.
C.

Information
Twice a yeaMhe College Association shall provide the Association College
with-a-current list of-all members-of the bargaining-unit?
The Association, in partnership with OEA, shall provide the payroll office
with a current list of all members of the bargaining unit at least quarterly.
Each month, the College shall provide the Association with a current list of all
members of the bargaining unit, including all new Classified employees. The list
will include name, ID number, home address, home phone, placement,
exempt/non-exempt status, and position FTE. In addition, the College will
provide the employee’s department, job title, and campus work email, if
available.

D.

Indemnification Clause
The Association agrees to indemnify and hold the College harmless
against any and all claims, suits, orders, or judgments brought or issued
against the College as a result of any action taken by the College under
the provisions of Sections A(5) and B of this Article, Such waiver shall not
apply to any action by the Association to enforce the terms of this
agreement. This hold harmless agreement shall be void unless the College
(1) gives immediate notice of any claim to the Association, (2) tenders to
the Association the defense of any claim, and (3) fully cooperates with the
3

Association and its designated counsel in the defense of the claim.
E.

Classified employees (as defined in Article 1.A) who as of July 1,
1993, are on special contract or grant funds that are entirely or
largely funded by sources other than local taxes, tuition, and state
FTE appropriations and that have not been established by the
College as permanent College programs, will be eligible for
membership in the collective bargaining unit if fifty (50) percent or
more of the Classified employees on an individual government grant
or special contract show their interest in uniting and joining the
collective bargaining unit
If fifty (50) percent or more on a specific government grant or special
contract show interest, all Classified employees on that grant or
contract will become members of the unit and have all rights and
obligations of this Agreement, except those limitations imposed by
the granting or contracting agencies, and as specifically noted in
other provision(s) in this Agreement.
Classified employees hired on a special contract or grant funds
established after July 1,1993, that are entirely or largely funded by
sources other than local taxes, tuition, and State FTE appropriations
and that have not been established by the College as permanent
College programs will automatically become members of the
collective bargaining unit [BARGAINING NOTE: Moved from article
2]
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ARTICLE 22
COLLEGE-ASSOCIATION RELATIONSHIPS
A. The Association recognizes the responsibilities imposed upon it as the exclusive
bargaining agent for the Association members and realizes that in order to
provide maximum opportunities for continuing employment, good working
conditions, and better wages, the College must be in a strong position, which
means that it must maintain comparable tuition, a comprehensive approach to all
programs, a flexible approach to scheduling programs, and innovation an
innovative thrust in program development, and to accomplish such with the
lowest possible comparative costs that are consistent with other comparable
labor standards and salaries.
B. The Association therefore agrees that it will cooperate with the College and
support their efforts to ensure a full day's work on the part of its members, and
that it will actively combat absenteeism, tardiness, and any other practices that
impair the operation of the College. It further agrees that it will support the
College in its efforts to maintain good morale and accurate communications to
the employees; to help prevent accidents to employees and students; and to
strengthen the goodwill between the Board, the administration, the faculty, the
students, and the community the College serves.

Tentative Agreement
CEA k
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ARTICLE 23
FUNDING
A.

The parties recognize that revenue needed to fund the compensation
provided by this Agreement must be approved by established budget
procedures and, in certain circumstances, by vote of the citizens.

B. All such compensation is therefore contingent upon sources of revenue
and, if necessary, voter budget approval. The College has no intention of
reducing the compensation specified in this Agreement because of
budgetary limitations but cannot and does not guarantee any level of
employment in the bargaining unit covered by this Agreement. The
College agrees to include in its budget request amounts sufficient to fund
the compensation provided by this Agreement, but makes no guaranty as
to passage of such budget requests or voter approval thereof, if such
requests become necessary.

_a
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ARTICLE 24
SAVINGS CLAUSE
If any provision of this Agreement is held to be invalid by operation of law or by any
tribunal of competent jurisdiction, compliance with the remainder of the Agreement will
not be affected thereby. Upon the request of either the College or the Association, the
parties will enter into negotiations for the purpose of attempting to arrive at a mutually
satisfactory replacement for such provision; provided, however, that the provision of the
strike/lockout article will continue in full force and effect even though a satisfactory
replacement is not achieved. It is understood and agreed that any such matter will not
be subject to arbitration hereunder. All other provisions, sections, clauses, and articles
will remain in full force and effect.

Classified Association Proposal 3/7/19

ARTICLE 25
NO STRIKE - NO LOCKOUT
Both parties agree to abide faithfully by the provisions of this Agreement and the
Board Policies and Administrative Regulations. As a condition of the various
provisions of this Agreement to which the parties have agreed, the conferring
agent pledges that members of the Association will not engage in a strike, work
stoppage, slow down, or any other activity that would impede the normal workday
during the term of this Agreement, and the College pledges that it will not
conduct a lock out during the term of this Agreement.
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ARTICLE 26
PERFORMANCE REVIEW
It is the intent of the performance review process that the supervisor and employee
engage in discussion on an ongoing basis about areas of strength, growth and
performance improvement, to promote continued success of the employee. The process
should be seen as a communication tool between supervisor and employee, a formal
opportunity to review the employee’s job description, performanGe-over the review
period-end work activities, as well as, an opportunity to discuss opportunitiesgoals for
improvement! and areas of interest! and growth. In-addition, the review provides a
record of the employee’s performance for-the-empleyee^s-personnel-filev
A. Classified Performance Review Committee
A committee will be formed and charged with developing the performance
review process. It is the intent of both the College and the Association to
revise the performance review process in a manner that is useful to
employees and management.
1. The Committee will consist of three (3) Classified employees appointed by
the Association, three (3) administrators appointed by the Human Resource
Director College President, and others, as agreed among all Committee
members.
2. The only formal performance review completed during the life of the
committee will be for probationary employees using the previous
process.
In 20-16 2019, the Committee no-later-than-Julv-15th will convene within 60
Committee will convene-everv-Seotember-at-a minimum. The committee
will disband after the new performance review process is approved.
4. The committee will collaborate and provide input and suggestions for
improvement of the review process and the. PerformanGe-Review form.
5. Recommended changes to the form or process will be presented to the
President’s Council bv the dDirector of Human Resources (“HRD”) and one
Association-Gommittee-member-for review and approval within one (1) year
of date of ratification. If no mutually agreed recommendation is
presented to the HRD within this time frame, the Committee will
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6. Approved changes will be implemented by a date to be determined by the
committee. for-the-following-review-cyGle-whiGh-starts-in-January-.
B.
1 .■■Human-Resources will-maintain the current approved form and
instructions/guidance documents regarding the process on their website.
They will update any informatien-by-September-ef-eaGh-year. The-website
will-include-the-following;

b. Performance review process

dT-Performance review-meeting expeetatiens-and-gutdelines

C. Performance Review Furm
PeffeHnanee-Feview-ef-empteyees-shall-be-iH-aGGeFdaHGe-with-standafdized
Glassified-Employee-PerformanGe-Review-Eorms-provided-by-the-OffiGe-Qf-Human

D-Performance-Review-Cycles
4^-^nHHal-Review

satisfactory-reviews in-the same position, they will move to the two (2) year
review cycle described below. Reviews will be done, in writing, once (1) per
yeaf4Fam4hein-last-G©fflpleted-peFfeffHaHGe4eview-tH:rtil-they-meve-te-the4we
(2)-year-review-cycle7

After on empteyee-bas-eemplotod twe-ffi-yearer-in the same-pesitieor-and
reGeived-satisfaGtory-reviewsrthey-will-be-reviewed-every-two (2-)-years-from
2

their-last-cempleted-performance-r-eviewr-Beginning-in JaRuary-20-17, this-will
be-retroactive-for Classified-employeesrand employees who-have received
two (2) satisfactory reviews-prior-to-danuary 2017-will move-to-the two (2)
year review-cycle.
3- Exception-to Two (2) Yoar Review
a^-lf an employee accepts-a-new-position, they-will go back-to-the
annual-review cycle-fortwo (2) years.
b. If performance-or attendance concerns arise any time dur-ing-the two
(-2) year review cycle^as evidenced-by documented discussions,
follow-up-emails-or-documents-including-Memo of Expectation or
Plan of Assistance, a manager may-move the employee baGk-to the
annual review-cycle-until concems-are satisfactorily resolved. The
Association President must-be-notified.
g—Employees-may

r-equest, in writing-, to remain-on a one-(-1-) year
review cycle. They also-may-revoke their-requestrin writingr-to-their
manager.

^Probationary Review
The-new employee will be-reviewed-by-the end of-their probationary-status
and this will begin their-review cycle.
E?- Performance Review Meeting
The-supervisor-shall meet with the employee-during-a scheduled meeting-to go
over the performance-review form.
■1. Both-the employee and the-supervisor-will-sign the-document-attesting they
are-aware-of-its content—An employee’s signature shall not be construed as
agreemenbwith-the content-of the-review.
2. The-original-written performance review, including-any written-comments an
employee wishes-to-make, shall-be sent -to-Human-Resources to-be-placed in
the-employee-s personnel-file. The-employee will receive a-copy. This shall
be accomplished-within thirty-(30) days.
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ARTICLE 27
TERMS OF AGREEMENT
The Classified Association, represented by the President and Vice President of the
Association, and the Board of Education represented by the President of the College
and the Chair of the Board whose signatures appear below, hereby agree to this
agreement with the Classified Association for three years commencing July 1,2019
2046 and ending June 30, 2023 2049 as described herein.
A.

The parties acknowledge that during the negotiation which resulted in this
agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any subject matter appropriate for collective bargaining,
and that the understandings and agreements arrived at by the parties after the
exercise of that right and opportunity are set forth in this agreement. Therefore,
the Board and the Association, for the life of this agreement, each voluntarily and
unqualifiedly waives the right, and each agrees that the other shall not be
obligated to bargain collectively unless mutually agreed upon with respect to any
subject or matter, even though such subjects or matters may not have been
within the knowledge or contemplation of either or both of the parties at the time
that they negotiated or signed this agreement. All terms and conditions of
employment not covered by this agreement shall continue to be subject to the
Board’s direction and control.

B.

The parties agree to commence negotiations within ten (10) days of January 1 of
the year in which this Agreement expires. For purposes of ORS 243.712, the
parties agree that the 150-day period shall commence on January 11 of the year
in which this Agreement expires.
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ARTICLE
(BARGAINING NOTE: intending to put this after 15 but we will have to
RENUMBER THEM ALL)
PERSONNEL PRACTICES
A:-------Memos of Expectations
Memos of ExpeGtatien-are not considered discipline, nor shall they be entered
into an employee’s personnel file.
B-------Plans of Assistance
—The-parties agree-that-issues-relating to routine employee performance
should occur at the lowest possible level and focus on the need for
improvement. When the performanGe-of-an-employee is determined by the
supervisor-to-fall-below expected levels, the employee and supervisopshall
meet to discuss the employee's performance. Within-two-(-2-)-weeks-after
the-meetingr-unless-it-is-etherwise-mutually agreed to extend the timelines,
the-supefvisor, in consultation with Human Resources, may prepare-and
present a plan of assistanGe-(-PQA)-identifying-specific problems the
employee must correct and the means by which the employee will correct
them. The supervisoF-will-pFOvide-netiGe-that-failure-to-Gomply-with-the
PQA-te-improve-performance to expected levels may result in discipline up
to and including dismissal-fer-just-and-reasonable-Gausei-Upon request
made to the Association, an Association member representative may be
preseRt-at4he4Heetfflg4f^whicMhe-ROA4s-pFesentedT--The-employee-shall
be provided-a-minimum of thirty (30) days from the date the POA is
presented within whiGh-to-improve-performance—The supervisor may
extend the POA with the agreement of the employee and the Association.
2.-Within fourteen (14) days of the conclusion of the period of the POA, the
supervisor shall conduGt-aR-evaluation-to-determine-whether the employee
has complied-with the POA. The supervisor shall present the evaluation at
a meeting with the employee-and-the-employee’s Association member
representative if a member representative has been-requested—If-the
supervisor-fails-to conduct the evaluation at the conclusion of the period of
the-PQA-or fails to extend the POA, the employee shall be deemed to
have complied with the plan.
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3. If performanGe-falls-below expected-levels in any area in the ensuing
twelve (12) months after successful completion of the PQA, no additional
POA will be issuedT-and-the-emplGyee-may-be-subjeGt-to-disGipline, up to
and including dismissal-for-just-and-reasonable Gause, with-approval-fFem
the-OffiGe-ef-Human-ReseurGes?
G------- Reprimand, Demotion, Suspension without Pay or Termination
1.

2.

Reprimand, demotion, suspension without pay or termination of any
regular employee wiil be made only for just and reasonable cause. The
following list includes but-is-eet-limited-te-reusoRS-fepdisGhaFge, demeHem
or suspension.
a.

Unsatisfactory work performance.

b.

Repeated-tardiness?

c.

Repea ledebsenteeisfR-.

d.

Unautherized-absenGe-of-more-than-five-(5)-days?

e.

Refusal to perform assigned work.

f.

Insubordination?

If any regular employee is reprimanded, demoted, suspended from paid
employment or terminated, and believes he or she has boon dealt with
unjustly-in-aGGordanGe-with-this-Agreement.-the-employee may appeal-the
action in accordance with the grievance procedures.

3. Reprimand, demotion, suspension-without-pay-or-termination-of-any
probationary-employee is governed by the provisions of Article 4,
paragraph-G-[BARGAINING NOTE: This concept is moved to Article
15 Discipline proposal not fully deleted.}
&------- Resignation
Any employee desiring to resign must submit their resignation, in writing, to
minimuffl-ef-teH-(4G)-days-netiGe-pfler-te-the-effeGtive-date-ef-resigaatien?-^Fhe
effective-date-ef-resignation must be the last day the employee works.
Accrued but unused vacation time for a regular employee will be paid with the
final-payGhe6k?-[Moved below]
A. Attendance
Each employee will report to work on time and will leave work at the end of
their shift. When any employee must be absent from work, the employee must
2

notify their supervisor prior to the beginning of their work shift (see Article
A.5).
12.

Breaks and Lunches
It is the College’s obligation to provide reasonable breaks and lunch
periods as reouired by law. If an employee is unable to take a lunch they
should notify their supervisor and/or Human Resources of the concern
as soon as possible so that proper workloads can be addressed.

Job Abandonment

Failure to report to work for five (5) consecutive days for non-medical
reasons without any notification or prior approval, will be considered to
have abandoned their position with the College and is dismissed from
employment. A reasonable and documented effort will be made to
contact the employee during this time in order to determine the need for
leave.

Resignation
Any employee desiring to resign must submit their resignation, in
writing, to their supervisor and the director of Human Resources,
preferably with a minimum of ten (10) days notice prior to the effective
date of resignation. The effective date of resignation must be the last
day the employee works. Accrued but unused vacation time for a regular
employee will be paid with the final paycheck. [BARGAINING NOTE: this
is simply from above]
Attendance Records
Each employee is responsible for accurately reporting his or her attendance at
least monthlv-in accordance with time and attendance reporting
standards. A manager with first-hand knowledge will approve the attendance
report.
Personnel Records
1. Within five (5) days of a written request to Human Resources, an
employee may review and copy any material from their personnel
cumulative file, which is the only official file. Access to personnel files will
be in accordance with Administrative regulations.

a

2.

3.

E.

The personnel folder for each employee should contain the following, if
applicable:
a.

Initial application

b.

Salary history

c.

Evaluations

d.

Grievances and resolutions

e.

Recommendations

f.

Notices

g.

Reprimands

h.

Responses

The employee will be notified, in writing, when anything negative has been
placed in the file. The employee has the right to respond to or answer any
document in the employee’s own personnel folder. This includes the right
to request consideration for the removal of such information that the
employee feels is:

a.

Not factual or correct.

b.

Related to disciplinary matters that have been corrected.

c.

Any notice of discipline that is older than three (3) years, and for
which no similar issues have arisen in that time, shall be
considered removed from the employee's file.

4.

Upon written request, an employee may review or copy all material
pertaining to their attendance (vacation, sick and business leave, etc.).

5.

Employees may add copies of achievements of any kind to their personnel
record in order that they may be used at a later time to assist in
demonstrating eligibility for job promotions or advancement of steps.

Safety Standards
An employee will be subject to disciplinary action, including dismissal, for failure
to follow safety procedures prescribed by the College, or willfully or negligently
creating unsafe or hazardous working conditions.

F.

Civil Proceedings
4

Employees will be named as additional insured on the College's liability
insurance policy while performing duties within the scope of their professional
assignments. Legal service to the employees will be as provided by the
insurance carrier.

Lt G. Notification
1.

The Association president must will be notified, in a reasonable time, when a
formal grievance is filed by an employee according to Article 13, Section
B.

2.

When brought to the attention of the director of Human Resources, the
director of Human Resources will notify the Association president, within a
reasonable time, of any and all impending administrative actions that affect
classified members in one of the following areas:
a.

Salary non-advancement;

b.

Reclassification or reassignment; or

c.

Discharge, demotion, or suspension (with or without pay).
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APPENDIX A
EARLY RETIREMENT INCENTIVE
A. The College will offer a one-time early retirement incentive to Classified
Employees who have served the College a minimum often (10) years of
continuous service immediately prior to retirement, who are either 55 years of
age or have thirty (30) years of creditable service under the Public Employees
Retirement System (PERS).
B. Those employees retiring under this early retirement incentive MOU will
receive the benefits provided in article 8.A sections 4 thru 7.
C. To be eligible for early retirement incentive, the employee must retire after
ratification of this agreement and prior to April 1, 2020, with written
irrevocable notice submitted to Human Resources by March 1, 2020.
September 30, 2016.
D. The employee will receive severance pay of $1,500 for each year of age less
than sixty-five (65). Retirement at the age of sixty-five (65) or older will
receive no incentive pay. This will replace any payment the employee may
be eligible for under article 8.A.1.
E. Classified employees who are not yet Medicare-eligible and retire will receive
a subsidy equal to the two-party Kaiser 1 Moda-BiFGh-PPQ premium. This
subsidy will be in effect for a maximum of five (5) years from the date of
retirement, but not beyond the age of the employee's Medicare eligibility.
This subsidy may be allocated in whole or in part for any College medical,
dental, vision, and/or life insurance benefit plans for the Classified member or
the member’s spouse/domestic partner and/or IRS dependent(s). Any
premium costs not covered by the subsidy will be borne by the retired
Classified member. A retiree who no longer qualifies for two-party coverage
reverts to provisions in Article 8.A.2.

