OFFICIAL UNION NOTICE – PLEASE POST

1

THE TRUTH ABOUT WHAT THE COMPANY’S PROPOSALS
MEAN FOR YOU AS A LOCAL 7 MEMBER
November 17, 2021
King Soopers/City Market Proposals
To
UFCW Local 7
Meat Agreements Expiring in 2022*
King Soopers/City Market makes the following proposals for new collective bargaining
agreements to UFCW Local 7 for all bargaining units in the State of Colorado. Such
proposed new Agreements shall contain the provisions of the terminating collective
bargaining agreement of such bargaining unit as modified below. King Soopers/City
Market reserves the right to add to, delete from, amend, correct, modify, or withdraw any of
the proposals contained herein for all bargaining units or for one or more specific
bargaining units, at any time throughout the course of these negotiations. The withdrawal
of any proposal in these negotiations shall not be used as evidence against the proponent
in any arbitration or other proceeding. *Settlement terms also apply to all non-Denver meat
contracts in Colorado except Store #74 and #89.

1. Article 1. Recognition and Exclusions - Section 1
Delete paragraph 2
Within the geographical jurisdiction of this Agreement, any new stores opened by the
Employer shall be accreted and shall be covered by the terms of this Agreement.
WHAT THE COMPANY SAYS: Employees at stores not represented by the union have
a right under federal law to join or not join a union. This proposal is meant to respect that
right and ensure employees have the freedom and choice to exercise that right.

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL COULD PERMIT

THE COMPANY TO CLOSE YOUR STORE, LAY YOU OFF, AND OPEN A NEW STORE
NEARBY AS NON-UNION, TAKING AWAY THE PROTECTIONS OF THE CONTRACT!

2. Article 4. Check-Off
Delete the Article in its entirety.
WHAT THE COMPANY SAYS: This language is no longer necessary as technology now
exists for the union to efficiently and effectively collect union dues without company
assistance.

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL IS DESIGNED

TO CRIPPLE YOUR UNION, DRAIN YOUR STRIKE FUND, TAKE AWAY ALL YOUR
LEVERAGE IN NEGOTIATIONS, GRIEVANCES, ARBITRATIONS, AND ON THE HEALTH
AND PENSION TRUST FUNDS.
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3. Article 7. Definitions of Classifications
Add the following: Work Between Clerk and Meat Bargaining Units
It is understood that Starbucks Clerks, Deli Clerks, Seafood Clerks, or Meat Wrappers
employed in the Meat Bargaining Unit may perform work in the All-Purpose Clerk and
Bakery Clerks classifications covered by this Agreement to cover breaks, lunches and for
customer service needs. Similarly, All Purpose and Bakery clerks employed in the Clerks
Bargaining Unit covered under this agreement may perform work in the Starbucks Clerks,
Deli Clerk, Seafood Clerk or Meat Wrapper classifications in the Meat Bargaining Unit to
cover breaks, lunches and for customer service needs.
WHAT THE COMPANY SAYS: Allows associates to learn other parts of the business
and potentially maximize hours by working throughout the store. It also helps the
company meet customer needs during peak

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL ALLOWS THE
COMPANY TO TAKE AWAY YOUR HOURS AND GIVE THEM TO LOWER PAID
EMPLOYEES. AVAILABLE OVERTIME HOURS CAN BE CLAIMED ACROSS BARGAINING
UNITS – REDUCING AVAILABLE OVERTIME FOR EVERYONE!

4. Article 12. Overtime, Section 35
Delete a. and d.
Section 35. Overtime compensation at the rate of time and one-half (1-1/2x) the
employee's base hourly rate of pay shall be paid under the following conditions:
a.

For all time worked in excess of eight (8) hours in any one (1) day.

b.

For all time worked in excess of forty (40) hours in any one (1) work week as
described above.

c.

For hours worked prior to an employee's scheduled starting time when less than eight
(8) hours has elapsed since his last previously scheduled quitting time. (There will be
at least eight (8) hours between each employee's scheduled quitting time and his
next scheduled starting time.)

d.

For all hours scheduled and worked on the sixth and seventh day in a work week by
part- time employees who work less than forty (40) hours in that work week. No
employee shall be permitted to claim additional hours or schedules which would
provide a six (6) or seven (7) day schedule during a work week.

WHAT THE COMPANY SAYS: We’d like to have some open discussion with the Union on
this proposal. We need to address the costs of daily overtime. Unfortunately, daily overtime –
in combination with time clock rounding – also creates an opportunity for an employee to earn
overtime if they are simply late getting to the time clock. There is a potential for misuse of
daily overtime, which wastes labor dollars that could be put to productive use elsewhere.
We’d like to have a discussion to balance these concerns.

WHAT THE COMPANY IS NOT TELLING YOU: THE COMPANY WANTS TO ELIMINATE DAILY
OVERTIME AND SIXTH AND SEVENTH DAY OVERTIME. THIS WOULD MEAN THE COMPANY
COULD FORCE YOU TO WORK UP TO 12 HOURS IN A DAY AND UP TO 7 DAYS EACH WEEK,
AND YOU WOULD ONLY GET OVERTIME IF YOU GO OVER 40 HOURS IN TOTAL.
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6. Article 17. Vacations, Section 49.
Section 49. In the event a regular full-time employee who has been employed two (2)
years or longer voluntarily quits or is discharged such employee shall be paid pro rata
vacation pay earned up to the time the employment relationship is severed.
WHAT THE COMPANY SAYS: We are proposing language that will allow associates who
leave the company to be paid out for earned vacation.

WHAT THE COMPANY IS NOT TELLING YOU: THE CONTRACT ALREADY

REQUIRES YOU TO BE PAID OUT FOR EARNED VACATION WHEN YOU LEAVE THE
COMPANY.

5. Article 19 Reporting Pay
An employee called in or scheduled for work shall be guaranteed four (4) hours of pay at
the applicable rate, with the understanding that an employee may be called in or
scheduled for less than four (4) hours if he is unavailable for the full four (4) hours.
Modify to reflect the following: An employee called and who reports to work for an
unscheduled shift or scheduled for work shall be guaranteed four (4) hours of pay at
the applicable rate, with the understanding that an employee may be called in or
schedules for less than four (4) hours if he is unavailable for the full four (4) hours.
WHAT THE COMPANY SAYS: We are adding clarifying language to ensure associates
will be paid for time worked when called into work.

WHAT THE COMPANY IS NOT TELLING YOU: THE CONTRACT ALREADY

REQUIRES YOU TO BE PAID FOUR (4) HOURS IF THEY CALL YOU IN. THIS IS ABOUT
ALLOWING THE COMPANY TO CALL YOU IN FOR ONE (1) HOUR AND ONLY PAY YOU
FOR THAT HOUR INSTEAD OF THE FOUR (4) REQURIED BY THE CURRENT CONTRACT.

6. Article 20. Minimum Weekly Schedule
Add the following sentence, “Any employee may indicate his or her desire to be regularly
scheduled fewer than twenty (20) hours in a workweek, and management will have discretion
to so schedule the employee.”
WHAT THE COMPANY SAYS: We are asking for a waiver to the 20-hour weekly minimum on an
individual basis only if it is agreed upon by the employee and company. The proposed language
“may indicate their desire to be regularly scheduled for fewer than 20 hours in a workweek” helps
us address potential new hires and others who may want less than 20 hours a week.

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL WOULD ALLOW THE

COMPANY TO HIRE GIG WORKERS WHO COULD TAKE YOUR HOURS, BETTER SHIFTS,
DAYS OFF, AND WOULD DECIMATE YOUR HEALTHCARE AND PENSION FUNDS BECAUSE
FEWER CONTRIBUTIONS WOULD BE MADE BY THE COMPANY.
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7. Article 22. Split Shifts
Modify to provide: There shall be no split shifts unless such shift is requested by the
employee. Any employee may indicate his or her desire to work a split shift and management
will have discretion to so schedule the employee
WHAT THE COMPANY SAYS: We’d like to have some open discussion with the Union on this
proposal. We know employees want the opportunity to pick-up more hours. We would like
employees to have the opportunity to maximize hours if they choose to work a split shift and
work more hours.

WHAT THE COMPANY IS NOT TELLING YOU: THE COMPANY WANTS YOU TO BE
FORCED TO CHOOSE BETWEEN HAVING ENOUGH HOURS AND SITTING AROUND ALL DAY
UNPAID BETWEEN SHIFTS. THEY WANT TO MAKE YOU “ON CALL” EMPLOYEES.
8. Article 34. New Store Language
Delete the entire section.
Section 86. In the event of the opening of a new store within the bargaining unit (not a
replacement of an existing store), the following procedure shall apply:
1. At least four (4) weeks prior to the opening of a new store, the Employer will post a sheet in
each location for interested employees to sign if desirous of a transfer to the new location.
The sheet shall remain posted for at least ten (10) days.
2. Job openings either at the new store or created by transferring employees at their former
store shall first be filled by employees on layoff in the classification of the vacancy before any
new employees are hired or current employees are promoted.
3. Employees who have signed the new store transfer request sheet shall be given
consideration based on their qualifications and the requirements of the store. It is
understood that the Employer may move employees from its own competitive stores which
may be impacted by the new store opening before consideration of other employee desires.
4. In the event the Employer opens new stores within the geographical area of this Agreement,
as set forth in Article 1, not less than sixty percent (60%) of the initial staffing of the new store
shall be made by employees covered by this bargaining Agreement, if available.
WHAT THE COMPANY SAYS: Employees at stores not represented by the union have a
right under federal law to choose to join or not join a union. This proposal is meant to respect
that right and ensure employees have the freedom to exercise their right.

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL COULD PERMIT THE
COMPANY TO CLOSE YOUR STORE, LAY YOU OFF, AND FORCE YOU TO WORK IN A NONUNION STORE FURTHER FROM HOME!
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9. Article 35. Leave of Absence
Change eighteen (18) to twelve (12) where applicable.
Section 87. Sickness, Injury or Pregnancy. Leaves of absence shall be granted for up to
twelve (12) months without pay when an employee with three (3) months of continuous
service is unable to work because of bona fide sickness, accident, disability, or pregnancy.
However, in the event such an employee is unable to return to work at the end of twelve (12)
months of his/her leave period, he/she shall be entitled to an additional leave of six (6)
months if he/she submits satisfactory medical evidence that he/she will be able to return to
duties within his/her classification within the said additional period.
WHAT THE COMPANY SAYS: Modifying language to provide uniform leave of absence across the
company.

WHAT THE COMPANY IS NOT TELLING YOU: THE COMPANY IS ASKING YOU TO TAKE A

CONCESSION AND REDUCE AVAILABLE LEAVE FROM EIGHTEEN (18) MONTHS to TWELVE (12)
MONTHS FORCING SICK WORKERS TO RETURN FROM LEAVE SOONER.

10. Article 38 Sick Leave
Incorporate the following language into Article 38.
1. The paid sick leave accrual provisions set forth in this Agreement supersede the accrual
provisions of any and all prior policies or applicable collective bargaining agreements.
2. King Soopers employees covered by this Agreement will accrue one (1) hour of paid sick leave
for every thirty (30) hours worked starting from their first day of employment or January 1, 2021,
whichever is later, up to forty-eight (48) hours of paid sick leave per year.
3. Unused paid sick leave shall be cumulative. Employees shall not accrue more than ninety-six
(96) hours of unused paid sick leave. Once an employee’s unused paid sick leave reaches
ninety-six (96) hours, accrual ceases until the employee’s unused paid sick leave drops below
ninety-six (96) hours, i.e., due to use.
4. Employees shall carry forward unused paid sick leave accrued under a prior policy or collective
bargaining agreement into the period covered by this Agreement. In the event an employee
carries forward more than ninety-six (96) hours of paid sick leave under this provision, the
employee will not begin accruing paid sick leave under this Agreement until the excess paid sick
leave has been used, i.e., the employee’s unused paid sick leave drops below ninety-six (96)
hours.
5. Employees may use their accrued paid sick leave for the sickness, safety, and caregiving
purposes described below. Paid sick leave may be used as soon as it is accrued, and must be
taken in one (1) hour increments. Except for Public Health Emergency sick leave as described
below, employees may not use more than forty-eight (48) hours of paid sick leave per year.
6. Employees will be paid their regular hourly rate for all hours in which leave is taken. Benefits will
be maintained. This regular hourly rate does not include overtime or bonus pay, and paid sick
leave is not considered “hours worked” for purposes of determining whether an employee is
entitled to overtime in a given workweek.
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7. When leave is foreseeable, King Soopers expects employees to make a good faith effort to
provide advance notice of their need for leave and to schedule the leave in a manner that does
not unduly disrupt King Soopers’ operations.
8. King Soopers will allow employees to use their accrued paid sick leave to be absent from work
when the employee has a mental or physical illness, injury, or health condition that prevents the
employee from working; needs to obtain a medical diagnosis, care, or treatment of a mental or
physical illness, injury, or health condition; or needs to obtain preventative medical care. King
Soopers will not consider the fear or anxiety of contracting a communicable illness that is a cause
of a public health emergency to be a mental or physical illness, injury, or health condition that
prevents an employee from working, but will consider accommodations to an employee who has
a health condition which would allow the employee to perform alternative work or jobs.
9. King Soopers will also allow employees to use their accrued paid sick leave to be absent from
work when the employee needs to care for a Family Member who has a mental or physical
illness, injury, or health condition; needs to obtain a medical diagnosis, care, or treatment of a
mental or physical illness, injury, or health condition; or needs to obtain preventative medical
care.
10. “Family Members” include any person who is related to the employee by blood, marriage, civil
union or adoption, as well as a child to whom the employee is standing in loco parentis or a
person who stood in loco parentis to the employee, as well as a person for whom the employee
is responsible for providing or arranging health or safety related care.
11. If an employee or Family Member is the victim of domestic abuse, sexual assault, or harassment,
King Soopers will allow the employee to use accrued paid sick leave for the following “safe” time
purposes: seeking medical attention to recover from a mental or physical illness, injury, or health
condition caused by the domestic abuse, sexual assault, or harassment; obtaining services from
a victim services organization; obtaining mental health or other counseling; seeking relocation
due to the domestic abuse, sexual assault, or harassment; or seeking legal services, including
preparing for or participating in a civil or criminal proceeding related to or resulting from the
domestic abuse, sexual assault, or harassment.
12. For leaves lasting four (4) or more consecutive workdays, King Soopers may request reasonable
documentation to establish that the paid sick leave was used for one of the sickness, safety, or
caregiving purposes described above.
13. In the event of a Public Health Emergency (“PHE”), King Soopers will allow employees to use
accrued paid sick leave if a public official orders the closure of the King Soopers location where
the employee normally works, or orders the closure of the school or place of care of an
employee’s child and the employee needs to care for the child.
14. Any time a PHE is declared in Colorado, King Soopers will add sufficient PHE paid sick leave
(“PHE PSL”) to each Colorado employee’s available paid sick leave balance to ensure that the
employee may take up to two (2) weeks of PHE PSL during the emergency, if necessary for the
covered reasons discussed below. Employees who work 40 hours or more per week will be
provided 80 hours of PHE PSL. For employees who normally work fewer than 40 hours in a
workweek, PHE PSL will be provided to cover the average number of hours the employee works
in a 14-day period.
15. PHE PSL may only be used during a PHE or during the four weeks after the official termination
or suspension of the PHE, and may only be used for the following reasons related to the PHE:
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a. The employee needs to self-isolate and to engage in self-care because the employee has
been diagnosed with, or has symptoms of, a communicable illness that is the cause of
the PHE.
b. The employee needs to seek or obtain medical diagnosis, care, or treatment because the
employee is experiencing symptoms of a communicable illness that is the cause of the
PHE.
c. The employee needs to seek preventative care concerning a communicable illness that
is the cause of the PHE.
d. The employee needs to seek care for a Family Member who is engaging in self-isolation,
self-care, or seeking diagnosis, care, treatment, or preventative care due to a diagnosis
or symptoms of a communicable illness that is the cause of the PHE.
e. King Soopers or a local, state, or federal public health official with jurisdiction over the
worksite, determines the employee’s presence on the job or in the community would
jeopardize the health of others because of the employee’s exposure to, or symptoms of,
a communicable illness that is the cause of the PHE, regardless of whether the employee
has been diagnosed as having the communicable illness.
f. The employee needs to care for a Family Member when a local, state, or federal public
health official, or the Family Member’s employer, determines that the Family Member’s
presence would jeopardize the health of others because of the Family Member’s
exposure to, or symptoms of, a communicable illness that is the cause of the PHE,
regardless of whether the Family Member has been diagnosed as having the
communicable illness.
g. The employee needs to care for a child or other Family Member when the child care
provider is unavailable due to a PHE, or if the child’s or Family Member’s school or
daycare is closed by local, state, or federal public health officials or at the discretion of
the school or daycare, due to a PHE. This reason for absence applies even if the school
is closed but is providing instruction remotely.
h. The employee, even with an accommodation, is unable to work in any job at King Soopers
because the employee’s own health condition may increase susceptibility to or risk of a
communicable illness that is the cause of the PHE.
16. Employees will only be provided the full amount of PHE PSL once during any given PHE, even
if the PHE is extended, amended, restated, or prolonged.
17. Sick leave benefits are not convertible to cash. King Soopers will not pay out accrued but unused
paid sick leave upon an employee’s separation from the company. However, if an employee
separates from King Soopers and is rehired within six (6) months after the separation, King
Soopers will reinstate any accrued but unused paid sick leave from the employee’s previous
employment.
18. Certain leave, such as FMLA and/or FFCRA leave, may run concurrently with paid sick leave.
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19. King Soopers will make whole any employee who, under a policy or collective bargaining
agreement in place prior to the execution of this Agreement, was scheduled to receive a credit
of paid sick leave after the employee’s first year of employment. Upon such an employee’s first
year job anniversary, King Soopers will credit the difference between the number of paid sick
leave hours the employee accrued pursuant to the terms of this Agreement and the number of
paid sick leave hours the employee was scheduled to receive under the prior policy or
agreement.
20. The parties agree that the Colorado Healthy Families and Workplaces Act (“HFWA”) allows for
federal preemption under the Taft-Hartley Act and ERISA for collective bargaining agreements
and trust funds that provide for paid sick leave benefits. Specifically, the HFWA is preempted
when employees covered by a collective bargaining agreement enjoy equivalent or more
generous paid sick leave benefits as compared to those required by the HFWA. The bargaining
parties hereby expressly waive the application of the HFWA’s provisions because employees
covered by this Agreement enjoy equivalent or more generous paid sick leave benefits as
compared to those required by the HFWA.
21. The parties agree that any disputes related to paid sick leave benefits must be resolved
according to the grievance and arbitration processes set forth in this Agreement. Any attempt to
resolve grievances or disputes related to paid sick leave benefits according to the administrative
or judicial remedies set forth in the HFWA will be deferred to the grievance and arbitration
processes set forth in this Agreement.
22. The parties agree that the administrative and civil remedies set forth in the Public Health
Emergency and Whistleblowers Act (“PHEW”), which prohibits employers from retaliating
against employees who raise concerns about workplace safety or wish to wear their own PPE
during a PHE, are also preempted by the grievance and arbitration processes set forth in this
Agreement. Accordingly, all disputes about matters within the scope of PHEW—including but
not limited to grievances and disputes related to capacity limitations, sanitization protocols,
social distancing, masking, PPE use, or an employee’s fears or anxiety about contracting a
communicable illness that is a cause of a PHE in the workplace—must be resolved according to
the grievance and arbitration processes set forth in this Agreement. Any attempt to resolve
grievances or disputes related to matters of workplace safety during a PHE according to the
administrative or judicial remedies set forth in PHEW will be deferred to the grievance and
arbitration processes set forth in this Agreement.
23. The parties agree that any discussions which either party may wish to have regarding changes
or additions to the relevant trust fund provisions or other related benefits in this Agreement, in
light of the HFWA and/or PHEW, will be the subject of bargaining.
WHAT THE COMPANY SAYS: Updating the current contract sick leave provisions with new Colorado
sick leave law. This enhances your sick pay by combining contract language with new Colorado law.

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL IS A HUGE CONCESSION.
 YOUR CURRENT CONTRACT ALLOWS YOU TO ACCRUE BETWEEN 240 AND 600 HOURS (DEPENDING ON
CONTRACT/HIRE DATE). THE COMPANY’S PROPOSAL WOULD REDUCE AND CAP YOUR SICK BANK AT 96
HOURS.
 YOUR CURRENT CONTRACT ALLOWS YOU TO USE AS MUCH LEAVE AS IS IN YOUR BANK - UP TO 600 HOURS AT ONE TIME (FOR EXAMPLE, IF YOU NEED SURGERY, HAVE CANCER, HAVE A BABY, OR GET VERY SICK).
INSTEAD OF BEING ABLE TO USE YOUR FULL BANK, THE COMPANY WANTS TO LIMIT YOU TO USING 48 HOURS
EACH YEAR!
 YOUR CURRENT CONTRACT DOES NOT REQUIRE YOU TO WAIVE WHISTLEBLOWER OR OTHER PROTECTIONS.
THE COMPANY’S PROPOSAL MAKES YOU WAIVE YOUR RIGHTS!
 (AND MORE!)
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18. Article 40 Health and Welfare
Open.

19. Article 42 Pension
Open.

20. Article 57 Term of Agreement
Open.

21. Appendix A Wage.
Open.

22. Letters of Agreement.
Insert the following Letters of Agreement into the contract:
LOA #20 Dress Requirements – move to Article 49
LOA #30 – move to Article 48
Delete the following Letters of Agreement:
LOA #2, 4, 5, 7, 8, 10, 11, 12, 13, 14, 15, 16, 17, 19, 22,
These letters are outdated and no longer applicable.

23. Cleanup – Delete the following obsolete provisions:
Cost of Living Allowance

24. City Market Article 30, Seniority, Section 74 and Section 75
Delete “except as set forth in Section 75 whenever the ability of the employee involved is
substantially equal.” Delete Section 75.
Section 74. For lesser classified jobs than Head Clerk, length of continuous service in the
employ of the Employer shall govern in layoffs and rehires within a particular classification in
the bargaining unit as described in Article 1, Section 1 except as set forth in Section 75
whenever the ability of the employee involved is substantially equal.
Section 75. Seniority of Transferred Employees. Employees transferring into the
bargaining unit will retain their most recent anniversary date for all purposes other than
seniority rights. They will receive a new seniority date upon entering the bargaining unit
which will be used for purposes of scheduling, promotions, demotions, claiming of hours,
layoffs, etc.
WHAT THE COMPANY SAYS: This matches language in King Soopers contract. Allows
associates to keep their seniority.

WHAT THE COMPANY IS NOT TELLING YOU: THIS PROPOSAL TAKES AWAY
LONGSTANDING SENIORITY PROTECTIONS FOR CITY MARKET WORKERS THAT CITY
MARKET WORKERS HAVE REPEATEDLY VOTED TO KEEP.

