COLLECTIVE BARGAINING AGREEMENT

BETWEEN

Facility Concession Services Inc. d/b/a/ Spectrum
Catering & Concessions

AND

UNITE HERE LOCAL 17 AFL-CIO

Effective April 1, 2025, through March 31 22, 2027



AGREEMENT

This Agreement is made and entered into by and between Facility Concession Services Inc.
d/b/a Spectrum Catering and Concessions (SPECTRUM), and/or its successors, hereinafter
referred to as the “Company” or the “Employer” and Local #17 of the UNITE HERE Union, Local
17 AFL-CIO, hereinafter referred to as the “Union.”

ARTICLE 1
RECOGNITION

1.1 Union Recognition. The Company agrees to recognize the Union as the sole and
exclusive bargaining representative for and on behalf of its employees in the wage classifications
listed “Appendix A” employed by Spectrum but excluding Supervisors and Office/Clerical
employees. It is understood and agreed that no person or agency other than the Union shall be dealt
with or recognized for bargaining in regard to wages, hours and working conditions of persons so
employed.

1.2 Successors. The Employer and the Union agree to abide by all Federal and State
Labor Laws with respect to successorship.

1.3  No Individual Agreements. The Company will make no other contract or
agreement with any employee covered by this Agreement whether oral or written or whether
consistent or inconsistent. Any such attempted contract or agreement with any employee shall be
null and void. No provision contained in this Agreement shall be modified, amended, or altered
except by an instrument in writing, executed by the parties hereto.

1.4  Intent and Purpose. It is the purpose of this Agreement to assure the effective,
efficient and economical operation of the Company; to secure and sustain maximum work effort
of each employee covered by this Agreement; to maintain a harmonious relationship between the
employees in the bargaining unit and the Company, to establish wages, hours and working
conditions; to prevent strikes, slowdowns, and any other disturbances which interfere with or
interrupt the provision of services; and, further, to set forth the entire agreement: between the
Company, the Union, and the employees covered by this Agreement concerning rates of pay,
wages, and other conditions of employment to be observed by the parties hereto.

1.5  Respect and Dignity. The Union and the Employer recognize that all employees in
the hospitality industry are professional, deserving of the highest respect. Accordingly, the
Employees, the Union and the Employer will work together to honor the principles of respect and
dignity for all employees, both Union and non-union. Further, the parties agree that the continued
success of this business is dependent upon our mutual respect for one another’s work.

1.6  Diversity and Inclusion. The parties agree to strive to achieve working
environments where all employees are able to achieve their full potential, irrespective of age,
disability, gender identity or gender expression, race, ethnicity, religion or belief, sex and sexual
orientation, marriage or civil partnership, pregnancy or maternity, or other forms of diversity
protected by law. This includes freedom from discrimination or harassment, as defined by law,
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which will not be tolerated. Complaints of harassment, and/or discrimination shall be expediently
and wholly investigated by management and handled accordingly. This Agreement shall be
administered in accordance with the applicable provisions of the Americans with Disabilities Act,
Title VII, the Civil Rights Act of 1991, and other applicable federal, state, and local employment
laws. Any disputes under this Article as well as with all other Articles of this Agreement shall be
subject to the grievance procedure.

ARTICLE 2
UNION SECURITY AND CHECK-OFF

2.1 Dues and Fees. It is hereby understood and agreed by and between the parties in
consideration for services provided by UNITE HERE, Local 17, as the formally recognized
representative of the employees classified herein, that all such employees shall be obligated as a
condition of continued employment, to remit for each appearance per event dues or regular
monthly Union dues, to UNITE HERE Local 17, 312 Central Avenue, Suite 444, Minneapolis,
MN 55414. No employee shall be required to become or remain a member of the Union. However,
payment of the per event dues or regular monthly dues shall be required of each employee as a
condition of employment. The Employer shall request an individually signed authorization for said
per event dues deduction from each employee at the time of hire. Forms for said authorization
shall be furnished by the Union.

2.2  Indemnification. The Company agrees, upon written request of the Union, to
discharge any employee who fails to tender the required monthly dues or per event dues in
accordance with the above. The Union shall comply with all legal requirements to employees
before requiring the employer to discharge the employee. The Union shall indemnify and save the
Company harmless against any and all claims, demands, suits or other forms of liability that shall
arise out of or by reason of action taken or not taken by the Company for the purpose of complying
with the provisions of this Article. Forms for monthly dues deductions or per event dues
authorization shall be furnished by the Union.

2.3 Check-Off. The Employer agrees to check-off and pay to the Union the required
dues or per event dues of employees and to forward same to the Union on or before the twentieth
(20th) day of each month, provided, however that no deductions hereunder shall be made without
the written authorization of the employee, which authorization shall be in accordance with the
provisions of the Labor Management Relations Act, 1947, as amended.

2.4 Electronic Authorizations. The Union will provide to the Employer verification
that dues deductions have been authorized by the employee. Employees may express such
authorizations by submitting to the Union a written application form, through electronically
recorded phone calls, by submitting to the Union an online deduction authorization, or by any other
means of indicating agreement allowable under state or federal law.

2.5  Maintenance of Check-Off. The Employer shall adhere to the provisions in each
dues check-off authorization agreed to by the employee regarding automatic annual renewal of the
authorization and the provisions agreed to by the employee regarding revocation of the
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authorization only during annual window periods, irrespective of the employee’s membership in
the Union.

2.6  Employee Information. Upon request, Employer shall provide to the Union an
updated electronic bargaining unit list of employees including name, address, phone number,
Employee ID number, email address, hours worked during prior quarter, classification, date of
hire, and order on the seniority list.

2.7 Union Posting. The Employer will provide a bulletin board in each venue in an area
reasonably designated by that Employer that is frequented by the employees for the posting of all
Union communications.

ARTICLE 3
MANAGEMENT RIGHTS

3.1 Management Rights. The Company reserves exclusively all of its rights to manage
the business, except as those rights may be specifically prohibited or modified by this contract.
The exclusive rights of management shall include, but are not limited to its rights to determine
policies, practices and procedures for the conduct of the business, hiring and assignment of work
duties, scheduling of work hours, the determination of which bars are to be opened, which items
are to be sold, the location and number of bars, the number of employees utilized per event, the
assignment of personnel and the establishment of reasonable rules and regulations, and their
Enforcement.

3.2 Emplover rules. The Employer agrees to provide the Union with copies of any
rules which it promulgates. The Employer shall notify the Union of any changes or modifications
to the work rules prior to implementation, for discussion purposes. Unless specifically excluded,
all employees shall comply with all items within Spectrum’s Employee Handbook. A copy has
been provided to UNITE HERE Local 17.

ARTICLE 4
UNION RIGHTS

4.1 Access. The Business Agent, or other authorized Union representatives, shall at all
times that do not interfere with the efficient operation of the business have access to the premises
in order to ascertain whether the terms and conditions of this Agreement are being observed.
However, the Union Representative shall notify the Company prior to visiting the premises.

42  Records. Office representatives of the Union shall be permitted access to
employment lists and payroll records, in order to verify a specific wage calculation or work permit
fees/union dues remittance.

43  Union Stewards. The Union may appoint Union Stewards to handle such Union
business, as may from time to time be delegated to them by the Union so long as it does not
interfere with the duties of other employees or cause interference with business operations. The
Union will notify management of which employees are selected as Union Stewards. Union

Page 4



Stewards employed by the Company shall be required to fulfill their obligations to the Company
and to perform their job duties as any other employee covered by this Agreement. All Union
business shall be conducted in a manner that is not disruptive in any way.

44  Union Buttons — All Employees shall be permitted to wear an official union button
and/or official steward button, provided the size of any button will be reasonable. Employees shall
also be permitted to wear approved Broadway or show-related promotional buttons. The only other
button employees shall wear is their name tag.

4.5 No Discrimination. The Company shall not penalize an employee in any way as a
result of an employee filing a grievance or complaint against the Company.

ARTICLE 5
GRIEVANCE AND ARBITRATION

5.1 Grievance Procedure. Should differences arise concerning the Employer, the
Union and/or any employee, as to the meaning and application of this Agreement, such matter(s)
shall be exclusively resolved in accordance with the procedure provided here.

Step 1. The employee may make an attempt to take up the matter with their supervisor on
an informal basis in order to settle the matter promptly. An aggrieved employee may have
the Union Steward assist them with Step 1 if they so desire.

Step 2. If the grievance is not satisfactorily settled in Step 1, the aggrieved employee or
the Union shall, within fourteen (14) calendar days from the date on which the incident
which gave rise to the grievance occurred, file a written grievance with the General
Manager, provided however, the fourteen (14) calendar day requirement and the written
grievance requirement may be waived by mutual written agreement. Failure to file such
written grievance within fourteen (14) calendar days shall result in such grievance being
presumed to be without merit and it shall be barred from further consideration. The written
grievance shall set forth the facts giving rise to the grievance, including the date and
persons involved, and designate the provisions of the agreement which allegedly have been
violated.

Step 3. The representative of the Employer will meet with the Union Steward and/or Union
Business Agent within fourteen (14) calendar days after receipt of such written grievance
in an effort to settle the grievance unless the time limit is extended by mutual written
agreement of the Parties. If not settled at this conference, the Employer shall issue a
decision in writing on any such written grievance within seven (7) calendar days from the
time such grievance meeting is adjourned.

5.2  Effectof Failure to Appeal. Any grievance not appealed to a succeeding step within
the time limits specified shall be deemed abandoned and not entitled to further consideration. Such
abandonment by the Employer shall be deemed an acceptance of the Grievance as stated and the
remedy requested shall be accepted and enforced.
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5.3  Arbitration Procedure. Ifthe grievance cannot be satisfactorily settled by the above
steps of the grievance procedure, either of the Parties may request Arbitration by giving the other
Party written notice of its desire to arbitrate within fourteen (14) calendar days after the Employer
or the Union has made its final written answer as provided in Step 3 (unless the Employer and the
Union mutually agree in writing to extend the time limit), in which event the grievance shall be
arbitrated according to the following procedure:

The Party desiring to arbitrate shall request the Federal Mediation and Conciliation Service
(with a copy of such request to the opposite Party) to furnish the Parties with a panel of
seven (7) names of impartial arbitrators. From this panel a representative of the Employer
and the Union shall select the Arbitrator. The Arbitrator shall be selected by each Party
striking in turn one strike at a time, three (3) names from the list of seven (7) persons, the
complaining Party having the first strike. The person remaining on the list after each Party
has exercised their strikes shall become the Arbitrator. Either party may request additional
lists if those supplied are not satisfactory; to a maximum of three (3) lists. The Parties may
select an Arbitrator by other means if such other method of selection is confined by a
written stipulation. The selection of the Arbitrator and the hearing shall be within thirty
(30) days of the request for Arbitration, whenever practicable.

The expenses of the Arbitrator shall be borne equally by the Union and the Employer, each
Party bearing its own preparation and presentation expenses.

5.5  Final and Binding. Any decision reached at any stage of these grievance
proceedings or by the Arbitration procedure shall be final and binding upon the Employer, the
Union and the employee(s) involved. The Employer, the Union and the aggrieved employee shall
comply in all respects with the result of such decision reached. The Parties agree that such decision
shall be enforceable in a court of law.

5.6  Arbitrator Limitations. The Arbitrator shall not have the power to add to, ignore or
modify any of the terms, conditions, or sections of this Agreement. Such decision shall not go
beyond what is necessary for the interpretation and application of this Agreement in the case of
the specific grievance at issue. The Arbitrator shall not substitute their judgment for that of the
Parties in the exercise of rights granted or retained by this Agreement.

5.7  Award of Arbitrator. Where an employee has been discharged in violation of this
Agreement, the Arbitrator may order the employee reinstated, either with or without backpay for
loss of income resulting from such discharge. An award of the Arbitrator shall not in any case be
made retroactive to a date prior to the date on which the subject of the grievance occurred, and in
no event more than thirty (30) calendar days prior to the filing of the grievance. The Arbitrator’s
written decision shall be issued within sixty (60) days of the hearing, unless otherwise mutually
agreed in writing. Any backpay award shall be reduced by the amount of any compensation
chargeable to the Company, i.e., worker’s compensation, unemployment compensation, etc.

5.8  Past Practice. The parties agree to recognize the standards as set forth in Elkouri
and Elkouri, How Arbitration Works, in determining past practice.
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ARTICLE 6
DISCIPLINE AND DISCHARGE

6.1  Discipline and Discharge. The Company shall discipline and/or discharge any

employee for just cause only. The Company agrees to provide the Union with a copy of all the
rules and regulations. The Company will supply all employees with a copy of the rules and
regulations at the time of hire or upon the request of any employee.

6.2  Procedure. The Company will generally adhere to the following progressive

disciplinary process:
a. Verbal/written warning
b. Second warning
c. Final warning
d. Discharge

The following shall be causes for immediate discharge of an employee, not subject to progressive
discipline:

Proven or admitted dishonesty;

Theft of any kind, including but not limited to taking merchandise without authorization
or paying for it; giving away, bartering or “hooking” others up with product; “sweet
hearting” product; intentional ringing up of incorrect prices (such as “under-ringing”);
unauthorized consumption of product without paying for it; unauthorized or fraudulent use
of credit/debit cards (including credit/debit card numbers); discounting purchases without
authorization; manipulating register sales, including unsubstantiated voids or refunds;
misappropriation of any cash or cash-equivalent tender; any action by a bartender that
results in the intentional and/or deliberate act to defraud and/or steal product, tender or
property of Spectrum or any of its employees, customers or vendors;

Falsifying reports or records, including but not limited to financial and payroll
reports/timecards;

Using or being under the influence of alcohol or controlled substances at work;

Selling, possessing or using controlled substances on company property (at a venue);
Flagrant or repeated disregard of safety procedures, including food safety (sanitation);
Possessing or bringing firearms, weapons, explosives or similar items onto company
property (at a venue);

Violating or participating in the violation of public law on alcohol purchases;

Violent or threatening behavior or physical assault of others;

Outrageous behavior in dealing with a customer or vendor, or to a degree that causes harm
to Spectrum;

Failure to maintain TIPS certification (valid for 3 years;
http://www.tipsalcohol.com/fags.html)
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6.3  Written Notices. All warning notices, suspensions and discharges will be in writing
with a copy given to the employee. Copies of suspensions and discharges will be mailed/faxed/ or
emailed to the Union immediately. Written reprimands, notices of suspension and notices of
discharge, which are to become part of the employee’s file, shall be read and signed by the
employee. Such signature shall in no way be an admittance of wrongdoing on the part of the
employee. Discharges will be preceded by a suspension during which an investigation of the
incident leading to the discharge will be conducted.

6.4  Cancellation. Written warnings and suspensions shall not be considered in the
progressive disciplinary process after twelve (12) months.

6.5 Confidentiality. The Employer may decline to give the employee the name of the
complaining party but must divulge such information to the Union at the time of discipline, which -
information the Union shall keep confidential, and to the employee at an arbitration hearing if so,
directed by the Arbitrator.

6.6  Personnel Files. The Employer shall at reasonable times and at reasonable
intervals, upon the request of an employee, permit that employee to inspect such employee's
personnel files on their own time.

ARTICLE 7
SENIORITY & SCHEDULING

7.1 Regular List. Spectrum will regularly schedule for all shifts twenty-five (25) bartenders
(hereafter “Regular Bartenders”) based on their original hire date. In no event will the number of
Regular Bartenders exceed twenty-five (25). Spectrum may maintain the set number of Regular
Bartenders at all times. If a Regular Bartender terminates their employment, Spectrum may add
a Regular Bartender to the bottom of the regular list from the list of On-Call Bartenders.
*Spectrum may temporarily add a Bartender to the Regular Bartenders should a Regular Bartender
go on leave for any reason described in this Agreement or the Spectrum’s Employee Handbook.

7.2 On-Call List. All shifts not filled by Regular Bartenders will be allocated to on-call
Bartenders. The number and scheduling of On-Call Bartenders shall be determined at Spectrum’s
discretion.

7.3 Call offs.

1. Call-Off Definition: Any shift that is assigned and is not worked or otherwise picked up by
another bartender; giving up shift (as long as it’s picked up) or swapping shifts will not be
considered a Call-Off.

2. Call-Offs are considered major violations of company policy on attendance. An employee
having 3 or more Call-Offs in any six (6) month period is considered excessive and will
result in the employee being terminated for violation of this policy. Individual instances
of Call-Offs shall receive a written warning.
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7.4  Availability for Scheduling. When available, the Employer will provide a list of show
dates not listed on the venue’s website by the tenth (10%) of the preceding month. If additional
events are confirmed by the venue after the first of the preceding months, the Employer will inform
employees within three days. All event schedules are subject to change by the venue at any time.

All Regular and On-Call Bartenders shall submit days available or days unavailable to Spectrum
Management by the fifteenth (15™) of each month preceding the month to be scheduled. Failure
to do so may result in the Bartender not being scheduled or, in the case of Regular Bartenders,
losing any seniority scheduling rights for that month. Spectrum Management will provide
employees with the final schedule no later than the twenty-fifth (25™) of the month preceding the
month to be scheduled.

All regular bartenders must provide availability for a minimum of six (6) full show dates in the
month. All regular bartenders must work at least half of the number of shifts they are scheduled
(rounded down) (provided that approved leaves and personal time will be counted as shifts
worked). Failure to meet these requirements in a regular bartender may result in progressive
discipline up to and including being moved to the on-call list. A regular bartender’s full record of
attendance will be considered in determining the appropriate level of progressive discipline, and a
single occurrence will not result in a regular bartender being moved to the on-call list. These
requirements will not apply in months when there are less than twelve (12) full show dates ina
month.

7.5  Inactivity Policy. Ifan On-Call Bartender does not provide any availability to work
in a quarter, management reserves the right to terminate the employee due to inactivity and shall
deem such termination as a voluntary resignation/job abandonment of the employee.

7.6  Scheduling Procedure. Compute the number of dates in the month that have one (1)
or more events scheduled at the theatres. Determine the number of scheduled event dates available
for each of the twenty-five (25) regular bartenders based on their stated availability.

Management reserves the right to select the scheduling app that shall be used to facilitate
scheduling of employees, so long as the functionality of the app meets the requirements of the
scheduling policy. The parties agree to meet and bargain any impact that a new scheduling app
could have on the employees. Currently, the scheduled app being used is Sling.

Step 1. The total number of shifts that are needed to cover all of the events shall be divided
by twenty-five (25) (number of bartenders on the regular list). If the number is not a whole
number, ignore the remainder.

Step 2. Assign all twenty-five (25) regular Bartenders the resulting number of shifts, unless
that number takes them over fifty percent (50%) of the dates they had given as available.
*Because it is unlikely everyone will have given full availability in any given month, and because
the number of total shifts divided by twenty-five (25) rarely equals a whole number, there will still
be open shifts after the second step.
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Step 3. Starting at the top of the seniority list, each Regular Bartender not already at fifty
percent (50%) of their availability shall be scheduled one (1) more shift. If there are still shifts to
assign, return to the top of the seniority list, and continue adding shifts one at a time. Once the
threshold has been reached where everyone has been assigned shifts on fifty percent (50%) of the
dates they had listed as available, the remaining shifts will be added one (1) shift per person, by
seniority, until all Regular Bartenders have been assigned a shift on each day, they had stated they
were available.

Step 4. If all twenty-five (25) Regular Bartenders have been scheduled on each date they had
given as available dates to work, and there are still uncovered shifts, the shifts will be filled from
the on-call list.

Giving Up Shifts:

1. If a Regular Bartender needs to give up a shift, the Regular Bartender must offer the shift
to all bartenders equally and at the same time, then the Regular Bartender will give other
Regular Bartenders one (1) hour to respond before On-Call Bartenders are able to pick up
the shift. If an On-Call Bartender picks up the shift prior to the conclusion of the one (1)
hour and the issue is brought to the attention of management, then management shall deny
the pickup and the On-Call must wait until the one (1) hour has concluded.

2. If an On-Call bartender needs to give up a shift, that shift may be offered to both Regular
bartenders and other On-Call bartenders equally and at the same time.

Extra Shifts: If an extra shift is added for an event, and the event is more than two (2) days out,
management shall first offer that shift to all Regular Bartenders equally and at the same time the
first to respond shall receive the shift. If the shift is two (2) or more days out, then regular
bartenders will have twenty-four (24) hours to respond. If the shift is less than two (2) days out or
if no regular bartender responds within twenty-four (24) hours, then it may be offered to the On-
call bartenders.

Extra/New Show - if a new show is added to the calendar, after our schedule comes out, the shifts
shall first be offered to the bartenders who would have been originally scheduled for that show
based on our scheduling algorithm.

ARTICLE 8
REPORT-IN-PAY

8.1  Report-in-pay. Employees shall not be scheduled to work less than four (4) hours
per event or shift. Employees who are scheduled to work an event or shift and subsequently
determined by management they are not needed and are not contacted prior to two (2) hours before
the start time of the shift, will be paid for four (4) hours of work and are entitled to all provisions
of this Agreement for working the event scheduled. However, if employees volunteer to leave
early, then the minimum guarantee shall not apply.
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8.2  Mandatory Meeting Pay. Employees attending mandatory meetings and training
sessions called by the Company shall be paid at a minimum of two (2) hours.

ARTICLE 9
BREAKS

9.1  Breaks. Employees shall be entitled to a paid fifteen (15) minute break after four (4)
hours of work.

ARTICLE 10
LEAVES OF ABSENCE

1. Leaves for Injury and Sickness — Medical and Family Leave — Employees who have
completed their probationary period shall be granted unpaid personal medical leave for serious injury or
sickness lasting at least three (3) days in duration. Employees may receive up to one (1) year of leave when
they are unable to perform the functions of their position due to personal illness or injury lasting at least
three (3) days. Provided, however, that employees who have completed their probationary period but have
not yet worked at least one thousand forty (1,040) hours shall be granted such unpaid personal medical
leave up to a maximum of ninety (90) days.

Medical certification shall not be required for illness or injuries requiring medical leaves of up to three (3)
days duration. For longer leaves, the Employer may require medical certification to support a claim for
medical leave for an employee's own serious health condition or for Family and Medical Leave Act leave
taken to care for a family member with a serious health condition. For medical leave in excess of thirty (30)
days, employees shall be required to submit periodic medical certifications for each successive thirty (30)
day period.

The Employer will have up to seven (7) days after notification in which to reinstate the employee, and the
employee will be placed on the schedule for the next month for which the schedule has not already been
prepared.

2. Undocumented Sick Days — Medical certification shall not be required for illness or injuries
requiring medical leaves of less than three (3) days. Employees who have completed their probationary
period shall be granted up to five (5) individual sick days per year without the need to provide medical
certification. When possible, employees must contact the local Food and Beverage Director at least four (4)
hours prior to their shift to use individual sick days.

3. Personal Days — Employees may use up to three (3) personal days during each calendar
years. Personal days will be unpaid and will not count against an employee for purposes of calculating their
availability or attendance. When possible, employees must contact the local Food and Beverage Director at
least twenty-four (24) hours prior to their shift to use personal days.

4. Parenting I eave — Employees shall be granted up to six (6) months unpaid childcare leave
in connection with the birth, adoption, or placement of a child in foster care. When possible, employees
shall give the Employer at least thirty (30) days’ notice before the date such leave is to begin.

5. Extended Leaves for Personal Reasons — Employees shall be granted leaves of absence for
extraordinary personal or family reasons, not to exceed twelve (12) months when such leave is requested
in writing.
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6. Military Leave — A regular employee who enters the Armed Forces of the United States
shall have the right to reinstatement to their former position as may be required by law.

7. Leaves for Union Business — In the event that an employee is selected to a position of full-
time service with the Union, the employee shall continue to accrue their seniority during the period of leave.
Upon completion of service in the Union the employee shall be returned to their former job as provided in
the Return from Leave Section provided the employee notifies the Employer of such a return within ninety
(90) calendar days after completion of union service and the removal will not result in removing or bumping
another employee who has been on the Regular Bartender list for at least one (1) year.

8. Return from Leave — Any employee returning from an authorized leave as set forth above
shall return to their previously held position.

9. Coordinate with Applicable Laws — The Union and the Employer agree to follow all
federal, state, and local laws, regulations, and guidelines with respect to the administration of all Leaves of
Absence. Where the provisions of this Agreement are more favorable to the employee than those provided
under law the terms of this Agreement shall prevail. All leaves taken under the terms of this Agreement
shall run concurrently with any leave provided employees under federal, state, and local laws.

ARTICLE 11
UNIFORMS

10.1 Uniforms. The Employer shall furnish to employees any required uniform
pieces at no cost to the employee. The Employer will replace those pieces when necessary due to
normal wear and tear, but the employee shall be responsible for paying for uniforms damaged by
carelessness, recklessness, or use off duty. Employees shall be responsible for ordinary laundry
and maintenance of uniforms. Employees shall return all uniform pieces upon termination if
requested or shall have the replacement costs deducted from their final paycheck. Sweaters may
be worn over the uniform provided they are solid black.
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ARTICLE 12
HOLIDAYS

12.1 Holiday Pay. Employees who work on any of the following holidays shall
receive payment at the rate of double time (2x’s) for such holiday work.

New Year’s Day
New Year’s Eve
Christmas Day
Christmas Eve
Thanksgiving Day

ARTICLE 13
SHORTAGE & BREAKAGE

13.1 Shortage & Breakage At no time shall an employee be charged for breakage, except
when it is proven such breakage was done willfully or carelessly. Employees shall not have
unauthorized deductions made from their checks for such business costs as walkouts, bad checks,
incorrect credit card stamps, addition errors, over pouring, cash register shortages or breakages.

ARTICLE 14
NON-DISCRIMINATION

14.1 No Discrimination. The Company and the Union agree that there shall be no
discrimination against any individual with respect to all personnel actions, such as hiring,
compensation, or other terms or conditions of employment because of such individual’s race,
color, religion, sex, national origin, Union affiliation, handicap or age. This provision is not
subject to Article 5 (Grievance and Arbitration).

ARTICLE 15
NO STRIKE — NO LOCKOUT

15.1  No Strike. Employees represented by the Union shall not engage in any strike, sit-
down, slow-down or work stoppage during the life of the Agreement. Neither the Union or any
officers, agents or other representatives of the Union shall, directly or indirectly, authorize, assist,
encourage or in any way participate in any strike, sit-down, slow-down or work stoppage during
the life of this Agreement or during the negotiations for the renewal thereof.

15.2 No Lockout. The Company agrees not to engage in any lockout during the terms
of this Agreement or during the negotiations for the renewal thereof.
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ARTICLE 16
SAVINGS CLAUSE

16.1 Should any part hereof or any provision herein contained be rendered or declared invalid by
reason of any existing or subsequent legislation or by a decree of a court of competent jurisdiction,
such invalidation of such part or portion of this Agreement shall not invalidate the remaining
portions hereof, and they shall remain in full force and effect. The parties further agree that this
Agreement may be re-opened by either party upon thirty (30) days written notice only for
negotiations and agreement regarding the provision invalidated.

ARTICLE 17
TERM OF AGREEMENT

This Agreement shall be in effect for a period of two (2) years commencing on the first
day of April, 2025, and shall continue to and including the thirty first (31st) day of March, 2027,
and be automatically renewed thereafter, unless at least sixty (60) days prior to the termination
date either Party serves written notice upon the other by certified mail of a desire to terminate,
change or modify this Agreement.

o
For SPECTRUM For UNI/T/E HE
e /
/
Date. | [-14-25
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APPENDIX A
WAGES

Bartenders Minimum wage

Barbacks /Setups $5.75 over minimum wage

* Should either State or Federal minimum wage increase during the term of the Agreement any
Bartender who is currently paid above minimum wage shall receive the same cents per hour
increase.

* Bartenders covered by this Agreement will include all those who are on the hiring list and
eligible for employment at the State, Orpheum, and Pantages Theaters in Minneapolis, Minnesota,
excluding accounting, sales, ticket sellers, clerical employees, managers, and guards and
supervisors as defined by the Act.

* Bargaining unit members may be permitted to voluntarily work shifts for the Company at outside
events and venues other than the State, Orpheum, and Pantages Theaters in Minneapolis,
Minnesota. It is understood and agreed that the provisions of this Agreement will not apply during
those shifts; for example, those events and venues may not charge customers with automatic
gratuity for credit card transactions.

* An eighteen percent (18%) automatic gratuity will be added on to a customer’s bill at an event
where no cash is used at the point of transaction. Gratuity is to be divided as the bartenders choose.

* Employer Records. The Employer shall maintain records on all functions and the amount of
service charge/gratuity deposited with the Employer and the actual amount and method of
distribution. The Union Rep and/or Steward shall be permitted to inspect the employee
compensation record during business hours or an agreed upon time.

* Host Bars. Bartenders shall be paid a service fee of twenty percent (20%) based on the retail
price of the product sold when working a hosted bar.

* Donated/discounted functions. Bartenders shall be paid twenty-five dollars ($25.00) per hour
with a four (4) hour minimum when working an event where the client has brought in product,
including alcohol and non-alcohol beverages.

* All point-of-sale terminals and devices will include an automatic eighteen percent (18%)
gratuity for credit card purchases. Bartenders will be required to communicate to each patron that
there is an 18% gratuity added to each credit card transaction in the following manner:

(D) Bartender:  Are you paying with credit card or cash?

(2) Customer: =~ Credit card.
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3) Bartender: Credit card payments include an 18 percent automatic
gratuity. Would you still like to proceed?

@) The customer must indicate approval before the bartender presses the pay
button.

* The notification must be limited to automatic gratuity and cannot be part
of a longer statement by the bartender.

* The bartenders are not required to use the exact language above. For
example, a bartender may ask whether a customer is okay with the 18
percent automatic gratuity, rather than asking if the customer would still
like to proceed. However, the steps of the notification must be followed.

*The sales and gratuity shall be available to Bartenders using a standardized system (e.g., currently
through Sling) on an event-by-event basis at the end of every event, and the Company will make
a good faith effort to send the report on the night of the shift.

* Notice from Theater. In the event the theaters seek to eliminate automatic gratuity in writing, the
Company would provide notice to the Union and the parties would engage in effects bargaining

on the issue.
* Employees shall sign in where there is no other way to punch in.

* Referral Bonus. Any employee who recommends someone who is hired by the Company will
receive a $100.00 bonus if that person works at least three (3) regular shifts (excluding training)
over the next six (6) months

*Employees shall be eligible to participate in the Company’s 401k plan on the same eligibility
criteria, terms and conditions as other non-union employees.

* Wage Discrepancy Claims - All wage discrepancy claims must be presented in writing to the
Employer within fourteen (14) business days after receiving pay covering the period in which the
discrepancy occurred. Upon request, all agreed upon wage adjustments of at least fifty dollars
($50.00) shall be paid to the employee by special check within three (3) days of notifying the
Employer of the discrepancy. For discrepancies of less than fifty dollars ($50.00), all agreed upon
wage adjustments must be paid no later than the pay period following such an agreement.

*The Employer will provide in-person TIPS training at least one (1) time every three (3) years,
and employees who cannot attend will be responsible for obtaining their own TIPS training.

Page 16




Workplace Rules and Procedures

Employees must adhere to the rules and procedures defined within this section. Such items are
subject to the progressive disciplinary process defined within Article 6 of the Agreement.
Nightly Procedures:

All employees are expected to perform at a level that provides each guest with first-class service.
1. Bartender should be in full uniform prior to pre shift meeting;

2. FEach bartender is responsible for setting up their own bar or bars, including:

a.
b.

C.

g.

h.

Bar mats — Laid out in a functional manner;

Coffee distribution (through procedures already in place);

Icing wells — Please bring sufficient buckets of ice to fill well you are responsible
for. Please plan with fellow bartenders so that we are not carting around half
buckets of ice;

Checking bag in box systems for low product and changing if necessary;

Ensure CO2 is at functional level as well and change if necessary;

Displaying snacks and liquors in an eye appealing manner consistent with those
around them (pictures to be provided);

Properly stocking bars to ensure not running out of any product available for sale
mid-service; and

Bar should be in “service ready condition” prior to any breaks being taken.

3. Each bartender is responsible for breaking down their own bars or bars, including:

a.

[

@t o a0

Soak soda guns during the duration of break down then reassemble and dump soak
water prior to leaving for the night;

Cleaning all bar surfaces including but not limited to all stainless equipment, bars
tops, and mixing stations with spray bottles of food-safe cleanser;

Mop hard surface areas after removing mats with clean floor cleaner solution;
Lock all lockable doors and coolers;

Restock low product to leave the bar as one would like to find it;

Burn ice;

Gas and properly label all wine when instructed;

Count out cash drawer (see Cash and Transaction procedures below);

Check out with supervisor; and

CLOCK OUT and declare tips.

Cash and Transaction Procedures:

All employees are responsible for the cash given to them at the start of their shift, change bank,
and all sales reported through Square (or other/similar Point of Sale System utilized by Spectrum).
Spectrum uses an industry leading point of sale system that will calculate all cash and credit sales
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for each transaction. This system will also calculate all tips generated from credit cards sales.
Cash due from cash transactions is calculated by cash sales less tips generated from credit card
sales. All employees will be responsible for turning accurate cash due within +/-2% of the amount
shown on the Micros back-office reports and our employee reports taken at the terminal. At the
point when a discrepancy is found the supervisor will bring it to the employee’s attention and at
that point the employee will have an opportunity to explain possibly why the error. Example: “I
had a transaction where I gave the customer change for a $10.00 bill, but they insisted they gave
me a $20.00, it was an $8.00 sale. As to not sit and argue with the customer I just gave them the
$10.00 back. I guess I was right”. The same example could be used for the reverse that the
employee gave the customer change for $10.00 but should have been for $20.00. Either way, ifa
mistake was made, we need to pay closer attention to every transaction. Overage or shortage will
be handled with our discipline procedures below.

We feel that following these steps below will make each transaction efficient and leave less room

for error.

Transactions:
1. Greet each and every customer with hello what can I get for you;

2. Ring in each item and quote the price to the customer;
3. Inform the customer of the 18% auto-gratuity on credit card transactions;
4, Cash or credit out each sale;

Cash out:
1. Count all monies in the drawer;

Minus out the starting bank;

The remaining amount is the Cash Due.
Check number with supervisor.
Recount if needed.

If the number is good,

Turn into supervisor to check out.

Nk BN
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