
Assumption Agreement 

 This Agreement is made this ___ day of September, 2026, by and between the United 
Government Security Officers of America, and its Local 20, (collectively, “the Union”), and First 
Coast Security Solutions, Inc. (“the Company”) with respect to the Company’s contract with the 
Federal Protective Service, covering security guard services in St. Louis, Missouri metropolitan 
area posts and assignments secured by the Company within the St. Louis area, including St. 
Louis, St. Charles, Jefferson, Franklin, Washington, and St. Francis Counties, including any new 
posts and assignments, and FEMA sites in the aforementioned areas. The parties agree as 
follows: 

 The Union had entered into a Collective Bargaining Agreement with the predecessor 
contractor for the Bargaining Unit which is attached hereto as Exhibit A. The parties desire to 
adopt the CBA as outlined in Exhibit A, subject to the following amendments: 

1. Any reference in Exhibit A to “VendTech-SGI, LLC” shall be amended to read “First 
Coast Security Solutions, Inc.”  
 

2. The effective dates of Exhibit A shall be amended to read from “October 1, 2026 to 
September 30, 2027.” 
  

3. Article 9 shall be amended in its entirety to read as follows:  

ARTICLE 9: GRIEVANCE PROCEDURE 

Section 9.1: Grievance Process 

A grievance is any dispute, claim, or complaint arising under this Agreement during its term. Grievances shall be 
handled as follows: 

Step 1: Informal Discussion 

An employee may discuss a dispute, complaint, or disciplinary action with Company management and the Union 
Steward. For disciplinary matters, this discussion must be requested within seven (7) calendar days after the 
discipline is issued. 

If the matter is not resolved, or if the informal step is skipped, the grievance may proceed to Step 2. 

Step 2: Written Grievance 

The employee or Union Steward may submit a written grievance to Company management using the Union’s 
prescribed grievance form: 

• Within seven (7) calendar days after the informal discussion; or 

• If the informal step is skipped, within fourteen (14) business days after the discipline is issued. 

The Company shall provide a written response within seven (7) business days after receiving the grievance. 

If the grievance is not resolved, it may proceed to Step 3. 
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Step 3: Union President and Company Review 

The Union Steward may advance the grievance to the Union President and the Company within seven (7) calendar 
days after: 

• The Company’s response is received; or 

• The Company’s response was due, if no response was provided. 

The Union President and the Company shall meet to discuss the grievance. Either party may have witnesses present. 

For grievances involving discipline or discharge, the Company shall provide the Union with copies of all evidence 
gathered during its investigation, whether or not the Company intends to rely on it. The evidence must be provided 
at least three (3) business days before the grievance meeting. 

If the Company fails to provide the evidence on time: 

• The meeting shall be rescheduled at the Union’s request; 

• All applicable grievance deadlines shall be extended; and 

• Any evidence not disclosed may not be used against the grievant at any later step or during arbitration. 

Nothing in this Section limits the Union’s rights under the National Labor Relations Act. 

The Company shall provide the Union President with a written response within seven (7) calendar days after the 
meeting. 

If the response is not accepted, is not received by the deadline, or does not resolve the grievance, the Union may 
submit a written request for arbitration within fourteen (14) calendar days after the response is received or due. 

Step 4: Selection of an Arbitrator 

The Union shall request a list of seven (7) qualified and impartial arbitrators from the Federal Mediation and 
Conciliation Service. 

Within five (5) calendar days after the Company receives the list, the Company and the Union shall alternately 
remove names until one (1) arbitrator remains. The remaining arbitrator shall hear and decide the grievance. 

Section 9.2: Arbitration Costs 

The Company and the Union shall equally share the cost of the arbitrator and the hearing room. 

Each party shall be responsible for any costs associated with its own witnesses. 

Section 9.3: Back Pay 

Any back-pay award shall be reduced by income the employee received during the applicable period, including 
wages, disability benefits, unemployment benefits, or other compensation. 

Section 9.4: Reinstatement 

If an arbitrator or administrative law judge orders the Company to reinstate a discharged employee, the Company 
shall do so if the employee meets all qualifications for the position. The Union agrees that instances in which the 
government client or another government agency prohibits the employee from working on the contract or entering 
government property, that those matters shall not be arbitrable. The Union shall be entitled to information 



concerning the removal or prohibition. The Company may elect to re-employ an officer in the above circumstances 
should an officer exhaust their appeals and obtain a favorable adjudication/reinstatement. 

The Company shall not be required to reinstate the employee if: 

1. The government client or another government agency prohibits the employee from working on the contract 
or entering the government property; 

2. The Company provides the Union with proof of that prohibition or denial; and 

3. The Company has exhausted all available appeals under its contract with the Government. 

Under these circumstances, the Company shall not be responsible for front pay. 

Section 9.5: Hearing Transcripts 

Either party may request that the arbitration hearing be transcribed. 

The party requesting the transcript shall pay the full cost of the transcript and court reporter. If the other party also 
requests a copy, both parties shall equally share those costs. 

If the arbitrator requests a transcript, the Company and the Union shall equally share the cost of the transcript and 
court reporter. 

Section 9.6: Arbitrator’s Authority 

The arbitrator may not add to, remove, or change any term of this Agreement. The arbitrator’s decision shall be 
based solely on the terms of this Agreement. 

The arbitrator’s decision shall be final and binding on the Company, the Union, and its members. 

4. Section 10.1 shall be amended to read: “No employee, after the completion of the 
probationary period shall be discharged, suspended, or otherwise disciplined without just 
and sufficient cause, and shall be subject to progressive discipline in accordance with the 
FCS Disciplinary Policy.”  
 

5. Section 16.1 shall be amended to read as follows: 

(A) The Company will provide safe weapons and equipment. 

(B) Employees are required to qualify with their assigned duty weapon to meet the standard of employment for 
becoming a PSO. PSOs shall recertify weapons qualification every six months to maintain suitability for continued 
employment as mandated by the Statement of Work to meet the need of contractual compliance. 

(C) Each PSO shall train and qualify with their assigned duty weapon. 

(D) Each PSO shall have two (2) attempts to qualify with a passing score of at least 200 to stand post. 

(E) If after two (2) attempts, an incumbent PSO has not achieved the passing score of at least 200, they shall be 
mandated to attend an eight (8) hour remediation with a predetermined curriculum established by the Training 
Department prior to being given the opportunity to attempt to requalify on the next available company scheduled 
FPS qualification range. 

(F) After the completion of the eight (8) hour remediation the incumbent PSO shall have two (2) attempts 
to qualify with a passing score of at least 200 to stand post. If after those two (2) attempts the incumbent 



PSO has not achieved the passing score of at least 200 the Company will provide the officer may volunteer 
to take a final eight (8) hour remedial instruction, and a subsequent, and final, two attempts to shoot a 
passing score of at least 200. If, at the conclusion of those attempts, or the officer does not wish to take 
additional remedial training/qualification attempts, and the officer has still not successfully achieved a 
passing score of 200, the Company may then terminate the officer’s employment. 
 

7. Section 18.1 of the CBA shall be replaced with the following language:  
 
The Employer agrees to make a health and welfare (“H&W”) benefit contribution as set forth below on all 
hours paid to a maximum of 40 hours per workweek, and to a yearly maximum of 2,080 hours per year. 
The Allowance will be paid as cash in lieu of benefits pursuant to C.F.R. 4.177, subject to the provisions 
below.  

During open enrollment, employees who meet eligibility requirements under the Affordable Care Act may 
elect to opt-in to participation in the Company provided benefit plan. An officer who elects to participate in 
the plan shall have their H&W amount first applied towards the cost of their health insurance coverage, if 
any, and second, for any remainder, to the Company 401(k). An officer who makes no election will receive 
their Health and Welfare benefit paid in cash.  

Current: $5.48/hr 

Effective October 1, 2026: $5.81/hr 

Health and Welfare benefits are not paid on vacation or PTO cash outs, bereavement leave, or overtime 
hours.  

8. The wages set forth in Section 23.1 shall be modified as follows: 

Current: $36.16 

Effective October 1, 2026: $37.49 

9. The parties agree that Section 34.2 shall be modified to read as follows:  

“This Agreement constitutes the full and complete agreement between the Company and the Union, it being 
understood that nothing shall be implied as being binding on the parties hereto except to the extent 
expressly set forth in this Agreement.”  
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