


AGREEMENT
by and between
CITY OF MONROE, WASHINGTON
and
PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763
(Representing the Office-Clerical Employees)

January 01, 2023 through December 31, 2026

THIS AGREEMENT is by and between the CITY OF MONROE, WASHINGTON, hereinafter referred to as
the Employer, and PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763, affiliated with the International Brotherhood of Teamsters, hereinafter referred to
as the Union.

ARTICLE 1 RECOGNITION, UNION MEMBERSHIP AND PAYROLL DEDUCTION

1.1 Recognition - The Employer recognizes the Union as the exclusive bargaining
representative for all full-time office-clerical employees of the Empioyer, excluding
supervisors, confidential employees and those employees working less than three hundred
and forty-six point six (346.6) hours in a twelve (12) consecutive month period.

111 "Full-time_employee” shall mean an individual performing bargaining unit work in a
position that entails more than seventy (70) hours per month for more than eight (8) months
in any twelve (12) month period.

1.1.2 "Part-time employee” shall mean an individual working in a position that entails less than
seventy (70) hours per month for any period of time.

1.1.3 "Temporary employee” or "Seasonal employee” — For the purposes of this Agreement,
a “Seasonal” or “Temporary” employee shali be defined as an individual employee working
for more than one-sixth the time of a regular, full-time employee (three hundred forty-six
point six [346.6] hours) and less than one thousand and forty (1,040) hours in a twelve (12)
consecutive month period. The twelve (12) consecutive month period begins with the
employee’s first day of work. In the event an individual employed as a Seasonal/Temporary
employee is employed for more than one-sixth the time of a regular full-time employee
(three hundred forty-six point six [346.6] hours in a twelve [12] consecutive month period),
the employee shall become a member of this bargaining unit, subject to the limitations set
forth below. In the event that an individual Seasonal/Temporary employee is employed for
more than one thousand and forty (1,040) hours in a twelve (12) consecutive month period,
the employee shall be covered by this collective bargaining Agreement as a regular
employee.

Bargaining unit Seasonal/Temporary employees who have worked more than one-sixth of
aregular, full-time employee (three hundred forty-six point six [346.6] hours in a twelve [12]
consecutive month period), but fewer than one thousand and forty (1,040) hours in a twelve
(12) consecutive month period will be covered by the following Articles of this Agreement:

Article 1—Recognition, Union Membership and Payroll Deduction
Article 2—Hours of Work, Overtime, Callback, Standby and Breaks
Article 4—Wages

Article 7.2;7.21,7.22and 7.2.3

Article 8 (except for Articles 8.1; 8.2; 8.3 and 8.4)

Article 11—Separability and Savings Clause
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1.2

1.3

1.4

e Article 12—Duration

e Appendix A—Seasonal/Temporary fate of pay (applies only after the
Seasonal/Temporary employee is employed for more than three hundred forty-
six point six [346.6] hours and less than one thousand and forty [1,040] hours in
a twelve [12] consecutive month period).

¢ ltis understood that provisions of state, federal and local laws will dictate the level
of health and welfare benefits received by Seasonal/Temporary employees.

e Should the state or federal laws or other authority regulating the work of
Seasonal/Temporary employees change during the term of this Agreement, the
Employer will comply with the law as changed.

o After working an initial three hundred and forty-six point six (346.6) hours in any
division or department covered by this Agreement, Seasonal/Temporary
employees become bargaining unit members and remain members of the
bargaining unit upon the first hour of subsequent re-employment, regardless of the
division or department (so long as covered by this Agreement) in which the
Seasonal/Temporary is employed. If a Seasonai/Temporary employee has a break
in service (separation from employment with the Employer) for twelve (12) months
or more, they will be considered a new employee without representation from the
Union. Once the employee completes three hundred forty-six point six (346.6)
hours of work, they will become represented by the Union.

e The Employer is under no obligation to hire Seasonal/Temporary employees and
reserves the right to hire and manage Seasonal/Temporary employees based on
operational need. However, the Employer agrees that Seasonal/Temporary
employees are to be used to supplement the full-time work force, not supplant it.

Union Membership and Payroll Deduction - The Employer shali deduct from the pay
check of each employee who has so authorized it the regular and/or delinquent initiation
fee and regular and/or delinquent monthly dues uniformly required of members of the
Union. The amounts deducted shall be transmitted monthly to the Union on behalf of the
employees involved. The performance of this function (dues deduction) is recognized as a
service to the Union by the Employer. Authorization by the employee shall be on a form
approved by the parties hereto and may be revoked by the employee on request, in writing,
submitted to the Union in accordance with the terms and conditions of the authorization.
The Union shall forward a copy of the revocation to the Employer as soon as possible after
receiving it.

Pay Date - Employees hired after July 1, 2018 will receive their paycheck on the seventh
(7?) and 22 of each month. Employees hired before July 1, 2018 may continue to receive
their paychecks on the 71" of each month; provided, however, any employee on a monthly
payroll cycle who changes to a bimonthly payroli cycle cannot return to a monthly payroll
cycle. If the 7™ or the 22" of the month falls on a weekend or a Monday holiday, the
employee will be paid on the preceding Friday.

Union Officials Time-Off - A Union Official who is an employee in the bargaining unit
(Shop Steward and/or member of the Negotiating Committee) may be granted time off
while conducting business vital to the employees in the bargaining unit, provided:

1.4.1  They notify the Employer in writing at least forty-eight (48) hours prior to
the time-off period;

1.4.2 The Employer is able to properly staff the employee's job duties during the
time-off period;

1.4.3 The wage cost to the Employer is no greater than the cost that would have
been incurred had the employee not taken time-off; and

1.4.4 Employees shall not transact Union business while working on shift that in
any way interferes with the operation or normal routine of any department.
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1.5

1.6

1.7

ARTICLE 2

21

211

22

221

Union Notification and New Hire Orientation - Within seven (7) days from the date of
hire of a new employee, the Employer shall forward to the Union the name, address,
telephone, Social Security number, position and rate of pay of the new employee. The
Union and a shop steward will be provided thirty (30) minutes during regular working hours
for purposes of presenting information about the bargaining unit and Union membership.
This generally shall occur within the first two (2) weeks of an employee’s date of hire, but
shall occur no later than ninety (90) calendar days from the date of hire. Employees have
the option to attend or not attend the orientation. The Employer shall promptly notify the
Union of all employees leaving its employment.

Union Official Time-off - A union official who is an employee in the bargaining unit (Shop
Steward or alternate) may be granted a forty-eight (48-) hour paid time off bank for bona
fide training seminars or courses as endorsed by the Union.

Sanctioned Picket Lines - Notwithstanding above, no employee shall be retaliated
against for refusal to cross a picket line of a strike sanctioned by the appropriate Central
Labor Council or Teamsters Joint Council # 28 (i.e.; outside contractor on strike).

HOURS OF WORK, OVERTIME, CALLBACK, STANDBY, AND BREAKS

Work Day: The work day shall consist of (exclusive of mealtime}):

¢ Eight (8) consecutive hours work on a 5/8 shift; or

o Eight (8) or nine (9) consecutive hours of work on a 9/80 shift; or
e Ten (10) consecutive hours of work on a 4/10 shift.

Work Week: The work week, allowing consecutive days off, may be composed of either;

¢ Five (5) consecutive eight (8) hour days; or

e Four (4) consecutive ten (10) hour days; or

¢ A 9/80 schedule (which includes eight [8] nine [9] hour days and one [1] eight [8] hour
day; work week split at four [4] hours on this day.)

However, deviations from the average forty (40) hour work week of five (5) consecutive
eight (8) hour days will require approval from the department director.

Every effort will be made by the Employer to notify an employee five (5) business days in
advance of a change in the employee’s work week. In the event the employee’s work week
is changed by the Employer with jess than five (5) business days’ notice, the employee
shall be paid at time and a half for the first shift worked under the modified work week.
Exceptions shall be made in the event of local emergency conditions, in which case the
shift premium will not apply. In the event an employee initiates a request to the Employer
to change the employee’s work week or work day with less than five (5) business days’
notice and the Employer agrees to the change, the employee will not be paid at time and
a half for the first shift worked under the modified work week.

By mutual agreement between the employee and the Employer, an employee’s work week
or work day may be other than as set forth in Sections 2.1 and 2.1.1.

Overtime - All hours compensated in excess of forty (40) hours in one (1) work week shall
constitute overtime. Overtime shall be paid at the rate of one and one-half (1 1/2) times
the employee's regular straight-time hourly rate of pay.

Overtime shall be paid for in increments of fifteen (15) minutes with the major portion of
each fifteen (15) minute increment being paid as fifteen (15) minutes.
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222

223

224

2.25

226

2.3

2.3.1

24

2.41

242

Deductions shall be made for tardiness in increments of fifteen (15) minutes with the major
portion of each fifteen (15) minute increment being deducted as fifteen (15) minutes.

Compensatory Time-Off - In lieu of overtime pay, compensatory time-off may be accrued
upon the request of the employee. Scheduling of compensatory time-off shall be subject to
approval of the employee's supervisor. Compensatory time-off shall be taken at the rate of
one and one-half (1-1/2) times the hours worked. The maximum number of hours that can
be accumulated is one hundred eighty (180) hours. This represents one hundred twenty
(120) actual overtime hours worked since employees receive one and one-half (1-1/2)
hours of compensatory time-off for each overtime hour worked.

All compensatory time accrued and not used or cleared by cash settiement shall be carried
over as accrued compensatory time. Notwithstanding the foregoing, in June and November
of each year the Employer will buy out an employee's unused accrued compensatory time
down to eighty (80) hours in June and forty (40) hours in November. An employee may
opt to receive cash reimbursement for any unused compensatory time accrued with the
regular payroli cycles on the 7t and 229 of each month. Requests for compensatory time
cash-outs on the 7% must be submitted to payroll by the last day of the previous month;
requests for cash-outs on the 22" must be submitted to payrolt by the 15™ of each month.

Overtime should be authorized by the Department Supervisor and subsequently approved
in writing, except in emergency situations.

The Employer may not change an employee’s regular schedule to avoid the payment of
overtime, unless with advance notice as referenced in Article 2.1.2.

Callback - An employee who has ieft work and is called back to work after completion of
a regular day's shift, or called in to work when otherwise not scheduled, shall be paid a
minimum of three (3) hours at one and one-half (1-1/2) times the employee’s regular
straight-time hourly rate of pay, regardless of the time actually worked; provided however,
if the employee's regular shift starts less than three (3) hours from the time the employee
started work on the callback, the employee shall receive one and one-half (1-1/2) times the
employee’s regular straight-time hourly rate of pay only for such time as occurs prior to the
commencement of the employee’s regular shift.

Phone Calls - Requests for information, assistance or direction when conducted by cell
phone or other electronic device, when the employee is not required to report to work, shall
be paid on a time-spent basis with a fifteen (15) minute minimum at the overtime rate. If an
employee receives multiple requests for assistance within the fifteen (15) minute minimum,
the responses shall be included as part of the first fifteen (15) minute minimum.
Subsequent requests outside the first fifteen (15) minutes shall trigger a new fifteen (15)
minute minimum period.

Standby Duty - An employee who is required to be available and subject to call shall
receive a Standby Duty Allowance in accordance with the following schedule:

Weekly Standby Duty - Weekly Standby Duty shall commence at the end of the
employee's regular work shift on Friday and continue until the beginning of the regular
starting time the following Friday. An employee on Weekly Standby Duty shall receive
fifteen (15) hours of compensatory time-off for such duty.

Weekend Standby Duty - Weekend Standby Duty shall commence at the end of the
employee's regular work shift on Friday and continue until the beginning of the regular
starting time the following Monday morning. An employee on Weekend Standby Duty shall
receive eight (8) hours of compensatory time-off for such duty.
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2.4.7

2438

2.5

26

261

26.2

27

ARTICLE 3

Evening Standby Duty - Evening Standby Duty shall commence at the end of the
employee's regular work shift and continue until the beginning of the regular starting time
the following day. An employee on Evening Standby Duty shall receive one (1) hour of
compensatory time-off per evening.

Holiday Standby Duty - When a contractual holiday occurs during an employee's Standby
Duty assighment, the employee shall receive an additional hour of compensatory time for
each holiday occurring during the assignment.

Employees who are assigned to Standby Duty and who are called out shall be
compensated pursuant to the Callback provision in addition to the Standby Duty Allowance.

Standby Duty assignments shall be rotated amongst those qualified bargaining unit
employees who have designated their preference to work Standby Duty. If no one
volunteers to be on Standby, then it shall be assigned to the least senior employee, by
rotation.

The Employer shall provide cell phones to those employees on Standby Duty.

In order to be eligible to be on the Standby rotation, the employee must be able to respond
to a callout within forty-five (45) minutes under normal conditions.

Higher Classification - In the event an employee works in a higher classification than that
to which the employee is regutarly assigned, the employee shall be paid at Step A in the
higher classification or an additional five percent (5%) of their base wages, whichever is
greater, provided the employee has worked for a period of not less than one (1) work week
(i.e., 5/8, 4/10, 4/9) in the higher classification. Or, as an alternative to the higher rate of
pay, the employee may elect to receive compensation through the accrual of compensatory
time off which equals the value of their higher rate of pay at the actual work hours rounded
up to the nearest fifteen (15) minute increments.

Shift Differential - Any non-overtime hours worked between the hours of 6:00 p.m. and
6:00 a.m. will be compensated an additional one dollar and fifty cents ($1.50) on the hourly
base rate.

Any non-overtime hours worked on Saturday or Sunday will be compensated an additional
one dollar and fifty cents ($1.50) on the hourly base rate.

Exceptions shall be in the event of local emergency conditions, in which case the above-
mentioned premiums would not apply.

Breaks - The Employer will maintain the current practice of providing paid breaks.

PROBATION PERIOD, LAYOFF, RECALL AND JOB VACANCIES

3.1

Probation Period — New employees shall be subject to a probation period of one (1) year.
The probation period will commence with the employee’s date of hire, during which period
the employee will be evaluated by the Employer and may be subject to discharge without
cause. The grievance procedure shall not be utilized to resolve disputes pertaining to
discipline, including suspension and/or discharge of the employees during the probation
period.

Trial Period — An employee who is promoted or who transfers to a different bargaining unit
classification shall be subject to a six (6) month trial service period to demonstrate their
ability and capacity to perform the duties of the new classification. The employee will have
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3.2

3.2.1

3.2.2

3.2.3

3.24

the option to return to their former position within thirty (30) days from the start of the trial
service period. An employee who is unable to satisfactorily perform the duties of the new
classification during the trial service period shall be returned to the position and
classification the employee held immediately prior to the promotion or transfer.

Layoff, Recall and Job Vacancies - In layoff, recall and filling job vacancies, the Employer
shall give consideration to an employee’s length of continuous service with the Employer
and ability to best perform the duties required in the job. In applying this provision it is the
intent to provide qualified employees with opportunities for promotion and the Employer
with efficient operations.

Layoff - In the event of layoff, the bargaining unit and the Union shall be given at least sixty
(60) calendar days’ written notice in advance. The employee with the least seniority within
the bargaining unit shall be the first laid off. The Union recognizes the Employer’s right to

- select necessary departmental cuts (positions that may be eliminated and/or unfunded).

When such cuts eliminate a position which is not filled by the least senior employee of the
bargaining unit, the employee shall be able to bump any less senior employee in a position
or classification the affected displaced employee has previously held, in subsequent order,
beginning with the most recent position held.

Bumping — When an employee has the opportunity to bump back into a previously held
position, they will be required to submit to and pass any and all employee background
checks that are applicable and/or required by the Employer for the position. If the affected
employee has never held an alternate position with the Employer and their position is being
eliminated, the employee may be laid off, as they do not have the ability to bump less senior
employees. Affected employees with the same date of hire will be laid off based on job
knowledge, skills and abilities as required by the position. The employee who is bumped
by the affected employee shall have the same rights under this Article. This process shall
continue until the least senior employee is laid off. Employees who are eligible to bump to
a previously held position must exercise their bumping right within five (5) work days. All
bumping will be completed within the sixty (60) calendar day notice period. If an employee
moves out of a Teamster Local Union No. 763 bargaining unit position to accept another
position with the Employer for longer than six (6) months, said person shall not be able to
bump back into Teamster covered employment.

Recall - In the case of recall, those employees with the longest length of continuous service
in the classification affected shall be recalled first, provided they can best perform the
duties required in the job. An employee on layoff must keep both the Employer and the
Union informed of the address and telephone number where the employee can be
contacted. When the Employer is unable to contact an empioyee for recall from layoff, the
Union shall be so notified. If neither the Union nor the Employer are able to contact the
employee within five (5) business days from the time the Union is notified, the Employer's
obligation to recall the employee shail cease. The Employer shall have no obligation to
recall an employee after the employee has been on continuous layoff for a period of one
(1) year. Also, if an employee does not return to work when recalled, the Employer shall
have no further obligation to recall the employee.

Job Vacancies - Notices of job vacancies shall be posted on the Employer’s web site for
at least five (5) business days, and employees shall be notified of postings by email.
Employees who desire consideration for such openings shall notify the Employer by
following the application process. When a regular job vacancy occurs, present employees
shall be given first consideration for filling the vacancy. The position shall be filled by the
most qualified applicant. The determination as to whether or not any vacancy is filled shall
continue to be retained by the Employer.
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ARTICLE 4

WAGES

41 The monthly rates of pay for employees covered by this Agreement shall be as set forth in
Appendix "A" to this Agreement. Should it become necessary to establish a new job
classification within the bargaining unit during the term of the Agreement, the Employer
may designate a job classification title and salary for the classification. Any new
classification and salary shall be negotiated prior to implementation.

4.2 An employee promoted from one classification to another shali be placed into the lowest
pay STEP of the higher classification which still provides for at least five percent (5%)
increase above that currently being received by the promoted employee.

43 The parties agree to establish a Labor/Management Committee to review the clerical salary
matrix to establish clear guidelines on reclassification issues.

ARTICLE 5 HOLIDAYS

51 The following days or day in lieu thereof shall be recognized as paid holidays:

New Year's Day January 1t

Martin Luther King Jr's Birthday 3 Monday in January

President's Day 34 Monday in February

Memorial Day Last Monday in May

Juneteenth June 19th

Independence Day July 4th

Labor Day 18t Monday in September

Veteran's Day November 11t

Thanksgiving Day 4% Thursday in November

Day after Thanksgiving 4% Friday in November

Christmas Eve (4 hours afternoon)  December 24t

Christmas Day December 25"

One (1) Floating Holiday Date to be selected by mutual
agreement between employee and
Employer.

5.1.2 Employees who work on holidays shall be paid premium pay at the rate of one and one-

half (1-1/2) times their regular straight-time hourly rate of pay for hours worked. Holiday

! pay will not exceed eight (8) hours, even if working an alternate work schedule (i.e., 4/10,
3/12 or 5/7). Employees who work a varied shift (i.e., Tuesday through Saturday) shall
receive a substitute day off with pay if the holiday falls outside of their normal work schedule
(i.e., Monday holiday would receive Tuesday as a substitute day off).

51.3 To qualify for holiday pay, employees must have been on the payroll prior to the holiday
and on pay status their scheduled work day before and their scheduled work day after the
holiday, subject to application of the Washington State Sick Leave law.

5.14 The holidays listed above represent specific events as indicated. Should the dates for any
said holiday be changed by the Legislature or the Governor of the State of Washington,
said holiday shall be observed on the date established by the change and not on the date
set forth above.

5.1.5 All full-time employees shall be paid for all approved holidays regardless of which day in

the week the holiday should fall. No employee shall be called to work on an approved
holiday for less than four (4) hours pay, at the overtime rate, whether or not the employee
performs four (4) hours of work. The employee has the option to take the overtime as
compensatory time. :
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6.2.6

6.2.7

6.2.8

Employees who use ten (10) hours or less of sick leave (including protected leave) during
a calendar year (January — December) shall be granted a bonus day off during the
succeeding calendar year. For such employees, ten (10) hours shall be added to the
employees’ vacation leave bank on January 1%t It is the responsibility of the employee to
notify Human Resources if they have used less than ten (10) hours in any calendar year.
The employee must contact Human Resources by March 15t to be eligible to receive their
ten (10) hour bonus.

Approved grounds for use of sick leave shall be:

6.2.6.1 Doctor's or dentist's appointments;

6.2.6.2 Employee’s own mental or physical iliness, injury or health condition; to
accommodate the employee’s need for medical diagnosis, care or
treatment of a mental or physical iliness, injury or health condition, or an
employee’s need for preventative medical care;

6.2.6.3 Care of a child of the employee, regardiess of age or dependency status,
with a health condition that requires treatment or supervision; (child shall
mean a biological, adopted, or foster child, a stepchild, a legal and, or a
child of a person standing in loco parentis),

6.2.6.4 Care of a spouse, registered domestic partner, parent, grandparent,
parent-in-law, or a member of the immediate family, as defined in Section
6.3 below, for whom the employee is responsible under a durable power
of attorney for health care with a serious health condition or during a health
emergency;

6.2.6.5 Forced quarantine of the employee in accordance with State or
Community health regulations or when the employee’s place of business
has been closed by order of a public official for any health-related reason,
or when an employee’s child’s school or place of care has been closed for
such a reason, or for absences that would qualify for leave under the
domestic violence leave act, chapter 49.76 RCW,

6.2.6.6 When bereavement leave has been exhausted; six (6) additional days may
be deducted from the employee’s accumulated sick leave bank;

6.2.6.7 Any other situation that would qualify the employee for family medical
leave under the Family Medical Leave Act (FMLA), Washington Family
Care Statute, Washington Family Leave under RCW 49.78, other state
leave laws or current Employer Policy.

Workers Compensation shall be paid according to Employer Policy.

Cash Payment Upon Termination — Upon termination from City employment employees
shall be paid a lump sum payment from their sick leave. Employees hired prior to
December 21, 2005 shall be based upon three (3) days of pay for each four (4) days of
accrued leave at the employee's then current daily pay rate. Employees hired after
December 21, 2005 shall be paid based upon two (2) days of pay for each four (4) days of
accrued leave at the employee’s then current daily pay rate. Provided however, the
maximum number of hours of pay shall be eight hundred (800), unless the termination is
for just cause. Note: only the first one hundred and ninety-two (192) hours (twenty-four
[24] days) of sick leave paid are included in the final calculation for PERS benefits.
Employees hired on or after January 1, 2013 into any Teamsters bargaining unit have no
vested right in accrued sick leave at the time of their separation.
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7.2.3

ARTICLE 8

Notwithstanding Sections 1.1, 1.1.1, 1.1.2 and 1.1.3 of the collective bargaining agreement,
it is recognized that the hourly contributions required to be paid into the Western
Conference of Teamsters Pension Trust on behalf of all bargaining unit employees
pursuant to this memorandum of understanding shall also be paid on behalf of any
temporary, seasonal or part time employee for the very first hour of compensation, with a
corresponding reduction in the Employee’s monthly earnings on a pre-tax basis.

MISCELLANEQUS

8.1

8.2

8.3

8.4

8.4.1

8.5

8.6

8.7

8.8

8.9

Education Reimbursement - Employees may request education reimbursement pursuant
to Employer Policy. In the event the Employer budgets for education reimbursement of
employees, the employees will be notified as soon as practicable.

Light Duty - Bargaining Unit members will receive Light Duty per Employer Policy.

Uniforms - The Employer may establish a dress code for empioyees. If the Employer
requires City logo'd clothing to be worn or black shoes (police), it shall be furnished by the
Employer. Each employee shall be responsible for custody and return, if required, of the
clothing items assigned to the employee. Class A clothing, (long sleeveftie) Class B
clothing (short sleeve/open neck) whether personal or Employer furnished, required to be
worn on the job shall be cleaned at the expense of the Employer at a vendor chosen by
the Employer.

Safety Work Boots - For office personnel that are in the field occasionally or in situations
where they are required by safety rules or regulations to wear hard-toed safety footwear,
the Employer shall provide to members of this bargaining unit safety boots or shoes on the
same terms and at the same amount as received by the Employer’s police officers and
sergeants.

Employees shall be responsible for conforming to State statutes relating to safety footwear
and for the maintenance or repair of safety baots.

Personal Protective Equipment (PPE) - The Employer shall furnish personal safety
equipment for the employee's use. The Employer may require the employee to reimburse
the Employer the cost to replace the equipment in cases of obvious misuse or inattention.
Personal safety equipment shall include, but is not limited to, eye protection, hard hats,
traffic vests, bulletproof vests and gloves where needed. The Employer Safety Committee
should be referred to for recommendations concerning safety equipment.

Foul Weather Gear - The Employer shall furnish foul weather gear where needed. The
Employer may require the employee to reimburse the Employer the cost to replace the
equipment in cases of obvious misuse or inattention.

Showers - Showers shall be provided for those employees working with toxic materials,
dangerous drugs or human waste.

Performance of Duty - Nothing contained in this Agreement shall be construed to give an
employee the right to strike and no employee shall strike nor shall the empioyee refuse to
perform assigned duties to the best of their ability. Violation of this Section may result in
disciplinary action.

Residency - The Employer shall have no restrictions as to residency requirements for any
bargaining unit employees, unless any such restrictions are based upon job-related criteria.
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8.10

8.11

8.12

8.13

ARTICLE 9

Safety - The Employer and employees shall comply with all safety requirements pertaining
to any applicable job classifications.

Management Rights -. It is understood and agreed that the Employer possesses the sole
right and authority to operate and direct the employees of the Employer and its various
departments in all aspects, including but not limited to, all rights and authority exercised by
the Employer prior to the execution of this Agreement, except as modified in this
Agreement. These rights include, but are not limited to:

a. The right to determine its mission, policies and to set forth all standards of service
offered to the public;

b. To plan, direct, control and determine the operations or services to be conducted

by employees of the Employer;

To determine the methods, means and number of personnel needed to carry out

the department’s mission;

To direct the working forces;

To hire, assign or to promote employees within the City (subject to Article 3);

To suspend, discipline or discharge for just cause;

To layoff or relieve employees due to lack of work or funds;

To make, publish and enforce rules and regulations;

To introduce new or improved methods, equipment or facilities;

To contract out for goods and services;

To take any and all actions as may be necessary to carry out the mission of the

Employer in situations of civil emergency as may be declared by the Mayor or City

Administrator; provided, that no right enumerated herein shall be exercised or

enforced in @ manner contrary to or inconsistent with the provisions of this

Agreement.

1. To determine the work schedules.

o

AT T Ta oo

Entire Agreement - The Agreement expressed herein in writing constitutes the entire
agreement between the parties, and no oral statement shall add or supersede any of its
provisions. The parties acknowledge that each party has had the unlimited right and
opportunity to make demands and proposals with respect to any matter deemed a proper
subject for collective bargaining. The results of the exercises of that right are set forth within
this Agreement.

Personnel Manual - The City of Monroe personnel policies and procedures shall apply to
employees in the bargaining unit. Where there is a conflict between such policies and
procedures and this Agreement, this Agreement shall govern. Any changes in policies and
procedures applicable to employees in the bargaining unit which are mandatory subjects
of bargaining shall be negotiated between the Employer and the Union. The Employer shall
furnish the Union and each employee in the bargaining unit a copy of the Employer’s
policies and procedures.

CORRECTIVE ACTION

91

9.2

The Employer shall not discharge nor suspend any employee without just cause.
Disciplinary/corrective action, up to and including immediate termination, shall be based
on the seriousness of the situation and the relevant circumstances. Discipline/corrective
action less severe than termination shall include, but is not limited to, a written warning
notice (reprimand or documented verbal warning) or suspension without pay. Verbal
counseling and performance appraisals shall not be considered disciplinary action.

A corrective action notice shall set forth the complaint against the employee and shall be
presented to the employee with a copy forwarded to the Union.
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9.3

9.4

ARTICLE 10

Within fifteen (15) scheduled working days after the Employer’s discovery of an occurrence
that may be grounds for corrective action, the Employer shall notify the employee in writing,
with a copy to the Union, of its intent to investigate the matter. Thereafter,
disciplinary/corrective action (i.e. reprimands, suspension, demotion or discharge), to be
considered valid, must be issued within thirty (30) calendar days after an investigation of
the facts is completed. A single thirty (30) day extension of the thirty (30) day deadline will
occur following written notice from either the Employer or the Union (certified return
receipt).

Corrective action shall remain in the employee’s file for a period of three (3) years and
given appropriate weight in subsequent personnel actions, which are appealable through
the grievance procedure. The weight given by an arbitrator hearing an appeal shall take
into consideration the severity of the incident(s) and whether there are any recurring
incidents of a similar nature, including the length of time since the last incident occurred.

GRIEVANCE PROCEDURE

101

10.1.1

10.1.2

10.1.3

10.1.4

10.1.5

A grievance shall be defined as an issue raised relating to the interpretation, application or
claim of violation of any express terms or provisions of this Agreement. A grievance shall
be filed at the lowest level of supervision where the supervisor can resolve the grievance,
however, where practical, the employee will notify their first level supervisor of the filing of
any grievance. It will be the employee’s and or the Union’s responsibility to inform the
appropriate level of supervision, via written request, to move the grievance to the next step
of the process. The Employer shall provide a response to the employee at each level within
the timeline specified.

STEP 1 - An employee and/or the Union, within ten (10) business days from knowledge of
the occurrence of an alleged grievance (but in no event more than sixty (60) calendar days
from the date of the occurrence), may bring said grievance to the attention of the
Supervisor. The Supervisor shall make every effort to resolve the alleged grievance within
ten (10) business days.

STEP 2 - Should the Supervisor fail to resolve the alleged grievance within ten (10)
business days, then the matter shall be referred to the Manager, who shall have an
additional ten (10) business days to resolve the alleged grievance.

STEP 3 - Should the Manager fail to resolve the alleged grievance within ten (10) business
days, then the matter shall be referred to the Department Director, who shall have an
additional ten (10) business days to resolve the alleged grievance.

STEP 4 - The Department Director shall make every effort to resolve the alleged grievance
with ten (10) business days. Should the Department Director fail to resolve the alleged
grievance within ten (10) business days then the matter shall be referred to the City
Administrator, who shall have an additional ten (10) business days to resoive the alleged
grievance. Should the Department Director and the City Administrator fail to resolve the
matter, then the Union shall have the right to submit a demand for arbitration to the
Employer.

STEP 5 - The Employer and the Union shall immediately upon the demand for arbitration,
select an arbitrator to hear the dispute. If the Employer and the Union are unable to agree
upon an arbitrator within ten (10) business days after receipt by the Employer for such
demand for arbitration, the Union may request a list of nine (9) arbitrators from the Public
Employment Relations Commission. After receipt of same, the parties involved shall flip a
coin for the first strike and then alternately strike names, one at a time, until only one (1)
name remains, who shall upon hearing the dispute, render a decision which shall be final
and binding upon all parties. The Union will address grievance issues and follow up in a
timely manner.
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APPENDIX A
by and between

CITY OF MONROE, WASHINGTON

and

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763

(Representing the Office-Clerical Employees)

January 01, 2023 through December 31, 2026

THIS APPENDIX is supplemental to the AGREEMENT by and between the CITY OF MONROE,
WASHINGTON, hereinafter referred to as the Employer, and PUBLIC, PROFESSIONAL & OFFICE-
CLERICAL EMPLOYEES AND DRIVERS LOCAL UNION NO. 763, affiliated with the International

Brotherhood of Teamsters, hereinafter referred to as the Union.

A1 Effective January 1, 2023, the monthly rates of pay for employees covered by this Agreement shall

be as follows:

STEP A
Position PG 00-12m
Administrative Asst u $5,469
Administrative Tech U $5,671

Administrative Tech 2 u $5,955

STEP B
13-24m

$5,741
$5,970

$6,268

STEP C
25-36m

$6,028
$6,282

$6,596

STEPD
37-48m

$6,330
$6,614

$6,944

STEP E
49-60m

$6,645
$6,962

$7,310

STEP F
61m +

$6,979
$7,328

$7,695

Upon ratification of this Agreement, employees in the Financial Analyst position shall be
placed on the Administrative Technician 2 wage scale on the same step they occupy in the
Administrative Technician scale. The Employer and the Union agree to use the Labor-
Management Committee to determine the qualities that differentiate each tier of the wage

scale.

A1 Effective January 1, 2024, the rates of pay which were in effect as of January 1, 2023, shall
be increased by one hundred percent (100%) of that percentage increase in the “All Urban
Consumers Index” (1967=100) for the Seattle-Tacoma-Bellevue Area for that period from
June 2022 to June 2023, as is supplied by the Bureau of Labor Statistics, United States
Department of Labor. Such increase shall be a minimum of zero percent (0%) with a

maximum of five percent (5%)

Effective January 1, 2024, the monthly rates of pay for employees covered by this

Agreement shall be as follows:

STEP A
Position PG 00-12m
Administrative Asst U $5,721
Administrative Tech u $5,932

Administrative Tech 2 U $6,229

STEP B
13-24m

$6,005
$6,245

$6,556

STEP C
25-36m

$6,305
$6,571

$6,899

STEP D
37-48m

$6,621
$6,918

$7,263

STEP E
49-60m

$6,951
$7,282

$7,646

STEP F
61m +

$7,300
$7.,665

$8,049



A1.2 Effective January 1, 2025, the rates of pay which were in effect as of January 1, 2024, shall
be increased by one hundred percent (100%) of that percentage increase in the “All Urban
Consumers Index” (1967=100) for the Seattle-Tacoma-Bellevue Area for that period from
June 2023 to June 2024, as is supplied by the Bureau of Labor Statistics, United States
Department of Labor. Such increase shall be a minimum of zero percent (0%) with a
maximum of five percent (5%).

Effective January 1, 2025, the monthly rates of pay for employees covered by this
Agreement shall be as follows:
STEP A STEP B STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m +
Administrative Asst U $5,938 $6,233 $6,545 $6,873 $7,215 $7,577
Administrative Tech u $6,157 $6,482 36,821 $7,181 $7,559 $7.,956
Administrative Tech 2 u $6,466 $6,805 $7,161 $7,539 $7,937 $8,355

A.1.2.1 Effective January 1, 2026, the rates of pay which were in effect as of January 1, 2025, shall
be increased by one hundred percent (100%) of that percentage increase in the “All Urban
Consumers Index” (1967=100) for the Seattle-Tacoma-Bellevue Area for that period from
June 2024 to June 2025, as is supplied by the Bureau of Labor Statistics, United States
Department of Labor. Such increase shall be a minimum of zero percent (0%) with a
maximum of five percent (5%).

Effective January 1, 2026, the monthly rates of pay for employees covered by this
Agreement shall be as follows:
STEP A STEP B STEP C STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m +
Administrative Asst u $6,098 $6,402 $6,722 $7,058 $7,410 $7,782
Administrative Tech u $6,324 $6,657 $7,005 $7,375 $7,763 $8,171
Administrative Tech 2 u $6,640 $6,989 $7,354 $7,743 $8,151 $8,580

A122

A1.3

A1.4

A1.5

Effective January 1, 2023, the rate of pay for employees hired as Temporary or Seasonal
employees pursuant to Article 1.1.3 for general office work such as filing, shredding or
other similar office duties shall be no less than twenty dollars ($20.00) per hour. The rate
of pay for Temporary and Seasonal employees hired to perform tasks in higher clerical
classifications shall be no less than Step A of the wage scale for the job classification in
which the Temporary or Seasonal employee is working.

STEPS AtoB,BtoC,CtoD,DtoE and E to F are annual STEP increases effective each
twelve (12) month period from the employee’s anniversary date of hire.

The Employer may pay newly hired employees with previous experience at a rate of pay
higher than Step A of the wage scale, but not greater than Step C.

Criminal Justice Stipend - Effective the first payroll period in January 2023, and the first

payroll period each January thereafter, employees in the bargaining unit who are required
to maintain an ACCESS 2 certification, or, at the Employer’s discretion, an equivalent



A1.6

A7

A.1.8

criminal-justice related qualification, will receive a criminal justice stipend of five hundred
dollars ($500.00). Employees hired after the first payroll in January shall receive a pro-
rated share of the stipend based on month of hire.

Effective January 1, 2023, an employee who has earned a degree in a field of study
including police administration, political science, sociology, psychology, law, business
administration, education, criminology or other fields of study approved by the Employer
shall receive additional compensation as follows:

Degree: Monthly Amount:
AA $180.67
BA/BS $361.26

Effective January 1, 2024, January 1, 2025 and January 1, 2026 the above amounts will
be increased by agreed upon COLA.

: 2024

Degree: Monthly Amount:
AA $188.98

BA/BS $377.88

. L 2025

‘Degree: : ' Monthly Amount:
AA $196.16

BA/BS $392.24
B ma02en
Degree: . .- | Monthly Amount:
AA k $201.46

BA/BS $402.83

Specialty Pay — Effective January 1, 2023, employees who are fluent in a foreign language
and who use such skills to provide the Employer with verbal and written translation shall
earn Specialty Pay equal to three percent (3%) of their base wage for all hours
compensated. The Employer will determine the foreign languages needed based on the
needs of the Employer, and the appointments for this specialty will be made by the City
Administrator or the Police Chief. Each year in January, the Employer shall provide to the
Union a copy of the list of employees receiving such Specialty Pay.

Effective January 1, 2023, upon completion of the required time of service, employees shall
be entitled to Longevity Pay as per the following schedule. Longevity shall be based on
the employee’s date of hire on full-time service, to become effective with the beginning of
the pay period following completion of the required service time.

Years of Employment: Monthly Amount:
5 $45.17
10 $90.31
15 $180.67
20 $270.95

Effective January 1, 2024, January 1, 2025 and January 1, 2026 the above amounts will
be increased by agreed upon COLA.




A.1.9

2024
Years of Employment: Monthly Amount:
5 $47.25
10 $94 .46
15 $188.98
20 $283.41
2025
Years of Employment: Monthly Amount:
5 $49.05
10 $98.05
15 $196.16
20 $294.18
' 2026
~Years of Employment: Monthly Amount:
5 $50.37
10 $100.70
15 $201.46
20 $302.13

Health Insurance — Effective January 1, 2023, the Employer shall pay each month into

the following employee benefit plan the amount indicated, which is one hundred (100%)
for the employee and dependents, on behalf of each regular employee as defined in
Section 1.1.1 who was compensated eighty (80) hours or more in the month preceding the
month in which the contribution is due.

2023 BenefitPlan: = - 0 Monthly:
Washington Teamsters Welfare Trust Plan A $1,567.60
Washington Teamsters Welfare Dental Plan A $120.50
Washington Teamsters Vision Plan — Extended Benefit | $17.10
Monthly Total $1,705.20

Effective January 1, 2024, the Employer shall pay each month into the following employee
benefit plan the amount indicated, which is one hundred percent (100%) for the employee
and dependents, on behalf of each regular employee as defined in Section 1.1.1 who was
compensated eighty (80) hours or more in the month preceding the month in which the
contribution is due.

2024 Benefit Plan: ' ' v Monthly:
Washington Teamsters Welfare Trust Plan A $1,609.60
Washington Teamsters Welfare Dental Plan A $120.50
Washington Teamsters Vision Plan — Extended Benefit | $17.10
Monthly Total $1,747.20

Effective January 1, 2025, the Employer shall pay each month into the following employee
benefit plan the amount indicated, which is one hundred percent (100%) for the employee
and dependents, on behalf of each regular employee as defined in Section 1.1.1 who was
compensated eighty (80) hours or more in the month preceding the month in which the
contribution is due.



A.1.10

A1.11

A2

2025 Benefit Plan: Monthly:
Washington Teamsters Welfare Trust Plan A $1,677.50
Washington Teamsters Welfare Dental Plan A $120.50
Washington Teamsters Vision Plan — Extended Benefit $17.10

Monthly Total $1,815.10 |

The Employer will pay one hundred percent (100%) of Premium to the Trust from year to
year. Effective January 1, 2023 — December 31, 2026 the employees’ share shall be seven
percent (7%) of the monthly medical premium. If, during the term of this Agreement, the
Employer's unaffiliated employees pay less than seven percent (7%) for their share of
Teamsters Medical Plan A premiums, then the employees covered by this Agreement shall
pay what the unaffiliated employees pay. Employee premiums shall be by pre-tax payroll
diversion to the extent it's allowable under the Law. Section A.1.9 of the contract will be
reopened if the cost in any one year exceeds fifteen percent (15%) of the premium. Any
resultant employee cost shall be deducted from the employee’s paycheck each month.

Benefit Plan 2026: ‘ Monthly:
Washington Teamsters Welfare Trust Plan A $1,761.40
Washington Teamsters Welfare Dental Plan A $120.50
Washington Teamsters Vision Plan — Extended Benefit $17.10
Monthly Total $1,899.00

Any changes required by the providers of insurance coverage shall be implemented.
These include, but are not limited to, changes in required co-pays, deductible and plan
administration procedures.

Effective January 1, 2023, the Employer shall contribute the following amount, one hundred
percent (100%) of the premium, into the Retiree’s Welfare Trust.

Benefit Plan 2023 - .~ Monthly:
Washington Teamsters RWT Plan “Plus” $94 .85

Premiums for 2024, 2025 and 2026 will be paid at one hundred percent (100%) by the
Employer.

Benefit Plan 2024 and 2025: ’ Monthly:
Washington Teamsters RWT Plan “Plus” $94.85 |
Benefit Plan 2026: RS ’ v Monthly:
Washington Teamsters RWT Plan “Plus” $94.85

The Employer shall pay one hundred percent (100%) of the premium to cover a Life
Insurance Plan of at least fifty thousand dollars ($50,000).

Effective January 1, 2023, 2024 and 2025, the Employer will pay three percent (3%) into a
deferred compensation plan or VEBA for each employee. Each unit will elect as a unit what
portion of the three percent (3%) will be paid into a deferred compensation plan and what
portion will be paid into VEBA. Such election shall be in effect for the duration of the
Agreement. In the event the Employer changes providers from ICMA to another provider,
such change shall not result in a reduction of offered benefits or an increase in employee
costs. Such election shall be in effect for the duration of the Agreement:



Benefit Plan: Monthly %:
VEBA 1%
Deferred Comp Plan — Employer “match” employee 20,
contribution up to agreed upon percentage °
A3 State Family Medical Leave - Eligible employees will be covered by the Washington Paid

Family Medical Leave (WPFML) insurance program. The Employer and employees will be
required to contribute premiums to the program based on the statutory split established by
the State Legislature. The parties agree that the Employer shall have the option to convert
from the State program to a voluntary program at its discretion, provided that there is no

reduction in benefits from the State plan offerings.

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL
EMPLOYEES AND DRIVERS LOCAL UNION NO.
763, affiliated with the International Brotherhood of
Teamsters

) f‘“’,",‘\ >
By & < f—— By
Chad Bak&f,\Secret'arﬁ-Treasurer
7 _ 3
Date Z =226 Date

CITY OF MONROE, WASHINGTON
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Patsy Cudaback, Mayor
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ADDENDUM
by and between
CITY OF MONROE, WASHINGTON
and
PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763
(Representing the Office-Clerical Employees)

January 01, 2023 through December 31, 2026

THIS ADDENDUM is entered into by and between the City of Monroe, hereinafter referred to as the
“Employer,” and Public, Professional & Office-Clerical Employees and Drivers Local Union No. 763,
affiliated with the International Brotherhood of Teamsters, hereinafter referred to as the “Union.” This
ADDENDUM shall become effective upon signing and attached to and become part of the Collective
Bargaining Agreement between the Employer and Union.

WHEREAS, new employees enter into a position covered under the Collective Bargaining Agreement
between the Employer and Union, and

WHEREAS, an employee entering into such position covered by the Collective Bargaining
Agreement requires enrollment and participation in health care plans provided through Washington
Teamsters Welfare Trust; and

WHEREAS, Washington Teamsters Welfare Trust has an entry lag month, the entering of such health
care coverage may create a one (1) month period of time in which no health care coverage can be
provided; and

WHEREAS, the parties have an interest in ensuring that continuous health care coverage is provided
to employees;

THEREFORE; the EMPLOYER and UNION enter into the following conditions.

1) Whenever a new employee (or current employee) enters into a position covered by the
Washington Teamsters Welfare Trust, and where the employee would otherwise have a one-
(1-) month gap in coverage under the Washington Teamsters Welfare Trust due to the Trust's
lag month eligibility rules, the Employer shall be required (with its initial payment to the
Washington Teamsters Welfare Trust only) to make a double premium contribution for health
care coverage to pay for the normal initial month of coverage provided by the Trust as well
as the preceding lag month which is not normally covered during an employee's eligibility
period when enrolling in health care coverage provided under the Washington Teamsters
Welfare Trust.

2) Forthe purposes of premium cost sharing, the employee shall be responsible for their portion
of the premium as set forth in the Collective Bargaining Agreement, excluding the month in
which the double premium contribution is made. The Employer shall pay the entire premium
of the second (2" contribution.

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL CITY OF MONROE, WASHINGTON
EMPLOYEES AND DRIVERS LOCAL UNION NO.
763, affiliated with the International Brotherhood of

Teamsters
By %/

Chad Baker, Secretary-Treasurer

Date / -/ 3-27
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