








1.5

1.6

1.7

ARTICLE 2

Union Notification - 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 a new employee’s 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 Councit or Teamsters Joint Council # 28 (i.e.; outside contractor on strike).

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

2.1

22

221

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

o Eight (8) consecutive hour's 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:

o Five (5) consecutive eight (8) hour days; or,

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

e 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 less than five (5) business days’ notice, the employee
shall be paid at the rate of time and a half (1 %%) times the employee’s regular hourly rate
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 that 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 Section 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 %) 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.

AGREEMENT 2023-2026
CITY OF MONROE (PW & PARKS)
PAGE 3












32

3.2.1

3.2.2

3.2.3

3.24

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, they 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 employee 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 shall 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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6.1.5 Full-time employees who work less than forty (40) hours per week shall receive vacation
benefits on a pro rata basis. For example, if an employee normally works twenty (20) hours
per week and the normal work week is forty (40) hours, the employee shall receive half of
the vacation accrual of a full-time employee.

6.1.6 Once an employee has given notice of their intent to terminate employment with the
Employer, vacation may be scheduled and/or taken in lieu of working the last two (2) weeks
of employment, unless the Department Director determines this would harm the Employer’s
.operation. The_ effective date.of a termination. will_be_considered_to_be the_actual lastday
the employee worked.

6.1.7 While employees may use vacation as soon as it is accrued, negative balances are not
permitted. If vacation is not available, the employee must take any time-off as unpaid. If
employees terminate prior to the end of the year, unearned vacation time will be prorated
based on termination date.

6.2 Sick Leave - Sick leave must first be earned as a result of completed service with the
Employer and shall be computed from the employee's first month of employment. The rate
of accrual shall be those amounts earned under the applicable ordinance and/or Labor
Agreement in effect at the time such benefit was earned. Employees may not take sick
leave prior to earning sick leave (negative balances are not permitted). Earned vacation
leave may be taken at any time during a period of sickness after expiration of sick leave.

6.2.1 Full-time employees shali accrue sick leave at the rate of eight (8) hours for each completed
calendar month of service. Full-time employees who work less than forty (40) hours per
week shall accrue sick leave benefits on a pro rata basis. For example, if an employee
normally works twenty (20) hours per week and the normal work week is forty (40) hours,
the employee shall receive four (4) hours for each month of employment. In no case shall
any employee earn less sick leave than prescribed by state or local law.

6.2.2 Sick leave may accumulate until claimed and used. Sick leave time which is used by an
employee shall be deducted from the employee’s accumulated sick leave time.

6.2.3 ‘ After five (5) continual days of absence, the Employer may request an employee to provide
a written report from the employee's doctor verifying the illness or incapacity. The
Employer's requirements for verification may not resuit in an unreasonable burden or
expense on the employee and may not exceed privacy or verification requirements
otherwise established by law.

6.2.4 An employee who has a record of habitual unscheduled absence and/or consistent sick
leave abuse shall be subject to corrective action up to and including termination (to the
extent that it does not interfere with an employee’s rights under the FMLA, state leave laws
and state and federal disabilities acts). The action taken should be based on the nature
and extent of the absences and success and failure of any previous attempts to correct the
employee’s attendance.

6.2.5 State Labor and Industries has interpreted RCW 49.46.210 as rendering unlawful any
programs that discourage employees from using sick leave. The parties agree to suspend
the provisions of the Sick Leave Incentive program, as described in Section 6.2.5, effective
upon the issuing of the Labor and Industries opinion in 2018 (and subject to a subsequent
grievance settlement between the Employer and the Union). However, the provisions of
6.2.5 shall be reinstated in the event that a court of competent jurisdiction rules that such
programs are lawful.
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6.2.7

6.2.8

6.3

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. 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 1%t 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 medicai care;

6.2.6.3 Care of a child of the employee regardless 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 healthcare 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 or Washington Family Leave under RCW 49.78 or current
Employer Policy.

Worker’'s 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. 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.

Bereavement Leave - If an employee suffers a death in the "immediate family," such
employee shall be allowed up to three (3) days off with pay. Bereavement leave shall be
granted upon approval of the Department Director. "Immediate family" shall be defined as
spouse, registered domestic partner, children (including born or unborn, step child and
foster child), parents (including step-parents), mother-in-law, father-in-law, siblings
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6.4

6.5

6.5.1

6.5.2

ARTICLE 7

(including step brothers/sisters) sister-in-law, brother-in-law, grandparents (including
spouse’s grandparent or registered domestic partner's grandparent), aunt, uncle, niece,
nephew, grandchildren (including step grandchildren), and one who was a member of the
employee’s household at the time of the person’s death or at the time of the onset of the
person’s fatal illness. Bereavement leave must be used within twelve (12) months of the
immediate family member’s death.

Judicial Leave shall be paid as per Employer Policy.
Leave of Absence - A regular employee who desires a leave for personal or business

reasons shall be granted two (2) days leave without pay each year, with prior notification
to and approval from the employee’s supervisor.

Non-Medical Leave of Absence - If authorized by the City Administrator, regular
employees may take up to twelve (12) months leave of absence without pay. Such leaves
shall not constitute a break in service but no benefits shall accrue during the leave of
absence.

Medical Leave of Absence — In cases involving leave of absence for medical reasons,
the Employer will grant up to twelve (12) months of leave, without pay, inclusive of FMLA,
for treatment and recovery from illness or injury, provided such employee has a reasonable
prognosis of returning to work within that twelve (12) month period. If physically able, the
employee will be returned to their previous position or a substantially equivalent position.
If the employee is not physically able to return to their previous position, they may be placed
in an open position in the bargaining unit for which the employee qualifies.

HEALTH AND WELFARE

7.1

7.2

7.21

722

7.2.3

‘Health Insurance, Retiree Welfare Trust (RWT), VEBA, Deferred Compensation -
See Appendix A.

Teamster’s Pension Plan — Western Conference of Teamsters Pension Trust — Effective
January 1, 2023, based on the previous month’s hours, the Employer shall pay into the
Western Conference of Teamsters Pension Trust (WCTPT) on account of each member
of the bargaining unit, seventy-five cents ($0.75) for each hour compensated. In addition,
effective February 1, 2023, based on the previous month’s hours, the employees shall also
contribute one dollar and fifteen cents ($1.15) for each hour compensated through a pre-
tax payroll diversion. The total contribution paid by the Employer to the Trust is one dollar
and ninety cents ($1.90) for each hour compensated.

The total amount due for each calendar month shall be remitted in a lump sum at the time
specified by the Administrator of the Trust Fund. The Employer shall abide by such rules
as may be established by the Trustees of said Trust Fund to facilitate the determination of
the reporting and recording of contribution amounts paid on account of each member of the
bargaining unit.

Anytime during the life of this Agreement the one dollar and fifteen cents ($1.15) per
compensable hour contribution rate set forth within this Agreement may be increased;
provided however, any such increase shall have been the result of a majority decision by
secret ballot vote held amongst the bargaining unit membership; and provided further, any
such increase shall result in a corresponding decrease of like amount in the monthly
earnings on a pre-tax basis for all employees covered by this Agreement.

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
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10.1.8

10.1.9

10.1.10

ARTICLE 11

The above timeframes may be extended by mutual agreement of the Employer and the
Union.

The expense of the arbitrator, the cost of any hearing room and the cost of a shorthand
reporier, unless such are paid by the State of Washington, shall be borne equally by the
Employer and the Union. In resolving such matters, each party shall bear their costs of
representation, including witness and attorney fees.

The final and binding step in resolving disputes regarding the interpretation or application
of terms of this Agreement shall be grievance arbitration. Any issue processed as a
grievance by an employee or the Union the subject of which is unlawful discrimination on
the basis of race, creed, color, religion, sex, age, national origin, marital status, sexual
orientation, citizenship status, disability, or veteran status, may not also be processed in
any other forum. Any issue processed in any other forum, including alleged unlawful
discrimination, by an employee or the Union shall not be submitted to grievance arbitration.
This is providing that jurisdiction is not refused when remedy is sought by the employee or
the Union outside the grievance procedure and is intended to be consistent with an
employee’s rights within applicable law.

SEPARABILITY AND SAVINGS

1M1

ARTICLE 12

Should any provision of this Agreement be held invalid by operation of law or by any tribunal
of competent jurisdiction, or if compliance or enforcement of any provisions should be
restrained by such tribunal pending a final determination as to its validity, the remainder of
this Agreement as it relates to persons or circumstances other than those to which it has
been held invalid shall not be affected thereby. In the event that any provision of this
Agreement is held invalid or enforcement of or compliance with has been restrained, as
hereinbefore set forth, the Employer and the Union shall enter into immediate collective
bargaining negotiations upon the request of either party for the purpose of arriving at a
mutually satisfactory replacement for such provision during the period of invalidity or
restraint. In the event the Employer and the Union fail to reach an agreement as to a
replacement for such provision, such dispute shall be submitted to the grievance procedure
for final resolution.

DURATION

12.1

This Agreement shall be effective January 01, 2023 and shall remain in full force and effect
through December 31, 2026 and shall remain in effect during the course of negotiations on
a successor Labor Agreement.

Any changes in wages, hours or working conditions from those previously in effect shall
become effective upon the execution of this Agreement unless a specific, different effective
date is indicated for a particular change.

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL CITY OF MONROE, WASHINGTON
EMPLOYEES AND DRIVERS LOCAL UNION NO.

763, affiliated with the International Brotherhood of

Teamsters

By

By / /

Chad Baker, Secretary-Treasurer Geo¥réy Thokeas, Mayor

Date

£ / 6/23 | Date \\‘13 \z3
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PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS

APPENDIX A
by and between
CITY OF MONROE, WASHINGTON

and

LOCAL UNION NO. 763

(Representing the Public Works and Parks 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.

A Effective January 1, 2023, the monthly rates of pay for employees covered by this
Agreement shall be as follows:
STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m  25-36m 37-48m  49-60m 61m+
Maint/Operations 2 u $5,546 $5,823 $6,114 $6,421 $6,741 $7,078
Maint/Operations 3 u 36,164 $6,471 $6,796 $7,136 $7,493 $7,868
Maint/Operations 4 u $6,280 $6,594 $6,924 $7.,270 $7,633 $8,015
STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m  13-24m  25-36m  37-48m  49-60m 61m+
Construction
Inspector u $6,878 $7,223 $7,584 $7,962 $8,361 $8,780
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” (CPI-U) (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 from the “All Urban Consumers Index”
shall be a minimum of zero percent (0%) and a maximum of four percent (4%).

Effective January 1, 2024, the monthly rates of pay for employees covered by this
Agreement shall be as follows:

Position PG
Maint/Operations 2 u
Maint/Operations 3 u

Maint/Operations 4 u

STEP A
00-12m

$5,768

$6,411

$6,531

STEP B
13-24m

$6,056
$6,730

$6,858

STEPC
25-36m

$6,359

$7.,068

$7,201

STEP D
37-48m

$6,678
$7.,421

$7.,561

STEPE
49-60m

$7,011
$7,793

$7,938

STEP F
61m+

$7,361

$8,183

$8,336



A1.2

A.1.3

STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m+
Construction
Inspector U  $7,153  $7,512  $7,887  $8280  $8,695  $9,131

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” (CPI-U) (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 from the "All Urban Consumers Index”
shall be a minimum of zero percent (0%) and a maximum of three percent (3%).

Effective January 1, 2025, the monthly rates of pay for employees covered by this
Agreement shall be as follows:

STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m+
Maint/Operations 2 U $5,941 $6,238 $6,550 $6,878 $7,221 $7,582
Maint/Operations 3 U $6,603 $6,932 $7,280' $7,644 $8,027 $8,428
Maint/Operations 4 U $6,727 $7,064 $7.417 $7,788 $8,176 $8,586

STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m  37-48m  49-60m 61m+
Construction
Inspector u $7,368 $7,737 $8,124 $8,528 $8,956 $9,405

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” (CPI-U) (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 from the “All Urban Consumers Index”
shall be a minimum of zero percent (0%) and a maximum of three percent (3%).

Effective January 1, 2026, the monthly rates of pay for employees covered by this
Agreement shall be as follows:

STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m+
Maint/Operations 2 U $6,101  $6,406  $6,727  $7,064  $7.416  $7,787
Maint/Operations 3 u $6,781  $7.119  $7.476  $7,850  $8,243  $8,656
Maint/Operations 4 U $6.909  $7.255  $7.617  $7.998  $8397  $8,817

STEPA STEPB STEPC STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m+
Construction u $7.567  $7.946  $8,343  $8,758  $9,198  $9,659

Inspector



A14

A1.5

A.1.6

A1.6.1

A7

A.1.8

Effective January 1, 2023, the hourly wage rate for Seasonal and Temporary employees
hired pursuant to Article 1.1.3 to help with mowing and other similar Parks and Public
Works maintenance tasks shall be twenty dollars ($20.00). The rate of pay for Seasonal
and Temporary employees hired to perform tasks in higher 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.

STEPSAtoB,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 City 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.

WWTP Progression — The following progression shall be in place effective January 1, 2025:

a) Employees hired as Operators-in-Training or Group 1 Operators at the WWTP
shall be placed in the Maintenance/Operations 2 scale.

b) Employees hired with or who acquire their Group 2 certification after hire shall be
placed in the Maintenance/Operations 3 scale.

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 $179.68
BA/BS $359.29

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

Degree: Monthly Amount:
AA $186.87
BA/BS $373.66
2025 , '
Degree: Monthly Amount:
AA $192.48
BA/BS $384.87
2026
Degree: Monthly Amount:
AA $197.68
BA/BS $395.26

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.



A1.9

Years of Employment: Monthly Amount:
5 $44.93
10 $89.82
15 $179.68
20 $269.47

Effective January 1, 2024, January 1, 2025 and January 1, 2026 the above amounts will

be increased by agreed upon COLA.

Years of Employment:

Monthly Amount:

5 $46.73
10 $93.41
15 $186.87
20 $280.25

Years of Employment:

Monthly Amount:

5 $48.13
10 $96.22
15 $192.48
20 $288.66

Years of Employment:

“Monthly Amount: .

5 $49.43
10 $98.81
15 $197.68
20 $296.45

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 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.

Monthly:

Benefit Plan 2023:

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.

Benefit Plan 2024: 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




A.1.10

A1.11

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.

Benefit Plan 2025: 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 the 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.

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

Benefit Plan 2026:

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

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: 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).



A.1.12

A2

A3

State Paid Family and 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.

Effective January 1, 2023, 2024 and 2025, the Employer will pay three percent (3.0%) into
a deferred compensation plan or VEBA for each employee. Each unit will elect as a unit
what portion of the three percent (3.0%) 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.

Benefit Plan: Monthly %:
VEBA 1%

Deferred Comp Plan — Employer “match” employee 20,
contribution up to agreed upon percentage °

Commercial Driver’s License (CDL) Stipend - Effective the first payroll period in January
2023, and the first payroll period each January thereafter, employees in the bargaining unit
who hold a CDL and are included in the Association of Washington Cities Drug & Alcohol
Consortium random testing pool will receive a CDL stipend of five hundred dollars
($500.00). Employees with CDLs who are hired after the first payroll in January or who
obtain their CDL after the first payroll in January shall receive a pro-rated share of the
stipend based on month of hire or acquisition of their CDL.

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

Teamsters

By

| il G >.4‘\ By

Chad Baker, Secré{ary-Treasurer Patsy Cudaback, Mayor
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MEMORANDUM OF UNDERSTANDING
to the AGREEMENT
by and between
CITY OF MONROE, WASHINGTON
and
PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS LOCAL UNION NO. 763
(Representing the Public Works and Parks Employees)

January 01, 2023 through December 31, 2026
THIS MEMORANDUM OF UNDERSTANDING 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.

The parties have agreed that employees who participate in Commercial Driver's License (CDL) training at
Employer expense shall be required to sign and abide by the terms of the agreement below:

Commercial Driver’s License Expense Agreement
You are scheduled to attend Commercial Driver's License (CDL) training. In accordance with the
Memorandum of Understanding, you must complete this Expense Agreement and submit it to your Manager
or Supervisor. If you have any questions regarding this agreement, please contact Human Resources.

The Employer agrees to advance expenses for you to attend CDL training:

Course:

Dates of Attendance:

Total Expense Amount: $ (includes registration, tuition, fees, required books

and other materials to a maximum of $

In consideration of payment of these expenses, you agree to the following:

o Ifyou voluntarily terminate employment with the City of Monroe prior to completing the course, you
will refund the entire amount of the course expenses provided to you.

o If you voluntarily terminate employment with the City of Monroe after completion of the course and
prior to completing six (6) consecutive months of active employment, you will refund the entire
amount of the course expenses provided to you.

e If you voluntarily terminate employment with the City of Monroe after completion of the course and
after completing six (6) months of active employment, but prior to completing twenty-four (24)
consecutive months of active employment, you will refund a pro-rated share of the total expenses
provided to you. The pro-rated amount will be based on the total amount of expenses provided,
divided by the percentage of time left in months from twenty-four (24) months that you did not
continue employment with the City of Monroe.

For example: if $6,000 was paid for the training and the employee voluntarily left employment at:

s 6 months—$6,000.00 repayment
e 15 months—$3,000.00 repayment.
e 24 months—3$0 repayment.

AGREEMENT 2023-2026
CITY OF MONROE (PW & PARKS)
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