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NOTICE TO ALL DIDDIBERS

If you becorne unerrrployed, rrr ore off due to an on the'

iob iniury in the iurisdietion of l-,oeal Union ll7 ' you

urill be put rrrl o urithdrawal status upon request.

provided all dues and other finaneial obligations are

paid to Local Union ll7 ' ineluding the dues for the

month in which the urithdrawal stotus is effeetive.

If you ore rrn a dues eheck.off lrdth yrrur eompany and

leave for any reasoll and dues are not dedueted, it is your

ohligation and responsibility to keep yrrrrr dues eurrent

anldl/or request a urithdrarval by eontaeting Jhe office at

(206) 441.486O.
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PREAMBLE

This Agreement is between the City of Kent (hereinafter called the City) and the

Teamsi-ers Local Union #117, affiliated with the lnternational Brotherhood of Teamsters,

(hereinafter called the Union), collectively herein referred to as the Parties for the

purpose of setting forth a mutual underitanding of the parties as to conditions of

employment for tlose employees for whom the C1y recognizes^ihe Union as the

exclusive collective bargaining representative. Furthermore, the City and the Union

agree that the efficieni and 
-uninterrupted performance of municipal functions, the

establishment of fair and reasonable compensation, benefits, working conditions and

job security for employees of the City is a primary purpose of this Agreement'

This Agreement has been reached through the process of collective bargaining with the.

objectiie of fostering effective coopeiation between the City and its unionized

employees. Therefor6, this Agreement and the procedures which it establishes for the

resolulion of differences are iniended to contribute to the continuation of good employee

relations, to provide an environment where the City's municipal values are practiced,

and to be in all respects in the public's interest'

ARTICLE 1 - RECOGNITION AND BARGAINING UNIT

Section 1.1 Union Rec nition

The City hereby recognizes the Union as the exclusive bargaining representative for all

work p"tforrn"O by Senefitted full-time, benefitted part-time, term limited, seasonal,

limited hour, and viriable hour employees, who work for the City of Kent in the following

departmentldivisions: public works operations, parks maintenance, golf maintenance,

facility maintenance, and housing and human services, and finance customer service,

and whose positions are allocated to classifications listed on Appendix "B".

Limited hour, seasonal, and variable hour employees shall be recognized as bargaining

unit members and are supplementary to the regular work force and shall not be used to

undermine the integrity oi tfre bargaining unit. Limited hour, seasonal, and variable hour

employees shall 
"be' provided 

-ttre opportunity to apply for bargaining unit job

opportunities as defined in Section 3.8. Limited hour, seasonal, and variable hour

employees are eligible for participation in the PERS system as provided by state law'

Section 1.2 Definiiions

A. Benefitted Employees:
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1

2

Full-Time Emplovee: An employee hired by the city to work forty (40) or

m"re hours per work week on a continuous basis. Full-time employees

shall be entitled to all provisions of this agreement.

Part-Time Employee: An employee hired by the City to work a minimum

;f thrt), (30) houii nut less than forty (a0) hours per work week on a

continuous basis with a weekly set scheduled' Part-time employee may

work forty (40) or more hours per work week on occasion based on an

operational'necessity. Leave benefits shall be prorated in accordance

with the percentage of full-time hours compensated. Part-time employees

shall be entitled all other provisions of this agreement.

B

a. Gra -Pa Em An employee who was
work a minimum of twentYhired on or before December 31,201 3to

one (21) hours but less than thirty (30) per work week on a
continuous basis. Grandfathered part-time employees may work

more hours per work week on occasion based on an operational

necessity. lf a grandfathered part-time employee transfers to
another position within the City or the incumbent severs

employment with the city the position will no longer be

grandiathered. The vacated position's hours must be increased to

a minimum of thirty (30) hours per week in order to retain benefits.

3. Term Limited Emplovee: An employee who is hired by the City to work

@hoursperweek,nottoexceedatwo(2)yearterm
without the Human Resources Director's approval but in no circumstance

will exceed a four (4) year term. Term limited employee's body of work

has a clearly identifiable end that is naturally concluding rather than open-

ended or ohgoing. Term limited employees shall be entitled all other
provisions of this agreement'

Non-Benefited Emplovees: Non-benefited employees shall not exceed 60,000

hours per calendar Year.

1. Seasonal Emplovee: An employee who is hired by the City to work thirty
pg;g- more hours per week for a period of time not to exceed six (6)

months. The term of employment for a seasonal employee initiates in the

month in which they are hired. For example, if a seasonal employee is

hired on April 1st oi gtst, the month of April shall count as one month of

employment. The necessity of the employee and the body of work to be

performed is dictated by a "season". The work will have predictable

periods of activity and inactivity. Seasonal employees afe considered at-

will employees and can be disciplined and terminated without cause and

cannot use the procedures under Article B to grieve or otherwise appeal a

discipline or a job separation of any kind. Seasonal employees shall not
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2.

be entiled to any other provisions or benefits of this agreement, except as

provided in Artiile 17; however, seasonal employees may be eligible for

membership in the Public Employees Retirement System (PERS) as

provided by state law.

Employees hired in this classification must have a minimum of twenty-six
(26j weeksisix (6) months of separation from City employment prior to

being eligible to'be hirred back into a temporary non-benefited position by

tne iity. The six (6) months of separation shall start on the 1st of the

month following the employee's separation date.

The parties agree that seasonal employees are entry level employees who

are employeO to assist and work under the direction of classifications

outlined in Appendix A.

Variable Hour Employee: An employee who is employed by the City to

@iniermittentschedule'Thehoursworkedbyvariable
employees shall not exceed one thousand four hundred (1'400) hours in

any calendar year. Variable employees shall not be entitled to any other
provisions or benefits of this agreement, except as provided in Article 17;

i"',o*eu"t, variable hour employees may be eligible for membership in the

Public Employees Retirement System (PERS) as provided by state law'

3 Limited Hour Employee: An employee hired by the City to work up to

@ekonaVerage(excludingemployeesreferencedin
1.2.8.1), but less than one thousand five hundred sixty (1,560) hours in a

calendar year. Limited Hour employees shall not be entitled to any other
provisioni or benefits of this agreement, except as provided in'Article 17;

how"uer, Limited Hour employees may be eligible for: membership in the

Public Employees Retirement System (PERS) as provided by state law'

Section 1.3 Dispute lution

Any dispute arising in the future as to the inclusion or exclusion of a position from the

baigaining unit will be presented to the Public Employment Relations Commission

(PERC) for determination.

ARTICLE 2 . UNION M MBERSHIP AND DUES DEDUCT roN

Section .1 Mandatorv O ons - Union Membershi p

All employees of the City covered by this Agreement who are members of the Union on

or after the effective dat"e of this Agieement shall have the right to become members of

the Union.
The City agrees to submit to the Union, an employee register of the bargaining unit
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employees. The register shall be submitted to the Union within 3 working days of the

1Sth of each month.

Neither party shall discriminate against any employee or applicant for employment on

account of membership in or non-membership in any labor union or other employee

organization.

Section 2.2 Dues Deduction

The City agrees to deduct from the paycheck of each employee who ]s covered by this

collective 6argaining agreement and who has so authorized it, the monthly dues

uniformly reqtlired 6i memOers of the Union, initiation fees and assessments. The

amount shall'be deducted semi-monthly and shall be transmitted monthly to the Union

on behalf of the employees involved. lf dues are not deducted in one (1) month for any

reason, they shall be deducted after acceptable payment arrangements have been

made with the Union.

Authorization by the employee shall be on a form approved by the p.arties hereto' An

employee may cancel theii payroll deduction of dues or fees by written notice to the

Union. The Union will provide the Employer with a monthly list of all employees who are

eligible for cancellation. The cancellation will become effective on the second payroll

aft6r receipt of the notice from the Union. An employee leaving paid status should notify

the Union and receive a withdrawal card for the duration of absence from paid status

and/or the bargaining unit.

No portion of the fund collected by the union under this provision shall be used for

support of political purposes in Keni. The Union agrees to defend, indemnify and hold

916 bity haimless from'and against any and all claims, suits, damages, orders and other

judgments brought or issued against the City as a result of any action taken by the City

lnOier the provisions of this Article, unless a dispute arises as a result of an error

committed by the CitY.

Section .3 List of Empl es Furnished Union

The Union will furnish to the City before the first day of each month a list of the

employees for whom dues shall be withheld.

Section 2.4 Union Refund to Emplover

The Union agrees to refund to the City any amounts paid to it in error on account of the

check-off provisions upon presentation of proper evidence thereof.

2.5 Pavroll duction for DRIVE

The City shall, upon receipt of a written authorization form that conforms to legal
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requirements and upon a minimum of 20 participating employees, deduct from the pay

of a bargaining unit employee the amount of contribution the employee voluntarily

chooses for deduction for poiitical purposes and shall transmit the same to the Union, in

accordance with the below instructions. The Union does not intend for the

administration of this deduction to be overly burdensome to the City'

The Employer shall transmit to:

D.R.I.V.E
lnternational Brotherhood of Teamsters

25 Louisiana Avenue NW
Washington, D.C' 20001

The City will send on a monthly basis, one check for the total amount deducted along

with the name of each employee on whose behalf a deduction is made, the employee's

employee number and the amount deducted from the employee's paycheck. No such

autirorization shall be recognized if in violation of state and federal law' No deductions

shall be made which is protriOited by applicable law. The lnternational Brotherhood of

Teamsters shall reimburse the City annually for the City's actual cost for the expenses

incurred in administering the payroll deduction plan'

ARTICLE 3 - SENIORITY

Section 3.1 Senioritv nition

A Seniority shall, for the purposes of longevity pay and leave accruals, be defined

as an employee's length of continuous service as a benefitted employee with the

City, less any adjustments due to layoffs or for approved leaves of absence

without pay.

Seniority shall, for the purposes of layoff and recall, be defined as an employee's

length of continuous service as a benefitted employee within the bargaining unit,

lesJ any adjustments due to layoffs or for approved leaves of absence without

pay.

Seniority shall, for all other purposes of this Agreement, be defined as an

employee's length of continuous service as a benefitted employee within their

1^"rp"itiu" diviJion (reports to the same Superintendent/Manager), less any

adjustments for appioved leaves of absence without pay. lf a reorganization

o"'.rrr, the parties shall meet and confer regarding any impacts to divisional

seniority from that reorganization.

Seniority Tie-Breaking. Employees hired on the same date will have their

seniority order assigned as follows:

B

C

D
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Length of service in non-benefited positions will be used as an

initial seniority tiebreaker when applicable.

ln the event that the above is not applicable, employees' seniority

shall be determined by the last four (a) digits of the employees'

Social Security Number, The employee with the highest number

being senior.

Section 3.2 Pro narv Period

lf either the special trial employee or the city determines that the employee either

does not want to continue'in ihe new position or has failed to demonstrate that

they can completely and satisfactorily perform the job within the special trial

perioO, the deciding party shall provide written notification to the other party of

such decision. ThJemplbyee shall then revert back to their former position or to

a vacant job classificaiion equal to their former position where they meet the

required (nowledge, skills and abilities by providing written notice to the former

position's superintendent/manager.

Termination: Probation employees may be terminated without just cause and

without recourse to the grievance procedure'

1

2

A.

B

New Hires: All benefitted employees as defined in Section 1.2'A.1, and Section

tZ,q: snatt serve a new'hiie probation period of twelve (12) months.

Probationary employees shall not be subject to the just cause,.grievance, and

arbitration provisioni of this agreement, except as provided in Article B; however,

they are subject to all other terms, conditions and benefits of this agreement'

New hires slrall not accrue seniority until completion of their new hire probation

period, at which time their seniority will be retroactive to the date of employment

as benefitted employees. New hires will be eligible for a step increase upon

completion of twelve (12) months of probation provided th.ey receive a

satisfactory performance evaluation during the twelve (12) month probationary

evaluation period.

promoted Employees: All benefitted employees within the Parks Division who

@higherclassificationshallbeconsideredspecialtrial
employees and must suciessfully complete a three (3) month special trial period

befors being permanenfly appointed to the new position/classification. All other

benefitted Jmployees who 
'"r" 

promoted to a higher classification shall be

considereo speciil trial employees and must successfully complete a six (6)

month trial period before being permanently appointed to the new

position/classification. For the purpose of this agreement, special trial employees

who are employed as benefitted non-new hire trial employees (employees who

have pass"d tn"ir new hire probation period) shall be considered as and entitled

to all benefits of non-trial employees of the bargaining unit.

C
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Section 3.3 Senioritv Cancellation

An employee's seniority shall be canceled under any of the following circumstances:

A. The emPloYee resigns;
B. The emploYee is discharged;
C. The employee retires;
D. The employee is laid off for a continuous period of twelve (12) months or more;

E. The employee fails to return to work subsequent to and in accordance with the

terms of an aPProved leave; or
F. The employee'fails to return to work from layoff on the date specified by the City

in a recall notice delivered to the employee or mailed to the employee's last

known address on file with the City, providing such notice grants the employee

five (5) working days advance notice to report'

Section 3.4 Lavoff/Personnel Reduction

A. The City shall determine when layoffs or personnel reductions are necessary and

the classifications in each division to be laid off or reduced.

B. Employees in a division affected by layoffs shall be laid off in the reverse order of

sen'iority as defined in Section 3.1.-B Seniority Definition, and Section 3.2.4

ProbationarY Period.

ln the event of a reduction in the number of positions in a higher classification

within the same division, affected employees in that division shall be reduced in

the reverse order of the employee's lengih of continuous service as a benefitted

employee in that classification. Time spent in .higher bargaining unit

classifications(s) shall be included in the employee's lower classification's

seniority. An'employee may transfer their classification seniority within their

division, resulting'in ine least senior employee within that classification being

bumped. Then the least senior employee in that classification will bump to the

next lower classification within the employee's division in which the employee

has the necessary seniority and qualifications for the job. The employee may

elect to accept a layoff in lieu of bumping. Employees choosing not to bump

shall be considered laid off and afforded all benefits and rights accordingly'

Employee shall have three (3) working days (Monday through Friday, excluding_

holidays) from receipt of wriiten "Layoff Notice" to select their bumping option, if

they have any, or io accept a layoff in lieu of bumping. Employees having

bumping righti due to a more senior employee's choice not to "bump" shall have

three (3) wirking days (Monday through Friday, excluding holidays) from written

notification of these bumping options to make their selection.
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C. Where an employee has no option to bump to another benefitted position within

the division, the employee may bump into a temporary position. Accepting any

temporary position within the City shall not disqualify an employee for recall.

Employees that are laid off from a benefitted position shall receive severance

and shall be eligible for recall even if they accept a temporary position'

D. Layoff and bumping shall not result in a promotion for any employee'

E. The City reseryes the right to retain qualified employees in vital positions 
1f 

the

positiofs unique skills oicertification requirements are needed to meet the City's

iegal responsibilities or to serve the public's interest. Such vitally positioned

employees shall be exempt from the seniority layoff or personnel reduction.

Management shall determine which positions are considered vital to City

operations. The City shall provide the Union with a listing of positions that have

been identified as vjtal to include the justification for the decision. This listing

shall be provided to the Union prior to implementing layoffs.

When more than one (1) employee has the same seniority, as defined in Section

3.1 Seniority Definition, fbr layoff/personnel reduction, each employee's

cumulativ.eGrvice wittr tne City of Kent (including service outside of the

bargaining unit.and as a temporary), shall be considered in determining the order

of layoff/reduction.

F. When issues/complications arise relating to layoff/reduction procedures, the

parties agree to meet in Labor Management to discuss the details.

G. Within a division, all seasonal, variable hour, temporary limited term and non-

benefitted part-time employees shall be separated prior to any benefitted fulltime
or benefitted parttime employee being laid off. The City further agrees not to

hire within a division any seisonal, variable hour, temporary limited term and

non-benefitted part-time employees while a benefitted employee is on the lay-off

list in that division.

H. Employees who accept a voluntary demotion in place of layoff shall have recall

rights, per Section 3.6, for the position from which they voluntarily demoted'

Section 3.5 Transfer of Senioritv

An employee with established seniority who is laid off may transfer their seniority to

another department/division within the bargaining unit in which that employee

successfully completed probation and worked for twelve (12) months or more. To

accomplish this, ihe employee must demonstrate that they possess the appropriate

certifications and licenses and can perform the work without additional training. lt shall

be the responsibility of the employee to maintain such licenses and certifications.

Requests for transfer must be made to the Human Resources Department in writing
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within three (3) calendar days of the layoff notice'

The City will pay the cost of maintaining the required licenses and certifications for the

last benefitted fosition held in the bargaining unit by the employee. Such costs shall

include the actual cost of renewing the license or certification and the cost of registration

for required training to maintain the license or certification. All other expenses shall be

the responsibility oittre employee. ln addition, the employee must use their own time to

attend'uny r"quired training in order to maintain such licenses and certifications'

Maintenance oi such licenses and certifications by the employee shall be voluntary.

However, if the employee allows their license or certification to lapse the City shall have

no further obligation under this section'

Section 3.6 Recall

The City shall reca ll laid off employees for bargaining unit vacancies of equivalent or

lower level classification within the division from which the employees were laid off or

reduced. The vacancy shall be filled by the most senior employee, as defined in

Section 3.1 Seniority Definition, so long as the emPloYee meets the qualifications of the

vacant position. The recalled employee shall be notified in writing, via U.S. certified

mail or electronic mail, to the employee's last known address or email on file with the

City, and shall be Provided at least five (5) working daYs advance notice to rePort back

to work. Upon the emPloYee' s return to work, the employee must meet the

qualifications for the job within the same timeframe that a new hire would be required to

meet for the vacant position. lf the laid off employee(s) have not maintained or fails to

obtain the qualifications for the positio n as required of a new hire, the CitY reserves its

right to fill the vacant position in acco rdance with the Provisions of Section 3.8 Job

Openings.

Refusal to accept or acceptance of a benefitted position offered by the City within the

five (5) working days' notice during the eighteen (18) month period following layoff shall

terminate the employee's recall rights.

Employees bumping into temporary Teamster positions shall also have recall rights for

eighteen (18) months from the date of layoff'

Section 3.7 Transfer to t Position

The City may not transfer an employee to a different position at any time either

temporarily or permanently, without mutual agreement.

ln addition, the City may offer lateral transfers to eligible employees within a division

(reporting to a specific superintendent/manager). Where knowledge, skills, abilities,

*orto 
""[*rience, 

and performance are equal, as determined by the City, the position

will be awarded on the basis of seniority'
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Section 3.8 Job OPenings

lf a job opening occurs within the bargaining unit, the City shall first post the position

inteinally for aliactive City employees. Laidbff employees shall be considered "active"

for purptses of internal job postings for up to eighteen (18) months from layoff date,

lald o* employees will be responsible to check on open job postings' All openings shall

be posted inteinally at least five (5) work days via City email, prior to posting the job 1o

outside applicants. ff1" City aglees to piovide working computers that are easily

accessible by the members. 
-Time 

and use of City computers is subject to work unit

expectations set by the superintendent/manager'

Upon closing a job posting, the City may establish an eligibility list for each job opening

within a division. 
'Such 

ltigiOitity lists shall be established by classification within a

division (i.e. Maintenance W6rk e, colr Course). The City may hire from an eligibility list

for a period not to exceed twelve (12) months'

Where qualifications, skills, abilities and work history of the finalists are equal, as

determined by the City, preference shall be given to the bargaining unit employee.

The City and the Union agree continuing cooperation between labor and management

is important, and further,ltom time to time suggestions and complaints of a general

nature affecting the Union and the City need consideration. To accomplish this end, the

City and the [nion agree that duly authorized representatives of the Union may be

calied upon to functioi as one-half of a Labor Management Committee, the other half

being certain representatives of the City named for that purpose. Said Committee may

*""i periodicaliy for the purpose of discussing and facilitating the resolution of all

problems which may arise between the parties other than those for which another

procedure is provided by law or by other provisions of this Agreement' The Pafties

agree that the Labor Management committee cannot alter the terms and conditions of

this agreement.

ARTIC LE 4 - LABO R MANAG ENT CO ITTEE

ARTICL E5-HOURSO F WORK

Section 5.1 Work Schedules

The City recognizes the following work schedules for employees within the bargaining

unit; exclusive of their meal periods.

g/80's: A g/80's schedule spans a two week period and the schedule is determined by

the day of the week chosen as the flex day (i.e. Monday or Friday). The following is an

example of a 9/80's schedule with every other Friday off:

The First week consists of four consecutive nine (9) hour work days, followed by one
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eight (B) hour work day followed by two consecutive days off. The second week

cJnsisis'of four (4) coniecutive nine (9) hour days followed by three (3) consecutive

days off.

5/B's: Five (5) consecutive eight (B) hour days followed by two (2) consecutive days off'

Four (4) consecutive ten (10) hour days followed by three (3) consecutive days4110's
off.

4lg's + 4: Four (4) consecutive nine (9) hour days followed by one four (4) hour day,

followed by two (Zj .onru"utive days ofi; or one four (4) hour day followed by four (4)

consecutive nine'(9) hour days followed by two (2) consecutive days off'

The parties recognize that the majority of employees in Public Works Operations work

the g/80's work schedule; Parks Operations uses a variety of the above schedules;

Finance Meter Readers work the 5/B schedule; and a majority of employees at the Golf

Course utilize the 4/9's+4 schedule. The parties agree that these schedules will

continue for the duration of this Agreement, except that, the City reserves the right, with

thirty (30) calendar days written notice, to reverl to one of the work schedules listed

above if issues of safety or operational need arise.

Section 5.2 Shift Start and End Times

The C1y will establish regular start and end times for shifts based on the work

schedules ouflined in Section 5.1. Each work schedule may have a variety of start and

end times based on operational need and may be adjusted seasonally for safety

purposes. The City reserves the right, with fourteen (14) calendar days' notice, to

adjust the start andior end time of a stritt. The fourteen (14) day notice period may be

waived by mutual agreement of the City and the Union.

Section 5.3 Overtime

Overtime shall be paid at the rate of one and one-half (1%) the employee's regular

straight-time hourly rate of pay. ln computing overtime, the nearest one-quarter (114)

houi shall be ,reO. All overtime work must be pre-authorized by the employee's

superintendenUmanager and/or the division designee. Employees are eligible for

overtime compensation in accordance with the following:

A. Benefitted full-time employees may accrue overtime for all authorized hours

worked in excess of their regular scheduled workday (minimum of eight (B) hours

per workday), or forty (40) hours in a workweek, whichever comes first.

B. Benefitted part-time employees may accrue overtime for all authorized hours

worked in elcess of their regular scheduled workday (minimum of eight (B) hours

per workday), or forty (40) hours in a workweek, whichever comes first'
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Temporarv emplovees may accrue overtime for all authorized hours worked in

@ttoursinaworkweek.However,duringaweekinwhichthere
is a City obsbrved holiday, temporary employees who work in excess of their

schedul-ed workday (minimum of eight (B) hours per workday) shall be paid at the

overtime rate for the excess hour(s) worked'

Bidding and mandating of overtime shall be in accordance with Appendix "C" of

this agreement.

Section 5.4 Compens rv Time

Compensatory time may be requested by members of the bargaining unit in lieu of

cash. Such iomp"ns"tory time, if approved by the City, shall be earned at the rate of

time and one-half. The amount of compensatory time allowed to be accrued by

bargaining unit members shall be one hundred (100) hours. All hours above one

huridred if OO) must be paid unless special approval is received. Requests for approval

will be filed with the superintendenVmanager or designee who will then route to the

Human Resources Director for final approval. lf approval is denied at first step, the

employee can appeal the decision to the Department Director. All approvals at the

departhent level'will then be routed to the Human Resources Director for final approval.

ln no event shall accumulated compensatory time exceed one hundred fifty (150) hours.

Accrued compensatory time off may be used by members of the bargaining unit in not

less than one (1) houi increment. Employees who wish to take one (1) full shift or less

of compensatory time off must receive pre-approval for such leave use from the

supervisor. fm[toyees who wish to take more than one (1) full shift of compensatory

time off must provide a minimum of three (3) working days' notice of their intent to use

compensatory time and receive pre-approval from their superintendent/manager or field

supervisor for such leave use. This notice requirement does not prohibit the

superintendenVmanager or field supervisor from allowing employees to use

compensatory time off with less notice as staffing levels permit. The City will make

every effort io accommodate requests for use of compensatory time, unless such

requbst would unduly disrupt the employer's operation or would result in the City having

to withdraw previouily approved vacation leave request from a co-worker in the same

work section/unit.

Employees may request a cash out of their accumulated compensatory time twice a
year ny making a written request to their division manager no later than June 1Sth for

payment in July and November '1Sth for payment in December.

Section 5 Schedule Chan - Notice

ln the event the City decides to change the employee's work schedule, the City agrees

to provide a foudeen (14) calendar days'notice prior to the effective date of such
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change, except for emergency situations which make it impractical to give such notice.

Schedule changes may al.o be made with less than fourteen (14) calendardays'notice
if such change is mutually agreeable between employee and management' The City

will not adjuit work schedules by making short term schedule changes, defined as

changes of less than five (5) consecutive working days, solely for the purpose of

avoiding payment of overtime.

Section 5.6 Meals and Res t Periods

Employees shall receive a fifteen (15) minute rest break during the first four (4) hour

period"of their workday, and a second fifteen (15) minute rest break during the second

iour (a) hour period iniheirworkday. Employees shall receive an additional fifteen (15)

minute rest break for every two (2) hour period after the fir:st eight (B) hours of the_ir

workday. Employees working tweive (12) hours may elect to combine their two (2)

additional break periods into one (1) thirty (30) minute rest break. Employees may not

forego taking their rest breaks without pre-approval from their superintendent/manager

or d-esigneel Employees shall be compensated at their prevailing wage rate for time

spent tinit* on rest 
-breaks. 

Rest breaks will generally- be taken near the work site

where an employee is designated. Employees shall not forego a lunch period or utilize

rest breaks to arrive late or leave early.

Employees shall be granted an unpaid meal period of not less than one-half (112) hour

nor more than one (t; f,orr during each work shift, unless otherwise established by

mutual agreement between the superintendent/manager and the. employee. The City-

shall make a reasonable effort to assign employees their meal period at the mid-point of

the shift or at the fifth (sth) consecutive hour of work and shall make a reasonable effort

not to interrupt the employee's meal period. However, if the meal period is interrupted

the Employee will be paid for their entire meal period. Employees may not forgo their

meal perioO without prior approval of their superintendent/manager or designee'

Employees authorized to forgo their meal period shall be compensated for all hours

*o*"0 and shall be paid time and one half for their meal period. Management retains

the right to determine the rest and meal periods.

Section 5.7 Call Back

Employees who are required to return to work as the result of a call-back prior to 9:00

pm'stratt receive a minimum of three (3) hours pay at the overtime rate for the work for

which they are called back, exclusive of travel time. This provision applies only when

such call back results in hours worked which are not annexed consecutively to one end

or the other of the working daY.

Employees called back to work on a recognized holiday shall receive four (4) hours pay

at the overtime rate for each call back, exclusive of travel time.

Employees who are required to return to work as the result of a call-back after 9:00 pm
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shall receive a minimum of four (4) hours pay at the overtime rate for the work for which

they are called back, exclusive of travel time.

lf an employee is called back to work prior to 9:00 pm after having returned home from

a previous tall back, an additional three (3) hours work at the overtime rate shall be

paid, exclusive of travel time. lf an employee is called back to work after 9:00 pm after

iraving returned home from a previous call back, an additional four (4) hours work at the

overtime rate shall be paid, exclusive of travel time'

Exampte 1: an employee gets called back to work from 6:30 pm to B:00 pm, and then

gets called back at'g:eO pi-l, they would receive 3 hours overtime for the first callback

and 3 hours overtime for second callback'

Exampte 2: an employee gets called back to work from 6:30 pm to B:00 pm, and then

gets called back at'g:30 pi-l, th"y would receive 3 hours oveftime for the first callback

And 4 hours overtime for second callback'

The City reserves the right to retain the employee at the work site on a call back when

notified in advance or during an emergency'

5. Cal H

If an employee, who is not on standby, receives a work-related telephone call outside

their normaiwork schedule and is able to resolve the issue without having to return to

work they shall be compensated based on the actual time spent resolving the issue

rounded to the nearest tf irty (30) minute increment, paid at the overtime rate. Except

that calls received between 
-dpm 

io 6am, Monday-Friday, or Bpm to Bam on Saturday or

Sunday, or a holiday, shall be rounded to the nearest hour increment. Text messages

received outside of normal work schedules that r:equire more than de minimis time will

be compensated based on actual time rounded to the nearest thirty (30) minute

increment.

Employees on standby who receive a work-related telephone call outside their normal

woik schedule and are able to resolve the issue without having to return to work shall

be compensated based on the actual time spent resolving the issue rounded to the

nearest thirty (30) minute increment, paid at the overtime rate' Except that calls

received between'Apm to 6am, Monday-Friday, or Bpm to Bam on Saturday or Sunday,

or a holiday, shall be rounded to the nearest thirty (30) minute increment.

Section 5.9 Mandatorv Standbv Dutv

The City reserves the right to establish a mandatory standby program' Employees on

standbi shall be required to carry a City issued cell phone and be able to respond

immediately to callback situations without restrictions or impairments.
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A. Effective January 1, 2023 employees assigned to mandatory standby shall

receive three dollars and forty cents ($3'+01 per hour'

B. Effective January 1, 2024 employees assigned to mandatory standby shall

receive three dollars and fifty cents ($3.S0; per hour'

C. Effective January 1, 2025 employees assigned to mandatory standby shall

receive three dollars and sixty cents ($3.001 per hour'

Standby periods shall be determined by the City'

Section 5.10 Shift Differential

A week night shift differential pay of sixty cents ($0.60) per hour will be paid for all hours

worked by an employee when a majority of their regularly scheduled shift hours occur

before 7:30 AM or after 4:00 PM Monday through Friday'

A weekend shift differential pay of sixty cents ($0.001 per hour will be paid for all

regularly scheduled hours worked on Saturday and Sunday'

Shift differential will not be paid for any time off on leave. Shift differential only applies

to benefitted full-time and benefitted part-time employees. There shall be no pyramiding

of shift differential PaY(s).

ln exchange for shift differential pay the Union agrees that the Parks Department may

adopt fourla; regular shifts that inciude one weekend day as a regularly scheduled day

of work thai ar.e-ineligible for weekend shift differential, provided those shifts have two

(2) consecutive Oa57s off (e.g., Friday and Saturday or Sunday and Monday)'

Employees who are 
-scheduled 

to work both weekend days, however, shall receive the

weekend sh ift differential.

Section 5-11 Schedule d Overtime and Emeroen Shifts

Employees scheduled to work an overtime shift, who upon arrival to work, or within one

(1) hour prior to arrival, are then sent home shall be entitled to the minimum call back

provisions as defined in Section 5.7. Employees scheduled to work an overtime shift or

an emergency twelve (12) hour shift (e.g., snow storm), who upon a.rrival to work, or

within onL 1t i horr prior to arrival, are then sent home shall be entitled to five (5) hours

pay at the overtime rate.

Sectio 5,12 Reporti no Pav for req ular schedu shifts

A regularly scheduled employee who reports for work on any of his regularly scheduled

work"days or nights, and is not put to work, or is prevented from completing his shift

through no fault of his own, shail be paid for his regularly scheduled shift. To receive

such iompensation, an employee must work if requested to. The Employer may assign

employees to do other work, except during the periods of normal rest, and the nature of
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the other work assigned to the employee shall relate to those duties typically performed

and for which the employee is qualified.

Section 5.13 Leave W ut Pav

All leave without PaY use must be pre-approved by the employee's

superintendenVmanager or designee
without pay being aPProved.

All appropriate leave must be used prior to leave

ARTICLE 6 . UNION IVITIES

Sectio 6.1 Represe ntatives of the Union

Section 6.3 Union Ori ntation

The Union Representative shall be allowed access to all facilities of the City wherein the

employees covered under this contract may be working for the purpose of conducting

n.""ri"ry Union business and investigating grievances, provided such representative

does not interfere with the normal woit< proCesses. The Union Representative shall

notify the Human Resources department and/or appropriate Department Head or their

designee prior to visiting City facilities for the purpose of conducting necessary Union

business or investigatiig gri"uunc"s, except in emergency situations. The Union

Representative shail follow local check-in measures established for non-city staff;

however, nothing in this article shall prevent the Union Representative from meeting

with city employees without'management supervision'

Section 6.2 Emplovee Upholdinq Union Principles/Performing Duties

The City agrees that the employees covered by this contract shall not be discharged or

discriminat,ed against for upholding Union principles or for performing duties authorized

nV irr" Union, 
"-r 

long as their activities do not interfere with normal work processes-of

the City. provided, f,o*"u"r, it shall not be a violation of this Agreement or cause for

dischaige or discipline for any employee to refuse to cross a legal, primary picket line-

sanctioied by Joint Council of Teamsters No. 28 or the lnternational Brotherhood of

Teamsters, dhauffeurs, Warehousemen and Helpers of America, so long as an

employee's refusal to cross such a recognized picket line shall not interfere with the

oetiveiy of City services. Whenever possible, in_the event of a picket line established at

a place of business during a labor dispute, the City will make every effort to utilize non-

union personnel to cross" picket lines so as not to interfere with the delivery of City

services.

The City will provide the Union Representative reasonable access to new employees of

the bargaining unit for the purposes of presenting information about their exclusive

bargaining refresentative to the new employee. The presentation may occur during a
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new employee orientation provided by the City, or at another time mutually agreed to by

the City and the Union Representative.
No employee may be mandated to attend the meetings or presentations by the

exclusive bargaining representative.

"Reasonable access" for the purposes of this section means:

(i) The access to the new employee occurs within ninety (90) days of the

employee's start date within the bargaining unit;

(ii) The access is for no less than thirty (30) minutes; and
(iii; ff.r" access occurs during the new employee's regular wgrk hours at the

employee,s regular worksite, or at a location mutually agreed to by the employer

and the Union RePresentative.

ARTICLE 7 - DISCIPLINARY ACTION

Section 7.1 Disciolinarv Action bv the E olover

The City shall not discipline, suspend or discharge an employee without just cause- All

notices-of discipline and/or suspension and/or discharge, to be c_onsidered valid, will be

provided, in writing, to the affected employee(s) within twenty (20) calendar days from

ir'u d"t" ln. city b-ecame aware of the occurrence of the violation claimed by the city, in

cases where an investigation is required the City shall make every etfort to issue the

disciplinary notice within (20) calendar days of the investigative result. Employees are

required t. sign the corrective action as an acknowledgement of receipt. Such

signature does not constitute acceptance of the corrective action. A copy of such action

will be provided to the Union.

Administrative Leave: The Employer reserves the right, should the situation present

itself, fc place an employee on administrative leave, with pay, for any circumstance

when an employee is relieved of duty pending the need for an investigation of alleged

misconduct that could lead to corrective action. The Employer shall use its best effort to

expedite the investigation/administrative proceedings for all employees on leave.

The City agrees with the principles of progressive discipline as part of the just cause

standard. bisciplinary action generally includes the following progressive steps:

1. Oral reprimand, which shall be reduced to writing although not placed in the

employee's Personnel record;
2. Written rePrimand;
3. Suspension or demotion; and

4. Discharge

Disciplinary action will be tailored to the nature and severity of the offense'

Management maintains the right to take disciplinary action as they deem appropriate
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a)
b)
c)
d)

which will be subject to the just cause and the grievance procedure.

The parties agree that there is a benefit to coaching and counseling sessions between

the employee and a supervisor. Coaching and counseling shall not be considered

discipline jnd documentation shall not be placed in employee personnel file'

Section 7.2 Meetinqs Relative to Discipline

ln the event the Employer requires an employee to attend a meeting for purposes of

discussing an incident which may lead to suspension, demotion or termination of that

employeJ, the employee shall 
-be 

advised of their right to be accompanied by a
represlntative of the 

-Union. 
lf the employee desires Union representation in said

matter, the employee shall notify the Employer at that time and shall be provided a

reasonable time to arrange for Union representation. An employee who waives this

right shall acknowledge such in writing.

Section 7.3 Discipli rvlPersonnel ords

Employee personnel files are the responsibility of the Human Resources Department.

Employee personnel files are confidential, except to the extent that disclosure is

required by law or court order, and shall be accessed only by the following individuals:

Employee;
Employee's su pervisor/ department d irector;
Human Resources Director or designee;
An attorney representing the City of Kent in legal matters as approved by the

Human Resources Director; and
e) Employee's Union Representative upon written authorization from the Employee.

The Human Resources Director is designated guardian of the City's personnel records

and bears the responsibility for lost files. Therefore, no personnel file will be allowed to

leave the immediate area of ttre Human Resources Department without authorization of

the Human Resources Director. All files will be allowed examination by an authorized

individual while in the presence of authorized Human Resources staff'

No materials shall be included in an employee personnel file without the knowledge of

the employee and the consent of the Human Resources Director, or designee'

Employees may submit letters or documents related to their employment to the Human

Resources Director, or designee, to be included in their personnel file. Rebuttals to

performance evaluations and disciplinary actions shall be attached and maintained in

accordance with the retention scheduie for the document related to the specific

employment action.

Documentation of disciplinary action shall be maintained in the employee's personnel

file in accordance with t'he following schedule, provided that exceptions to this schedule,
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for earlier removal of documentation, may be approved by the Human Resources

Director, or designee.

All notices of written reprimand for the purpose of advancing further discipline shall

remain in effect for a period of three (3) years from the date of issuance of the corrective

action and written reprimands shall be purged from the employee's personnel file after

three (3) years from the date of the reprim-and upon request of the employee, provide-d

no other similar discipline has subsequently occurred. Purged written reprimands will

be kept in an archived file to be maintained as required by the State Archives and

Records Management Division.

Suspensions: All notices of suspension shall remain in etfect for the purpose of

"drran.r.rg 
frrth"r discipline for a period of four (4) years from the date of issuance of

the susp6nsion with the exception of proven harassment resulting in a suspension.

Notice of suspension action iesulting from harassment will not be purged from an

employee file. All other notices of suspensions shall be purged from the employee's

p"tiorinel file after four (4) from the date of the reprimand upon request of the

bmployee, provided no oiher similar discipline has subsequently occurred. Purged

notice of suspensions will be kept in an archived file to be maintained as required by the

State Archives and Records Management Division.

Demotions: Permanent record of the employee's personnel file.

ARTICLE 8 - GRIEVANCE PROCEDURE

Secti 8.1 Grieva or Disoute Over Provi ions of Aq ment

Benefitted employees as defined in section 1.2.A.1, 1.2.A.2, and 1'2'A.2'a, and who

have passed pro-bation as defined in Section 3.2, are subject to Section 8.1.A of this

Article.
Limited hour and variable hour employees as defined in Section 1.2.A.3, 1.2.8'2 and

1.2.8.g are considered at will and are not subject to any part of this Article if they work

less than two thousand eighty (2,080) hours. Upon completion of two thousand eighty

(2,080) hours, these employees are subject to Section 8.1.8 of this Article for "just

iurr"'i protections. fmpioyees in these classifications who have worked two thousand

eignty (Z,OaO; hours and are promoted to a benefitted classification (as defined. in

Section 1.2.A.1 and i.2.A.2), shall continue to be allowed provisions of Section B'1'B

until the employee passes probation as defined in Section 3.2 at which time the

employee shall be allowed the process under section 8.1.A.

Seasonal employees as defined in Section 1.2.8.1 are considered at will and are not

subject to any part of this Article'

A. A procedure is hereby established as a means to resolve grievances. Grievance

shall be defined as a claim or dispute by an employee or group of employees
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with respect to a violation of the express provisions of this Agreement. lf the

parties mutually agree in writing, the timelines set forth in this section for

processing of gilevJnces will ne put on hold for a mutually agreed upon period of

time to allow t[e parties to address the grievance in a labor-management forum'

lf a resolution is not agreed to, the grievance process shall continue.

Grievances shall be resolved in the following manner. Failure to follow the time frames

set forth below shall constitute waiver of the grievance'

Step 1. Any Grievance shall be reduced to writing. 
"n9. . 

submitted to the

superintendent idivision manager or field supervisor (Management) by the-

employee and/or the Union within ten (10) working days of the occurrence of

the alleged incident giving rise to such grievance. The written grievance shall

include a statement of the issue, the section(s) of the agreement allegedly

violated, facts of the case and remedy sought. Every effort shall be made to

,"rolu" all grievances at this level. lf resolved, the basis for resolution shall

be reduced to writing and signed by the employee and Management'

Step 2. Grievances not settled within ten (10) working days following Step 1 , shall

then be presented, in writing, by the Union directly to the department director

or designee. The department director shall submit a decision, in writing, on

the grieivance within ten (10) working days from the date the grievance was

first. Copies of the decision shall be provided to the employee or employees

requesting the grievance decision and the Union. lf resolved, the basis for

resolution shall be reduced to writing and signed by the employee'

step 3. Grievances not resolved at step 2, may be presented in w1lino by the Union-

to the Human Resources Director or designee within ten (10) working days of

the Step 2 response. The Human Resources Director or designee shall

submit a written decision on the grievance within ten (10) working days from

receipt to the employee(s) and the Union.

Step 4. ln the event the decision reached by the Human Resources Director or

designee is unsatisfactory to the parties presenting the grievance, .the
grievance may, within twenty (20) working days, be submitted to arbitration.

The Union unO the City shall mutually select an arbiter under Federal

Mediation and Conciliation Services listing Washington and Oregon Arbiters.

Should the parties fail to identify a mutually-preferred arbjter, the parties will

use alternating strikes from a list of no fewer than nine (9) arbiters, with the

first strike awarded to the winner of a coin toss'

A. The Arbiter shall render their decision based on interpretation and applications of

the provisions of this Agreement. The decision shall be in writing and copies

shall be sent to the City and the Union.
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B. The decision of the Arbiter shall be final and binding upon all parties to the

grievance, provided the decision does not involve action by the City which is

beyond its jurisdiction.

C. Neither the Arbiter nor any persons involved in the grievance procedure shall

have the power to negotiaie new agreements or to change any of the present

provisions of this Agreement'

D. All expenses incurred in the arbitration process shall be borne as follows:

1. Expenses incurred bythe Union shall be borne bythe Union, including its

attorneYs'fees.

2. Expenses incurred by the City shall be borne by the City, including its

attorneYs'fees.

3. Expenses or fees of the Arbiter shall be borne equally by the Union and

the City,

B. Grievance process for temporary employees described above.

Step 1. A grievance regarding a punitive action shall be reduced to writing and

submitted to thJsuperintendent or division manager by the employee and/or

the Union within ten (10) working days of the occurrence of the alleged

incident giving rise to such grievance. The written grievance shall include a

statemen-t of tfre issue, the section(s) of the agreement allegedly violated,

facts of the case and remedy sought. Every effort shall be made to resolve all

grievances at this level. lf resolved, the basis for resolution shall be reduced

to writing and signed by the employee.

Step 2. Grievances not settled within ten (10) working days following Step 1, shall

then be presented, in writing, by the Union directly to the department director

or designee. The department director shall submit a decision, in writing, on

the griJvance within ten (10) working days from the date the grievance was

first-presented. Copies of the decision shall be provided to the employee or

empioyees requesting the grievance decision and the Union. lf resolved, the

basis ior resolution shall be reduced to writing and signed by the employee'

Grievances not resolved at step 2, may be presented in writing by the Union

to the Human Resources Director or designee within ten (10) working days of

the Step 2 response. The Human Resources Director or designee shall

submit a written decision on the grievance within ten (10) working days from

receipt to the employee(s) and the Union.

ln the event the decision reached by the Human Resources Director or

Step 3.

Step 4,
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designee is unsatisfactory to the parties presenting the grievance, the

grievance may, within ten (10) working days, be submitted to committee

Iomprised of iwo (2) union members, two (2) employees designated by the

City, and a neutral mediator such as one from the Dispute Resolution.Center

of fing County. The committee shall make a determination and the decision

of this committee shall be binding.

TICLE 9 . o PAG D EMP PROTE

Section 9 { Work Stoppaqes - Defined

The City and the Union agree that the public interest requires efficient and uninterrupted

performance of all City services and to this end pledge their best efforts to avoid or

eliminate any conduct contrary to this objective. Specifically, the Union shall not cause

or condone any work stoppage, including any strike, slowdown, refusal to perform any

customarily as'signed Ouiies, sick leave absence which is not bona fide, or other

interferenie with City functions by employees under this Agreement and should same

occur, the Union agrees to take appropriate steps to end such interference. Any

concerted action bi any employee in any bargaining unit shall be deemed a work

stoppage if any of the-above activities have occurred. Action by the Union or any

*ernOer pursuant to Article 6.2 shall not.constitute a breach of this provision'

Section 9.2 Disciplinarv Measures bv Emplover

Any employee who commits any act prohibited in this Article will be subject to the

following penalties:

A. Discharge;
B. Other disciplinary action as may be applicable to such employee.

ARTICLE 1O - BULLETIN BOARDS

The City shall permit the reasonable use of bulletin boards by the Union for the posting

of notices of a non-controversial nature relating to Union business.

Union staff members shall be allowed to send electronic mail notices of a non-

controversial nature on the City's system if the notices comply with City's policies

governing electronic mail and internet use. The parties understand and agree that there

is no guJrantee of privacy of electronic mail messages. ln no circumstances shall use

of thebity's equipment inierfere with normal operations or service to the public.

Union Stewards may make limited use of the City's telephone, fax machines, copiers,

and similar equipment for purposes of contract administration. ln addition, Stewards

and Union staff may use the City's electronic mail system for communications related to

contract administraiion, provided they comply with City's policies governing electronic
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mail and internet use. ln no circumstances shall use of the Employer's equipment

interfere with operations and/or service to the public.

ARTICLE 11 - SAFETY AND ITATION

Sectio 11.1 Complia with Safetv Codes

All work shall be done in a competent and professional manner, and in accordance with

the State of Washington Code and any Federal codes relating to this subject'

Section 11.2 Unsafe Work Conditions

It shall not be considered a violation of this Agreement whereby any employee shall

refuse to work with unsafe equipment, or where adequate safeguards are not provided,

or when the facilities and services are not being maintained in a reasonable sanitary

condition. However, the employee shall be responsible to immediately report such

alleged unsafe working conditlon-s to their supervisor who shall immediately report it to

the superintendent/manager.

All employees who are assigned to work on jobs or in areas deemed by the City or other

state, iedbral agency to possibly be dangerous (e.g. spr:aying) shall be required to wear

lawfully designated iafeiy deviies and/or equipment designated as necessary for their

proteciion. Sucn devices and equipment will be furnished by the City. Refusal or failure

of any employee to perform the work assigned, to use, or to wear such devices or

equipment shall be grounds for appropriate disciplinary action.

Section 11 Chemical Annlicators Premium

All employees who maintain a Public Pesticide Operator's License in the Maintenance

Worker I or ll classification shall receive an hourly premium pay of two dollars ($2.00)

per hour for actual time spent spraying, inclusive of immediately adjacent preparation

and cleanup time around spraying. fne City agrees to pay all costs associated with the

maintenance and training iequired to obtain and maintain a Public Pesticide Operator's

License.

Section 11.4 Safetv GomPliance

All employees covered by this collective bargaining agreement are expected to comply

with Washington lndustrial Safety and Health Act (WISHA) regulations and City policies

and rules related thereto. Employees knowingly violating such policies, rules and

regulations shall be subject to disciplinary action which may include suspension and

diJcharge. No supervisor shall require an employee to go or be in any employment or

place of employment, which is not safe according to WISHA standards.
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Section 11.5 lm munizations

The City shall provide all benefitted full-time, benefitted part-time and temporary

employees in the bargaining unit who have a potential for occupational exposure to

blood 
"born" 

pathogens with an opportunity to receive vaccination as required by the

State law and CitY PolicY.

ARTICLE 12 . MANAGEMENT RIGHTS

Subject only to the limitation expressly stated in this Agreement, the Union recognizes

that the City retains the exclusive rights to manage its business including, but not limited

to, the right:

A. To determine the methods and means by which its operations are to be carried

on;
B. To direct the work force and to conduct its operations in a safe and effective

manner;
C. To establish reasonable qualifications for employment and to employ employees;

D. To schedule and assign work;
E. To establish work and reasonable productivity standards;
F. To schedule, assign, and mandate overtime as needed;
G. To determine the methods, means, organization and number of personnel by

which operations are conducted;
H. To determine whether goods or services are made or purchased;

L To determine the utilization of technology;
J. To evaluate, promote, transfer, assign and retain employees;

K. To discipline, suspend and discharge employees for just cause;

L. To carry out the mission of the City; and
M. To takewhatever actions may be necessary to carry out essential City functions

in emergencY conditions.

Sectlon 12.1 Team Buildinq

The parties agree that during normal business hours management assigned to a

specific department covered ny tnis agreement may perform incidental bargaining unit

work that is short in nature within their assigned department. The purpose of this

section is to foster team building and allow training and is not intended to supplement or

supplant bargaining unit work.

However, the exercise of any of the above rights shall not conflict with any of the

express written provisions of this Agreement'

ARTICLE 13 - PAY PERIOD

The Employer shall pay all employees twice each month. The City shall pay all
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benefitted employees on the tenth (1Oth) and twenty-fifth (25th) of each month. ln the

event the tenth (iOttr) or the twenty-fifth (25th) falls on Saturday, Sunday, or holiday, the

pay date shall be the preceding non-holiday, business day. Any employee who is laid

off-or terminated shall receive all wages and any unused accumulated vacation pay due

to them on the next available payday. The City will make every effort to ensure that

employees receive their payroll direct deposit or prepaid debit card by 12:00pm (noon)

on the designated payday.

Employees who participate in the direct deposit option offered by the City for automatic

deposit of payclrecks to the banking institution of the employee's choice, it is agreed

that the timeliness of having funds available by 12:00pm (noon) of any given payday

can no longer be guaranteed by the City due to the possibility of unforeseen banking

computer iystem problems that may arise from time to time. Employees who

participate in tnis program do not have a 12:00pm (noon) guarantee insofar as the

banking transfer network system is concerned. lt is mutually understood that the City

has no control of the timeliness of funds being available once transmitted electronically'
However, it is also understood that normal paydays do occur on the 1Oth and the 25th

of each month and that the City makes every effort to initiate the electronic transfer of

employee pay one (1) business day prior to each payday to employee accounts.

This change to payroll dates shall take effect no earlier than June of 2023'

Until the change to payroll dates takes effect, pay dates shall be on the Sth and

20th of each month.

ARTICLE 14 . WAGES. CLAS SIFICATIONS AND MINIMUM RATES OF PAY

B

Section 4.1 Salarv Plan - on

A It is agreed that the classifications and rates of pay shall be as set forth in the

annuai budget, and in accordance with the provisions of this Labor Agreement'
Salaries by classification shall be in accordance with Appendix "A" of this

Agreement.

The effective date for step increases shall be as follows; for employees hired on

the first (1't) of the month through and including the fifteenth (1sth) of the month

the increase shall occur on the first day of the month of the employee's hire date

which becomes the employee's anniversary date for the purposes of step

increases.

For employees hired on the sixteenth (16'n) through and including the last day of the

month the increase shall occur on the first day of the month that follows the month of

the employees hire date which becomes the employees' anniversary date for the

purposes of step increases.
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Section 14.2 Minimum Ra of Pav

Any employee already receiving a higher rate of pay than the minimum set forth in this

ugi""r"nt shall suffer no reduction as a result of this Agreement, and nothing herein

shall preclude the payment of a higher rate at the discretion of the City'

Section 14.3 Lonqevitv

The following longevity premium pay shall apply:

A
B
c
D
E

After 5 consecutive years of service
After 10 consecutive years of service
After 15 consecutive years of service
After 20 consecutive years of service
After 25 consecutive years of service

- 1% ofbase pay
- 2% ofbase pay
- 3% of base paY

- 5% of base pay
- 6% ofbase pay

The longevity pay shall be calculated on the base wage of eligible employees; provided,

the bas6 puy itr" employee receives as a result of an acting assignment in accordance

with Section 14.5 and City policy will be included in the calculation of longevity pay.

Section 14.4 Reclassification

Reclassification of certain positions may become necessary in order to recognize maior

changes in functions or responsibilities, or to align salaries within the bargaining unit in

order to correct any inconsistencies.

Employees may apply for reclassification if they can demonstrate that there have been

signifiiant changes'in their job, typically this means that the employee has added higher

leiel or new duties that accounts for fifty percent (50%) or more of the employee's

regular duties. Employees petitioning for reclassification consideration.will be required

to complete a position-description questionnaire form. The employee's supervisor and

department director will also be required to complete a section of the questionnaire'

The questionnaire shall then be forwarded to Human Resources for evaluation. The

Union will be copied on Human Resources'conclusion'

Section 14.5 Actino/Ou t of Class Pav

A. Acting pay will be granted when an employee is temporarily assigned in writing

Oy tneir superintendent/manager or designee to perform at least fifty percent

(SO.Z.) of the higher level duties of a higher level vacant position within the

bargaining unit. Acting pay will not apply for periods less than one (1) full work

*eet< and shall not eiceed one (1) year. Extensions beyond the one (1) year

period may be mutually agreed to between the City and the Union'
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B. Out of Classification pay will be granted when an employee is temporarily

assigned in writing by their superintendent/manager or designee to perform at

leasi fifty percent-(SO%) of the higher level duties of an existing higher level

classification within the bargaining unit. Out of class pay will not apply for

periods less than one (1)full work week and shall not exceed one (1) year' The

bity will endeavor to make such temporary assignments at least one (1) week in

tength. Extensions beyond the one (1) year period may be mutually agreed to

between the City and the Union. The employee will be permanently placed in the

higher level position after serving twelve (12) consecutive months less any

authorized leaves with pay. The City reserves its right to cease or reassign the

higher level duties at 
"ny 

time due to budgetary restrictions, employee

performance or just cause.

Employees assigned to Acting or to work Out of Classification shall be compensated at

a rate-which represents a ten percent (10%) increase from their base wage, not to

exceed the maximum of the higher range to which they have been assigned'

Employees assigned to Acting or to work Out of Classification to a higher classification

of a non-represented positionlhatt be compensated in accordance with City Policy.

All grievances relating to violations of this section of the contract shall be filed at Step 3.

Section 14.6 Field SuPervisor

The classification of Field Supervisor will be empowered and held accountable to
perform supervisory responsibilities in accordance with the City's policies, procedures,

and applicable lawi. desponsibilities include, but are not limited to, conducting and

assisting in interviews; making recommendations to hire and train employees; planning,

assignirig, directing, and evaluating work; authorizing leave and hours worked;

appiaisirig subordfnate work performance; recommending promotions; coaching,

counselin! and administering discipline; addressing complaints; and resolving

miscellaneous personnel issues.

The classification of Field Supervisor is recognized as a separate unit for the purposes

of carrying out supervisory responsibilities outlined above. Field Supervisors shall

continue to be entitled to all provisions of this agreement.

ARTIC 15 . EQUAL PLOYMENT PPORTUNITY . NONDISCRIMI ATION

The employer or the Union shall not unlawfully discriminate against any individual with

respect to compensation, terms, conditions, or privileges of employment because of

race, color, religion, political affiliation, ancestry, national origin, sexual orientation,

marital status, age, sex, gender, gender identity, gender expression, Vietnam era

Veteran's status, mental, sensory, or physical disability, unless based on a bona fide

occupational qualification reasonably necessary to the operations of the City. Sexual
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harassment shall be considered discrimination under this Atlicle.

Disciplinary action will be taken against employees who engage in any activity under

this Article. The employer agreei to take corrective action to assure that any such

practices are remedied and that such discrimination does not continue. Reprisal

against a grievant or witness for a grievant is prohibited.

The City and the Union, recognizing the need for equal employment opportunities, do

mutually agree to be supportive to the City's Equal Employment Opportunity Policy'

Wherever words denoting a specific gender are used in the Agreement, they are

intended and shall be construed so as to apply equally to any gender.

ARTICL 16 . HEALTH CARE AND LIFE RANCE

Section 16.1 MedicallDentalA/ision Coveraqe

The City agrees to provide health care (medical/dental/vision) insurance coverage for all

benefitt-ed JulFtime and benefitted part-time and temporary limited term employees in

the bargaining unit. Coverage will also be available for eligible dependents. The

employJe shail contribute tow-ard the purchase of health care insurance coverage in

accordance with the provisions of Section 16.2 of this Agreement'

The following health care plan options will be offered to eligible employees:

Option 1

Self-t,1sured $15 co-pay health care plan administered by Premera Blue Cross

Self-insured dental plan administered by Delta Dental of Washington

Self-insured vision plan administered by VSP

1

2

3

4

Option 2
HMO medical plan through Kaiser Permanente
Self-insured dental plan administered by Delta Dental of Washington

Self-insured vision plan administered by VSP

Option 3
Setf-insured 80120% Plan administered by Premera Blue Cross

Self-insured dental plan administered by Delta Dental of Washington

Self-insured vision plan administered by VSP

Option 4
S"lilrr*ed High Deductible Health Plan (HDHP) administered by Premera Blue

cross linked with an employee Health savings Accounts (HSA)

Self-insured dental plan administered by Washington Dental Service Self-insured

vision plan administered bY VSP
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Emptoyees enrolled in option 2 (HMO Plan), option 3 (80/20 plan) or option 4 (HDHP

with H-SA plan), may not revert back to option 1 ($tS Co-Pay plan). However, during

the life of the contralt the parties may agree to alter the City's $15 Co-Pay plan to meet

the requirements of the Patient Protection and Affordable Care Act. Should the parties

agree on a different health plan for this purpose, employees will be able to elect the

revised health plan, in addition to option 2,3, or 4'

New employees may only elect option 2 (HMO plan), option 3 (80/20 plan), or option 4

(HDHp wittr HSA plin), but not option 1 ($tS Co-P_ay plan). However, during the life of

ihe contract the parties may agree to alter the City's $15 Co-Pay plan to meet the

requirements of the patient Protection and Affordable Care Act. Should the parties

agree on a different health plan for this purpose, new employees will be able to elect the

revised health plan, in addition to option 2,3, or 4'

Health Savinqs Account (HSA)
vailabletoemployeesenrolledinoption4(HDHP)and

eligible to contribute to an HSA. Effective January 1, 2020, the City will contribute one

thousand five hundred dollars ($1,500.00) (front loaded) to an eligible employee's HSA.

The front-loaded amount will be paid no later than the January 20th payroll check'

The City reserves the right to change carriers/administrators based upon comparable

benefits and cost-effectiveness of such a change.

Sectio 16.2 Empl Contributio n - Health Ga lnsurance raoe

Eligible employees shall have health care insurance coverage available. Employees

snJll have the bption to insure dependents under plans offered, subject to the terms and

conditions imposed by the carrier/administrator.

Employees shall pay the following premiums based on options selected:

Option 1

Employees shall pay six percent (6%) of the employee portion and fourteen percent

(14"/o) of the dependent(s) portion of the health care insurance premium' During the life

of tf'" contract, if tne parties agree to alterthe City's option 1 ($tSco-pay plan) to meet

the requirements of itre Patient Protection and Affordable Care Act, employees shall

pay six percent (O%) of the employee portion and fourteen percent (14%) of the

dependent(s) portion of the health cire insurance premium paid into the employee's

health care insurance program for the revised health plan.

Option 2

Employees shall pay six percent (6%) of the employee portion and fourteen percent
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The City shall pay the entire premium of double indemnity life insurance coverage for

each eligiOte emftoyee in the bargaining unit. The City will determine the manner in

which insurance coverage is secured'

Section 16.4 Lonq-Term Disabilitv lnsurance (LTD)

The City shall pay the entire premium of a long-term disability plan for each eligible

employee in the b'argaining unii. The LTD plan shall provide for coverage with a ninety

iegl OaV elimination"perioi, which pays at sixty-six and two thirds percent (66-213%) o'f

it.,"'montt.'ly base rut'"ry stated in the-plan document and pays to age sixty five (65) for

eligible 
"mploy"es. 

rn'e city will determine the manner in which insurance coverage is

secured.

(14%) of the dependent(s) portion of the health care insurance premlum'

Option 3

Employees shall pay nothing for the employee portion and two percent (2%) of the

dependent(s) portion of the health care insurance premium.

Option 4

Employees shall pay nothing for the employee portion and nothing for the dependent(s)

portion of the health care insurance premium.

The parties agree to meet prior to the expiration of this agreement to discuss future

health care options.

Secti 16.3 Life urance C raoe

Section 16.5 Care Com mittee

The Union will designate representative(s) to participate a Health Care Committee, one

of which will be thJ Union Representative or designee, for the purpose of negotiating

health care plans and Plan design'

The City agrees to provide the Union at least two (2) weeks in advance of the meeting

an agenda outlining the topics which will be discussed.

The parties agree this committee shall not have the ability to alter the collective

bargaining agreement or change health and welfare plan costs and/or plan design

without a vote of the membershiP.
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ARTICLE 17 - PENSION

A. pension for employees and contributions to Public Employees' Retirement

system (PERS) will be governed by washington state statute.

B. Western Conference of Teamsters Pension Trust (WCTPT) - The City shall

submit the amount stated below to the Western Conference of Teamsters
pension Trust Fund on account of each of its benefitted full-time, benefitted part-

time, temporary limited term, variable hour, seasonal and non-benefitted part-

time employ.*i who perform the represented work as noted in Section 1'1 of this

Agreement.

Ben Frrll-Time. Be Part-Time E olovees: Effective January
shall suffer a gross wage

08.00) per pay Period. Said
of the number of hours

1, 2017, employees in these classifications
reduction of one hundred and eight dollars ($1

reduction shall be imposed regardless

a

a

compensated.

Temporarv Limited Term Emplovees: Employees in this classification

shall srrffer a gross wtge reduction of one hundred and eight dollars

($108.00) per pay period. Said reduction shall be imposed regardless of

it're number of 
-hours 

compensated. There shall be no City paid

contribution for employees in this classification.

Variab Hour. Seasonal. and N -Benefitted Emo lovees:a

Employees in these classificatio ns shall suffer a gross wage reduction of

nine dollars ($9.00;
imposed as long as th
hours worked. There
these classifications.

per pay period. Such wage reduction shall be

e employee IS in an active status and regardless of
shall be no City paid contribution for employees in

a

ARTIC LE18- RS COMPE SATION PRO GRAM

Employees injured on-dutY and q ualified for worker's compensation shall be entitled to

such benefits through the City's self-funded program as determined bY statute and CitY

6.2 ob nd lll The City will continue medical/denta

and life insurance contributions on behalf of the injured employee and dependents, if

app licable, as required by State law and City Policy. The employee shal

heir portions of these benefit premiums

The parties intend for this agreement to clarify that there shall be no

contribution to the Trust for cash outs of vacation, compensatory time, or

floating holiday upon separation of employment. The parties do not intend

to moJify in any way their arrangements concerning eligibility of ca-sh out

of vacation, compensatory time, floating holiday, or other such benefits'

for t
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ARTICLE 19 . VOLUNTEER PROGRAMS

The parties agree that volunteer programs can be mutually beneficial to the City,

employees, an-d the citizens of Kent. The parties recognize that volunteerism provides

a senie of community involvement and requires a commitment of time and service on

behalf of the volunieer. Successful volunteer programs require leadership and

coordination with employees. To that end the City is committed to working in

partnership with the Union to build successful volunteer programs,

The parties agree that the City shall not lay off employees in the bargaining unit as a
result of volunteer programs. The use of volunteers shall not result in a loss of existing

overtime opportuniiies for members of the bargaining unit.

Volunteer programs may require leadership and coordination with City staff. As a result,

these oppbrtJnities may become available for bargaining unit members as a result of

successfu I vol u nteer Programs.

The parties agree to meet in a labor-management forum to discuss new volunteer
prograrns or rirork that is beyond the scope of current volunteer programs' Such

prolturr may include, but are not limited to: youth programs, King County wo.rk

iraining progrlms, adopt-a-park, adopt-a-street, adopt-a-spot, internships, community

service worliers, Communities in Schools and work release (i.e. supervised work crew),

natural area stewardship, master gardeners, etc'

Furthermore, the parties agree that should any concerns arise regarding a specific

volunteer project those concerns shall be brought to the City's attention immediately and

the partier *itt work collaboratively to address the concerns. lf the concerns cannot be

resolved at that level the Union may invoke the jurisdiction of a mediator from the Public

Relations Commission to mediate the matter.

ARTIC LE 20 - HOLIDAYS

Section 20.1 Observed Dates

The following holidays shall be paid holidays for all benefitted employees covered by

this Agreement:

Holidays
New Year's Day
Martin Luther King DaY

Presidents' Day
Memorial Day
Juneteenth
lndependence Day

1

2
3
4
5
6
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7.
B.

9.
10.
11.
12.
13.

Labor Day
Veterans'Day
Thanksgiving Day
Native American Heritage DaY

Christmas Day
Two (2) Personal HolidaYs
Other holidays proclaimed by the Mayor or City Council

The City shall specify, each year, the date on which the above holidays shall be

observeb. The holiday will be paid according to the hours regularly scheduled for the

employee on that day. (i.e., eight (B) hour scheduled day paid for eight (B) hours, nine

(9)'hour scheduled diy paid foinine (9) hours, ten (10) hour scheduled day paid for ten

(10) hours, etc.)

Section 20.2 Overtime Worked on Holidavs

Employees required to work a full shift on any of the above observed holidays shall

receive pay at ihe overtime rate. ln addition, the employee may choose to receive pay

for the holiday or to reschedule, with manager or designee's apprwal, the use of such

holiday to the day before or the day after the original observed holiday. lf the employee

does not requesi for the holiday to be rescheduled, the employee shall be paid for the

holiday.

All employees required to work on holidays shall receive a minimum of four (4) hours at

the employee's overtime rate.

ARTICLE 21 - S|CK E

Section 21.1 Accrual Rate

Benefitted fulltime employees will accrue eight (B) hours of sick leave for each

continuous month of service.

Benefitted part-time employees'sick leave accrual will be pro-rated based upon the total

hours compensated each month.

Sick leave is accrued according to completed months of continuous service with the

City. This is calculated from the date of employment (hire date) or rehire, whichever is

later. Employees' semi-monthly sick leave credits will be posted on the payday

following the accrual of such leave. For benefitted parttime employees, adjustments in

sick leave credits will be made the month following the month worked.

Sick leave must be accrued before it can be used. The maximum number of

accumulated sick leave hours at any given time is one thousand forty (1,040).
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A. For contract year 2023, and in recognition of the impact of COVID on this

unit, all active permanent benefited employees as of January 1,2023 will
be given an udditional forty (40) hours of sick leave within two (2) payroll

petiods after,ratification. This is a onetime allotment, and this language

will sunset with expiration of this CBA.

Section 21 Sick Leave lncenti Proqram

ln order to provide an incentive for using sick leave only as necessary, members of the

bargaining unit shall be entitled to incentive pay for maintaining their sick leave balance

at the following levels:

Sick Leave Hours
0 -239

240 - 479
480 - 719
720 - 959
960 +

Amount of Cash lncentive
No incentive
B hours base pay
16 hours base pay
24 hours base pay
32 hours base paY

lncentive pay would be granted in January of the following year. For purposes of

determining etigiUility to receive incentive pay an employee must have maintained the

240+,480;, Ti\+, or 960+ hour acgual forthe entire preceding calendar year. lf an

employee falls below one of the designated accrual levels they will not be eligible for the

corresponding incentive PaY.

Section 21.3 Phvsician's Statement

Employees who are absent for four (4) or more consecutive days due to illness or injury

may ne required by their superintendent/manager or designee, upon returning to work,

to submit to Human Resources a statement from a physician stating the reason for the

absence. Human Resources will provide necessary coordination with or information to

the employee's superintendent/manager or designee as needed.

Section 21.4 Sick Uses

Sick leave may be used by the employee as permitted under Washington law. When an

employee *orking a 9/80 or 4/10 schedule uses a full day of sick leave, the employee

may elect to use compensation time or vacation hours to supplement the difference

between the amount of sick hours accrued in a month and the actual hours missed (i'e',

nine (g) hour day employee may use eight (B) hours sick leave and one (1) hour of

compensation time or vacation time, or ten (10) hour day employee may use eight (B)

hours sick leave and two (2) hours of compensation time or vacation time).
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Employees incapacitated by illness or injury shall notify the City prior to their scheduled

starting time, except where there are extenuating circumstances. Notification shall

occur as defined by the employee's workgroup (e.g' text); however, the employee shall

not be required to make more than two (2) notifications per day. Failure of notification

may resuli in los. of paid sick leave for that day. The supervisor may not inquire as to

the employee's diagnoses or symptoms, but the employee shall indic-ate that the sick

leave is for a family"member oith*mrelves and if the sick leave qualifies for protected

leave (e.g. Family and Medical Leave Act or FMLA).

When a physician has verified in writing that the employee will be out for a clearly

defined peri"oo of time, the employee will not be required to contact their supervisor as

indicated above. During periods of extended illness, employees shall keep the Human

Resources Departm"niinfor*ed as to their progress and potential date of return to

work. The Human Resources Department will provide necessary information to or

coordination with the employee's supervisor as needed'

Section 21.5 Prompt N cation

Section 21.6 Sick Lea Abuse

Section 21.7 Cond itions Not red

Emplo
A.
B.

C.

yees shall not be eligible for sick leave when:
'suspended 

or on leive without pay and when laid off or on other non-pay status'

Off work on a holidaY.
While on vacation, unless the employee or an immediate family member is

admitted to the hosPital.

An employee's ability to work regularly and as scheduled is a requirement for continued

employment. rne iity has the right tb take corrective action to deal with abuse of sick

leave or situations where the employee has prolonged and/or frequent or regular

absences, which are not approved as a protected leave (e.g' FMLA) and hinder the

performance of the employee's job duties or the efficiency of the department'

Corrective action may include a requirement to provide physician's statements to the

Human Resources D'epartment. Abuse of sick leave may be grounds for disciplinary

action.

Section 21.8 Liqht Dutv

ln the event an employee becomes sick or disabled and cannot perform the major

functions of their .ritent position the employer may allow the Teamsters member to

return to work in a light duty status. Light duty will be offered to all employees in a fair

and equitable manner.

A. On The Job lnjurY
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1. A light duty staius job may be assigned so as to permit the employee to

continue working within ihe Department in a duty capacity that the

employee is physically capable of performing in accordance with the

conditions set'forth ny ine employee's attending physician while continuing

to be paid at the employee's normal rate of salary'

2. Such assignment is contingent upon the medical prognosis of full physical

recovery fiom the employeb's disability within a reasonable period of time'

3. Light duty status shall not exceed six (6) months without adequate

documentation from the injured worker's attending physician.

Consideration of an extension shall be based upon the medical prognosis

of the employee being able to return to full employment in a reasonable

period of 
'time 

thereafter in accordance with the advice of a physician

retained bY the emPloYer.

4. A request for light duty status will be submitted in writing or via e-mail by

the employee t6 the Superintendent/ Manager or from the employer to the

emPloYee.

S. The C1y reserves the right to have a City appointed physician determine

the extent of an employee's disability, ability to perform light duty and/or

abilitY to return to full dutY.

6. Employee refusal of a light duty work assignment will be handled in

""rordun.e 
with applicable Labor & lndustries protocol, which may result

in discontinuation of time loss payments'

B. Off Duty lllness or lnjury - Reasonable Accommodations

ln accordance with the American with Disabilities Act (ADA), a reasonable

accommodation, in the form of light duty, may be considered when an employee is, by

reason of an ADA accepted physical or mental disability, unable to perform the essential

functions of their Position.

1. ln the event that light duty is determined to be a reasonable

accommodation, the light duty accommodation shall be defined in a light

duty shorl term position description written to expressly reflect the duties

to be temporarily performed by the employee with a disability.

2. From time to time, the employee's physical or mental condition and newly

assigned light duties may be reevaluated by the City in accordance with

the ADA.
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3 Light duty status under this section shall generally not exceed six months;

pr|vided, a longer light duty period may be considered if there is a medical

prognosis that ihe employee will be permitted to return to full employment

in J r""ronable period of time and such an extension of light duty is

determined by the city to be reasonable in accordance with the ADA. ln

accordance with the ADA, the City may require a second opinion of the

employee's condition and prognosis by a physician retained by the City'

Nothing in this section shall be interpreted to require the City to provide

benefits or accommodations above and beyond those required by the

ADA.

4

ARTI 22 . JURY DUTY

City shall pay the difference between jury pay and full salary in accordance with City

Policy

ARTICLE 23 - BEREAVEME LEAVE

Section .1 Bereaveme t Leave

Members of the bargaining unit shall receive three (3) days bereavement pay for the

death of an immediate family member.

Section 23.2 lmmediate Familv

A. lmmediate family shall be defined as the following
o Employee's Legal SPouse,
o State Registered Domestic Partner as defined in RCW 26.60.030

o Daughter or Son (steP also)
. Daughter or Son-in-law
o Mother or Father (steP also)
r Mother or Father-in-law
o Sister or Brother (steP also)
o Sister or Brother-in-law
. Grandparents
o Grandparents-in-law
. Grandchildren (step also)
o Guardian ad litem (GAL)

Other members or non-members of the employee's family could be considered

immediate family as a result of special circumstances (example: aunt or uncle

with whom an employee lived, where such a person could have been regarded

as a substitute parent;. An employee must ask for an exception ruling from

Human Resources in order to receive bereavement leave for persons classified

B
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Sectio

in this category. Such request must explain the relationship of the person(s)

involved, either as family or non-family members'

n 23.3 Use of Leave

A. ln the event that the time required for immediate family bereavement leave is in

excess of the three (3) days of bereavement leave, sick leave may be taken. A

maximum of ten (10j rjays-sick leave may be granted by the department director

or Human Resources Director for this purpose. Distance, travel time or other

factors will be considered to determine the number of sick days to be granted.

B. lf additional time is needed in addition to the three (3) days of bereavement leave

u;O i"n (10) days of sick leave, other available leave may be utilized

(compensatory time or annual leave) subject to approval of the department

director or Human Resources Director.

C. Attendance at funerals of close friends and other close relatives, who do not

meet the definition in Section 23.2, will not qualify for bereavement leave. lt will

be recognized as sick leave. Sick leave may be taken for only the actual time

required to attend the funeral, but shall not exceed one (1) day.

D. paid time off will not be granted when a funeral occurs during the time an

employee is on annual leave, paid sick leave, or a city Holiday.

E. Employees may be eligible to receive up to one (1) day of paid bereavement

leave to attend the funeral for a co-worker. Employees must receive their

supervisor's approval prior to attending such funeral service(s) to ensure. the

operations of 
'the 

City shall not be interrupted. Former co-workers shall be

considered "close friends and other relatives" as defined in paragraph C above.

Section 23.4 Reqgest and APProval

A. Employees shall request funeral leave in writing through their department

supervisor and department director for approval'

Final determination shall be made by the department director, in consultation with

the Human Resources Director, or designee, regarding the extent to which

funeral/sick leave will be granted. Distance, travel time and/or other factors will

be considered to determine the number of days to be granted.

B

ARTIC E24-V TIONS

Section 24.1 Accrual Rate

All benefitted full-time employees will accrue vacation time at the rate based on the
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following schedule

Years of E olovment
Hours of leave accrued
Monthlv Annuallv

1 st year
2no_4th yeor
5th year
6tn_7th yeat
6tn-gth ye?t
1Oth year
11th through 14th year
1Sth year
16th through 19th Year
20th through 22nd year
23td to 26th year
26th year and thereafter

All benefitted part-time employees leave accrual shall be pro-rated based on the

percentage of full-time hours compensated each month'

Such vacation accruals will be posted on a semi-monthly basis. Any employee who-

leaves employment or is involuntarily terminated within the first six (6) months of

employment, will not have accrued any annual leave'

Section 24.2 Scheduling

Whenever possible, vacations will be scheduled for the convenience of the employees

involved, subject to work scheduling requirements of the department. All vacation leave

use must be pre-approved by the employee's superintendent/manager or designee;

vacation shall be used in one-half (1/2) hour increments. Once a vacation is approved it

will not be revoked without mutual consent'

lf in the event the employee's vacation is cancelled by the City and the employee incurs

a financial loss due to the City's decision, the City will reimburse the employee for any

non-refundable travel expenses that have been purchased. ln order to be reimbursed

for the financial loss the employee must present receipts for all unreimbursed expenses'

This section shall not apply in the event of a natural disaster, threats/acts of terrorism or

any declared emergencY.

Section 24.3 Maximum mulation

The maximum vacation leave an employee may accumulate is two hundred forty (240)

hours. Employees may exceed the maximum accruals during a calendar year, but shall

B hours
8.67 hours

10 hours
10.67 hours
1 1 .33 houts
12 hours
12.67 hours
l4hours
14.67 hours
15,33 hours
16 hours
16.5 hours

96 hours
104 hours
120 hours
128 hours
136 hours
144 hours
152 hours
168 hours
176 hours
184 hours
192 hours
198 hours
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be at or below the maximum limit as of December 3f i of each year. Employees may

request carry over exceptions in writing to the Human Resources Director, or designee'

Such excepiions will be approved on i case-by-case basis and shall not be precedent

setting.

ARTICLE 25 - MILITARY LEAVE

The City and Union agree that members of the bargaining unit, who a1e members. of the

Washington Nationalbuard, or any Federal Reserve military unitwill be entitled to be

absent iritt1 pay from their duties with the City for periods of time up to a cumulative

maximum of twenty-one (21) work days (a work day = regular scheduled hours of work)

or twenty-one (21)'consecutive work days during each year. For purpose of this section

only, a y"ur. st',"it O" defined as the period beginning Octo!91 1"t and ending the

followingseptember 30th, per RCW 38.40.060 as amended in 2010.

ARTI E26-EME ENCY CON IONS

ln the event of a natural disaster, threats/acts of terrorism, any declared emergency' or

inclement weather resulting in emergency conditions the following provision shall apply:

Employees who are unable to travel safely to work or who, with supervisory

authorization, request to leave before the end of their shift, shall be required to use

annual leave or compensatory time to cover all hours away from work'

ART 27 - SEVE CE PAY

Full-time employees shall, in the event of a reduction in force, be paid at the time of

their separation-a sum equal to twenty-lwo (22) days'pay, not to exceed 176 hours,

from which no deductions shall be made except as required by State and Federal Law.

provided, however, that no employee shall be entitled to such pay if they accept any

other benefitted full-time or benefitted part-time employment with the City within twenty-

lwo (22) working daYs.

ARTICLE 28 . STAN DRESS. OLS AND LIC ENSES

Section 8.1 Uniform Al lowance

A The City will provide an annual clothing allowance for all benefitted full-time,

benefitted part-time, and temporary limited term employees (excluding the

employees referenced in 28.1.8 and 28.1.C) in the amount of seven hundred

Ooliars ($700.00), less applicable taxes as required by lnternal Revenue Service,

and paid on the February Sth paycheck. Department Liaisons shall process

uniform allowance ,"qr"rir for eligible employees by the January 30th deadline

or for eligible new hires throughout the year.
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The City will continue to provide one set of raingear to be replaced every three

(3) yeais or sooner as determined necessary by the superintendent/manager or

designee.

New benefitted full-time, benefitted part-time, and temporary limited term

employees shall receive their clothing allowance within one month of hire and will

not'bs eligible for another clothing allowance until the completion of their one (1 )

year probitionary period. On the employee's first anniversary, they shall receive

i pro-rated portion of the allowance. The pro-rated portion shall be figured on

the number of pay periods between their anniversary date (consistent with the

process used for step increases) and the end of January of the following year'

Seasonal, limited hour and variable hour employees will be provided six (6) shirts

and one (1) jacket by the City and shall return the shirts and jackets to the City at

separation from service,

Employees will be responsible to launder and maintain their uniforms on their

own time. Employees will be allotted two hours per year, on Gity time, to
purchase their uniiorms. No overtime shall be incurred as a result of employees

purchasing uniforms.

No employee shall receive more than the specified annual uniform allowance in

any given calendar year. A calendar year is defined as January - December'

The City will determine the uniform options available and will provide a listing of

all approved uniform options to include a listing of approved vendors. Approved

uniforms will include, but may not be limited to: Carhartt pants, non-insulated

Carhartt overalls, insulated Carhartt overalls/coveralls, blue work pants, t-shirts,

tech-shirts, polo shirts, denim shirts, industrial shirts, and hooded sweatshirts.

Nothing in this agreement shall prohibit the review and expansion of uniforms

through the Labor Management process.

Employees must be properly attired in accordance with City policy and

reasonable rules regarding safety. lf a superintendent/manager or designee

does not believe an employee is dressed appropriately to reflect a positive image

of the City, the employee may be required to change their clothing to meet the

City's exfectations. lf the employee needs to return home to get the proper

cloihing, ihey shall do so without pay. Failure to consistently dress appropriately

may result in disciplinary action.

It is the expectation that if clothing is contaminated or damaged employees shall

not be expected to take the clothing home but rather, the City will either clean or

replace the employee's clothing. The decision to clean or replace will be made

by the City. To replace or clean the clothing, an employee should make a written

request tlrrough their superintendent/manager or designee documenting the
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circumstances

The maximum safety shoe allowance for benefitted fulltime, benefitted parttime,

and temporary limited term employees shall be two hundred dollars ($200'00)'

plus tax, per pair, as needed.

For employees assigned to the Parks Department that are required to purchase a

'parks bt"it' logo foittreir uniform, the City will reimburse that parks employee for

the added cost of that logo. Employees will verify with their assigned supervisor

the procedure for reimbursement.

The City shall provide and launder uniforms for employees in the following

classificitions: Mechanic Assistant, Mechanic l, Mechanic ll, Senior Mechanic,

and Mechanic Field Supervisor. The uniforms shall consist of 11 pairs of pants,

11 shirts, and 3 coats. Replacement of these items will be provided on an as

needed basis per City/departmental policies and procedures. Coveralls shall be

provided based on operational need. Employees in these classifications may

substitute up to six (6) pair of pants for Carhartt pants. Management reserves

the right to determine additional options available.

The City shall provide and launder uniforms for employees in Housing and

Human bervices. The uniforms shall consist of 11 pairs of pants, 11 shirts, and 3

coats. Replacement of these items will be provided on an as needed basis per

Cityldepartmental policies and procedures. Coveralls shall be provided based on

operational need. Employees in these classifications may substitute up to six (6)

pair of pants for Carlrarti pants. Management reserves the right to determine

additional options available.

Section 28.2 Tools Eouipment Allowance

c

All mechanics as hired prior lo 11112000 will be authorized to receive three hundred fifty

dollars ($350.00), plus tax, per year for the purchase of work tools, which are on the

City's approved'tool list. The City shall reimburse the actual cost of mechanic tools

based on a receipt and reimbursement method.

The City will provide new mechanics with a fully furnished tool box; such employees

shall noi ne eiiginte for the mechanic tool allowance, Mechanics hired prior to 11112000

shall have the bption of switching from the allowance option to the City provided tools

option at the beginning of each Lalendar year. Once an employee has moved to the

iity provided tools, the employee shall no longer be eligible for the tool allowance.

The City will also purchase air-tools. Labor-management committee reserves the right

to prioriiize the purchase of tools.

ln addition, the City agrees to provide at its cost, the minimum, safety equipment
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required under WISHA.

The City agrees to purchase insurance to cover theft of employee-owned tools from City

premises iequired for employment. City obligation shall be limited to loss due to

burgtary. Employee shall comply with all ierms and conditions of the insurance carrier'

Deductible to be paid bY the CitY.

Section 28-3 License/Cert ification Requi rements

A. Employees required to obtain licenses, certifications or physical exams shall be

responsible to obtain such within the timeline outlined in their job des0riptions'

Failure to do so may be grounds for disciplinary action up to and including

termination.

The City shall allow the employee a reasonable amount of time off with pay to

take the necessary test/exam. fne City shall pay the cost of the license,

cerlification or physical exam and/or the registration cost for reasonable training

to obtainimaintain the license or certification. lf the employee fails to obtain the

required licenses/certifications after three attempts, the employee shall be

responsible for the cost of repeating the same exam/training'

The City reserves its right to determine the reasonable licenses and certifications

requir:ed for the work assigned to the positions.

B. The C1y and the Union agree that the classifications listed in Appendix B identify

a commercial driver's license (CDL) as an essential job requirement' However,

certain positions have been id'entified by the City as eligible !o "opt out" of the

CDL program. The City maintains the right to determine which positions are

eligible tJ "opt out" of a CDL and will provide proper notice to an employee if the

needs for the position change (including up to six (6) months for an employee to

obtain a CDL if their position will require a CDL)'

lf a position is eligible to "opt out", but the employee wishes to maintain their CDL, they

may do so and dontinue to be included in the City's CDL program' lf the employee

elects to "opt out", they may do so by completing a mutually agreed-to "CDL Opt Ouvln

Form" and the City will no longer require their participation in the City's CDL program

nor provid" p"ym"nt for the maintenance of the cDL. An employee who previously

"opted out" of the CDL program may "opt in" again when the employee changes

positions and be allowed up to six (6) months to.o.btain a CDL; the employee will also

complete the .CDL Opt Out/ln Formi'. Upon obtaining the CDL, the City will include the

"tpioyu* 
in the CDL program and provide for maintenance of the CDL'

ARTIC E 29 . SUBST NCE ABUSE STING

All members of the bargaining unit shall comply with
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Upon no less than seven (7) calendar days advance written notice, the. Union may

request that a bargaining unit.employee be granted a leave of absence for up to ninety

(9Ci) calendar dayi for purposes of attending to Union business. Upon receipt of such

writien request, the City wiil confer with the Union Representative regarding the request'

The City retains complete and sole discretion over granting or denying such requests.

Abuse. Random testing, however, shall only apply to those employees required to carry

a CDL as a condition of emPloYment'

ARTIC 30 - SAVINGS CLAUSE

lf any Article of this Agreement or any Addendum thereto should be held invalid by

op"rition of law or byLny tribunal of competent jurisdiction, or if compliance with or

enforcement of any article- should be restrained by such tribunal, the remainder of this

Agreement and Addendum shall not be affected thereby and the parties shall enter into

immediate collective bargaining negotiations for the purpose of arriving at a mutually

satisfactory replacement of such Article.

ARTICLE 31 . RELEASE TI E FOR UNION BUSINESS

ARTICLE 32 - ENTIRE AGREEMENT

The Agreement expressed herein in writing constitutes the entire Agreement between

the parties and no oral statement shall add to or supersede any of its provisions'

ARTICLE 33 . SUBORDINATION OF AGREEMENT

It is understood that the parties hereto and the employees of the City are governed by

the provisions of applicable Federal and State Law. When any provisions thereof are in

.onilirt with the provisions of this Agreement, the provisions of said Federal and State

Law are paramount and shall prevail'

ARTIC 34 . WASHIN ON PAID FAMI Y AND MEDI LEAVE

Eligible employees are covered by Washington's Paid Family and Medical Leave
prJgram (pFfvfl), RCW 50A et seq. Eligibility for leave and benefits is established by

Waitrington law and is therefore independent of this Agreement. Annually, employees

will pa/ through payroll deductions the maximum allowable charges for both family

leave bnd medicat leave premiums, as stated by RCW 50A.10.030 and updated

annually by the Employment Security Department. The Employer shall pay any

remaining portion as required by law'

ARTIC 35 - DISCLOSU RE OF PERSON EL FILE INFO TION

Upon receipt of any court order or subpoena seeking documents from an employee's
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personnel file, the Employer will provide the employee with a copy of the order or

subpoena. When documents or information in an employee's personnel, payroll,

supervisory, or training file are the subject of a public records request, the Employer will

provide the employee *ittr a copy of the request at least fourteen (14) calendar days in

advance of the intended release date when practicable.

ARTICLE 36 , TERM OF AG EEMENT

This Agreement shall be in force and effect from Janu ary 1,2023 through December

31,2025

CITY OF KENT
22A ArH Avenue South

DANA RALPH
Mayor

\5 ZV
Date

i,X arlr-eb, U)fi.ot)o-*'

TEAMSTERS LOCAL UNION
NO. 1 17llBT

J SCEARCY
-Treasu

)- -ts"?,b
Date

NATALIE WINECKA
Deputy Director of HR

3 / t3 /aoza
Date

\
GH

Relations Manager

3l lrclo
Date

Page 49



as to form:

WHITE

Attest:

KI KOMOTO
City Clerk

Date

t
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The salary schedule for positions in the bargaining unit shall be based as follows:

Benefitted full-time, benefitted part-time, and benefitted temporary limited term

employees,

A. Effective January 1,2023 - all benefitted classifications set forth in Appendix "B"

of the bargaining unit shall receive a nine- and one-half percent (9'5%) wage

increase.

B. Effective January 1, 2024 - all benefitted classifications set forth in Appendix "8"

of the bargaining unit shall receive one hundred percent (1O0%) of the Seattle,

Tacoma, Bellevue CPI-W June to June with a minimum of two percent (2.0%)

and a maximum of four- and one-half percent (4'5%)

C. Effective January 1,2025 - all benefitted classifications set forth in Appendix "8"

of the bargaining unit shall receive one hundred percent (1O0%) of the S.9ult]9:

Tacoma, Bellevue CPI-W June to June with a minimum of two percent (2.0%)

and a maximum of four Percent (4.0%)

TemporarJr EmPloyees:

Temporary employees, as identified in section 1.2.8.1,1.2.8,2 and 1.2.8.3, shall be

paid between minimum wage and twenty dollars ($20.00) per hour, except that the City

may pay more in hourly wage as it deems appropriate to maintain a qualified workforce.

The temporaryr employee wage includes wages and pay in lieu of, holidays,

bereavement leave, insurance, and other miscellaneous benefits'

APPEN " . WAGE
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APPENDIX IIBII . BARGAINING UNIT C tFtcATloN sc EDULE

Benefitted Classifications (as per Section 1.2.A.1, 1.2'A.2, 1'2'A'2.a,1.2.A.3)

Classification

Meter Reader I

Meter Reader ll
Meter Reader lll
Meter Reader lV

Maintenance Worker I

Maintenance Worker ll
Maintenance Worker lll
Maintenance Worker lV
Maintenance Worker V
Mai ntenance Techn ician

Field Supervisor

Mechanic Assistant
Mechanic I

Mechanic ll
Senior Mechanic
SCADA Technician
Communications Tech ll

Effective 11112022
Salarv Ranqe

Range TM17
Range TM21
Range TM25
Range TM2B

Range TM20
Range TM24
Range TM2B
Range TM32
Range TM33
Range TM34

Range TM37

Range TM23
Range TM27
Range TM31
Range TM35
Range TM37
Range TM33

Effective 11112023
Salarv Range

Range TM17
Range TM21
Range TM25
Range TM28

Range TM20
Range TM24
Range TM2B
Range TM32
Range TM33
Range TM34

Range TM37

Range TM25
Range TM29
Range TM33
Range TM36
Range TM37
Range TM33

A salary schedule will be provided by JanuarY 15t' on an annual basis.

Non-benefitted temporary Laborers (as per Section 1.2.8.1, 1.2.8.2 and 1.2.8.3) shall

assist the classifications-listed above and be paid at least Washington state minimum

wage.

Page 52



APPENDIX ''C '' - BIDDING AN MANDATING OF ERTIME

The purpose of this appendix is to memorialize the process for bidding and mandating

overtime in the various divisions (division is defined for this purpose as reporting to a

non-union superintendent or manager) and/or work group (a work group is defined as

reporting to a field suPervisor).

The parties recognize the importance of minimizing overtime costs and agree to work in

partnership to fin-d cost effective and sustainable ways to reduce ihe need for overtime'

llo*"u"r, when overtime is the only operational way to provide services the following

process will be used by employees to bid for overtime and for management to, when

necessary, mandate overtime.

Seniority, for purposes of overtime bidding/mandating, shall be in accordance with

Section-3.1.C of the collective bargaining agreement unless otherwise specified in this

appendix. lf an employee has a dispute with their ranking on the seniority list, as posted

"i 
tne beginning oi each year, they will have fourteen (14) calendar days from the date

of posting-to chillenge their seniority ranking in writing to their superintendent/manager.

PUBLI WORKS DIVISIONS: Utilities, Water, Storm, Sewer, Street, Fleet

Overtime shall be bid by seniority from the most senior employee to the least senior

employee within the wbrk group based on seniority within the division. lf all the

employees within the work group decline the overtime, the oveftime shall then be

offered by seniority within the division. Management reserves the right to limit overtime

bidding for jobs requiring specific technical experience, or specific project work, to those

emplolees with the teJhnical experience, or project experience (employees with the

most seniority get to bid for the overtime first)'

Management reserves the right to mandate overtime as needed. Mandatory overtime

shall be based on reverse seniority within the work group based on seniority within the

division. Crews working on special projects will be given the opportunity to volunteer to

hold over and continuJworking at the end of their shift. The volunteer must have the

ability to perform the work before it is assigned. lf there are not enough volunteers

runig*ment may mandate employees for overtime based on least senior employee to

most senior,

PARKS D ISIONS: Parks Operations, Golf, Facilities, Housing and Human

Services

An overtime sign up list shall be created annually as of the first business day of the year

and shall be established by seniority (most senior to least senior) within the division.

Once established, the list shall be adjusted weekly, if necessary, by the hours of

overtime worked, at the straight-time rate, resulting in the most senior employee with

the most hours worked being moved to the bottom of the list.
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The overtime list shall be posted weekly, as necessary, and employees who are

available to work overtime will be able to sign up on the overtime list.

For Capital projects, overtime is scheduled as necessary with the crew working on the

project. ln the event the project crew requires additional support, and overtime is

reqlesteO, staff with the required knowledge or skills needed by the project will be

offered the overtime,

For volunteer events, overtime is generally assigned by the overtime list' Consideration

is also given to staff th"t huu" established a relationship with the community volunteers

on specific events or volunteer projects

For purpose of community events, overtime is generally assigned by the overtime list'

Consideration is also given to staff with specific knowledge, skills, and/or abilities as

required by the event.

Overtime requiring special skills or certifications such as irrigation will be offered by

seniority to the employees possessing those skills or certifications'

Mandator:y overtime shall be based on reverse seniority.

All employees who call in sick on Friday and are scheduled to work the weekend will be

removed from the overtime schedule tb include a Monday holiday. The overtime shift

shall then be reopened for employees on the overtime list to bid'

Unscheduled overtime to cover for absences shall be offered in seniority order by work

group (crew) rather than by Division.

Mandatory overtime shall be based on reverse seniority. Where more than one

mandatory shift is assigned at the same time, the most senior of the employees being

mandated shall have thl ability to pick their preferred mandatory shift out of the options

available. No employee may be mandated to work an overtime shift of more than ten

(10) hours without mutual agreement. lf an employee is mandated to work an overtime

itritt nrt they are unable t,o work, they may find a replacement with management

approval.

lssues that arise with the overtime assignment process described above will be

managed in Labor Management Meetings ind fixed prospectively rather than grieved

and remedied retroactivelY.

All employees who call in sick on Friday and are scheduled to work the weekend will be

removed from the overtime schedule tb include a Monday holiday. The overtime shift

shall then be reopened for employees on the overtime list to bid'
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FINANCE DIVISIONS: Customer Service

At the beginning of each year, the first overtime shift available shall be offered to the

most ,"ni6r employee. Sunsequent overtime shifts shall be rotated through all eligible

staff based on seniority, starting with the next most senior employee' This process

ensures that all employees have an opportunity for overtime over the course of the year,

if overtime is available.

lf an employee declines the overtime shift, the shift will be offered to the next most

senior employee.

Overtime requiring special knowledge, skills, and/or abilities shall be offered by seniority

to the employee p-ossessing the required knowledge, skill, and/or ability'

Mandatory overtime shall be based on reverse seniority.
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APPENDIX "D" . COMMUTE TRIP REDUCTION

The City shall provide a Commute Trip Reduction Program (CTR) for the employees in

the bargaining unit. The CTR progran may include alternate work schedules, on-site

carpoollnd/ or vanpool parking spaces and secure bieycle parking.
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WEINGARTEN REGOMMENDATIONS TO EMPLOYEEST

The Union recommends employees take the following steps to protect
their jobs2:

1. lf you are asked to attend a meeting with management which you
believe may lead to discipline, ask to have a Union steward present.
lf possible, notify the steward or other Union official of the meeting
immediately. When in doubt, ask management whether or not
anything said at the meeting could lead to disciplinary action.

2. lf you are unable to obtain representation before entering the
meeting, you should:

a. Ask whether you are free to leave the room if you choose to
do so;

b. Ask whether anything said at the interview could lead to
disciplinary action or discharge;

c. lf so, ask that (1) a Union representative be contacted and
brought to the meeting place before any questioning occurs,
and (2) you be permitted to speak to the Union representative
in private prior to the questioning;

d. lf a Union representative is unavailable, ask that the meeting
be postponed until a Union representative can be present;

e. ln the event the employer nonetheless insists on proceeding
with the meeting, ask that a fellow employee whom you trust
be brought to the meeting to act as a witness.

lf the Employer denies any or all of you the foregoing requests, the Union
recommends that you comply with their demands, including answering
their questions. However, you should state that you are doing so only
under protest.

1 These recommendations do not apply when an employee faces possible criminal charges. Such
employees should obtain the advice of an attorney.
2 These recommendations are not appropriate in some industries and should be tailored to reflect
contract and internal Union procedures.



TEAMSTERS 117 MEMBER FORMS

]F

wurw.tea msters { { 7 .orgl mem ber-forms
Please follow the link or scan the QR code with your mobile phone camera app if:

. You are new to the Union to fill out your Teamsters 117 Member Application.

. You moved or need to update your contact information with the Union.

. You need to designate or change the beneficiary for your Union-paid life insurance


