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2023 - 2026
*. AGREEMENT
By and Between
PENINSULA METROPOLITAN PARK DISTRICT
and
TEAMSTERS LOCAL UNION 313

THIS AGREEMENT is between the PENINSULA METROPOLITAN PARK DISTRICT
(hereinafter called the “District”) and TEAMSTERS LOCAL UNION 313 (hereinafter called
the “Union”), for the purpose of setting forth the mutual understanding of the parties as
to wages, hours, and other conditions of employment of those employees for whom the
District has recognized the Union as the exclusive bargaining representative.

PREAMBLE

The District and the Union agree that the efficient and uninterrupted performance of
District functions is a primary purpose of this Agreement, as well as the establishment of
fair and reasonable compensation and working conditions for employees and the
District. This Agreement has been reached through the process of collective bargaining
with the objective of serving the aforementioned purposes and with the objective of
fostering effective cooperation between the District and its employees. Therefore, this
Agreement and procedure which it established for the resolution of differences is
intended to contribute to the continuation of good employee relations and to be in all
respects in the public interest.

ARTICLE 1 - SUBORDINATION OF AGREEMENT

It is understood that the parties hereto and the employees of the District are governed
by the provisions of applicable local, state, and federal laws. Should any section of this
Agreement be found to violate the requirements of local, state, or federal law, then the
provisions of said local, state, and federal law are paramount and shall prevail.

ARTICLE 2 - RECOGNITION AND BARGAINING UNIT

The parties recognize the Union as the exclusive collective bargaining representative for
all full-time employees of the Peninsula Metropolitan Park District in the following job
classifications: (1) Lead Grounds Specialist; (2) Grounds Specialist; and (3) Facilities
Specialist, excluding confidential employees, supervisors, managers, and all other
employees.
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ARTICLE 3 - UNION MEMBERSHIP AND DUES

Section 3.1 The District will inform new bargaining unit employees of the Union’s
exclusive representation status. Consistent with RCW 41.56.037, the District will provide
Union access to new employees entering the bargaining unit within ninety (90) days of
hire. The District will allow the Union Business Agent(s) or Steward thirty (30) minutes to
meet with such individuals during paid work hours and at their usual worksite or a
mutually agreed upon location. During the meeting authorized by this Section, the
Union will present each newly-hired employee with a copy of this Agreement.

Section 3.2 The District agrees to deduct from the pay of each employee, who has so
authorized it, the Union initiation fees, monthly dues, and assessments as certified by
the secretary of the Union. The District will rely on information provided by the Union
regarding the authorization and revocation of deductions, and the Union will provide
such information to an email address provided by the District. Upon receiving notice of
the employee’s authorization from the Union, the District will deduct from the
employee’s pay any applicable membership dues, fees, and assessments and remit the
same to the Union no later than the second payroll cycle following receipt of the
authorization. The amounts deducted shall be remitted monthly by the District to the
Union on behalf of the employees identified by the Union as authorizing deduction(s).
The Union shall provide the District with at least one full pay period notice of any
change in the amount of Union initiation fees, monthly dues, back dues, and
assessments. The Union agrees to refund to the District any amounts paid to it in error
on account of the provisions of this Section upon presentation of proper evidence
thereof.

Upon receipt of an employee request for authorization of payroll deduction of Union
initiation fees, monthly dues, back dues, or assessments, the District will forward the
request to the Union electronically within two weeks. The District will take no action
upon receiving an employee request until receiving confirmation from the Union to
begin deductions.

The employee’s authorization will remain in effect until expressly revoked by the
employee by written notice to the Union in accordance with the terms and conditions of
the authorization. The cancellation of deductions will become effective no later than the
second payroll cycle after the District’s receipt of the confirmation from the Union that
the employee has revoked authorization for deduction.

The Union agrees to defend, indemnify, and hold the District harmless against any
liability which may arise by reason of any action taken by the District and/or Union to
comply with the provisions of this Article, including reimbursement for any legal fees or
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expenses incurred in connection with such action, provided that the Union shall have no
obligation to defend and indemnify if the liability is a result of the District's own
negligence or recklessness. The District will promptly notify the Union in writing of any
claim, demand, suit, or other form of liability asserted against the District and/or Union
relating to its implementation of this Article.

Section 3.3 The District shall notify the Union electronically within seven (7) business
days of the hiring of a new employee. The notification shall include the following
information, assuming such information is included in the District’s personnel records:
(1) employee’s name; (2) date of hire; (3) job title; (4) salary or rate of pay; (5) work site
or location; (6) cellular, home, and work telephone numbers; (7) work and personal email
addresses; and (8) home or personal mailing address. The information will be supplied
in an editable format. The Union agrees to use this information only for representation
purposes.

Section 3.4 The District agrees to remain neutral regarding Union membership.
Employees with questions about Union membership will be referred to a Union
representative and PERC. The District recognizes and will not interfere with the right of
their employees to become members of the Union and agrees there shall be no
discrimination, interference, restraint, or coercion by the District against any employee
because of their membership in the Union.

Section 3.5 The District agrees to use reasonable efforts to notify the Union and
implicated employees prior to releasing any requested information when the District
receives a Public Disclosure Request specifically asking for the name, date of birth,
membership status, duty station/location, address, or work email address of all the
members of the Union’s bargaining unit. The obligations of this Section shall not apply
to Public Disclosure Requests submitted by or on behalf of the Union. The Union agrees
to use reasonable efforts to notify the District prior to filing any court action to prevent
the District from releasing information under such a request. The parties’ obligations
under this section are not subject to the grievance procedure of this Agreement.
Nothing in this paragraph shall obligate the District to violate Washington's Public
Records Act (“PRA") or to refrain from timely disclosing records required by the PRA.

ARTICLE 4 - UNION BUSINESS

Section 4.1, Business Agents and Stewards. The Union shall furnish the District with an
up-to-date list of assigned Union Business Agents and Shop Stewards. Business Agents
and Shop Stewards shall have access to the District’s premises at reasonable times to
investigate and process grievances, to adjust disputes, and to meet with the District
regarding issues arising from this Agreement. Access to the District’s premises shall not
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be unreasonably denied, provided visits shall not interfere with the District’s business or
daily operations.

Section 4.2, Employee Lists. Every 120 business days, unless requested sooner by the
Union, the District will provide the Union with the following information, assuming such
information is included in the District's personnel records: (1) employee names;

(2) employee dates of hire; (3) employee job titles; (4) employee salaries or rates of pay;
(5) employee work sites or locations; (6) cellular, home, and work telephone numbers;
(7) work and personal email addresses; (8) home or personal mailing addresses. The
information will be provided in an editable format. If none of the above information has
changed since the last production to the Union, the District is not required to send an
update to the Union. Should the District miss the required 120-day notification, the
Union shall provide a reminder and opportunity to correct to the District before seeking
relief in court.

Section 4.3, Bulletin Boards. The District shall provide a bulletin board in an employee
lunch or break room for the posting of Union meetings, Union election resuits, Union
appointments to office, or other Union business. The Union shall be solely responsible
for material placed on the bulletin board. Nothing posted on the bulletin board shall be
personally derogatory toward the District, its elected officials, or other personnel, or
would otherwise amount to a violation of the District’s policies related to harassment,
discrimination, and retaliation.

Section 4.4, Labor-Management Meetings. The District and Union agree to establish a
labor-management committee to meet quarterly or as otherwise mutually agreed,
during regular working hours, to communicate and attempt to resolve issues of mutual
interest. The Union attendance may include a Union Business Agent and up to two (2)
bargaining unit employees. Labor-Management Meetings are not intended as a
replacement for formal bargaining sessions.

Section 4.5, Release Time for Bargaining. One (1) employee may be on paid status for
any bargaining session, or portion thereof, occurring during the employees’ scheduled
hours of work. If an employee is not scheduled to work during bargaining, then the
employee will not be paid.

ARTICLE 5 - NONDISCRIMINATION

Section 5.1 The parties agree there shall be no unlawful discrimination by either the
District or the Union against a'ny employee because of any protected characteristics
regulated by local, state, or federal law, including, but not limited to, race, creed, color,
national origin, citizenship or immigration status, families with children, sex, marital
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status, sexual orientation, age, honorably discharged veteran or miiitary status, disability,
Union membership, or Union activity and participation. Employees may challenge
unlawful discriminatory actions through the District’s policies and procedures, and/or
using those remedies available through applicable law. Complaints of unlawful
discrimination are not subject to the grievance procedure of this Agreement.

ARTICLE 6 - PROBATIONARY PERIODS

Section 6.1, Probationary Period (New-Hires). An employee newly-hired or newly-
transferred into the bargaining unit shall serve a probationary period of six (6) months.
The District reserves the right to extend the probationary period on a case-by-case
basis, up to twelve (12) months in total duration. During the probationary period, an
employee serves “at will” and may be separated or disciplined without recourse to the
grievance procedure of this Agreement.

Section 6.2, Promotional Trial Period ( “Lead” Employees). Ongoing bargaining unit
employees who have successfully completed their new-hire probationary period shall
serve a three (3) month promotional trial period upon promotion or transfer to a Lead
position in the bargaining unit. During the promotional trial period in a Lead position,
the District has the discretion to revert the employee back to the previously-held
classification if the employee is not meeting performance standards. If the Employee is
not satisfied with the position during the promotional trial period, the Employee may
request reversion back to the previous position, provided it remains vacant.

ARTICLE 7 - MANAGEMENT RIGHTS

Section 7.1 The District reserves the right to manage its affairs in accordance with its lawful
mandate, and retains all management powers and authority recognized by law and not
specifically addressed, abridged, delegated, or modified by the terms of this Agreement.
The specific management rights of the District include the following:

1. Plan, direct, and control all operations and services of the District, including its
mission, budget, strategic direction, service levels, types of services offered,
staffing levels, and resource requirements;

2. Determine the methods, means, equipment, facilities, and number of personnel
needed to carry out the District’s business;

3. Hire, promote, transfer, assign, re-assign, and retain employees;

4. Suspend, demote, discharge, or take other disciplinary action against employees
for "just cause”;
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5. Assign work, schedule the hours of work, adjust work schedules, and assign or
change work locations;

6. Authorize and require overtime;

7. Determine minimum job qualifications, education requirements, and certification
requirements;

8. Determine the need for additional educational courses, training programs,
classroom instruction, certifications and licenses, and on-the-job training, and to
assign employees to complete such training;

9. Establish the duties and responsibilities of employees, including the
development, classification, and alteration of job descriptions, provided however,
the District has an obligation to bargain impacts stemming from any alterations
to work performed by employees or related changing working conditions;

10. Recruit, hire, and promote employees into positions based on standards
established by the District;

11. Establish and implement policies and procedures for evaluating employee
performance;

12. Layoff, furlough, or relieve employees from duty because of lack or work, budget
constraints, or other legitimate business reasons;

13. To draft, publish, amend, and enforce District policies, rules, and regulations,
including those described in the District's policies and handbooks. Provided,
however, that any such policies, rules, and regulations do not conflict with any
express provisions of this Agreement, and provided the Union has the right to
bargain any impacts on mandatory subjects stemming from the policies, rules,
and regulations.

14.To take any and all actions as may be necessary to carry out the District’'s mission
in emergency situations and periods of civil unrest, as declared by the Executive
Director, designee, or Board of Commissioners.

Section 7.2 The parties recognize any management rights listed above may be subject
to conditions imposed in other sections of this Agreement. For example, if the District
makes the management decision to institute a layoff, the District agrees to follow the
terms and conditions of the Article applicable to layoffs.
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Section 7:3¢Based on the requirements of Washington law, RCW 41.56, the parties.
acknowledge their obligation to bargain any mandatory subjects of bargaining .
(i.e., wages, hours, and working conditions).

ARTICLE 8 - WORK JURISDICTION

Section 8.1, Preamble. The District and the Union agree to the general principle that
bargaining unit work should be performed by bargaining unit employees, therefore the
District shall not take steps to permanently replace or supplant bargaining unit
employees for the District's ongoing operational needs. Exceptions exist during
emergencies, where the District may rely on other personnel to maintain core District
operations. Beyond emergencies, the parties recognize the exceptions as established in
this Article.

Section 8.2, Volunteers. The District is a community-oriented and community-facing
public agency. As such, the District may rely on community volunteers in furtherance of
its mission. On liability and work jurisdictional grounds, the District will not use
community volunteers to operate heavy machinery or dangerous power tools unless
first discussing the work with the Teamsters. The District may schedule volunteers
through a variety of ways, including Adopt-A-Park, volunteer days, community events,
scouting organizations, etc. However, volunteers will not be scheduled to work regular
shifts alongside bargaining unit employees.

Section 8.3, Opening and Closing of Parks. The District may cover parks
opening/closing duties through employees’ regular shift schedules or through the usage
of outside contractors or other District personnel. Absent an emergency, the District will
provide employees two (2) weeks’ notice of planned changes to the personnel assigned
to open and/or close parks. Other duties in parks, including emptying the trash,
maintenance tasks, stocking bathrooms, and hosing docks remains the work of the
bargaining unit. In emergency situations, including temporary staffing shortages, the
District may assign employees to open/close parks outside of their regular shift
schedules on an overtime basis, but this arrangement is not intended to be a permanent
solution.

Section 8.4, Supervisors/Managers. The performance of bargaining unit work by the
District’s supervisors/managers on an emergency, training/team-building, or de minimis
basis shall not constitute subcontracting or skimming.

Section 8.5, Temporary/Seasonals. Temporary and seasonal employees are those
employees hired to augment, but not replace or supplant, bargaining unit employees.
The District may hire temporary and seasonal employees only as needed in response to
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a temporarily expanded seasonal workload; or in response to an emergency or staffing
crisis. The District will not have more than three (3) seasonal/temporary employees each
year, unless the District and the Union mutually agree. Each temporary or seasonal
employee shall be hired for a limited term, not to exceed six (6) months or 600 hours
annually (whichever comes first), unless the District and the Union mutually agree to a
longer duration or longer hours. The District agrees not to use temporary or seasonal
employees to reduce the regular work schedules of bargaining unit employees.

Seasonal employees are not members of the bargaining unit and are not subject to the
terms of this Agreement.

Section 8.6, Subcontracting. Any work historically contracted by the District on the
effective date of this Agreement may continue to be contracted without bargaining
(e.g., usage of contractors to perform large installation, irrigation, or construction
projects, tree fallers (for hazardous trees), asphalt pavers and stripers, indoor custodial
work, security guards, etc.). In addition, the District may subcontract specialty work
involving a safety risk to employees or property (e.g., work in or around gas lines,
electrified power lines, HAZMAT chemical clean-up, etc.). Except as expressly provided
by this Section, the District agrees to meet and negotiate with the Union over any
proposed decision to subcontract any work or job duties performed by the bargaining
unit.

ARTICLE 9 - WORK SCHEDULE: HOURS OF WORK: OVERTIME

Section 9.1, FLSA Work Period. The District shall establish the FLSA work period for each
employee, which shall consist of forty (40) hours within a consecutive seven (7) day
period. Unless otherwise specified by the District, the FLSA work period shall begin
12:00 a.m. Monday and end 11:59 p.m. the following Sunday.

Section 9.2, Work Schedules. The District provides public services on both weekdays
and weekends, including evening hours, and therefore has the discretion to schedule
employees across a seven (7) day calendar week to ensure coverage needs are met. The
regular work schedule for full-time employees shall consist of forty (40) hours in five (5)
consecutive days, with two (2) consecutive days off. Unless an employee is assigned an
alternative work schedule, the regular work schedule shall consist of eight (8) hours,
excluding unpaid meal periods, beginning at 7:00 a.m. and ending at 3:30 p.m. (i.e., a 5/8
schedule).

To best accommodate work needs and employee preferences, the District has the
discretion to assign alternative work schedules for employees. Examples include 4/10 or
9/80 work schedules, or 5/8 schedules with different starting and ending times. With
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exceptions for overtime and emergencies, the District shall not schedule split shifts or
split days off as part of an employee’s regular work schedule.

Absent an emergency (as determined by the Executive Director or designee), staffing
crisis (as determined by the Executive Director or designee), or mutual agreement with
the impacted employee(s), the District will provide fourteen (14) calendar days' notice of
changes to the regular work schedule.

Schedules for part-time employees will be established by the District, based on the
District's coverage needs, which may vary on a weekly or seasonal basis.

Section 9.3, Meal and Break Periods. The District and the Union agree to meal and
break periods that deviate from the requirements of WAC 296-126-092.

Employees are provided a thirty (30) minute unpaid meal period per regular work shift,
in addition to two (2) paid break periods of fifteen (15) minutes each. Meal and break
periods shall not be extended by travel/transit time or wash-up time. Subject to work
demands, employees have discretion over when they observe meal and breaks periods,
but may not schedule the periods for purposes of arriving late or leaving early.

Employees may use a District vehicle during their meal and break periods (for example,
to visit a local restaurant during a meal period), provided the vehicle and cargo are
secured from theft, and the stop is within a reasonable proximity from the worksite.
Employees may not use a District vehicle outside of these periods for additional detours
or breaks.

Employees are normally expected to take all daily meal and break periods. Employees
who miss a meal or break period due to work demands shall promptly notify a
supervisor. The supervisor will arrange for the employee to take the missed meal or
break period as soon as possible during the work shift. If that is not possible, the
employee will be paid overtime for the missed period. For missed meal periods, the
employee will be paid thirty (30) minutes at one-and-one-half (1.5x) the regular rate of
pay. For missed breaks, the employee will be paid fifteen (15) minutes at an extra
one-half (0.5x) the regular rate of pay.

With supervisor approval, employees may elect to combine their meal period with their
rest periods, with the understanding additional break time is not permitted for the
remainder of the work shift. However, during periods of high heat stress, defined by L&l
as outdoor temperatures of 89F or hotter, employees are not permitted to combine
their meal period with their rest periods. Instead, the District will schedule the rest
periods across the workday, in addition to additional cooling breaks required by L&l
regulations.
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Employees scheduled to work three (3) or more hours beyond their regular work shift
shall be allowed an additional thirty (30) minute unpaid meal period during the
extended working hours.

Section 9.4, Overtime. The District and the Union agree to a daily overtime system
based on the terms stated in this Section.

Employees are paid overtime, at the rate of one and one-half (1.5x) times the regular
rate of pay, for all hours worked outside of the regular work shift, including any hours
before or after the start/end of a regular work shift. In addition, employees are paid
overtime anytime they exceed forty (40) hours worked in a designated seven (7) day
FLSA work period.

Overtime may be required as a condition of employment. Absent an emergency, all
overtime must be authorized by the District in advance.

Part-time employees are eligible for daily overtime only when they work in excess of the
work schedule assigned to full-time employees.

Section 9.5, Inclement Weather, Emergency Response; Park Opening/Closing.
Consistent with Section 9.4 above, employees will be paid overtime when assigned to
inclement weather or emergency response, or when scheduled to open and close parks
outside of their regular shift.

Section 9.6, Compensatory Time Off. Employees are not eligible to accrue
compensatory time off.

Section 9.7, Inclement Weather and Emergencies. The District has the discretion to
adjust work schedules during periods of inclement weather or emergencies (for
example, earlier start times during snow storms), but shall pay overtime for any hours
falling outside of an employee’s regular work schedule. Employees assigned to work
when the District is closed due to inclement weather or emergencies will be paid
overtime for all hours worked during the closure.

Section 9.8, On-Call Roster, Procedure, Compensation, Etc. The District has the
discretion to establish an on-call roster, set the on-call qualifications, and specify the
days and hours in which on-call duties are necessary. The District will post an on-call
schedule to notify employees of upcoming on-call needs.

9.8.1 On-Call Roster. When staffing the on-call roster, the District will
first seek volunteers, but may assign employees when insufficient
volunteers are available, or where existing volunteers indicate
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burnout. On-call assignments will be offered on the basis of
seniority. On-call employees will be provided a District-owned
on-call electronic device, or may elect to transfer the on-call
number to a personal electronic device.

e
N

Trades; Alternative Coverage. Employees on the call-roster may
trade entire on-call shifts with prior approval by a supervisor.
Absent an emergency, employees desiring to trade on-call shifts
must give 24-hours’ advance notice to a supervisor. If an employee
scheduled to work an on-call shift is unable to meet the
requirements for the entire on-call shift, the employee shall find a
replacement employee and notify a supervisor of the substitution in
advance of the start of the on-call shift. When on-call, employees
must respond to telephone calls within fifteen (15) minutes of the
call.

o]
oo
0%

Personal Emergencies. In the event a personal emergency
unexpectedly prevents an on-call employee’s ability to respond
during, the employee must notify a supervisor (live in-person, or
verbally on the telephone, but no text messages or voicemails) as
soon as possible to ensure alternative coverage. If a supervisor is
unreachable, the employee shall call the Operations Director or
Executive Director.

O
[ee]
IS

On-Call Pay. Employees assigned on-call duties outside of their
regular working hours will be paid $3.50 per hour while on-call.
On-call employees must remain safely fit-for-duty and maintain no
more than a sixty (60) minute response time to the District. On-call
assignments and pay will be provided only outside those hours
staffed by other employees.

O
Co
[0a]

Call-Out Pay. A call-out requires an on-call employee to physically
respond to the District's premises, or other work location, to
conduct work assignments. Call-out pay is provided on a portal-to-
portal basis, from the time the employee leaves home, to the point
when the employee later returns home. For each call-out, an
employee is guaranteed two (2) hours of overtime, calculated at
one and one-half (1.5x) times the regular rate of pay. Call-outs
lasting beyond two (2) hours shall be compensated at one and one-
half (1.5x) times the regular rate of pay for the actual hours worked.
Call-out pay does not apply to shift extensions before an
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b employee’s regular work shift, where the employee is called-out to
work less than two (2) hours before the start of the regular shift, in
which case the employee will be paid overtime in accordance with
Sections 9.4 or 9.5.

O
[o)]

At-Home Calls. On-call employees may occasionally receive
work-related telephone calls that do not require an in-person
response. Infrequent telephone calls of three (3) minutes or less
shall not be compensated, or when the purpose of the telephone
call is to call-back the employee to work overtime. Any other
telephone calls will be paid overtime, at one and one-half (1.5x)
time the regular of pay, in increments of fifteen (15) minutes.
During the term of this Agreement, should on-call employees
experience an abusive or unreasonable volume of telephone calls,
the Union may demand to open this subsection (Section 9.8.6) of
this Agreement.

ARTICLE 10 - WAGES

Section 10.1, Classifications, Wages, and Salary Schedule. Employees will be classified
and paid in accordance with the salary grades and wage steps listed in Appendix A to
this Agreement. New, entry-level employees will normally be placed on the base step of
the salary grade for their classification. However, the District has the discretion to place
new employees on a higher step, including the top step, based on the employee’s
previous work experience, training, and qualifications.

Section 10.2, Wage Steps. Subject to the terms of this section, pay increases of one step
shall be given annually, effective January 1 annually, provided successful completion of
the new-hire probationary period. Employees at the top step are not eligible for
additional step increases. Step increases are contingent on proficient overall
performance and meeting annual goals, as documented on the employee’s annual
performance appraisal. If an employee's overall performance is unsatisfactory or
"developing,” the Executive Director or designee may defer a scheduled pay step
increase for a stipulated period of time, no later than three (3) months after the date of
the missed step increase, at which time the employee will be given another opportunity
to-earn the step increase by achieving an overall proficient performance review. All step
increases are applied prospectively only. In an economic downturn or budget
constraints, the District may temporarily suspend wage step advancement, provided the
suspension is applied District-wide and not just to the bargaining unit.
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Section 10.3, Pay Periods and Timekeeping. The Distriet uses two (2) payroll periods per
calendar month, on dates established by the District. :Employees are required to
accurately enter their time on a daily basis and complete weekly time records showing
all time actually worked, through timekeeping procedures established by the District.
Employees have a right and responsibility to review their timecards and submit timecard
authorization forms to correct errors. Should a supervisor correct a timekeeping
discrepancy, the supervisor shall notify the impacted employee of the basis for making
the correction. Employee disputes about inaccurate timecards may be resolved through
the grievance procedure.

Section 10.4, Deductions, Underpayments, and Overpayments. Should an employee
believe he/she was underpaid through a payroll mistake, the employee and/or the
Union shall promptly notify the District for review and resolution, including payment of
the amount owed to the employee. Should the District accidentally make an
overpayment of wages to a current bargaining unit employee, the parties agree the
District shall follow the repayment procedure of RCW 49.48.200 and RCW 49.48.210, at
the rate of 5% of disposable earnings deducted per pay period, or the full amount from
an employee’s final paycheck. Disputes by the Union over the occurrence or amount of
an overpayment or underpayment shall be resolved through the grievance procedure.

Section 10.5, Job Postings and Promotions. The District may recruit for open bargaining
unit positions through both internal and external channels. For open Lead positions,
any bargaining unit employee who meets the minimum qualifications, with a current
satisfactory performance appraisal, and who timely submits an application will be
guaranteed an interview.

Section 10.6, Promotions. The District shall make promotional decisions based on
performance and qualifications, which may include both internal and external
recruitment. However, where the District determines the proven experience and ability
of an existing bargaining unit employee warrants promotion to a higher classification or
new specialty, the incumbent employee shall have the first right of refusal without
needing to compete in an open recruitment. Upon promotion to a position with a
higher classification, an employee will be placed on the base step of the new salary
grade, or advancement to the step representing at least a 4% pay increase from the
employee’s current pay step, whichever is greater.

Section 10.7, Training and Education. When the District requires attendance at a
training, seminar, course, workshop, or similar requirement, including attendance at
mandated or assigned licensing or certification classes, it agrees to pay 100% of the
expense, including both the cost of attendance and the employee’s working time spent
in attendance. If an employee is assigned to required training outside of the District’s
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service boundaries and is not assigned a District vehicle, the employee will be v
reimbursed mileage according to IRS rates for usage of a personal vehicle (and, in either
instance, the employee will be paid travel time). Optional training, education, and
professional development are governed by the District's Employee Handbook.

Section 10.8, Certification Pay. Employees will receive $100 per month (divided across
pay periods per month), added to base pay, per certification, up to a maximum of three
(3) certifications ($300 per month maximum possible). Eligible certifications include the
following:

e Playground Safety Inspector

e WA State Applicator’s License

o Certified Arborist

e CDL Class A*

¢ Any other certification approved by the District based on business need.

The District will provide paid time for training necessary to earn certifications and will
pay for the cost of certification exams, certification fees and renewals, etc. Certifications
must be approved in advance by the District, based on available budget, operational
needs, available staffing, and other relevant factors. Employees must maintain their
certification to continue to receive the pay.

*CDL certification is contingent on bargaining a DOT drug-testing program.

ARTICLE 11 - RETIREMENT

Section 11.1, PERS. All eligible employees of the bargaining unit shall be enrolled in the
Washington State Public Employees’ Retirement System (“PERS"), administered by
Washington’s Department of Retirement Systems ("DRS"). Eligible employees shall pay
any required amounts towards PERS contributions by means of a payroll deduction. The
terms and conditions of participation and enrollment shall be set by Washington law
and DRS.

ARTICLE 12 - PROTECTIVE CLOTHING AND EQUIPMENT

Section 12.1, Preamble. The District and the Union agree to uniform and equipment
standards that enisure employee safety, result in a professional image to the public, and -
are comfortable.

Section 12.2, Personal Protective Equipment (PPE). The District shall provide employees
with all personal protective equipment (PPE) as required by their job duties and
applicable regulations published by Washington's Dept. of Labor & Industries (“"L&I").
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> »Such PPE will be provided to both new-hires and ongoing employees-as required by

¢ ongoing work needs. Examples of PPE may include gloves, hearing protection, eye
protection, high-visibility vests, face shields, safety harnesses, etc. Employees who do
not believe they have the proper PPE to safely perform a work assignment shall
immediately notify a supervisor. Employees have a responsibility to take reasonable
care of all PPE issued to them. The District shall repair or replace any PPE that has
become worn-out or damaged in connection with work duties.

Section 12.3, Clothing and Uniforms. Beyond the PPE described above, each
newly-hired employee will be provided the following work clothing from a workwear
vendor selected by the District:

e T-shirts (5)

e Long-sleeve shirts (3)

e Sweatshirts (2)

e  Winter jacket (1)

e Baseball cap (1)

e Rain gear, including rain boots or covers (1 set)
e Coveralls (1 pair)

or ongoing employees, the District agrees to replace any of the above items based on
regular wear and tear. Clothing with holes, tears, stains, damaged collars or hemlines, or
threadbare shall be deemed ready for replacement by the District. The clothing listed
above shall either be plain or with the District logo, as determined by the District, and
shall remain the property of the District. Employees shall refrain from wearing
District-provided clothing on their days off.

Section 12.4, Shorts and Short-Sleeve Shirts. Employees may wear shorts and
short-sleeve shirts when safely able to do so. All shorts must be appropriate for the
work environment. Employees are required to wear pants and/or long-sleeve shirts
under the following circumstances:

e When recommended or required by an equipment manual, supplier, or
manufacturer in relation to the tools, machinery, or equipment used.

e  When recommended or required by Washington’s Dept. of Labor & Industries,
Dept. of Health, or applicable WAC regulations or regulatory agency.

¢ When applying pesticides or other hazardous chemicals.

Upon execution of this Agreement, the District will publish a list of common duties
requiring pants and long-sleeve shirts. Given the changing nature of daily work

Page 15
PenMet Parks and Teamsters Union Local 313
2023 - 2026 Collective Bargaining Agreement



assignments, employees shall have pants and long-sleeve shirts on-hand and available
for donning/doffing as necessary without additional break time.

Section 12.5, Protective Boots. Employees are expected to wear safety boots that are
durable and meet L&l safety standards (see WAC 296-800-16060 and ASTM F-2412-
2005). On an annual basis, each full-time employee will be provided a boot allowance
of $275.00 towards the purchase of up to two (2) pairs of boots. Any other category of
employee will be provided a pro-rated boot allowance based on their FTE status
compared to a full-time employee. Any unused boot allowance does not rollover from
one calendar year to the next. To utilize their boot allowance, employees have the
following options:

e Option A - Employees may purchase a pair of safety boots through a District-
approved boot vendor.

e Option B - Employees may seek pre-approval from their supervisor to purchase
boots at a third-party vendor selected by the employee. Pre-approval will be
given only if the safety boots meet the District’s standards. Employees are
required to submit their purchase receipt to the District for reimbursement
within 30 days of purchase, and all purchases shall be completed by October 31
each year.

Absent prior approval from the District, boot shopping and sizing shall take place
outside of working hours.

Employees newly hired into the bargaining unit on or before October 31 of a calendar
year will be provided the entire boot allowance for that calendar year. Employees hired
after October 31 will be given an advance on the next calendar year's boot allowance.

[Ratification Note - $275 annual boot allowance to begin January 1, 2024.]

Section 12.6, Donning and Doffing. Employees are expected to report to work in their
work clothing and ready to work, therefore employees are not paid for pre-work or
post-work donning and doffing. Employees are provided a de minimis amount of paid
working time to change into boots. Once the work shift has begun, employees will be
paid for donning and doffing of PPE not regularly part of the daily work uniform

(e.g., safety harnesses, chainsaw protective chaps, etc.)

ARTICLE 13 — HEALTH BENEFITS AND INSURANCE

Section 13.1, Health, Dental, and Vision Benefits. The District offers a choice of health,
dental, and vision insurance plans through Washington’s Public Employees Benefit
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Board (“PEBB™), including PPO, HMO, and CDHP/HSA plan options. Employee and:- +.
dependent enrollment eligibility criteria, enrollment timelines, benefits, and plan
offerings are established and decided by PEBB, as communicated to the District on an
annual basis.

Section 13.2, Insurance Premium Cost-Sharing. On an annual basis, the District’'s Board
of Commissioners establishes the health, dental, and vision insurance premium rates
paid by the District, with any additional amounts owed by employees as a cost-share.
For the term of this Agreement, the District agrees to honor the same annual cost-
sharing amounts for bargaining unit employees as applied to the District's non-
represented management and administrative staff. The 2023 plan enroliment options
and cost-sharing is listed in Appendix B. For part-time employees who are eligible for
coverage, the amount paid by the District will be pro-rated based on hours worked
compared to a full-time employee.

Section 13.3, PEBB Health Savings Accounts (HSAs). Employees who elect to enroll in a
PEBB CDHP/HSA plan option will receive monthly contributions into their HSAs, paid by
PEBB, and at contribution rates set annually by PEBB. For 2023, PEBB HSA rates are as
follows: (1) Individual HSA, $700; (2) Family HSA, $1,400. HSA contributions are made
on a monthly basis, are subject to pro-rating based on mid-year eligibility status, and
are governed by PEBB’s terms and conditions. Through payroll deductions, employees
may elect to make additional HSA contributions, up to the IRS maximum.

Section 13.4, Life Insurance. The District offers full-time and part-time employees
enrollment in a basic group term life insurance policy, including accidental death and
dismemberment (AD&D) coverage. The District pays 100% of life insurance premiums.
The District reserves the right to change life insurance carriers, benefits, and plan
provisions, but agrees to bargain any material impact to benefit levels offered to
employees.

Section 13.5, Washington Long-Term Care Act ("WA Cares Fund”). Beginning July 1,
2023, the District will begin deducting premiums from employee paychecks and
remitting them to the Employment Security Department (ESD) as part of the WA Cares
Fund. Employees shall pay the premium as established by law, which is currently 0.58%
of employee gross wages in 2023, subject to adjustments in subsequent years (see

RCW 50B.04:080). Upon proof of official documentation from ESD, the District agrees to
honor all permanent private insurance opt-out exemptions held by employees, as made
available by the WA Cares Fund through the end of 2022 (see RCW 50B.04.085). All
other exemptions will be dictated and administered by law (see RCW 50B.04.055).
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Section 13.6, COBRA Coverage. Insurance benetits end on the last day of the calendar
month in which the employee separates. Employees who separate from service or
otherwise have a qualifying event are eligible to continue insurance benefits, with costs
paid by the employee, in accordance with the Consolidated Omnibus Budget
Reconciliation Act (COBRA). COBRA benefits are provided by the District as required by
law.

ARTICLE 14 - DISCIPLINE AND DISCHARGE; EMPLOYEE RIGHTS

Section 14.1, General. Employees are expected to comply with the District's personnel
policies, including those rules and policies related to a code of conduct, workplace
safety, anti-harassment, anti-discrimination, anti-retaliation, and anti-bullying.
Employees are expected to exercise good judgment, common sense, and courtesy in the
performance of their duties and interactions with the public.

All discipline and discharge actions for employees shall be supported by “just cause.”
However, the District retains the right to discipline and discharge employees serving an
initial probationary period as “at will" employees, with or without cause, and without
recourse to the grievance procedure of this Agreement.

During any disciplinary matters undertaken by the District, employees do not waive, nor
will they be deprived of, any of their constitutional or civil rights guaranteed by federal
or state law (for example, Loudermill due process rights).

Section 14.2, Discipline Steps. Disciplinary action by the District may include any of the
following steps:

Verbal warning.

Written warning.
Suspension without pay.
Discharge.

o nNn T o

Progressive discipline is generally preferred, but not required, depending on the nature
and severity of the offense and the employee’s prior disciplinary record.

The District may use coaching and counseling and similar informal discussions to
address and correct low-level performance or-behavior issues. Coaching and counseling
serves an important purpose, is not disciplinary in nature, and is not subject to the
grievance procedure.

Section 14.3, Verbal Warnings and Written Warnings. The Union and the District agree
to the following terms and conditions governing verbal warnings and written warnings:
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a. Verbal warning — The Ristrict may issue a verbal warning at any time for cause.
The District may record having issued a verbal warning. A verbal warning shall
carry no additional penalty.

b. Written warning — The District may issue a written warning at any time for cause.
A written warning shall carry no additional penalty.

c. Grievance procedure — Verbal warnings are not subject to the grievance
procedure. Written warnings may be grieved up to Step 2 of the grievance
procedure, but may not be submitted to Step 3 (arbitration).

Section 14.4, Discipline Procedure.

a. Notice of Intent to Discipline - If the District intends to impose discipline beyond
a verbal warning or written warning, the District shall inform the employee in
writing. The written notice shall describe, in general terms, the nature of the
behavior or conduct supporting discipline. The District may provide written
notice either before or after conducting a preliminary investigation.

b. Pre-Disciplinary (Loudermill) Meeting — For discipline beyond a verbal warning or
written warning, the employee will be offered a pre-disciplinary meeting. Upon
at least twenty-four (24) hours’ written notice to both the employee and the
Union, the District may schedule a pre-disciplinary meeting, to afford the
employee an opportunity to respond before the District makes a final disciplinary
decision. The employee may elect to attend the pre-disciplinary meeting
accompanied by a Union representative, and both the employee and Union
representative are entitled to speak during the meeting. Attendance is voluntary
by the employee.

c. Disciplinary Decision — No later than fourteen (14) days after the close of a
pre-disciplinary (Loudermill) meeting, the District shall inform the employee and
the Union in writing of the District’s discipline decision.

Section 14.5, Emplover Investigations and Procedures.

a. Cooperation — Employees have an obligation to cooperate with any investigation
conducted by the District. Failure to do so will be considered insubordination
and will be grounds for discipline.

b. Union Representation (Weingarten) — If the District elects to conduct any type of
disciplinary investigation, interview or questioning, an employee is entitled, at
his/her request, to have Union representation during any interview conducted by
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the District that the employee reasonably believes may:result in his/her discipline
or discharge. During such an interview, a Union representative will be given the
opportunity to ask clarifying questions and offer additional information, but may
not obstruct the District’s investigation. The Union agrees and understands it is
responsible for educating employees of their Weingarten rights. The District
agrees to honor all requests for Weingarten representation made under this
Section.

c. Written Statements — As part of a disciplinary investigation, an employee may be
directed to provide a written statement. If directed to provide a written
statement, the employee will be advised of the nature of the investigation. When
directed to provide a written statement, the employee will be paid for the time
spent preparing the statement.

d. Administrative Leave — The District may, at its discretion, place employees on paid
administrative leave during an investigation or prior to any potential disciplinary
action. Employees on such paid administrative leave must remain available
during their normal hours of work and are not permitted to accept outside
employment. Placement on paid administrative leave is not considered a
disciplinary measure and is not subject to the grievance procedure.

e. Employee Searches — Employees have no expectation of privacy with respect to
any District-owned property, including their assigned workspaces and equipment.
District-owned property and equipment is subject to access and inspection,
without notice, as required by legitimate daily business.

Section 14.6, Review of Employee Personnel Files.

An employee, upon written request to the District, may review the contents of his/her
personnel file. The employee may elect to be accompanied by a Union representative
during the review. An employee may request removal of irrelevant or erroneous
information in his/her personnel file. If such a request is denied, or if the employee
disagrees with the contents of a discipline document, the employee may submit a
written rebuttal to be placed in the file alongside the disputed document or record. The
Employer shall keep the contents of personnel files confidential, subject to the
requirements of state and federal law, including public disclosure laws, and any
applicable provisions of this Agreement.

Section 14.7, Consideration of Prior Discipline Records.
The District retains the discretion to maintain all disciplinary records in employee
personnel files in accordance with state retention schedules. .However, for purposes of
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progressive discipline, prior disciplinary recérds are subject to the following expiration
dates: .-

e Written warnings — Two (2) years from the date of issuance, provided no further
disciplinary action for the same or similar behavior, otherwise the period shall
reset.

e Suspensions, less than forty (40) hours ~ Three (3) years from the date of
issuance, provided no further disciplinary action for the same or similar behavior,
otherwise the period shall reset. However, suspensions of less than forty (40)
hours shall not have an expiration when issued for the following reasons: physical
violence or threats of violence, sustained findings of harassment, discrimination,
or retaliation based on protected characteristics, and any criminal activity
(although the District retains the discretion to propose termination for these
reasons).

e Suspensions of more than forty (40) hours — No expiration, regardless of reason
for issuance.

e Terminations — No expiration.

Disciplinary records falling outside of the aforementioned expiration periods may not be
considered by the District for purposes of progressive discipline, but may be introduced
as evidence by the District or the Union during grievance arbitration for other purposes,
such as demonstrating prior knowledge of rules (or lack therefore), comparators to
other employee disciplinary cases, etc.

ARTICLE 15 - GRIEVANCE PROCEDURE

Section 15.1 A grievance is defined as an alleged violation of the express terms and
conditions of this Agreement. Prior to filing a Step 1 grievance, an employee and/or
Union representative shall discuss the issue with the lowest level supervisor in their
chain of command that is not a bargaining unit member within fifteen (15) calendar
days after knowledge of the alleged occurrence or violation, or the date upon which the
employee and/or Union should have reasonably known of the occurrence or violation.
For purposes of counting days, the day following the occurrence, act, violation, or
omission shall be the first day of the fifteen (15) calendar day period required by this
paragraph.

If the issue cannot be resolved within ten (10) calendar days of notifying the supervisor
and a grievance arises, it shall be submitted to the following grievance procedure:
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For thepurposes of this Article, calendar days shall not include District observed
holidays. If a grievance filing deadline falls on an observed holiday, Saturday, or Sunday,
the deadline will be extended to the following calendar day. The time for filing on any
deadline is 5:00 PM. Time limits referred to in this Article must be strictly adhered to
unless waived by mutual consent by both parties in writing. It is the intent of the parties
that all procedures set forth herein shall be complied with as expeditiously as
practicable. The failure of the grieving party to timely process the grievance pursuant to
the time limits herein, shall be deemed a waiver of the right to proceed with the
grievance. If the District fails to timely respond to a grievance, including any of the
grievance steps, the grievance shall be moved to the next step.

Step 1. If the issue is not resolved informally, the grievance shall be filed by the Union
with the Division Director, in writing, within fifteen (15) calendar days from the date that
the grievant and/or Union discussed the issue with their lowest level supervisor, setting
forth the alleged contractual violation (including the Article or Section violated), a
general description of the issue, and the remedy sought. The Division Director shall
make a decision on the matter within fifteen (15) calendar days, and shall then notify the
Union in writing of the response. If the parties fail to reach a decision or fail to agree
upon a settlement in the matter, to the grievance shall be eligible for filing at Step 2.
The parties shall make every effort to resolve the grievance at Step 1.

Step 2. If the grievance is not resolved at Step 1, the grievance may be presented to the
Executive Director or their designee, in writing, within fifteen (15) calendar days of the
Step 1 denial, setting forth the detailed facts concerning the nature of the grievance,
section of the contract allegedly violated, and remedy sought. The Executive Director or
designee shall meet with the employee, Union representative, and Division Director
within fifteen (15) calendar days of receipt of the written grievance. The Executive
Director or Designee shall send a written answer stating their position to the employee
and the Union within fifteen (15) calendar days of such meeting.

Step 3. If the grievance is not settled at Step 2, either the District or the Union may
submit the issue in writing to arbitration within twenty-one (21) calendar days by giving
written notice to the other party. Prior to arbitration, the parties may mutually agree to
first proceed with PERC mediation, in which case the timelines for arbitration shall be
extended to accommodate the mediation process. The Employer and the Union shall
attempt to mutually select the arbitrator. If the Employer and the Union fail to agree on
an arbitrator, a list of nine (9) arbitrators shall be requested from the Federal Mediation
and Conciliation Service or Public Employment Relation Commission. Arbitrators shall
reside in or have an office or mailing address in the States of Washington or Oregon.
Once a list has been provided, the parties shall flip a coin to determine who will strike

the first name, following with subsequent strikes alternating between the parties, until
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one (1) name remains. The person whose name remains shall be the arbitrator. The
arbitrator shall render a decision as promptly as possible. The grievance submitted to
the arbitrator shall be the original Step 1 written grievance unless the District and the
Union agree otherwise. Only one (1) grievance may be submitted to the arbitrator at
one (1) hearing, unless the District and the Union agree to consolidate. When a party
raises grievance procedural challenges, such as timeliness, the parties agree to divide
the arbitration process, so a hearing and decision is rendered by the arbitrator about the
procedural issue(s) before proceeding with a separate arbitration hearing for the
remaining issues. The arbitrator shall confine themselves to the issues submitted to
them. The arbitrator shall have jurisdiction and authority only to interpret, apply or
determine compliance with the specific terms of the Agreement and shall not have
jurisdiction to add to, detract from, or alter in any way the provisions of this Agreement.
The decision within the jurisdiction of the arbitrator shall be final and binding upon both
parties. For employee discipline cases, the Arbitrator is limited to awarding a back pay
remedy not to exceed two (2) years of pay and any additional make whole remedy
awards. The Arbitrator shall not have the authority to award punitive damages or any
other form of damages beyond those necessary to make the employee whole. The
expenses and fees incumbent to the selection and services of the arbitrator shall be
borne equally by the Employer and the Union. The party requesting a court reporter
shall bear such costs and provide a copy of the transcript to the arbitrator (but without a
copy to the side that does not agree to pay). If both parties request a court reporter,
such costs shall be borne equally by the Employer and the Union, and a copy shall be
provided to the arbitrator. Each party is solely responsible for its own attorney’s fees and
costs.

Section 15.2 The Union, not individual employees, are responsible for grievances at
Steps 1-3. The Union shall not be required to press employee grievances if, in the
Union's opinion, such lack merit. The District agrees to respect the Union'’s decision and
judgement. With respect to the processing, disposition and/or settlement of any
grievance, including hearing and final decisions of Arbitrators, the Union shall be the
exclusive representatives of the employee(s) covered.

Section 15.3, Election of Remedies. The District and the Union expect the procedures
contained in this Agreement, if applicable, to be the sole remedy for grievances.
However, the District and the Union also recognize that employees may have legal
rights independent of this Agreement, and may have the right to independently seek
legal relief from a court or administrative agency. Thus, if an employee or the Union
seeks redress from any external body, such as a court or administrative agency, the
Union and/or the employee shall have elected the external remedy to the exclusion of
all rights under this Agreement. Alternatively, if the Union seeks arbitration of a dispute
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within the procedure astablished by this Article, that election shall be deemed to have
waived external remedies to the extent allowed by state and federal law.

ARTICLE 16 - HOLIDAYS

Section 16.1, Holiday Leave Accrual. The following holidays are observed by the District:

New Year's Day January 1
Dr. Martin Luther King Jr. Day 3" Monday of January
_ President's Day 3@ Monday of February
Memorial Day Last Monday in May
Juneteenth June 19
Independence Day July 4
Labor Day 1°* Monday of September
Veteran's Day November 11
Thanksgiving Day 4™ Thursday of November
Native American Heritage Day Day after Thanksgiving
Christmas Day December 25
Two (2) Floating Holidays Dates Selected by Employee

Employees will receive holiday pay corresponding to their regular schedule. For
example, employees assigned to 5/8 schedules will receive eight (8) hours of holiday
pay, while employees assigned to 4/10 schedules will receive ten (10) hours of holiday
pay. Part-time employees regularly working a minimum of twenty (20) hours per week
receive holidays and holiday pay on a pro-rated basis.

Paid holiday hours count toward the accrual of sick leave and vacation leave.

Employees not on a paid status (e.g., paid working day, paid leave, or scheduled day off)
the day before and after an observed holiday will not be paid for that holiday.
Employees on an unpaid leave of absence are not eligible for holiday pay during the
leave, unless otherwise required by state or federal law.

Employees serving a new-hire probationary period are not eligible for floating holidays
until after the first six (6) months of employment. New-hires who complete this six (6)
month term on or before April 30 are eligible for two (2) floating holidays that calendar
year. New-hires who complete this six (6) month term between May 1 and August 31
are eligible for one (1) floating holiday. New-hires who complete this six (6) month term
after August 31 do not receive a floating holiday that year.

Section 16.2, Holiday Scheduling. If a holiday falls on a Saturday, the District will

observe the holiday on the preceding Friday. If a holiday falls on a Sunday, the District
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will observe the holiday on the following Monday. These rules of observance do not
apply to employees scheduled to work on Saturday and Sundays, who instead will
celebrate the holiday on the actual date of the holiday, and then may elect to either
work (at regular straight-time pay rates) or take accrued paid vacation leave or a floating
holiday on the date the holiday is observed by the District.

For employees assigned to an alternative work schedule, instances may arise where a
holiday falls on the employee’s unscheduled day of work. When this occurs, the
employee will take their next scheduled workday off. Employees are not eligible for
pay-in-lieu of a holiday.

All holidays, including floating holidays, shall be scheduled and used in full-day
increments.

Section 16.3, Floating Holidays. Floating holidays must be scheduled with one (1)
weeks' notice and approval of the employee’s supervisor, unless waived at the discretion
of the supervisor. Floating holidays must be used in the calendar year they are earned,
do not carry-over, and have no cash value at separation.

Section 16.4, Holidays and Other Leave. Holidays (either observed or actual dependent
on the employee’s work schedule, as described in Section 16.2 above) falling during an
employee’s scheduled vacation leave, or while the employee is on paid sick leave, will be
paid to the employee as holiday leave and shall not be deducted from the employee’s
accrued sick leave or vacation leave banks.

Section 16.5, Work on Holidays. An employee required by the District to work on an
actual or observed holiday will be paid overtime, at the rate of one and one-half (1.5x)
times the regular rate of pay, for all hours worked on the holiday, in addition to the
-other benefits provided by this Article. This overtime premium does not apply to
employees assigned to an alternative work schedule who elect to work a District-
observed holiday based on the terms of Section 16.2 above.

ARTICLE 17 - VACATIONS

Section 17.1, Vacation Leave and Accrual. Full-time employees earn vacation leave
based on hours in a paid status, including hours worked, vacation leave, sick leave, and
approved paid leaves of absence. Employees on an unpaid leave of absence do not
accrue vacation while on leave, with any period of unpaid leave pro-rated accordingly
for that calendar month.

Full-time employees accrue vacation leave on a monthly basis as outlined below:
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Years of Service Monthly Acerual |  Annual Accrual Days* Per Year
0-3 8 Hours 96 Hours 12
4-9 10 Hours 120 Hours 15
10-14 12 Hours 144 Hours 18
15+ 13.33 Hours 160 Hours 20

*Each vacation day is eight (8) hours of paid leave.

Full-time employees begin to accrue vacation leave from the date of employment, for
use following completion of the first six (6) calendar months of employment. Part-time
employees regularly working a minimum of twenty (20) hours per week earn vacation
leave on a pro-rated basis.

Section 17.2, Vacation Scheduling. Vacation leave shall be scheduled in one (1) hour
increments. Employees shall schedule vacation leave with the prior approval of their
supervisor. Employees will make every effort to provide at least two (2) weeks' notice to
schedule vacation leave, unless waived by a supervisor for short-notice requests.
Scheduling conflicts will be resolved using the following criteria: (1) timeliness of
request; (2) seniority at the District; (3) staffing requirements to ensure continuity of
business and services; and (4) reasonable rotation of popular vacation times. The
District retains the right to approve or deny all vacation leave requests in accordance
with criteria (1) through (4) listed in this Section.

Section 17.3, Maximum Carry-Over. Employees may carry-over a maximum of 240 hours
of vacation leave from one calendar year to the next. Any unused vacation leave
beyond 240 hours at the end of the calendar year shall be forfeited. Employees have a
responsibility to schedule vacation leave to avoid issues with forfeiture. However,

in cases where the District’s operations have made it impossible or impractical for an
employee to use vacation leave, the District may authorize additional carry-over on a
temporary basis.

Section 17.4, Vacation Cash-Out. Employees who separate from the District shall be
paid all accrued vacation leave through the date of separation, up to a maximum of 240
hours. Any hours beyond 240 are not eligible for cash-out.

ARTICLE 18 — SICK LEAVE

Section 18.1, Sick Leave Accrual. Full-time employees earn paid sick leave at the rate of
eight (8) hours per month (96 hours annually). Part-time employees earn sick leave on a
pro-rated basis compared to a full-time employee, or at the rate of one (1) hour earned
for every forty (40) hours actually worked by the employee, whichever is greater.
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Employees do net accrue sick leave during any leave without pay, with any period of : «
unpaid leave pro-rated accordingly for that calendar month.

Employees begin accruing sick leave immediately upon hire. Sick leave may not be used
until it is earned by an employee, consistent with the District’s payroll practices.

Section 18.2, Maximum Carry-Over. Employees may accrue an unlimited amount of sick

leave during a calendar year, but are limited to an annual carry-over of 960 hours from
one calendar year to the next. Any unused sick leave beyond 960 hours at the end of
the calendar year shall be forfeited.

Section 18.3, Authorized Use of Sick Leave. Sick leave may be used in the following

authorized purposes:

1.

5.

An absence resulting from an employee’s mental or physical illness, injury, or health
condition; to accommodate an employee's need for medical diagnosis, care, or
treatment of a mental or physical illness, injury, or health condition; or an
employee’s need for preventive medical care.

To allow an employee to provide care for a “family member” with a mental or
physical illness, injury, or health condition; care of a family member who needs
medical diagnosis, care, or treatment of a mental or physical illness, injury, or health
condition; or care for a family member who needs preventive medical care.

When the employee’s place of business has been closed by order of a public official
for any health-related reason, or when an employee’s child’s school or place of care
has been closed for such a reason.

For any reason that qualifies for leave under Washington's domestic violence leave
act, RCW 49.76.

1

For any reason that qualified for leave under Washington’s Family Care Act.

For purposes of this Section, “family member” shall be defined to include the following:

1.

3.
4.

A child, including a biological, adopted, or foster child, stepchild, or a child to
whom the employee stands in loco parentis, is a legal guardian, or is a de facto
parent, regardless of age or dependency status.

A biological, adoptive, de facto, or foster parent, stepparent, or legal guardian of
an employee or the employee's spouse or registered domestic partner, or a person
who stood in loco parentis when the employee was a minor child.

A spouse or registered domestic partner.
A grandparent or grandchild.
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5. Asibling. a

Section 18.4, Sick Leave Scheduling and Notice.

1. Timekeeping — An employee’s accrued sick leave shall be deducted only for the
actual time used, computed in fifteen (15) minute increments, consistent with
the District’s payroll practices.

2. Foreseeable Absences — When the need for sick leave is foreseeable
(e.g., planned medical appointments), employees are required to give ten (10)
days’ advance notice to their supervisor/manager, or as much advance notice
as possible under the circumstances.

3. Unforeseen Absences — When the need for sick leave is unforeseeable
(e.g., medical emergency, waking up with the flu, etc.), employees are required
to notify their supervisor/manager before the start of their start. If providing
notice before the start of the shift is not possible, the employee shall notify
their supervisor/manager as soon as possible under the circumstances.

4. Unauthorized Usage of Sick Leave — Consistent with state law, employees who
use or abuse sick leave for purposes not authorized by this Article are subject
to denial of sick leave for the absence, although the sick leave will remain in the
employee’s accrual bank. Employees found to have used or abused sick leave
in violation of this Article may also face disciplinary action when supported by
just cause.

Section 18.5, Sick Leave Verification. For absences exceeding three (3) consecutive
working days, the District may require, on a discretionary basis, verification from the
employee's medical provider that sick leave was taken for an authorized purpose. When
requested by the District, an employee shall have ten (10) calendar days to produce
medical verification. Consistent with state law, employees experiencing an unreasonable
burden or expense in obtaining medical verification shall consult with the Human
Resources Department for alternative verification options.

Section 18.6, Unpaid Sick Leave. Employees are expected to responsibly manage their
attendance and sick leave balances to ensure sufficient sick leave is available to cover
necessary absences. In the event an employee is‘absent for his/her own personal iliness,
injury, or health condition, and has exhausted all paid sick leave, the following applies:

1. The employee shall use all other forms of accrued paid leave; followed by
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2. A leave of absence without pay, as granted at the discretion of the Executive
Director or designee.

Section 18.7, Cash-Out Upon Separation. Unless otherwise provided in this Section, sick
leave is not eligible for cash-out upon separation from the District. The District will
cash-out 25% the value of accrued sick leave, up to a maximum of 960 hours eligible for
cash-out, to any employee who passes away while employed by the District, retires after
reaching full PERS-eligible retirement age, or retires on the basis of total incapacity
disability.

Section 18.8, Shared Sick Leave. Employees who have exhausted all accrued paid leave
are eligible for donated leave from other employees. The terms and conditions
governing participation and donation are stated in the District’s Employee Handbook.
All donations are strictly voluntary and will be made in accordance with IRS guidance.

ARTICLE 19 - WORKERS' COMPENSATION AND RELATED LEAVE

Section 19.1, Industrial Insurance. All employees of the bargaining unit are covered by
Washington's Industrial Insurance Workers’ Compensation program (or equivalent
program as specified by the District). Employees suffering a workplace injury or
accident shall immediately report the injury or accident to a supervisor and shall comply
with the procedure stated in the District’'s Employee Handbook.

Section 19.2, Coordination with Paid Leave. In the event an injury or accident qualifies
for coverage under Workers' Compensation, an employee’s accrued paid sick leave may
be used to pay the difference between the Workers’ Compensation time-loss payments
and the employee’s regular salary until accrued paid sick leave is exhausted or the
employee returns to work, whichever occurs first. In no instance will an employee
receive more than 100% of his/her regular salary. Employees may be required to sign
over their Workers’ Compensation time-loss checks to the District, or make equivalent
payments, on a timely basis, otherwise the use of paid sick leave may be denied. Should
an employee move to unpaid status while on Workers’ Compensation leave, benefits
shall cease, but the employee may elect COBRA coverage at his/her sole expense to
maintain insurance coverage.

Section 19.3, Job and Seniority Restoration (Occupational & Personal Injuries/llinesses).
Employees on leave due to injury or iliness, regardless of whether personal or
occupational (on-the-job), shall retain their job restoration and seniority rights for a
guaranteed period of six (6) months, based on the following terms and conditions:
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e The six (6) month period runs continuously from the datesthe employee first
takes leave for the injury or illness and does not reset for any periods of three
(3) weeks or less in which the employee is able to temporarily return to work;

e Medical documentation from the employee indicates the employee is
reasonably expected to eventually return to full-duty, and the employee
cooperates with the District’s requests for medical verification;

e The leave is unpaid, unless the employee elects to use accrued paid leave
(Articles 17 and 18) or applies for PFML benefits (Article 20, Section 20.3);

e The leave provided by this Article runs concurrently with any other forms of
protected leave that may apply to the employee (FMLA, PFML, etc.);

e Time spent on a light-duty assignment counts against the six (6) month period;
and

o This benefit applies only to full-time employees who have passed new-hire
probation and been with the District for at least one (1) full year.

After expiration of the six (6) month period, the employee is subject to further
extensions of leave at the discretion of the District and as required by law. Such
extensions are dependent on an individualized assessment of the employee, the
business needs of the District, and any “undue hardship,” as that phrase is defined by
the ADA and EEOC. For employees needing extended leave, the District guarantees a
twelve (12) month period in total, provided the following terms are established:

e The District is unable to establish ADA undue hardship;

e The District has sufficient manpower to cover existing.work needs, taking into
consideration other employees previously approved for leave. If sufficient
manpower is not available, the Union must be willing to authorize additional
temporary employees during the absence beyond the limits of Article 8,
Section 8.5 (temporary/seasonal employees); and

e All other terms bulleted above applicable to the six (6) month leave
entitlement continue to apply.

Section 19.4, Light-Duty Assignments (Occupational and Personal Injuries/Ilinesses).
Employees on leave due to an injury or illness, regardless of whether personal or
occupational (on-the-job), may be required to perform light-duty assignments, if
available at the District and approved by a medical provider. If limited light-duty work is
available, first priority will be given to employees with occupational injuries or illnesses.
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The District shall not be obligated to create: or. offer light-duty assignments, and all such
assignments are subject to available work and needs of the District.

ARTICLE 20 — OTHER LEAVES

Section 20.1, Jury Duty. Employees who receive a jury summons shall provide a copy of
the summons or notice to their supervisor as soon as possible. Employees will be
provided up to two (2) weeks of paid time for each jury summons, minus any
compensation received by the employee for jury service. If an employee is released
from jury duty with four (4) or more hours still remaining on the employee’s scheduled
workday, the employee shall report to work for the remainder of the day, unless excused
by a supervisor. Employees may be required to provide a jury summons or other court
paperwork to verify their daily absences.

Section 20.2, Bereavement Leave. Employees shall be provided a maximum of three (3)
days of paid bereavement leave upon the death of a member of the employee’s
“immediate family,” or five (5) days of paid bereavement leave if the death occurred
outside of Washington.

“Immediate family,” as used in this Section, shall include a spouse, registered domestic
partner, parent, step-parent, sibling, child, step-child, grandparent, grandchild, parent-
in-law, brother-in-law, sister-in-law, son-in-law, and daughter-in-law.

When an “"immediate family” member is not involved, employees shall be provided one
(1) day of paid bereavement leave to attend the funeral of aunts, uncles, or cousins.

New-hire probationary employees are not eligible for bereavement leave until they have
completed the first six (6) months of employment.

On a case-by-case basis, the District reserves the right to request verification of the
need for bereavement leave.

All bereavement leave provided by this Section must be used within thirty (30) days of
the date of death. Bereavement leave has no cash value and is not payable upon
separation from employment.

Section 20.3, Paid and Unpaid Leave Required by Local, State, or Federal Law. The
District provides employees with family and medical leave, pregnancy disability leave,
and other paid or unpaid leave when expressly required by local, state, or federal law.
This may include the following:

1. Family and Medical Leave (29 USC § 2601 et seq. and RCW 49.78).
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2. Family Care Act Leave (RCW 49.12.265). v

3. Washington’s Paid Family Medical Leave ("PFML,” RCW 50A.04). As an added
benefit to employees, the District pays 100% of all benefits owed under the PFML
benefit program. When an employee applies for and is approved for PFML leave
with the Employment Security Department ("ESD"), additional paid leave provided
by the District is not supplemental to PFML benefits.

4, Pregnancy Disability Leave (RCW 49.60).

5. Leave for Victims of Domestic Violence, Sexual Assault, and Stalking (RCW 49.76).
6. Leave for Spouses of Deployed Military Personnel (RCW 49.77).

7. Military Leave of Public Employees (RCW 38.40.060).

8. Unpaid Religious Leave (RCW 1.16.050(3)).

9. Any other leaves required by local, state, or federal law.

Leave eligibility, benefits, and requirements are determined by the applicable local,
state, or federal law and will be administered based on the terms and conditions of the
District's Employee Handbook.

Section 20.4, Leave for Fitness for Duty Examinations; Reasonable Accommodation Analysis.
Consistent with applicable law, the District may require medical certification when the
District has a reasonable basis to question whether an employee is fit-for-duty, to assist
in the workplace accommodation process, or when an employee may pose a danger to
workplace health and safety. The District may require an employee to obtain medical
certification from the employee’s own medical provider Alternatively, consistent with
state and federal law, the District may require a fitness-for-duty exam at an independent
doctor, specified by the District, and at the District's sole expense, with any such medical
exam limited to a job-related analysis. During the reasonable accommodation
“interactive process,” the District's Human Resources Department is permitted to consult
directly with an employee on private medical issues and possible workplace
accommodations.

Section 20.5, Unpaid Leaves of Absence. The District has the discretion to grant
employees an unpaid leave of absence. When granted, an unpaid leave of absence will
be administered based on the terms of the District’'s Employee Handbook. The grant or
denial of an unpaid leave of absence is not subject to the grievance procedure of this
Agreement.
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ARTICLE 21 = LAYOFF, FURLOUGH, AND RECALL

Section 21.1, General. The District retains the right to determine the need for layoffs,
furloughs, and the classifications subject to layoff or furlough. In the event of a layoff,
new-hire probationary employees in a classification subject to layoff will be laid-off first.
Thereafter, layoffs shall be determined in order of seniority within an impacted
classification. Employees who previously held a lower classification within the
bargaining unit (for example, a Lead Grounds Specialist who was previously a Ground
Specialist) shall have the right to return ("bump”) to such lower classification if their
seniority is greater than the employee in such classification. Employees shall not accrue
seniority while on a layoff.

Section 21.2, Recall from Layoff. Laid-off employees have the right to recall from layoff.
Recall shall be based on seniority. The period of recall rights shall be limited to twelve
(12) months, beginning on the date of the layoff, subject to extension at the discretion
of the District. As a mandatory condition of recall, an employee must be qualified to
hold the position at the time of recall. Once contacted by the District, a recalled
employee shall have fourteen (14) calendar days to report for work, otherwise the right
to recall is forfeited. Each laid-off employee shall have the responsibility to provide
current contact information (telephone, email, mailing address) with the District’s
Human Resources Department.

Section 21.3, Seniority, Defined. For purposes of this Article, seniority is defined as the
continuous employment of a full-time employee with the District, regardless of the job
or classification held. Seniority begins on the date of hire. For employees hired on the
same date, seniority will determined by the time and date of employees’ job
applications. Seniority shall be broken by resignation, termination supported by just
cause, retirement, or layoff of greater than twelve (12) mgpths.

ARTICLE 22 - DRUG AND ALCOHOL FREE WORKPLACE

Section 22.1, Drug and Alcohol Free Workplace. All employees must report to work in a
condition fit to perform their assigned duties unimpaired by alcohol or drugs.
Employees may not use, possess, or be under the influence of alcohol or drugs,
including marijuana, while on-duty or on-call, conducting any District business, or on
District premises (regardless of whether the employee is on-duty). While off-duty and
on District premises, employees may consume and possess alcohol while at publicly or
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privately permitted events (e.g., private catered event), provided employees abide by the
District’'s other standards of conduct.

Section 22.2, Prescription and Over-the-Counter Medication. All employees taking
lawfully prescribed or necessary over-the-counter medication must immediately notify
their supervisor/manager if there is a reasonable concern that such medication will
affect job safety. The District will engage the employee in the ADA interactive process
to determine the extent of accommodations, which may include, but are not limited to,
temporary reassignment, temporary modification of job duties, or temporary usage of
accrued paid leave.

Section 22.3, Drug and Alcohol Testing. Employees are subject to pre-employment,
post-accident, and reasonable suspicion drug and alcohol testing. An employee’s
refusal to submit to a drug or alcohol test when directed, failure to cooperate, or failure
to provide a sample for testing, will be considered a positive test result.

Post-accident testing may take place, at the discretion of the District, if an employee is
involved in a work-related accident involving death, serious bodily injury (requiring
medical attention), or significant damage to property owned by the District or an
outside entity/person (including the towing of a vehicle or property damage beyond
$500). Such testing will be required only if the employee’s acts or omissions could have
reasonably played a role in the accident. For example, if an employee’s parked vehicle is
struck by a member of the public, the employee will not be subject to testing.

Reasonable suspicion testing may take place when there is reasonable suspicion that
drug or alcohol use may be adversely affecting an employee’s job performance or that
the employee may present a danger to themselves or others. Reasonable suspicion will
be based on a properly-trained supervisor's documented observation of the employee’s
behavior, speech, appéarance, possession of alcohol or drugs, and/or body odors.

Employees subject to post-accident or reasonable suspicion testing will be removed
from duty and transported to the collection site. The cost of testing, including all time
spent by the employee during testing, will be paid by the District. Testing will be
conducted in such a way to ensure maximum accuracy and reliability by using
techniques, chain of custody procedures, and equipment and laboratory facilities, as
established by federal .regulations and guidance. All employees notified of a positive
controlled substance or alcohol test result may request an independent test of their split
sample at the employee’s expense.

Section 22.4, Union Representation. Any employee selected for post-accident or
reasonable suspicion testing may request the presence of a Union representative. When
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requested, a Union representative: (éither a Teamster business agent or shop steward)
must be present within one (1) hour of being notified by the District, otherwise the
District will select another employee to act as observer. A Union representative may
observe and offer his/her opinion as to impairment, but nothing from the Union
representative will invalidate an otherwise positive drug or alcohol test or otherwise
prohibit the District from proceeding with testing. An employee may waive the right to
Union representation under this section.

ARTICLE 23 - VEHICLES AND TECHNOLOGY

Section 23.1, Usage of District Vehicles. The District may assign employees to use
District-provided vehicles when completing District work assignments, including
opening/closing parks. Vehicle assignments are at the discretion of the District based
on work assignments and available resources.

Section 23.2, Usage of Personal Vehicles. When authorized by the District, employees
may use their personal vehicles to complete District work assignments, including
opening/closing parks. All such personal vehicles should be in good and safe working
order. Upon documentation of mileage, employees will be reimbursed for all non-
commuting, work-related mileage in accordance with annual IRS rates.

Section 23.3, Washington State Driver’s License. Employees are required to hold a valid
Washington’s State Driver’s License and auto insurance with coverage requirements
meeting the minimum requirements of Washington law.

Section 23.4, Reopener for Commercial Driver's License. During the term of this
Agreement, upon written notice to the Union, the District may reopen this Agreement
for the limited purpose of bargaining a Commercial Driver’s License (CDL) certification
requirement for employees, including “impacts” such as certification pay, drug-testing
for CDL employees, training time, etc.

Section 23.5, Workplace Technology. The District’s premises and vehicles are equipped
with certain forms of technology, including cameras, GPS technology, AVL systems,
timekeeping software, etc. The parties agree the primary purpose of this technology is
to provide efficient public service, not employee discipline. However, the District may
review (for cause) and rely on such technology and underlying data when supported by
independent cause, including citizen or coworker complaints, performance management
concerns, observations by supervisors, or automatic software notification a vehicle has
gone off route (outside District boundaries). Should the District rely on technology to
support discipline, the District will furnish a record of the cause supporting the review.
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Section 23.6, Usage of District Email.and Electronic Systems. The District and the Union
agree the District’'s computers, network, and equipment shall be used primarily for
conducting the District’s business. Bargaining unit employees may use these resources
outside of working hours to conduct Union business at a reasonable level (for example,
sending an email to remind coworkers of a Union meeting), provided such usage does
not interfere with daily operations or increase District costs. The Union understands that
any communications taking place on the District’'s computers, network, or equipment
are subject to review by the District and may be subject to public disclosure.

ARTICLE 24 — PERFORMANCE OF DUTIES / NO RIGHT TO STRIKE

Section 24.1 The parties recognize the District provides important public services and
has the right to provide such services on an uninterrupted basis. The Union shall not
authorize a strike, work stoppage, or slowdown, and the District shall not engage in a
lockout during the term of this Agreement. The Union shall take all reasonable means
within its power to induce employees engaged in a strike, work stoppage, or slowdown,
in violation of this Agreement, to return to work. Every attempt shall be made to settle
all disputes or controversies arising under this Agreement through the grievance
procedure.
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N ARTICLE 25 - SCOPE AND DURATION OF AGREEMENT &

Section 25.1, Term of Agreement. This Agreement is effective upon the date executed
by the District below through December 31, 2026. Unless otherwise mutually agreed by
the parties, negotiations over a successor agreement shall normally begin at least ninety
(90) calendar days before expiration of the current Agreement.

Section 25.2, Amendments. Amendments to this Agreement may be made during the
term by mutual written agreement of both parties.

20N
Signed this 6 day of September, 2023 Signed this Q day of ST 2023

PENINSULA METROPOLITAN PARK TEAMSTERS UNION LOCAL NO. 313
DISTRICT 5
Gty Tojph Id Sz
Ally Bujacich, Executive Director Nick Lansdale, Secretary Treasurer
|
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APPENDIX A (WAGES)

Effective October 1, 2023, the parties agree to a modified 7-step wage table. The new
wage tables are reflected below for the 2023 and 2024 wages.

2023 Wages — Effective October 1, 2023, employees shall receive a 3% general wage
increase.

2023 Wage Table (reflecting a 3% increase, effective October 1, 2023):

Base
Classification Salary Step i Step 2 Step 3 Step 4 Step 5 Step 6
*Park Maintenance
Specialist $55,816 $60,741 $63,256 $65,875 $68,602 $71,442 $74,400
Hourly Rate $26.83 $29.20 $30.41 $31.67 $32.98 $34.35 $35.77

*Lead Grounds Specialist $64,979 $70,713 $73,640 $76,689 $79,864 $83,170 $86,613

Hourly Rate $31.24 $34.00 $35.40 $36.87 $38.40 $39.99 $41.64
*Grounds Specialist $51,676 $56,236 $58,564 $60,989 $63,514 $66,143 $68,881
Hourly Rate $24.84 $27.04 $28.16 $29.32 $30.54 $31.80 $33.12

2023 Signing Bonus — Upon ratification, employees on the District's roster shall receive
a $1,500 signing bonus. Employees hired mid-year during 2023 shall receive a pro-rated
signing bonus based on their months of service with the District.

2024 Wages — Effective January 1, 2024, employees shall receive a 4.5% general wage
increase.

2024 Wage Table (reflecting a 4.5% increase, effective January 1, 2023):

Base
Classification Salary Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 |
*Park Maintenance
Specialist $58,328 $63,475 $66,102 $68,839 $71,689 $74,657 $77,748

Hourly Rate $28.04 $30.52 $31.78 $33.10 $34.47 $35.89 $§37.38

*Lead Grounds Specialist $67,903 $73,895 $76,954 $80,140 $83,458 $86,913 $90,511

Hourly Rate $32.65 $35.53 $37.00" $38.53 $40.12 $41.78 $43.51

*Grounds Specialist $54,001 $58,767 $61,199 $63,733 $66,372 $69,119 $71,981

Hourly Rate $25.96 $28.25 $29.42 $30.64 $31.91 $33.23 $34.61
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2025 Wages — Effective January 1, 2025; etnployees shall receive a general wage
increase equal to the June-to-June (2024) Seattle-Tacoma-Bellevue CPI-U index, with a
guaranteed floor of 1.5% and a maximum of 4.5%.

2026 Wages — Effective January 1, 2025, employees shall receive a general wage
increase equal to the June-to-June (2025) Seattle-Tacoma-Bellevue CPI-U index, with a
guaranteed floor of 1.5% and a maximum of 4.5%.
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APPENDIX:.B (HEALTH INSURANCE ENROLLMENT AND COST-SHARING)

2023 PEBB Enrollment Options and Cost-Sharing:

TOTAL BILLING Employes Emplops
Subscriber & Subscriber & Subscriber | Subscriber | Subseriber |Subscriber &

i Subscriber Spouse Children Full Family Subscriber | & Spouse | & Children | FullFamily | Subscriber | &5pouse | Children | Full Family
‘Kalser HP of NW- C Classic 998.51 1831.34 1622 13 2458.96 § 17200 % 35400 (% 30L00)% 483.00 | § 82251 § 1,477.34 1,321.13 | $ 197596
:Kaiser HP of NW- COHP COHP. 853.14 1546.82 138798 2023.33 § 2500 |5 60.00(% 44.00|% 2000| ¢ 2814 S 1,486.82 1,343.98 | § 1,944.33
Kaiser HP of WA-O Clossic g a1 1820.94. 161303 244466 $ 167.00 |§ 34400 |38 20200|$ 46000| 5 32231 5 147654 132103 | $ 1,975.66
Kaiser HP of WA- CV Volus 91683 267598 13p6.29 224534 94,00 153.00 165.00 26900 & $03.83 | S 1,477.98 |§ 1,321.10 | § 1,076.34
Kalser HP of WA -C1 _ SoundChoige 868.37 1570.06 140139 211208 48.00 102.00 81,00 137.00| 8 822375 1.477.06 [§ 1,320.39 | § 1,975.08
/Kaisar HP of WA DHSA COHP 85262 154578 1357.07 20018 25.00 50.00 44.00 79.00| §  827.62 | § 148578 |§ 1,343.07 | § 104200
Yniform Medical Plan Classic Classic 958.1 175852 155842 2350.84 $ 13500 (% 260.00¢ 2360005 381000 § 82340 | 5 1,478.52 | § 1,322.42 | § 197784
niform Medieal Plan Plus-

PSHYN Plus-PSHYN. 919.69 1681.7 1492.2 2253.21 4 97.00|4 204004 170.00(% 277.00) § 82260 | § 1,477.70 | §  1,321.20 | § 1,976.21
iUniform Medical Plan Plus -

iuw Plus-bw 919.68 1681.7 1401.2 225321 97.00 204.00 [§  170.00 277.00) § 82060 |5 1,477.20 | § 1,330 | § 1,676.21
;Uniform Medical Plan CDHP CDHP 857.16 1552.86 139502 2034.39 29.00 68.00 | $ 51.00 90.00| § 23816 | § 1,436.35 | § 1.344.02 1,804.39
‘Untform Medical Plan Select Sefect 881.87 1606.06 142501 22492 5900 12800 [$ 10300 17200]| 5 82287 | § 1,478.06 | § 1,322.01 | § 1,977.20
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