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Council Meeting Date:   March 1, 2021 Agenda Item:  7(b) 
              

 

CITY COUNCIL AGENDA ITEM 
CITY OF SHORELINE, WASHINGTON 

 
 

AGENDA TITLE: Authorizing the City Manager to Execute a Labor Agreement 
Between the City of Shoreline and the Public, Professional, and 
Office-Clerical Employees and Drivers, Local Union No. 763, 
Representing the City’s Maintenance Employees 

DEPARTMENT: City Manager’s Office 
 Human Resources 
PRESENTED BY: John Norris, Assistant City Manager 
 Don Moritz, Human Resources and Organizational Development 

Director 
ACTION:     ____ Ordinance     ____ Resolution     __X_ Motion                   

____ Discussion    ____ Public Hearing 
 

 
 
PROBLEM/ISSUE STATEMENT: 
In 2019, the City received notice that Teamsters Local 763 had petitioned the Public 
Employment Relations Commission (PERC) to represent all regular full-time and regular 
part-time Maintenance Workers at the City of Shoreline.  
 
Following a collective bargaining process with the Union that occurred between January 
2020 and January 2021, the City and the Union negotiating teams agreed to a 
“tentatively agreed to” (proposed) labor agreement. Attachment A. This proposed labor 
agreement is scheduled for ratification by the Union membership on March 4, 2021. 
Tonight, Council is scheduled to take action on the proposed labor agreement by giving 
authorization for the City Manager to execute the labor agreement. 
 
The proposed labor agreement between the City and the Union is comprised of 33 
articles and two appendices and covers a multitude of topics, including Union 
recognition; management rights; Union business; wages, benefits, work schedules, and 
various working conditions; grievance procedures; and layoff and discipline procedures, 
among other areas. The duration of the proposed labor agreement is three years, with a 
termination date of December 31, 2023. 
 
RESOURCE/FINANCIAL IMPACT: 
As maintenance services are already being performed by City staff, most of the wages, 
benefits, and other compensation/costs provided for in this labor agreement are costs 
that are already being incurred by the City. The additional annual cost the City will incur 
over the three year duration of this agreement resulting from the collective bargaining 
process, and included in this proposed labor agreement, is $17,400. There will be a 
one-time ratification payment to all bargaining unit members for a one-time additional 
cost of $20,800. There are indirect costs as a result of additional vacation day earned 
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after 20 years of service and the increased rest/break time from 10 to 15 minutes that 
either cannot be specifically calculated or are unknown at this time.  
 

RECOMMENDATION 
 
Staff recommends that the City Council authorize the City Manager to execute the 
proposed labor agreement between the City of Shoreline and the Public, Professional, 
and Office-Clerical Employees and Drivers, Local Union No. 763, representing the City’s 
maintenance employees. 
 
 
 
Approved By: City Manager  DT City Attorney JA-T 
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BACKGROUND 
 
In July 2019, the City received notice that Teamsters Local 763 had petitioned the 
Public Employment Relations Commission (PERC) to represent all regular full-time and 
regular part-time Maintenance Workers at the City of Shoreline. This includes 
Maintenance Workers in the Streets/Surface Water, Wastewater, Parks, Grounds, and 
Facilities and Fleet Divisions, and encompasses 13 job classifications and 30 current 
employees. Until this point, the City has not had any labor unions representing any work 
groups or employees. 
 
In September 2019, staff received notice from PERC that the Union was certified. Prior 
to the start of the collective bargaining process on a labor agreement for the Union, the 
Union and the City negotiated a Bridge Memorandum of Understanding (MOU) that 
resolved issues regarding 2020 wages and benefits. The Bridge MOU has remained in 
effect and will cease to be effective upon ratification of the proposed labor agreement by 
the Union and execution of the agreement by the City. 
 
Staff began the collective bargaining process with the Union in January 2020. It was 
agreed that the negotiation of non-economic issues would be bargained first, such as 
grievance, layoff, discipline procedures, and management rights clauses, and then the 
bargaining teams would focus on economic issues, such as wages, benefits, and other 
forms of compensation. The City and Union negotiation teams met four times prior to 
start of the COVID-19 pandemic, and then paused bargaining during much of the spring 
and summer of 2020 due to the pandemic. Bargaining resumed virtually using video 
meetings in late summer of 2020 and carried through the remainder of the year.  
 
As part of the collective bargaining process, the City agreed to conduct a Compensation 
Study for wages and benefits for all job classifications to be represented by the Union. 
To develop the Compensation Study, the City used its existing compensation 
philosophy which is a market-based approach to setting wages by comparing the top 
step of the salary range of the City’s job classifications to the median top step of jobs 
from the City’s defined labor market, which comprise 13 comparable cities. The City’s 
compensation philosophy also entails having the top step wage rate of our positions be 
within +/- 5% of the median top step of a similar job in the comparable cities.     
 
Following an impasse in collective bargaining at the end of 2020, the City and the Union 
entered mediation in January 2021 to work towards consensus on a labor agreement. 
The PERC-managed mediation process was constructive and successful, producing a 
“tentatively agreed to” labor agreement between the City and the Union. Following this 
“tentatively agreed to” labor agreement, the Union negotiating team recommended to 
their membership approval of the labor agreement, which is scheduled for ratification by 
the Union membership on March 4, 2021. Tonight, Council is scheduled to take action 
on the proposed labor agreement by giving authorization for the City Manager to 
execute the agreement. 
 

DISCUSSION 
 
The proposed labor agreement between the City and Local Union 763 representing the 
City’s Maintenance Workers (Attachment A) is comprised of 33 articles and two 
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appendices. As noted earlier, the agreement covers a multitude of topics, including 
Union recognition; management rights; Union business; wages, benefits, work 
schedules and various working conditions; grievance procedures; and layoff and 
discipline procedures, among other areas. Where the labor agreement is silent on an 
employment or working condition issue, the City’s duly adopted November 1, 2020 
Employee Handbook shall govern the employment issue. 
 
Some of the key highlights of the proposed labor agreement are as follows: 
 

• Recognition (Article 1):  Teamsters Local 763 is recognized as the exclusive 
bargaining representative for the Union. 

• Management Rights (Article 4):  The Union recognizes all the rights of the City, 
including the right to set standards of service, to exercise control over its 
operations, to direct its employees, to determine the means to conduct 
operations, to determine the size and composition of the work force, the 
recruitment, selection, training, retention, discipline, transfer, layoff or discharge 
of employees for just cause, the right to establish performance standards, and 
the right to contract and subcontract any and all work as the need may arise, 
among other management rights. 

• Union Business (Article 6):  Provides for the Union to conduct Union business 
in accordance with the provisions of that Article. Also provides for such things as 
Union bulletin boards, notification, and new hire orientation time. 

• Work Schedule and Work Hours (Article 7):  Provides for standard and 
alternative work schedules. Also covers flex schedules, rest periods, meal 
periods, and schedule changes. 

• Overtime (Article 9):  Sets overtime calculation at hours in paid status in excess 
of 40 hours in the work week. This is the status quo overtime calculation for all 
staff. 

• Standby Duty and Callback (Article 10):  Sets the ability for the City to 
establish standby duty and sets the rate of hourly pay for standby duty at $3.00 
per hour. Also sets the parameters for calling Union members back to work and 
sets the rate of compensation for callback duty. 

• Shift Differential and 12-Hour Shift (Article 11):  Provides for the City to set 
12-hour shifts during times of emergency, such as times of inclement weather, 
and provides for compensation. Union members assigned to 12-hour shifts will 
receive $3.00 per hour, and Union members assigned to the night shift of a 12-
hour shift will receive an additional $3.00 per hour as a night shift premium. 

• Holidays and Personal Days (Article 13):  Provides for the same number of 
holidays and personal days provided to all City Staff. 

• Vacation (Article 14):  Provides for roughly the same vacation accrual schedule 
as provided to all City Staff. Exception is for Union members who have reached 
the 20-year employment threshold, they will receive 25 days of vacation. Also 
provides for vacation cash out. 

• Sick Leave (Article 15), FMLA (Article 16), Washington State Paid Family 
and Medical Leave (Article 17), and Supplemental Paid Family Leave 
(Article 18):  All four of these articles provide for the same leave benefits as 
provided to all City Staff and use the City’s Employee Handbook as the basis for 
the Union’s leave policies. 
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• Reduction in Force, Layoff, Recall (Article 22):  Provides for layoff procedures, 
including the creation of a reduction in workforce placement process, which 
provides for seniority bumping. 

• Grievance and Compliant Process (Article 24):  Provides for a formal Union 
grievance process when a violation of the labor agreement is alleged. 

• Labor Management Committee (Article 31):  Establishes a labor management 
committee to meet periodically to discuss issues of mutual interest between the 
City and the Union.  

• Duration and Ratification Payment – Sets the duration of the proposed labor 
agreement at three years, expiring on December 31, 2023, and provides for a 
one-time ratification payment of $650 by the City to each active member of the 
Union. 

• Wages and Cost of Living Adjustments (Exhibit A):  Provides a salary table 
for all Union job classifications. Wages were set based on the Compensation 
Study performed during the collective bargaining process and an internal equity 
analysis performed by the City. Wages in the salary table also include the 2021 
cost of living adjustment (COLA) of 0.87% received by all City staff. This exhibit 
also establishes the COLA formula for the second and third year of the 
agreement (2022 and 2023), which are as follows: 

o 2022 - 100% of the June 2020 to June 2021 change in CPI-U for the 
Seattle-Tacoma-Bellevue Area with a 1.0% minimum and a 4.0% 
maximum. 

o 2023 - 100% of the June 2021 to June 2022 change in CPI-U for the 
Seattle-Tacoma-Bellevue Area with a 1.5% minimum and a 3.5% 
maximum. 

 
ALTERNATIVES ANALYSIS 

 
Staff recommends that Council authorize the City Manager to execute the proposed 
labor agreement. Staff has worked collaboratively and in good faith with the Union 
negotiating team on the proposed labor agreement and feels that this proposed labor 
agreement represents a fair agreement for both the Union and the City.  
 
As an alternative, if Council is not supportive of this proposed labor agreement, in whole 
or in part, Council can reject the agreement and direct staff to continue to negotiate with 
the Union on the Council’s areas of concern. Because the proposed labor agreement 
was developed collaboratively and in good faith, Staff does not recommend this 
alternative. 
 

RESOURCE/FINANCIAL IMPACT 
 
As maintenance services are already being performed by City staff, most of the wages, 
benefits, and other compensation/costs provided for in this labor agreement are costs 
that are already being incurred by the City. The additional annual cost the City will incur 
over the three year duration of this agreement resulting from the collective bargaining 
process, and included in this proposed labor agreement, is $17,400. There will be a 
one-time ratification payment to all bargaining unit members for a one-time additional 
cost of $20,800. There are indirect costs as a result of additional vacation day earned 
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after 20 years of service and the increased rest/break time from 10 to 15 minutes that 
either cannot be specifically calculated or are unknown at this time.  
 

RECOMMENDATION 
 
Staff recommends that the City Council authorize the City Manager to execute the 
proposed labor agreement between the City of Shoreline and the Public, Professional, 
and Office-Clerical Employees and Drivers, Local Union No. 763, representing the City’s 
maintenance employees. 
 
 

ATTACHMENTS 
 
Attachment A: Proposed Labor Agreement Between the City of Shoreline and the 

Public, Professional, and Office-Clerical Employees and Drivers, Local 
Union No. 763, representing the City’s maintenance employees. 
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AGREEMENT 
 

by and between 
 

CITY OF SHORELINE, WASHINGTON 
 

and 
 

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL 
EMPLOYEES AND DRIVERS 

 
LOCAL UNION NO. 763 

 
 

(Representing the Maintenance Employees) 
 

 
 

(Date of Signing), 2021 through December 31, 2023  
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AGREEMENT 
by and between 

CITY OF SHORELINE, WASHINGTON 
and 

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

(Representing the Maintenance Workers) 
 

Date of signing, (_____) 2021 - December 31, 2023 
 

 

 
THIS AGREEMENT is by and between the CITY OF SHORELINE, WASHINGTON, hereinafter 
referred to as the Employer, and PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES 
AND DRIVERS LOCAL UNION NO. 763, affiliated with the International Brotherhood of 
Teamsters, hereinafter referred to as the Union. 
 
ARTICLE 1: RECOGNITION 
 
1.1 Recognition – In accordance with PERC Decision 13074 (PECB, 2019), the Employer 

recognizes the Teamsters Local 763 as the exclusive bargaining representative for all 
employees in the bargaining unit, which shall be defined as in the above PERC 
Certification which includes all full-time, and regular part-time non-supervisory 
maintenance workers at the City of Shoreline, excluding supervisors, confidential 
employees, temporary maintenance employees, and all other employees. 

 
ARTICLE 2: DEFINITIONS 
 
2.1 As used herein, the following terms shall be defined as follows: 
 

2.1.1 "Bargaining Unit" shall mean all regular Employees of the Employer employed 
within the Facilities and Fleet, Parks, Grounds, Streets and Surface Water, and 
Wastewater Departments as set forth in Appendix "A" to this Agreement, provided 
such Employee works a minimum of twenty (20) hours per week on a regular basis 
for a period of at least six (6) calendar months.  All other employees of the 
Employer shall be excluded from the Bargaining Unit. 

 
2.1.2 “Bargaining Unit Seniority” shall mean an Employee’s length of continuous service 

in the Bargaining Unit.  Employees with the same date of hire into the Bargaining 
Unit will determine their seniority ranking by a flip of the coin. 

 
2.1.3 “Break in Service” shall mean a voluntary quit, retirement, layoff, medical 

separation or termination for just cause.  Employees who terminate due to layoff 
or medical separation will have accrued seniority reinstated upon rehire if the rehire 
occurs within two years following their termination.  Authorized paid and unpaid 
leaves of absence are not considered breaks in service however, seniority will 
cease to accrue during an unpaid leave if the leave exceeds thirty (30) consecutive 
days. 

 
2.1.4 “Emergency” shall mean a unique, human-made, public health or natural event, 

including severe weather events, that, due to their sudden and dramatic impact on 
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the community, requires a rapid response.  Examples may include, but are not 
limited to, snow and ice events, rain and flooding events, earthquakes, and 
domestic disturbances. 

 
2.1.5 "Employee" shall mean a City of Shoreline employee in the Bargaining Unit 

covered by this Agreement. 
 

2.1.6 "Employer" shall mean the City of Shoreline, Washington. 
 

2.1.7 “Fit for Duty” shall mean physically and mentally capable of safely performing the 
essential functions of the job. 

 
2.1.8 “Grievance” shall mean a complaint by the Union that there has been a violation, 

misinterpretation, or misapplication of the written provisions(s) contained in this 
Agreement 

 
2.1.9 "Hourly Rate of Pay" shall mean the hourly rate of pay by Employee classification 

so identified and set forth in Appendix "A" to this Agreement. 
 

2.1.10 “Just Cause” may include “progressive discipline” and is synonymous with “cause”, 
“proper cause” or “reasonable cause” and these terms mean the Employer has an 
obligation to refrain from unreasonable, arbitrary, or capricious disciplinary actions 
in the application of the terms of this Agreement.  

 
2.1.11 “Operational Units” shall mean the Grounds Maintenance Unit, Parks Maintenance 

Unit, Facilities and Fleet Maintenance Unit, Streets and Surface Water 
Maintenance Unit, and the Wastewater Maintenance Unit. 

 
2.1.12 “Operational Unit Seniority” shall mean an Employee’s continuous length of service 

in the Operational Unit.  Employees who transfer, promote, or demote into a 
different Operational Unit will accrue Operational Unit Seniority hours in the new 
Operational Unit upon start of their placement in the position.  Previous Operational 
Unit Seniority earned under this contract will be retained (e.g., an employee who 
returns to their previous Operational Unit will be credited with the Operational Unit 
Seniority accrued while in that Operational Unit). 

 
2.1.13 “Ratification Seniority” shall mean, upon ratification of this agreement, those 

Bargaining Unit members will retain their Organizational Unit Seniority. 
 

2.1.14 "Union" shall mean Facilities, Fleet, Parks, Grounds, Streets and Surface Water, 
and Wastewater Local Union No. 763, affiliated with the International Brotherhood 
of Teamsters. 

 
2.1.15 "Vacation" shall mean a scheduled workday or accumulation of scheduled 

workdays on which a regular employee may, by prearrangement, continue to 
receive the regular rate of compensation although they do not work, as appropriate 
for a forty (40) hour per week employee or on a pro rata basis for those that work 
less than forty (40) hours per week. 
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ARTICLE 3: NON-DISCRIMINATION 
 
3.1 The Employer and the Union shall not unlawfully discriminate against any Employee.  

Complaints by an Employee alleging unlawful discrimination shall be handled pursuant to 
the Employer’s Employee Handbook and/or personnel policies and the appropriate state 
or federal agency. 

 
3.2 Wherever words denoting a specific gender are used in this Agreement, they are intended 

and shall be construed to apply equally to either gender. 
 
ARTICLE 4: MANAGEMENT RIGHTS 
 

4.1 The Union recognizes the exclusive right of the Employer to determine its mission, to set 
standards of services to be offered to the public, to exercise control and discretion over its 
organization and operations, to direct its employees, to determine methods, means and 
personnel by which the Employer’s operations are to be conducted, including new and 
improved methods, equipment or facilities, and to determine the merits, necessity or 
organization of any service or activity provided by law or administrative order.  In addition, 
the Employer retains the right to operate and manage its affairs in all respects in 
accordance with its responsibilities, powers, and authority the Employer may possess 
subject to the terms of this Agreement.  Such rights, powers, authority and functions shall 
include, but in no way be limited to, the determination of the size and composition of the 
work force; the recruitment, selection, training, retention, discipline for just cause, transfer, 
layoff or discharge of employees for just cause; the direction and assignment of the work 
force; the allocation of work assignments among all employees as well as volunteers; the 
establishment and administration of work rules and personnel policies; the establishment 
and scheduling of work hours; the determination and location of any job sites; the 
determination of the equipment to be utilized and the methods to be used in the discharge 
of work functions; the right to establish performance standards by which to evaluate 
employees and the right to contract and subcontract any and all work as the need may 
arise. 

 
The Employer and the Union agree that the above statement of management rights shall 
be for illustrative purposes only and is not to be construed or interpreted so as to exclude 
those prerogatives not mentioned which are inherent to management, including those 
prerogatives granted by law.  It is the intention of the Employer and the Union that the 
rights, powers, authority, and functions of management shall remain exclusively vested 
with the Employer except insofar as expressly and specifically surrendered or limited by 
the express provisions of this Agreement. 

 
4.2 Contracting Out - The right to subcontract or contract out work is vested with the Employer.   
 
4.3 Job Duties – The Employer has the right to determine the duties and responsibilities of 

Employees and to alter Employees classifications and job descriptions. Every incidental 
duty connected with operations enumerated in job descriptions is not always specifically 
described, nevertheless, it is intended that all such duties shall be performed by the 
Employee. 

 
4.4 Emergency Response - The Employer has the right to take interim actions necessary in 

the event of an emergency.   
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4.5 Performance of Duty – No employee shall strike or refuse to perform their assigned duties 
to the best of the employee’s ability nor shall the Union cause or condone any strikes, 
slowdowns, or other interference with the normal operation of business while the terms of 
this Agreement are in effect.  Employees who are involved in such actions shall be subject 
to discipline including discharge.  Should any prohibited activity prescribed herein occur, 
the union and/or employee(s) involved shall be held responsible for any such activity that 
is in violation of this Agreement. 

 
4.6 Supervisors Supplemental Work - Nothing herein shall modify the current practice of 

periodically assigning work to non-bargaining unit supervisory positions to supplement 
the work performed by bargaining unit positions as in the past. 

 
4.7 Bargaining Obligation - Except as provided by this Article, the parties acknowledge their 

obligation to bargain regarding matters affecting wages, hours and working conditions. 
 
ARTICLE 5: UNION MEMBERSHIP AND PAYROLL DEDUCTION 
 
5.1 Union membership shall be at the discretion of the individual Employee.  The Employer 

shall deduct from the pay of each Employee covered by this Agreement, upon their written 
authorization, the Union dues and initiation fees, in an amount not to exceed the Union 
provision in effect and shall be remitted promptly to said Union all such deductions 
monthly.  The Union shall indemnify, defend, and hold the Employer harmless against any 
claims made and against any suit instituted against the Employer on account of any check-
off of dues and fees for the Union.  The Union shall refund to the Employer any amounts 
paid to it in error on account of this check-off provision upon presentation of proper 
evidence thereof.  No deduction shall be made that is prohibited by applicable law. 

 
5.2 An Employee’s request to revoke authorization for payroll deductions must be in writing 

and submitted by the Employee to the exclusive bargaining representative in accordance 
with the terms and conditions of the authorization.  After the Employer receives 
confirmation from the exclusive bargaining representative that the Employee has revoked 
authorization for deductions, the Employer shall end the deduction no later than the 
second payroll after receipt of the confirmation. 

 
ARTICLE 6: UNION BUSINESS 
 
6.1 Union Officials Time-Off – Union officials (Shop Stewards or members of the Bargaining 

Committee) may be granted time off with pay to investigate grievances, attend disciplinary 
meetings with the Employer and otherwise administer the Agreement and such activities 
shall not interfere with routine functions of each department.  During the Employee’s 
regularly scheduled hours of work, any request for release time with pay shall be limited 
to meetings with the Employer’s representatives(s).  Otherwise, such business shall be 
conducted during the Employee’s breaks or meal period or outside the Employee’s 
regularly scheduled work hours. 

 
6.2 Labor Negotiation Meetings – There will be two (2) Employee representatives, selected 

by the bargaining unit, to attend all negotiation meetings involving the Employer and the 
Union.  The Employee representatives will each be granted up to three (3) hours of paid 
time to attend each negotiation session during regularly scheduled work hours with the 
approval of the Employer.  
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6.3 Union Investigative and Visitation Privileges – The Business Representative of the Union 
may visit Employee work locations during regular work hours but shall not interfere with 
Employees’ work activities.  Reasonable notice shall be provided to the Employer of their 
intent to visit the work site. 

 
6.4 Bulletin Boards – The Employer shall provide suitable space for a Union bulletin board on 

its premises in the designated common areas which are frequented by all Employees. 
 
6.5 Union Notification – Within seven (7) calendar days from the date of hire of a new 

Employee, the Employer shall forward to the Union the name, address, hire date, wage 
rate,  the last four digits of the employee’s Social Security Number, and contact information 
of the new Employee.  The Employer shall notify the Union when an Employee leaves its 
employment within ten days of the departure. 

 
6.6 New Hire Orientation – Pursuant to RCW 41.56.037, the Employer shall notify the Union 

of all new full-time and part-time Employees hired into the Bargaining Unit and the date 
and time of their new hire orientation. The Union and/or shop steward will then be provided 
at least thirty (30) minutes during the Employee’s new hire orientation for the purpose of 
presenting information about the Bargaining Unit and Union membership. The hew hire 
orientation shall occur no later than ninety (90) days from the Employee’s hire date.   

 
6.7 Seniority List - Upon request, but not more than quarterly, the Employer shall provide the 

Union with a seniority list showing the name of each employee within the bargaining unit, 
and their present classification, date of hire and present rate of pay. 

 
ARTICLE 7: WORK SCHEDULES AND WORK HOURS 
 
7.1 Work Schedule – Each Operational Unit (Streets and Surface Water Maintenance Unit, 

Facilities and Fleet Maintenance Unit, Parks Maintenance Unit, Grounds Maintenance 
Unit and Wastewater Maintenance Unit) shall establish and post the regular work 
schedule(s) for employees within their individual groups based on business and 
operational needs.  In general, the standard work week for regular full-time Employee will 
be five (5) consecutive days, and a total of forty (40) hours per week.  Normally scheduled 
work shifts shall be composed of not less than eight (8) nor greater than twelve (12) 
consecutive hours (excluding the lunch period) unless otherwise modified or allowed 
through other provisions in this Agreement. 

 
7.2 Posting Work Schedule – Management will post work schedules in a prominent, 

designated common area and will update the posting when schedules change. 
 
7.3 Payroll Week - For payroll purposes, a work week begins at 12:01 a.m. Sunday and ends 

the following Saturday at 12:00 midnight. 
 
7.4 Alternative Schedules – With Director approval, Employees may work a compressed work 

schedule using alternative work weeks. The alternative work week will determine the 
computation of hours worked, the start and end of the payroll week, the length of the meal 
period as well as the computation of overtime compensation.  Compressed work 
schedules will not interfere with the Employer's ability to provide service to customers nor 
shall they cause a budgetary impact. The Employer may end a compressed or alternative 
work schedule with notice as per Section 7.5 of this article.  Examples of an alternative 
schedule include: 
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• A schedule of nine (9) work days totaling eighty (80) hours in a two (2) week period 
(week one = four [4) nine [9) hour shifts and one [1] eight [8) hour shift; week two = 
four [4) nine [9) hour shifts) 

• Forty (40) hours in a four (4) day work week, with ten (10) hour shifts 
 
7.5 Flex Schedules - An employee, upon approval of the Employer, may on occasion flex/shift 

their regular work schedule to facilitate dental, doctor and similar appointments that fall 
within their workday.  Flexing a schedule will be based on a specific need or circumstance 
and is not intended to occur on a regular basis. 

 
7.6 Rest Periods – Employees will receive a paid rest period of up to fifteen (15) minutes for 

every four (4) hours they are scheduled to work.  Rest periods will be scheduled as near 
as possible to the midpoint of each four (4) hour work period. 

 
Employees whose work allows for breaks to be taken intermittently do not have to take a 
formally scheduled break.  It is the Employee’s responsibility to take their break.  Breaks 
will be arranged so as not to interfere with normal business operations.  If possible, breaks 
should be taken away from the Employee's immediate work area.  Breaks cannot be 
combined or saved in order to arrive at work late or leave work early. 

 
7.7 Meal Periods – All Employees scheduled to work a minimum of eight (8) hours will receive 

at least a thirty (30) minute unpaid meal period.  The meal period should be taken within 
five (5) hours of the beginning of their shift and scheduled as close to the midpoint of the 
day as possible. 

 
7.8 Schedule Change – The Employer may change an employee's work schedule in order to 

meet business or operational needs by providing five (5) calendar days written notice. 
However, the Employer has the right to make schedule changes with less notice due to 
emergencies, natural disasters, or other unforeseen circumstances.  An Employee may 
request or voluntarily agree to a schedule change at any time.  If the Employer decides to 
change the regular schedule of an entire Operational Unit or Division, the Employer agrees 
to notify the employees at least thirty (30) calendar days in advance.  

 
ARTICLE 8: OUT-OF-CLASS ASSIGNMENTS AND PAY 
 
8.1 Out-of-Class Assignments – The purpose of Out-of-Class assignments is to utilize existing 

Employee resources to meet operational needs when there is higher level work that must 
be performed; to compensate Employees who are performing work outside of their regular 
classification duties; and to provide professional growth opportunities for Employees so 
that they can enhance their skills and abilities. 

 
8.2 Out-of-Class Pay – When an employee is assigned to perform the major portion of duties 

in a higher bargaining unit job classification, they shall be paid five percent (5%) above 
their base pay for all hours worked while performing the higher classification duties 
provided the employee has worked five (5) or more consecutive days in the higher 
classification.  The assignment and the out-of-class pay must be approved by the 
Employer in advance and documented in writing.  This provision shall not apply when the 
employee is in training status. 
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8.3 Rotation of Out-of-Class Assignments Out-of-Class Pay assignments will be rotated, per 
each out of class event, among qualified Employees within the Operational Unit who 
possess the required skills and abilities to perform the higher-level work. 

 
ARTICLE 9: OVERTIME 
 
9.1 Overtime - Employees will receive overtime compensation for time in paid status in excess 

of 40 hours in a work week.  Employees receiving overtime will be paid at one and one-
half (1-1/2) their regular straight-time Hourly Rate of Pay.  All overtime must be authorized 
in advance by the Employer. 

 
9.2 Computation of Overtime – Overtime shall be paid for in increments of fifteen (15) minutes 

with the major portion of each fifteen (15) minutes being paid as fifteen (15) minutes.  
Employees who have received management approval to flex their work schedule do not 
incur overtime for the hours worked beyond their normally schedules shift on the approved 
flex day(s). 

 
9.3 Compensatory Time In Lieu of Overtime Pay – Compensatory time (Comp time) at the 

rate of one and one-half (1-1/2) times the hours worked may be accrued in lieu of overtime 
pay at the option of the Employee and with the approval of the Employer.  Comp time may 
be accumulated up to a maximum of forty (40) hours.  Any Comp time accumulated in 
excess of forty (40) hours, and not used within six (6) months of award, shall be cashed 
out immediately by the Employer.  Earned Comp time may be used upon the request of 
the Employee and upon approval of the Employer.  

 
9.4 Non-Pyramiding - There shall be no pyramiding of overtime pay or other premium wages 

under this Agreement.  Nothing in this Agreement shall be construed to require the 
payment of overtime or other premium pay more than once for the same hours work.  

 
ARTICLE 10: STANDBY DUTY AND CALLBACK 
 
10.1 Standby – The Employer may assign an Employee to standby duty to support the regular 

emergency response function of the City or if it is anticipated they may be needed to work 
outside of their regular work shift.  Standby assignments normally will be rotated among 
similarly situated Employees.  An Employee placed on standby duty shall be provided with 
a mobile phone or other communication device so that they may be reached to conduct 
official business.  Each Employee on standby will receive a Standby Duty Allowance 
(standby pay) of $3.00 per hour compensation for those hours they are on standby duty.  
Standby pay will be suspended when callback commences.  Standby duty is not counted 
as hours worked for purposes of computing overtime or eligibility to receive benefits.  
Employees on standby duty will be expected to report for work within sixty (60) minutes 
but no later than within ninety (90) minutes of the request.  If an Employee on standby 
duty fails to respond to a call or report to work when called back, the Employee may be 
subject to disciplinary action. 

 
10.2 Standby Fit for Duty – The Employee must remain Fit for Duty for the entire period of their 

standby duty.  Controlled substances (illegal, certain prescription, and certain “over-the-
counter” (OTC) drugs), cannabis/marijuana, and alcohol shall not be used while on 
standby duty.  Employees should discuss the use of prescription and OTC medications 
with their supervisor, their physician, and their pharmacist and inform their supervisor if 
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there is an impact on their fitness for duty.  The Employee must be Fit for Duty in order to 
receive the standby pay. 

 
10.3 Callback – An Employee who is called back to work after having completed a scheduled 

shift and having left the premises shall be paid a minimum three (3) hours at the rate of 
one and one-half (1-1/2) times that Employee’s regular straight-time Hourly Rate of Pay.  
Called back to work means called out physically to report to work. 

 
Callback time starts at the time the call is received and ends at the time the Employee 
leaves the call-back worksite or when the Employee returns their Employer-provided 
vehicle to its designated parking spot and begins to travel home. 

 
When work to resolve an issue occurs remotely, such as by phone or email without 
physically arriving to the work site, the minimum increment of compensation is fifteen (15) 
minutes at a rate of time and one-half.  

 
ARTICLE 11: SHIFT DIFFERENTIAL, 12-HOUR SHIFTS 
 
11.1 Twelve Hour Shift – From time to time, the Employer may determine the need to assign 

Employees to work 12-hour shifts in order to effectively respond to inclement weather, 
natural disasters or other similar emergency events.  These provisions apply only when 
the City Manager or the City Manager’s designee makes a declaration assigning 
Employees to a designated 12-hour shift.   

 
11.2 Pay to Transition Assigned Employees into the 12-Hour Shift – When Employees are 

working at the time the City Manager or the City Manager’s designee declares a 12-hour 
shift, those who are assigned to the night shift shall be sent home with pay to rest and 
prepare for their upcoming night shift assignment.  This period of pay shall be considered 
hours worked and will cover the time between the declaration of the 12-hour shift until the 
end of their regularly scheduled workday, less any meal period not yet taken.   

 
11.3 Shift Differential – Employees assigned to the declared 12-hour shift shall receive an 

additional three dollars ($3.00) per hour shift differential for all hours worked.  Employees 
assigned to the night shift per article 11.2 will receive a night shift premium of three dollars 
($3.00) per hour in addition to the shift differential received for hours worked on a declared 
12-hour shift.  For purposes of this section, night shift constitutes a 12-hour shift beginning 
on or after 9 p.m.  

 
11.3.1 Overtime and Shift Differential – Hours in excess of 40 in paid status during a 

payroll week will be eligible for overtime while on a 12-hour shift.  A “blended 
rate”, consistent with current City practice, will be used when calculating overtime 
pay for an employee working 12-hour shifts. 

 
11.4 Alternative Night Shift Premium - Employees scheduled to work a shift beginning on or 

after 9 p.m. or before an Employee's regularly scheduled shift outside of the 12-hour 
shift declaration shall receive a night shift premium of three dollars ($3.00) per hour for 
the duration of the shift.  This work could include street sweeping, road repairs, or any 
other authorized work.  Employees who are receiving Callback as per Article 10 are not 
eligible for Alternative Night Shift Premium. 
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11.5 Pay for meal breaks – During the declared 12-hour shifts, Employees shall be paid for 
both required meal breaks.  

 
11.6 Premium Pay for Work on Days When the City is Closed – In the event that the City 

Manager or the City Manager’s designee closes the City for any period of time during a 
normal work day or a declared 12-hour shift, an Employee assigned to work during the 
calendar day the City is closed shall receive straight-time “comp time” for the standard 
operating hours that the City is closed. 

 
ARTICLE 12: JOB CLASSIFICATIONS AND SALARY RANGES 
 
12.1 Job Classifications, Salary Ranges – See Appendix "A" to this Agreement. 
 
12.2 Initial Hire Rate – New Employees are generally appointed to the minimum step of the pay 

range in effect for the particular classification or position to which the appointment is made.  
The City may fill the position at a higher step of the pay range.  

 
ARTICLE 13: HOLIDAYS AND PERSONAL DAYS 
 
13.1 Observed Holidays - Employees receive paid time off for holidays.  Employees receive 

prorated holiday benefits based on the ratio of their normally scheduled work week to a 
forty-hour week.  Observed holidays are as follows: 
 

New Year’s Day January 1 

Martin Luther King’s Birthday 3rd Monday in January 

President’s Day 3rd Monday in February 

Memorial Day Last Monday in May 

Independence Day July 4 

Labor Day 1st Monday in September 

Veteran’s Day November 11 

Thanksgiving 4th Thursday in November 

Native American Heritage Day Day after Thanksgiving 

Christmas December 25 

 
13.2 Unless otherwise noted in this Section, the Employer’s duly adopted Employee Handbook 

and personnel policies as they exist as of 11/1/20 shall govern this provision. 
 
13.3 Personal Days - Employees receive paid time off for two (2) personal days a year.  

Employees receive prorated personal day benefits based on the ratio of their normally 
scheduled work week to a forty-hour week.  Personal days need to be scheduled by mutual 
agreement of the Employee and their supervisor and may be used for any reason.  
Employees may use these days as normal workdays or in increments of one or more hours 
(up to the total hours of two normal workdays.)  Personal days will be awarded effective 
January 1 of each year.  An Employee hired July 1 or later will receive only one personal 
day in that calendar year.  Any personal days not used by the end of the calendar year 
will be forfeited.  

 
13.4 Alternative Observed Holidays - If a designated holiday falls on a Saturday, the preceding 

Friday shall be observed and if the holiday falls on a Sunday, the following Monday shall 
be observed.  If a designated holiday falls on any other regularly scheduled day off, the 
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employee may take an alternative day off, upon mutual agreement by their supervisor, 
within the week that the holiday occurs. 

 
ARTICLE 14: VACATION 
 
14.1 Eligibility - Employees shall accrue Vacation time off with pay as set forth in Section 14.2 

of this Agreement, based upon the Employee's continuous length of service accumulated 
as of the most recent anniversary date of the Employee’s employment.  An Employee shall 
not be eligible to take Vacation time off until they have worked for the Employer for a 
minimum six (6) calendar months from their most recent anniversary date of employment 
unless prior approval has been given by the Employer.  

 
14.2 Accrual Table - Vacation shall be accrued monthly as follows: 
 

Years of 

Employment Completed 

Days of 

Vacation per Year 

Hours Accrued 

per Month 

0 – 12 Months 12 8.0 

1 13 8.6 

2 14 9.3 

3 15 10.0 

4 16 10.6 

5 17 11.3 

8 18 12.0 

10 19 12.6 

12 20 13.3 

15 23 15.3 

20 25 16.7 

 
14.3 Unless otherwise noted in this Section, the Employer’s duly adopted Employee Handbook 

and personnel policies as they exist as of 11/1/20 shall govern this provision.  
 
14.4 The maximum number of vacation hours that may be carried over from December 31 of 

one year to January 1 of the next year is equal to two years’ vacation accrual 
accumulation. 

 
14.5 An employee upon separation from the Employer for any reason, other than retirement, 

shall be paid the base hourly rate of pay for any vacation hours accumulated but not taken.  
In the case of separation for any reason when the employee is eligible for retirement, as 
defined by the rules and regulations of Washington State Public Employees Retirement 
Systems, the maximum cash-out shall be 240 hours. 

 
14.6 An employee may cash out accrued vacation one time each calendar year.  To be eligible 

for the cash out, an employee must have used at least 80 hours of vacation since the first 
of the year and the maximum cash out shall be 40 hours. The amount of the cash out shall 
be based upon the employee’s hourly rate at the time of the written request. If approved 
by the department director, the 80-hour minimum threshold may include vacation 
approved for the current calendar year, but not yet taken. 
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14.7 Earned vacation leave may be used as in place of and as an extension of sick leave when 
an employee has exhausted their own sick leave accruals and needs additional time off 
work due to illness, injury or disability. 

 
ARTICLE 15: SICK LEAVE 
 
15.1 Sick Leave – Employees accrue paid time off for sick leave at the rate of eight (8) hours 

for each month worked.  Employees receive prorated sick leave accrual based on the ratio 
of their normally scheduled work week to a forty-hour week. 

 
15.2 Unless otherwise noted in this Section or applicable State law, the Employer’s duly 

adopted Employee Handbook and personnel policies as they exist as of 11/1/20 shall 
govern this provision.  This shall include, but not be limited to, maximum sick leave carry-
over, sick leave cash-out on separation, bereavement leave, workers’ compensation, 
criteria for utilization of sick leave, and conversion of vacation leave to sick leave. 

 
15.3 Sick leave shall not be charged against an employee on a regularly scheduled day off.  
 
ARTICLE 16: FAMILY AND MEDICAL LEAVE ACT (FMLA) 
 
16.1 The City complies with the Federal FMLA and all applicable state laws related to family 

and medical leave. 
 
16.2 Unless otherwise noted in this Section or applicable federal law, the Employer’s duly 

adopted Employee Handbook and personnel policies as they now exist or may hereafter 
be amended shall govern this provision. 

 
ARTICLE 17: WASHINGTON STATE PAID FAMILY AND MEDICAL LEAVE 
 
17.1 Washington State Paid Family and Medical Leave (PFML) – PFML is a new leave benefit 

program administered by the Washington State Employment Security Department (ESD) 
to provide paid leave benefits and job protection to eligible Employees who need leave for 
certain family and medical reasons.   

 
17.2 The Employer complies with all applicable state laws related to the Washington State Paid 

Family and Medical Leave (PFML). 
 
17.3 Payroll Deductions - The PFML program is funded through premiums collected by ESD 

via Employee payroll deductions and Employer contributions.   
 
17.4 Concurrency with FMLA - PFML runs concurrently with FMLA where an absence is 

covered by both laws.  
 
ARTICLE 18: SUPPLEMENTAL PAID FAMILY LEAVE 
 
18.1 Supplemental Paid Family Leave – The City of Shoreline Supplemental Paid Family Leave 

benefit provides Employees an increased ability to attend to family matters by 
supplementing an Employee’s accrued paid leaves. 
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18.2 Employees will receive the equivalent of their full pay for up to a total of twelve (12) weeks, 
when combined with the Employee’s accrued leave (except for two weeks of their accrued 
leave which the Employee may hold back in reserve), to pay for a qualified family leave. 

 
18.3 Unless otherwise noted in this Section, the Employer’s duly adopted Employee Handbook 

and personnel policies as they now exist or may hereafter be amended shall govern this 
provision. 

 
ARTICLE 19: GROUP INSURANCE, RETIREMENT PLANS, OTHER LEAVE PROGRAMS 
 
19.1 The Employer’s duly adopted Employee Handbook and personnel policies as they exist 

as of 11/1/20 shall govern the Employer’s policies regarding Group Insurance, Pensions 
and Retirement Plans, and other types of leave, including, but not limited to Spousal 
Military Deployment Leave, Non-FMLA Medical Leave of Absence, Leave of Absence 
Without Pay, Bereavement Leave, Court and Jury Duty Leave, Military Leave, and Victims 
of Domestic Violence Leave. 

 

19.2 In the interest of containing costs, the Employer may elect different insurance carriers, 
HMO’s and adopt different insurance plans (or to self-insure) than those currently 
described in this Article, so long as the new basic coverage and basic benefits are 
substantially similar to those which predated this Agreement. 

 
19.3 The Bargaining Unit may, during the term of this Agreement, as a bargaining unit elect to 

participate in the Western Conference of Teamsters Pension Trust Fund.  The pension 
payments would be made in the form of a payroll diversion from each employee.  If it does, 
Teamsters Local 763 and the City will execute a Memorandum of Understanding in a 
timely manner. 

 
19.4 Retroactivity of Benefit Allotment Differential – As soon as is practicable after the effective 

date of this agreement, the Employer will make retroactive payment and/or deposit of the 
difference between the 2020 and 2021 Benefit Allotment that the Bargaining Unit member 
did not receive. 

 

ARTICLE 20: CLOTHING AND PERSONAL PROTECTIVE EQUIPMENT 
 
20.1 Clothing Allotment - The Employer shall provide Employees all necessary or required 

clothing in addition to the allowance provided in Section 20.2 of this Agreement.  The 
method of purchase or reimbursement for the cost of these items will be done as per the 
Employer’s Clothing and Uniform Policy.  All clothing issued or paid for by the Employer, 
other than boots and pants, will remain the property of the Employer. 

 
20.2 Boot, Additional Clothing and Pants Allowance - An annual allowance will be provided to 

each Employee to purchase authorized boots, any additional work clothing beyond what 
is provided in article 20.1 and pants.  These clothing items will remain the property of the 
Employee.  The annual allowance for 2021 shall be $500.  Effective January 1, 2022, the 
annual allowance shall be increased to $525.  Effective January 1, 2023, the annual 
allowance shall be increased to $550. 
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20.3 Personal Protective Equipment (PPE) - The Employer shall provide to all Employees 
adequate PPE and safety gear, such as; gloves, hard hats, safety glasses, rain gear, rain 
boots at no cost to the Employee.  These will remain the property of the City.  

 

ARTICLE 21: ORIENTATION PERIOD 
 
21.1 Orientation Period for Initial Hire - Upon hire to a regular position, each Employee will be 

at-will while serving in a six-month orientation period.  The orientation period may be 
extended up to an additional six (6) months at the discretion of the Employer.  An 
Employee may be discharged without cause or notice prior to the completion of the 
orientation period.  This action is not subject to the Grievance Procedure outlined in Article 
24 of this Agreement. 

 
21.2 Orientation Period for Promoted or Transferred Employees - A promoted or transferred 

Employee shall serve a three (3) month orientation period in their new position.  The 
orientation period may be extended up to an additional three (3) months at the discretion 
of the Employer  

 
21.2.1 A promoted or transferred Employee may be removed from the new position at 

any time prior to the completion of the orientation period by the Employer giving 
written notice of failure to complete the orientation period. 

 
21.2.2 If removed, the Employee may return to the position from which they were 

promoted or transferred, if the position is vacant, by providing written notice to the 
Employer. This notice must be provided within five (5) calendar days of the notice 
of failure to complete the orientation period.  If the position is no longer vacant, the 
Employee will be placed on the Recall List for a period of one (1) year and will be 
eligible for Recall back into a vacant position into the same or a lower classification 
the Employee held prior to the transfer or promotion. 

 
21.2.3 During the orientation period, the promoted or transferred Employee may request 

to voluntarily return to the former position, if the position is vacant, by making a 
written request to the Employer. If the position is no longer vacant, and the 
Employee still desires to return to their previous position, the Employee will be 
placed on the Recall List for a period of one (1) year and will be eligible for Recall 
back into a vacant position in the same or a lower classification that the Employee 
held prior to the transfer or promotion.  

 
ARTICLE 22: REDUCTION IN FORCE, LAYOFF, RECALL AND JOB POSTINGS 
 
22.1 Reduction in Force or Layoff - The Employer retains the sole and exclusive right to decide 

whether a reduction in force or layoff is necessary and to select the operational unit(s) in 
which layoffs will occur.  This shall include, but not be limited to, circumstances where 
there are changes in duties, a reorganization of organizational structure or positions, a 
position or service is abolished, there is a lack of work, there is a shortage of funding, 
there is a change of operational funding priorities, or for other business reasons. 

 
22.2 Alternatives to Layoff – The Employer retains the right to mitigate the need for layoffs by 

transferring Employees, who would otherwise be impacted by layoffs, to equivalent 
available vacant positions.  The Employer also agrees to consider Union proposals for 
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alternatives to layoffs or reduction in force within the Bargaining Unit within fifteen (15) 
calendar days after anticipated notice of layoff to the Union. 

 
22.3 Order of Layoff – Layoffs shall be by Operational Units.  In case of a layoff, the Employee 

with the shortest length of continuous service in the Operational Unit(s) affected, shall be 
laid off first once the Employer has determined which position(s) is/are being eliminated. 
However, in the event those Employees remaining on the job do not have the ability to 
meet the operational requirements of the Employer or provide the essential and unique 
skills listed in the Employees’ job description(s), the Employer retains the right to layoff 
out of seniority order in the Operational Unit(s) affected by the layoff. 

 
22.4 Reduction in Force (RIF) Placement Process - An employee whose position is being 

eliminated will be provided 30 days advance notice of the proposed reduction in force.  
After notice has been delivered, the Employee will have five (5) business days to respond 
with their election choice.  The Employee may elect to accept layoff, resign, enter the recall 
program, or participate in the RIF Placement Process.  An Employee may request to 
change their election during this process with approval of the HR Director. 

 

22.4.1 When an employee elects to participate in the RIF Placement Process, they 
will be placed into an existing vacancy of equal or less pay within their 
Operational Unit in the Bargaining Unit.  If there is more than one vacancy 
available in their Operational Unit, the RIF impacted employee may select their 
preferred placement.  If two or more RIF impacted employees are interested in 
the same vacancy, placement will be based on Operational Unit Seniority. 

 
22.4.2 If there are no vacancies within the employee’s own Operational Unit but there 

is a vacancy in another Operational Unit within the Bargaining Unit, and if the 
employee meets the qualifications of the position as defined by the most recent 
job announcement or classification specification, they will be placed into the 
existing vacant position of equal or less pay in the other Operational Unit within 
the Bargaining Unit. If there is more than one vacancy available in other 
Operational Units, and if the employee meets the qualifications of the positions 
as defined by the most recent job announcements or classification 
specifications, the RIF impacted employee may select their preferred 
placement in the other Operational Units. 

 
22.4.3 Placement into vacant positions will be to a position of equal or less pay. The 

employee will be placed into the vacant position at the closest Step in the 
Range of the new position or at the top Step of the new Range of the vacant 
position if their current salary is above the Range.  If an employee is placed 
into a vacant position of less pay, they will retain their recall rights as provided 
in Section 22.5 of this Article. 

 
22.4.4 RIF impacted employees within the same Operational Unit will have priority for 

placement into vacant positions before employees from other Operational 
Units. 

 
22.4.5 If there are no vacancies available as described above, the employee may elect 

to displace (bump), based on Operational Unit Seniority, the least senior 
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employee in the Classification.  If the employee is the lowest senior person in 
the classification but has greater seniority than others in lower classifications 
within the Operational Unit, they may use their Operational Unit Seniority to 
displace (bump) the lowest senior employee in the next lowest classification.  
The displacement (bumping) process will continue until the least senior 
employee in the Operational Unit is displaced and laid off. 

 
22.4.6 If a vacant position becomes available in the Operational Unit during the 

process, it will be offered to the most senior RIF impacted employee in the 
Operational Unit who is qualified. 

 
22.5 Recall List - Any Employee who is laid off or removed from a promoted or transferred 

position during their orientation period shall be placed on a Recall List for a period of one 
(1) year.  The Employer has no obligation to recall an Employee after they have been on 
continuous layoff for a period of one (1) year.  An Employee on layoff shall keep both the 
Employer and the Union informed of the address and telephone number where they can 
be contacted.  An Employee shall not be placed on the Recall List if the Employee leaves 
employment prior to the effective date of layoff. The Employer will honor an Employee’s 
written request to not be placed on or to be removed from the Recall List.   

 
An Employee on the Recall List shall be deemed eligible for an open regular position 
when:  

• The Employee meets the minimum qualifications as listed on the classification 
specification or the most recent job announcement for the position.  Minimum 
qualifications will be based on and determined by the information contained in the 
Employee’s personnel file; and 

• The position is in a salary range equal to or lower than the salary range of the position 
the Employee was in on the date of layoff. 

 
22.6 Recall – In the case of recall, those Employees shall be recalled in inverse order of layoff 

provided that the Employee has the requisite skills and ability to perform the duties of the 
position. 

 
22.6.1 If the Employer is unable to contact an Employee on the Recall List, the Union 

shall be so notified. If neither the Union nor the Employer are able to contact the 
Employee within five (5) working days from the time the Union is notified, the 
Employer's obligation to recall the Employee shall cease.  

 
22.6.2 If an Employee does not return to work when recalled, after accepting a recall offer, 

the Employer shall have no further obligation to recall them.  Workdays will be 
considered Monday through Friday and do not include weekends or Holidays 
whether worked by the Employee or not.  

 
22.6.3 The Employee has seven (7) calendar days from the time the offer is 

communicated to accept the offer; failure to do so will be considered a refusal.  
Communication of an offer may be done through email, phone or letter.  

 
22.6.4 An Employee accepting a position in a lower salary range shall remain on the 

Recall List for the remainder of the year (based on the original layoff date).  
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22.6.5 An Employee shall be removed from the Recall List upon rehire by the Employer 
into a position of equivalent or higher salary range than they were in before the 
layoff, a third refusal of a job offer or the expiration of one year, whichever comes 
first.  

 
22.7 Job Posting - Notices of regular job vacancies within the bargaining unit shall be posted 

on the bulletin board for five (5) working days. Present Employees who desire 
consideration for such openings shall notify the Employer in writing during the five (5) day 
period the notice is posted. Workdays will be considered Monday through Friday and do 
not include weekends or Holidays whether worked by the Employee or not. 

 
22.8 Work Elimination - Should the City eliminate non-public works departments and/or 

programs through efficiencies and/or through reductions which would shift work and/or 
assignments to the Public Works, Fleet & Facilities, Parks, Grounds and Wastewater 
Operational Units represented by this contract, then the Employer and the Union shall 
meet to discuss any impacts on the employees covered by this Agreement. 

 
ARTICLE 23: CORRECTIVE ACTION AND DISCIPLINARY PROCESS 
 
23.1 Progressive Discipline - In taking disciplinary action, managers and supervisors may use 

a variety of measures.  Where appropriate, managers and supervisors will follow a 
program of progressive discipline designed to give the Employee the opportunity to correct 
behavior before it becomes a serious problem.  For purposes of this Article, performance 
coaching, including performance improvement plans, memos to clarify performance 
expectations, performance evaluations, and written or oral supervisor feedback are not 
considered formal disciplinary actions and not subject to Grievance. 

 
Any or all the steps outlined below, or other appropriate measures may be utilized, 
depending upon individual circumstances and the nature of the offense.  Serious 
discipline, including immediate termination, may occur even on the first offense depending 
on the circumstances and the severity of the misconduct or situation. 

 
23.2 Administrative Leave - The City may use administrative leave with pay while investigating 

an alleged wrongdoing or in other situations deemed appropriate by the Employer.  This 
leave may also be used when it is necessary to remove the Employee(s) from the 
workplace pending the outcome of the investigation. Administrative leave is a procedural 
step and not considered a disciplinary action. 

 
23.3 Disciplinary Actions - Correctional or disciplinary actions shall be administered in 

accordance with the process and procedures noted below.  
 

23.3.1 Purpose of Disciplinary Action - All employees shall conduct themselves in a 
manner that shall be consistent with the policies, rules and regulations established 
by the Employer. Disciplinary action shall not primarily be intended to be punitive, 
but rather shall be used to maintain the efficiency of day-to-day operations, meet 
the operational needs and requirements of the Employer, and adhere to sound 
principles of human relations in the Employer's service. The principle of Just Cause 
will be applied when administering disciplinary processes and procedures for 
employees who have successfully completed their probation period. 
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23.3.2 Forms of and Procedure for Disciplinary Action - The degree of discipline 
administered shall depend on the nature and severity of the infraction and shall be 
in accordance with this Agreement, the Employee’s prior disciplinary record and 
the Employer’s work rules, policies and procedures. It shall be the responsibility of 
the supervisor to thoroughly evaluate the circumstances and facts of the situation 
when considering disciplinary action. Given the facts associated with the situation, 
the supervisor shall then apply the most appropriate form of discipline. The 
following are types of disciplinary actions which may be applied by the Employer 
to discourage and address detrimental behavior or actions by an employee. 

 
23.3.2.1 Oral Warning – An Oral Warning shall be issued in private for the purpose 

of addressing minor work conduct or performance issues. This type of 
discipline shall be applied for infractions of a relatively lesser degree. The 
supervisor shall inform the employee that they are administering an oral 
warning so that the Employee may have an opportunity to correct their 
conduct or performance deficiency. If the conduct or performance 
deficiency continues, the employee shall be subject to more severe 
disciplinary measures. A notice that an oral warning was given shall be 
made for the employee's personnel file. Oral Warning notices will remain 
in an employee’s personnel file for two years. Provided no other discipline 
of a similar nature has occurred by the employee within the same two-
year period, the Oral Warning notice shall be removed.  A copy will be 
given to the employee. 

 
23.3.2.2 Written Warning - A Written Warning is used for a repeated offense where 

an Oral Warning has failed to correct the problem or behavior, or for more 
serious problems that initially require stronger action. The supervisor 
shall set forth in the Written Warning notice the nature of the infraction in 
detail and shall sign the notice. The supervisor shall discuss the Written 
Warning notice with the employee to be certain that the Employee 
understands the reasons for the disciplinary action. A copy of the Written 
Warning notice shall be handed to the employee at the time of the 
discussion of the discipline and a copy shall be forwarded to the Union. 
The original copy shall be placed in the employee's personnel file, for a 
period of three years. Provided the employee receives no further 
discipline of a similar nature within the same three-year period, the 
original copy of the Written Warning shall be removed. 

 
23.3.2.3 Suspension - Suspension shall be administered as a result of a severe 

infraction of work rules or standards, or for excessive violations after the 
employee has received a Written Warning and has made insufficient 
progress to improve performance. Suspension shall be the most severe 
form of discipline administered by a supervisor short of Discharge or 
Demotion and shall be applied only after a thorough evaluation by the 
Department Director or their designated representative. The notice of 
Suspension issued by the supervisor shall set forth the factual basis for 
the disciplinary action as well as the duration of the Suspension. The 
supervisor shall then inform the employee of the disciplinary action, 
making certain that the employee is fully aware of the reasons for such 
action. The original copy of the Suspension notice shall be placed in the 
employee's personnel file with a copy given to the employee and another 
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copy sent to the Union.  Prior to a decision to Suspend an employee, a 
pre-disciplinary hearing must be held as noted below. 

 
23.3.2.4 Withholding a Scheduled Step Increase – Withholding a Scheduled Step 

Increase may be used as a disciplinary action. It shall be applied only 
after a thorough evaluation by the Department Director or their designee 
and appropriate notice has been given to the employee. The notice of 
Withholding a Scheduled Step Increase issued by the supervisor shall 
set forth the factual basis for the Withholding. The original copy of the 
Withholding notice shall be placed in the employee's personnel file with 
a copy given to the employee and another copy sent to the Union.  Prior 
to a decision to Withhold a Scheduled Step Increase, a pre-disciplinary 
hearing must be held as noted below. 

 
23.3.2.5 Demotion - Demotion shall be used in rare instances where an employee 

has been promoted to a position to which they are unable to successfully 
perform the responsibilities of that position or as disciplinary action. It 
shall be applied only after a thorough evaluation by the Department 
Director or their designee and appropriate notice has been given to the 
employee. The notice of Demotion issued by the supervisor shall set forth 
the factual basis for the Demotion. The original copy of the Demotion 
notice shall be placed in the employee's personnel file with a copy given 
to the employee and another copy sent to the Union.  Prior to a decision 
to Demote an employee, a pre-disciplinary hearing must be held as noted 
below. 

 
23.3.2.6 Discharge - Prior to a supervisor taking action on the discharge of an 

employee, the supervisor shall discuss their recommendation for 
discharge with the City Manager or designated representative to be 
certain that all facts have been reviewed and that there is sufficient 
justification for the discharge action. The supervisor shall prepare and 
present the factual basis for their recommendation to discharge an 
employee. If, in the opinion of the supervisor, the infraction is so severe 
as to necessitate immediate termination, the employee will be placed on 
paid administrative leave until circumstances are reviewed with the City 
Manager or their designated representative prior to final discharge action.  
Prior to a decision to Discharge an employee, a pre-disciplinary hearing 
must be held as noted below. 

 
23.4 Pre-Disciplinary (Loudermill) Hearing – This Section does not apply to Employees who 

are in their orientation period.  When considering discipline that would deprive an 
Employee of pay, such as a suspension, demotion or termination, the City will conduct a 
pre-disciplinary hearing.  The hearing will be presided over by the Department Director or 
their designee.  Pre-disciplinary hearings are intended to be informal. 

 
23.4.1 Pre-Disciplinary Hearing Purpose - The purpose of a pre-disciplinary hearing 

(Loudermill Hearing) is to provide an Employee the opportunity to explain why the 
discipline should not be taken or to submit additional facts and information for the 
Employer to consider prior to making a final disciplinary decision. 
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23.4.2 Notice to the Employee - The Employee shall be provided with a notice of the pre-
disciplinary hearing.  The notice shall include the disciplinary action proposed, an 
explanation of the charges on which the potential discipline is based, and the time, 
date and location of the hearing. 

 
23.4.3 Representation at the Pre-Disciplinary Hearing - The Employee may bring a Union 

representative to the hearing.  The Employee is responsible for arranging for a 
Union representative. 

 
23.4.4 Disciplinary Decision - After the hearing, the Department Director will consider the 

information provided and inform the Employee of the approximate date when a 
decision will be rendered.  In certain circumstances, a longer review period may 
be required, i.e., more complex situations or when additional investigation and fact 
finding is needed.  When additional review time is needed, the employee will be so 
informed.  If the Employee fails or refuses to appear at the pre-disciplinary hearing, 
the Department Director shall determine the discipline without the Employee’s 
input. 

 
ARTICLE 24: GRIEVANCE AND COMPLAINT PROCESS 
 
24.1 The parties acknowledge that it is desirable for an Employee and the Employee’s 

immediate supervisor to resolve issues or problems through informal and direct 
communication.  Accordingly, when possible an Employee or the Union shall attempt to 
resolve the issue through informal communications with the appropriate supervisor before 
advancing the grievance through additional procedural steps. 

 
24.2 Grievances Procedure – Grievances shall be processed as follows: 
 

24.2.1 Step 1: Supervisor - A grievance shall be initiated by either the employee or the 
Union within 10 working days of an alleged violation of the Agreement or within ten 
(10) workdays of becoming aware of the alleged violation.  The grievance will 
specify the employee or employees involved, section of the Agreement allegedly 
violated, and the remedy sought.  The grievance will be presented to the 
employee's immediate Supervisor, in writing, by the aggrieved employee and/or 
their representative.  The immediate Supervisor shall respond to the grievance in 
writing within ten (10) workdays following receipt of the Step 1 grievance. 
Workdays will be considered Monday through Friday and do not include weekends 
or Holidays whether worked by the employee or not. 

 
24.2.2 Step 2: Department Director - If the employee is not satisfied with the Step 1 

response, the grievance may be advanced to the Department Director by the 
Union. Advancement of the grievance to Step 2 must occur within ten (10) 
workdays following receipt of the Step 1 response, or by the date which the Step 
1 response was due. 

 
The Department Director shall meet with the Union Representative and the 
grievant within ten (10) workdays of receiving the Step 2 grievance.  The 
Department Director will provide a written response within ten (10) workdays 
following the Step 2 grievance meeting.  A copy of the grievance response will be 
provided to the City Manager, the Union and the grievant.  Workdays will be 
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considered Monday through Friday and do not include weekends or Holidays 
whether worked by the employee or not. 

 
A grievance may bypass Step 1 and be initiated as Step 2 of the grievance 
procedure with the mutual agreement of the Union and the City. 

 
24.2.3 Step 3: City Manager - If the employee is not satisfied with the resolution offered 

by the Department Director at Step 2 of the grievance process, the grievance will 
be forwarded to the City Manager by the Union within ten (10) workdays following 
receipt of the Department Director’s response or the date which the response was 
due.  The City Manager, or their designee, shall attempt to resolve the matter and 
notify the employee and the Union in writing of their decision within fifteen (15) 
workdays. Workdays will be considered Monday through Friday and do not include 
weekends or Holidays whether worked by the employee or not. 

 
24.2.4 Step 4: Arbitration - If the grievance is not resolved by the City Manager at Step 3 

of the grievance process, the grievance may be referred to an arbitrator by the 
Union within ten (10) workdays following receipt of the City Manager’s response or 
the date which the response was due.  If the Union and the Employer are unable 
to agree upon an arbitrator, they shall jointly request that the Washington State 
Public Employment Relations Commission (PERC), or the Federal Mediation and 
Conciliation Service (FMCS) provide a list of five (5) arbitrators from the Pacific 
Northwest which the parties shall select one.  The representatives of the Employer 
and the Union shall alternately eliminate the name of one (1) person on the list 
until one (1) person remains that shall hear and rule upon the dispute.  The party 
first striking from the list shall be determined by a flip of the coin.  It shall be the 
function of the arbitrator to hold a hearing at which time the parties may submit 
their cases concerning the grievance. 
 
The power of the arbitrator shall be limited to the interpretation and application of 
the written terms of this Agreement. In no event may the terms and provisions of 
the Agreement be deleted, modified or amended by the arbitrator.  The arbitrator 
shall consider and decide only the specific issue raised by the Grievance when it 
was submitted in writing to the Employer at Step 1 (or Step 3 for termination 
Grievances) and shall have no authority to make their decision on any issue not 
so submitted to them.   
 
The arbitrator shall submit in writing their decision within thirty (30) calendar days 
following the close of the hearing or submission of briefs by the parties, whichever 
is later, unless the parties agree to an extension.  In the event the arbitrator finds 
a violation of the Agreement, they shall determine an appropriate remedy.  The 
decision of the arbitrator shall be final and binding on the parties.  No decision or 
remedy of the arbitrator shall be retroactive beyond the period specified in Step 1 
of this Grievance Procedure. 

 
24.3 Arbitration Fees and Expenses – The expenses, if any, of the arbitrator, the cost of any 

hearing room and the cost of a shorthand reporter, shall be borne by the parties equally.  
Each party shall be responsible for the cost of presenting its own case to the arbitrator, 
including witness and attorney fees. 
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24.4 Union Representation - Nothing herein shall prevent the employee from seeking 
assistance from the Union or the Union from furnishing such assistance at any stage of 
the grievance procedure. 

 
24.5 Untimely Grievance Responses or Appeals - Any Grievance not answered by the 

Employer within the time limits specified in each step of the Grievance process shall 
constitute a proper denial of the Grievance on the date the answer was due, and the Union, 
as applicable, may immediately appeal to the next step or forego further processing of the 
Grievance.  If at any step the Union does not submit the Grievance or appeal in the manner 
and time limits provided in this Article, the right to pursue a Grievance shall be considered 
waived by the Union without any further appeal or reconsideration under the grievance-
arbitration procedure.  The time limits at any step may be extended by mutual written 
agreement of the Union and the Employer. 

 
24.6 Grievance Bypass to the Next Step – The parties may mutually agree in writing to skip a 

step or steps of the Grievance Procedure for a particular Grievance.  Notwithstanding the 
foregoing, Employee terminations will automatically begin at Step Three (3) of the 
Grievance Procedure. 

 
24.7 Waiver of Timelines Withdrawn or Settled Grievances – The grievance timelines may be 

waived; or the grievance may be withdrawn or settled at any stage of the grievance 
process through mutual consent of the Union and the City.  Any such action shall be 
considered non-precedent setting. 

 
24.8 Election of Remedies - The parties agree that the Grievance Procedure contained in 

this Agreement shall be the Employee's and the Union’s sole remedy for issues 
covered by this Agreement, provided that Employees may also seek redress or review 
by an external body, whether administrative or judicial, of alleged violations of the 
Employee's statutory rights. 

 
24.9 Representation Time – All Grievance discussions and investigations shall take place in a 

manner which does not interfere with Employer operations.  A Union Steward who is 
otherwise on duty may, with the permission of their Department Director or their designee, 
attend Grievance meetings described in Section 24.1 of this Agreement during the 
Steward’s work time, if the parties mutually decide to hold the meeting during the 
Employee’s work time.  Otherwise, any Grievance investigations or meetings must be 
conducted during the Steward’s non-working hours. 

 
ARTICLE 25: EDUCATION, TRAINING AND LICENSES 
 
25.1 Schooling and/or Training – Upon prior written approval of the Department Director and 

upon satisfactory completion of each class in an approved field of study, the Employer 
shall reimburse the employee the cost of tuition, based on State tuition schedules, for that 
term. Approved fields of study shall be courses that contain skills and/or knowledge 
needed within the job description of the employee and courses of study offered by 
educational institutions that prepare for degrees that develop an employee's abilities 
needed within the job description. 

 
25.2 Licenses and Certifications – Employees may be required to have one (1) or more current 

Washington State professional licenses or certifications as determined by the Employer 
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or as required by law.  Failure to obtain and/or maintain job required licensure or 
certification may result in the removal of the Employee from their position.  

 
The expense of renewing a Maintenance Operational Unit approved license and related 
endorsements or certification shall be paid by the City.  The City shall determine and allow 
the employee a reasonable amount of time off with pay to take the necessary exam/test.  
If the employee fails to obtain the license or certification after two attempts, the employee 
shall be responsible for the cost of repeating the same test/exam. 

 
25.3 Professional Development/Training - The Employer recognizes the mutual benefit to be 

attained by providing training opportunities to Employees and shall make available 
information and access to training opportunities for its Employees. Technical training 
courses, seminars, workshops and conferences may be attended by Employees subject 
to budgetary provisions and advance permission of the Department Director or designee 
in writing.  The training opportunities shall be guided by, but not limited to, the overall 
objectives of encouraging and motivating employees to improve their professional 
capabilities in performance of their job duties.  Training sessions may be conducted during 
regular working hours. For approved training which has been determined by the 
Department Director to be of major benefit to the Employer, necessary expenses shall be 
paid for by the Employer. Examples of training and safety courses shall be recognized as 
defensive driving, first aid, flagging school and/or machine operation and testing. 

 
ARTICLE 26: ALCOHOL AND DRUG-FREE WORKPLACE 
 
26.1 It is the policy of the Employer to maintain an alcohol and drug-free workplace.  Actions in 

violation of this policy are inconsistent with the behavior expected of Employees, subject 
all employees and visitors to our facilities to unacceptable safety risks and undermine the 
Employer’s ability to operate effectively and efficiently.  

 
26.2 Unless otherwise noted in this Section, the Employer’s duly adopted Employee Handbook 

and personnel policies as they now exist or may hereafter be amended shall govern this 
provision. 

 
26.3 Employees in positions requiring a Commercial Driver’s License (CDL) must comply with 

the Employer’s policies, as well as federal and state regulations regarding drug and 
alcohol testing. 

 
ARTICLE 27: USE OF CITY VEHICLES 
 
27.1 It is the policy of the City of Shoreline to provide City Vehicles for business use, to allow 

vehicle users to drive on City business, and to reimburse Employees for business use of 
personal vehicles. 

 
27.2 Unless otherwise noted in this Section, the Employer’s duly adopted Employee Handbook, 

personnel policies, and the “Using City Vehicles” policy as they now exist or may hereafter 
be amended shall govern this provision. 

 
ARTICLE 28: CODE OF ETHICS 
 
28.1 Appendix "B" to this Agreement contains the Employer’s Code of Ethics which shall be 

incorporated herein as if set forth in full. 
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ARTICLE 29: SAVINGS CLAUSE 
 
29.1 Should any provision of this Agreement and/or any attachments hereto be held invalid by 

operation of Law or by any tribunal of competent jurisdiction or if compliance with or 
enforcement of any provision should be restrained by such tribunal, the remainder of this 
Agreement and/or any attachments hereto shall not be affected thereby and the parties 
shall enter into immediate collective bargaining negotiations for the purpose of arriving at 
a mutually satisfactory replacement of such provisions and/or any attachment hereto. 

 
ARTICLE 30: PERSONNEL POLICIES 
 
30.1 The Union recognizes the Employer's inherent and traditional right to establish reasonable 

work rules and require their observance.  Copies of any new rules or amendments to 
existing rules shall be provided to the Union fourteen (14) days prior to their 
implementation except in emergency circumstances. 

 
30.2 The Employer’s duly adopted Employee Handbook and other personnel policies as they 

now exist or may hereafter be amended apply to all matters not expressly covered by 
this Collective Bargaining Agreement. 

 
ARTICLE 31: LABOR MANAGEMENT COMMITTEE 
 
31.1 The City and the Union agree continuing cooperation between labor and management is 

important and that from time to time suggestions and concerns of a general nature 
affecting the Union and the City may need consideration.  The City and the Union agree 
that the continuation of the Labor Management Committee (LMC) serves as a positive 
effort and cooperative effort to handle such considerations.  The make-up of the LMC 
would consist of representatives designated by the Union and Management of the 
Department.  The LMC shall meet periodically for the purpose of discussing and facilitating 
suggestions and or concerns which may arise between the parties other than those for 
which another procedure is provided by law or by other provisions of this Agreement. 

 
ARTICLE 32: COMPLETE AGREEMENT 
 
32.1 The parties acknowledge that each had the unlimited right and opportunity to make 

demands and proposals with respect to any matter deemed a proper subject to collective 
bargaining.  The results of such negotiations are set forth in writing in this Agreement.  The 
Employer and Union each voluntarily and unqualifiedly agree to waive the right to 
bargaining over any other subjects for the duration of this Agreement unless mutually 
agreed otherwise. 

 
ARTICLE 33: DURATION AND RATIFICATION PAYMENT 
 
33.1 Duration - This Agreement shall be effective when ratified by the Union and executed by 

the City of Shoreline, unless otherwise provided for herein, and shall remain in full force 
and effect through December 31, 2023. 

 
33.2 Ratification Payment - As soon as is practicable after the effective date of this first 

agreement, the Employer will make a one-time ratification payment in the amount of $650 
to each active member of the Bargaining Unit.  This payment will be processed and paid 
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according to regular Employer payroll procedures and in accordance with Federal, State, 
and other legally mandated reporting and tax withholding requirements. 

 
 
 

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

CITY OF SHORELINE, WASHINGTON 

 
 
By  By 

 

 Scott A. Sullivan 
Secretary-Treasurer 

 Debbie Tarry 
City Manager 

 
 
Date  Date  
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APPENDIX "A” 
to the 

AGREEMENT 
by and between 

CITY OF SHORELINE, WASHINGTON 
and 

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

(Representing the Public Works, Facilities & Parks Employees) 
 

DATE OF SIGNING, ___________, 2021 - December 31, 2023  
 
THIS APPENDIX is supplemental to the AGREEMENT by and between the CITY OF 
SHORELINE, WASHINGTON, hereinafter referred to as the Employer, and PUBLIC, 
PROFESSIONAL & OFFICE- CLERICAL EMPLOYEES AND DRIVERS LOCAL UNION NO. 763, 
affiliated with the International Brotherhood of Teamsters, hereinafter referred to as the Union. 
 
A.1 - Effective retroactive to January 1, 2021, the classifications of work and Hourly Rates of Pay 

for 2021 shall be:  
 

Job 
Class 

Number 

Classification 
Title 

Salary 
Range 

Step 
1 

Step 
2 

Step 
3 

Step 
4 

Step 
5 

Step 
6 

80112 
Ground 
Maintenance 
Worker I 

Range 
36 

 
$25.84 

 
$26.87 

 
$27.95 

 
$29.06 

 
$30.23 

 
$31.43 

80113 
Grounds 
Maintenance 
Worker II 

Range 
40 

$28.52 $29.66 $30.85 $32.08 $33.36 $34.70 

80111 
Senior Grounds 
Maintenance 
Worker 

Range 
46 

$33.07 $34.40 $35.77 $37.20 $38.69 $40.24 

80102 
Parks 
Maintenance 
Worker I 

Range 
36 

$25.84 $26.87 $27.95 $29.06 $30.23 $31.43 

80104 
Parks 
Maintenance 
Worker II 

Range 
40 

$28.52 $29.66 $30.85 $32.08 $33.36 $34.70 

80100 

Senior Parks 
Maintenance 
Worker – 
General 
Maintenance 

Range 
46 

$33.07 $34.40 $35.77 $37.20 $38.69 $40.24 

80106 

Senior Parks 
Maintenance 
Worker – Urban 
Forestry 

Range 
48 

$34.75 $36.14 $37.58 $39.09 $40.65 $42.28 

80105 
Public Works 
Maintenance 
Worker I 

Range 
36 

$25.84 $26.87 $27.95 $29.06 $30.23 $31.43 

80101 
Public Works 
Maintenance 
Worker II 

Range 
40 

$28.52 $29.66 $30.85 $32.08 $33.36 $34.70 

80103 

Senior Public 
Works 
Maintenance 
Worker 

Range 
46 

$33.07 $34.40 $35.77 $37.20 $38.69 $40.24 
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80115 

Wastewater 
Utility 
Maintenance 
Worker I 

Range 
 37 

$26.48 $27.54 $28.64 $29.79 $30.98 $32.22 

80110 

Wastewater 
Utility 
Maintenance 
Worker II 

Range 
41 

$29.23 $30.40 $31.62 $32.88 $34.20 $35.57 

80109 

Senior 
Wastewater 
Maintenance 
Worker 

Range 
47 

$33.90 $35.26 $36.67 $38.13 $39.66 $41.24 

80108 
Facilities 
Maintenance 
Worker I 

Range 
38 

$27.14 $28.23 $29.36 $30.53 $31.76 $33.03 

80107 
Facilities 
Maintenance 
Worker II 

Range 
42 

$29.96 $31.16 $32.41 $33.70 $35.05 $36.45 

80114 
Senior Facilities 
Maintenance 
Worker 

Range 
46 

$33.07 $34.40 $35.77 $37.20 $38.69 $40.24 

 
A.2 Movement potential by step within the salary range shall be based on the Employees’ anniversary 

date in the position.  
 
A.3 The Hourly Rates of Pay set forth within Section A.1 of this Appendix reflects the 2021 Hourly Rate 

of Pay with the Employer-approved cost of living adjustment (COLA) of 0.87% for 2021. 
 
A.4 The Hourly Rates of Pay set forth within Section A.1 of this Appendix shall be adjusted for 2022 by 

the Employer-approved COLA amount as set by the Shoreline City Council, which is 100% of the 
June 2020 to June 2021 change of the Consumer Price Index for all Urban Consumers (CPI-U) for 
the Seattle-Tacoma-Bellevue Area with a 1.0% minimum and a 4.0% maximum for 2022. 

 
A.5 The Hourly Rates of Pay set forth within Section A.1 of this Appendix shall be adjusted for 2023 by 

the Employer-approved COLA amount as set by the Shoreline City Council, which is 100% of the 
June 2021 to June 2022 change of the Consumer Price Index for all Urban Consumers (CPI-U) for 
the Seattle-Tacoma-Bellevue Area with a 1.5% minimum and a 3.5% maximum for 2023. 

 
 

PUBLIC, PROFESSIONAL & OFFICE-

CLERICAL EMPLOYEES AND DRIVERS 

LOCAL UNION NO. 763, affiliated with the 

International Brotherhood of Teamsters 

CITY OF SHORELINE, WASHINGTON 

By  By 

 

 Scott A. Sullivan 

Secretary-Treasurer 

 Debbie Tarry 

City Manager 

 

Date  Date  
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APPENDIX "B” 
to the 

AGREEMENT 
by and between 

CITY OF SHORELINE, WASHINGTON 
and 

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

(Representing the Public Works & Parks Employees) 
 

CITY OF SHORELINE CODE OF ETHICS 

 

The purpose of the City of Shoreline Code of Ethics is to strengthen the quality of government 
through ethical principles which shall govern the conduct of the City’s elected and appointed 
officials, and employees, who shall: 

 
1. Be dedicated to the concepts of effective and democratic local government.  

Guidelines: 

Democratic Leadership:  Officials and staff shall honor and respect the principles and spirit 
of representative democracy and set a positive example of good citizenship by 
scrupulously observing the letter and spirit of laws, rules and regulations. 

2. Affirm the dignity and worth of the services rendered by government and maintain a deep 
sense of social responsibility as a trusted public servant. 

3. Be dedicated to the highest ideals of honor and integrity in all public and personal 
relationships.  

Guidelines: 

Public Confidence: Officials and staff shall conduct themselves so as to maintain public 
confidence in city government and in the performance of the public trust. 

Impression of Influence.  Officials and staff shall conduct their official and personal affairs 
in such a manner as to give the clear impression that they cannot be improperly influenced 
in the performance of their official duties. 

4. Recognize that the chief function of local government at all times is to serve the best 
interests of all the people. 

Guidelines: 

 Public Interest:  Officials and staff shall treat their office as a public trust, only using the 
power and resources of public office to advance public interests, and not to attain personal 
benefit or pursue any other private interest incompatible with the public good. 

5. Keep the community informed on municipal affairs; encourage communication between 
the citizens and all municipal officers; emphasize friendly and courteous service to the 
public; and seek to improve the quality and image of public service. 
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Guidelines: 

 Accountability:  Officials and staff shall assure that government is conducted openly, 
efficiently, equitably and honorably in a manner that permits the citizenry to make informed 
judgments and hold city officials accountable. 

 Respectability:  Officials and staff shall safeguard public confidence in the integrity of city 
government by being honest, fair, caring and respectful and by avoiding conduct creating 
the appearance of impropriety or which is otherwise unbefitting a public official. 

6. Seek no favor; believe that personal benefit or profit secured by confidential information 
or by misuse of public time is dishonest. 

Guidelines: 

 Business Interests:  Officials and staff shall have no beneficial interest in any contract 
which may be made by, through or under his or her supervision, or for the benefit of his or 
her office, or accept directly or indirectly, any compensation, gratuity or reward in 
connection with such contract unless allowed under State law. 

  Private Employment: Officials and staff shall not engage in, solicit, negotiate for, or 
promise to accept private employment or render services for private interests or conduct 
a private business when such employment, service or business creates a conflict with or 
impairs the proper discharge of their official duties. 

 Confidential Information: Officials and staff shall not disclose to others, or use to further 
their personal interest, confidential information acquired by them in the course of their 
official duties. 

 Gifts: Officials and employees shall not directly or indirectly solicit any gift or accept or 
receive any gift whether it be money, services, loan, travel, entertainment, hospitality, 
promise, or any other form - under the following circumstances: (a) it could be reasonably 
inferred or expected that the gift was intended to influence the performance of official 
duties; or (b) the gift was intended to serve as a reward for any official action on the 
official’s or employee’s part. 

 Investments in Conflict with Official Duties: Officials and employees shall not invest or hold 
any investment, directly or indirectly, in any financial business, commercial or other private 
transaction that creates a conflict with their official duties. 

 Personal Relationships: Personal relationships shall be disclosed in any instance where 
there could be the appearance of a conflict of interest. 

 Business Relationships: Officials and staff shall not use staff time, equipment, or facilities 
for marketing or soliciting for private business activities.   

 Reference Checking: Reference checking and responding to agency requests are a 
normal function of municipal business and is not prohibited if it does not adversely affect 
the operation of the City. 

7. Conduct business of the city in a manner which is not only fair in fact, but also in 
appearance. 

Guidelines: 

Personal Relationships:  In quasi-judicial proceedings elected officials shall abide by the 
directives of RCW 42.36 which requires full disclosure of contacts by proponents and 
opponents of land use projects which are before the City Council. Boards and 
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Commissions are also subject to these fairness rules when they conduct quasi-judicial 
hearings. 

Not knowingly violate any Washington statutes, City ordinance or regulation in the course 
of performing their duties. 

 

 

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

CITY OF SHORELINE, WASHINGTON 

By  By 

 

 Scott A. Sullivan 
Secretary-Treasurer 

 Debbie Tarry 
City Manager 

 
Date  Date  
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