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In addition to the outlined Collective Bargaining Agreement changes the following will 
apply: 
 

 Gary Sokol will be reclassified from a Meter Reader to a Water/Sewer/Laborer 
range 14-B. 

 

 Shaun Burgess will be reclassified from a Water/Sewer Laborer to a Water/Sewer 
Operator Lead and placed at wage range 16-D. 

 

 Current Planning Secretary shall be placed at wage range 14-C. 
 

 Current Building Official shall be placed at wage range 18-D. 
 

 Current Journey Line Electrician shall be placed at wage range 20-C. 
 

 Current Light Superintendent shall be placed at wage range 23-E. 
 

 Current Water/Sewer Superintendent shall be placed at wage range 23-E. 
 

 Current Utility Clerk shall be placed at wage range 10-C. 
 

 Upon ratification of this Agreement the wage rates outlined below will take effect. 
 

 All step increases shall be applied on the next anniversary of the employees hire 
date. 

 

 The 2% COLA will be retroactive to January 1, 2005. 
 

 Article 12.4 Police Holidays will be discussed with the Police Chief and may be 
modified at that time. 
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AGREEMENT 
BY AND BETWEEN 

TOWN OF EATONVILLE 
AND 

INTERNATIONAL BROTHERHOOD OF ELECTRICAL WORKERS 
LOCAL UNION #483 

  
 
PREAMBLE 
 
This Agreement is between the Town of Eatonville, Washington (the "Employer") and 
International Brotherhood of Electrical Workers, Local Union 483 ( the "Union") for the 
purposes of setting forth the mutual understanding of the parties as to conditions of 
employment for those employees for whom the Town recognizes the Union as the 
collective bargaining representative. 
 
ARTICLE 1 ........ TERM OF AGREEMENT 
 
1.1 This Agreement shall remain in full force and effect from January 1, 2005, to and 

including December 31, 2007, and from year to year thereafter, provided that 
either party may terminate the same upon sixty days written notice to the other 
of its desire to amend or terminate the same, provided further, that this 
Agreement shall be subject to such change or modification as may be mutually 
agreed upon by the parties hereto. 

 
1.2 Only those Letters of Understanding attached at the end of this Agreement or 

those signed during the term of this Agreement shall be considered in force 
and subject to the provisions of the Agreement. 

 
ARTICLE 2 ........ UNION RECOGNITION 
 
2.1 Union Recognition - The Union shall be the exclusive bargaining agent in all 

matters of wages, hours and employment conditions in the application of this 
Agreement to the employees within classifications as set forth herein. 

 
2.2 Union Security- It shall be a condition of employment that all employees of the 

employer, as defined in this Agreement who are members of the Union on the 
effective date of this Agreement shall remain members.  It shall also be a 
condition of employment that all employees covered by this Agreement and 
hired on or after its effective date shall, on the thirtieth (30th) day following the 
beginning of such employment, become and remain members in the Union, or in 
lieu thereof pay each month a service charge equivalent to regular union dues to 
the Union as a contribution towards the administration of this Agreement; 
provided: objections to joining the Union which are based on bona fide religious 
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tenets, or teachings of a church or religious body of which such employee is a 
member will be observed.  Any such employee shall pay an amount of money 
equivalent to regular union dues and initiation fees to a non-religious charity or 
to another charitable organization mutually agreed upon by, employee affected 
and the bargaining representative to which such employee would otherwise pay 
the dues and initiation fees.  The employee shall furnish written proof to the 
Union that such payment has been made.  If the employee and the bargaining 
representative do not reach agreement on such matter, the Public Employment 
Relations Commission shall designate the charitable organization. 

 
2.3 The Town agrees to deduct from the paycheck of each employee, who has so 

authorized it, the regular monthly dues uniformly required of members of the 
Union or in lieu thereof the monthly service charge.  Authorization by the 
employee shall be on a form approved by the parties hereto and may be 
revoked by the employee upon request and the Union notified. 

 
2.4 Hold Harmless - The Union will indemnify, defend and hold the Employer 

harmless against any claims made in any suit instituted against the Employer on 
account of any check-off of dues for the Union.  The Union agrees to refund to 
the Employer any amounts paid to it in error on account of the check-off 
provision upon presentation of proper evidence thereof.  

 
2.5 The Town will furnish the Union a copy of the pay status of Local 483 members 

on a quarterly basis.  It is understood that this tabulation will be used by the 
Union for the sole purpose of compiling the Union dues formula and that the 
Union will not divulge any information from this status report to any other person 
or agency. 

 
2.6 The representative of the Union may visit the work location of employees 

covered by this Agreement for the purpose of investigating conditions on the job. 
There shall not be any interference with the duties of employees or the 
operations of the Town. 

 
2.7 The Town recognizes and will not interfere with the right of its employees to 

become members of the Union and agrees there shall be no unlawful 
discrimination, interference, restraint or coercion by the Town against any 
employee because of his or her membership in the Union. 

 
ARTICLE 3 ........ STRIKES AND LOCKOUTS 
 
3.1 It is recognized that the Town is engaged in public service requiring continuous 

operation, and it is agreed that recognition of such obligation of continuous 
service during the term of this Agreement is imposed upon both the Town and 
the Union. 
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3.2 The Union will not authorize a strike, work stoppage, or slowdown, and the Town 
will not engage in a lockout during the term of this Agreement.  The Union will 
take every reasonable means within its power to induce employees engaged in 
strike, work stoppage or slowdown, in violation of this Agreement to return to 
work.  The Union, its officers, representatives or affiliates shall not be held 
responsible for any strike, work stoppage, or slowdown which the Union, its 
officers, representatives or affiliates shall have expressly forbidden or declared 
in violation hereof.   Every attempt shall be made to settle all disputes or 
controversies arising under this Agreement under the grievance procedure 
and/or arbitration procedures provided for herein 

 
ARTICLE 4 ........ UNION STEWARD 
 
4.1 The Union shall have the right to assign a steward from any work area where 

workers are employed under the terms of this Agreement.  The steward shall 
see that the provisions of this Agreement are observed and   with the permission 
of the Employer, be allowed reasonable time to perform these duties during 
regular working hours without loss of pay.  The Town shall be furnished with the 
names of the steward so appointed.  The Employer shall not discriminate 
against an employee for making a complaint or giving evidence in good faith with 
respect to alleged violation of any provision of the Agreement.  

 
ARTICLE 5 ........ GRIEVANCE PROCEDURE 
 
5.1 A grievance is defined as an alleged violation of a specific provision or 

provisions of this Agreement submitted in writing by the grieving party to the 
other party within thirty (30) calendar days of the alleged violation. 

 
5.2 Minor grievances shall be considered and may be settled at the lowest possible 

level. The grieving employee shall contact the immediate supervisor in order to 
resolve grievances at the lowest possible level.  The supervisor shall respond to 
the grievant within (5) five calendar days If the answer given by the employee's 
supervisor is not satisfactory, the employee shall appeal the grievance in the 
following manner: 

 
5.2.1 Step 1 - The employee (or union representative) shall within five (5) calendar 

days of the supervisor's response present the grievance to the appropriate 
department manager and forward a copy of the grievance to the Union.  All 
grievances shall be reduced to writing specifying section or sections of this 
Agreement that are alleged to have been violated, an explanation of the 
violation, all relevant facts, names of witness, if any, and the proposed remedy 
or remedies.  The department manager shall respond to the grievance in writing 
within ten (10) calendar days. 

 
5.2.2 Step 2- If the employee is not satisfied with the response, then within ten (10) 

calendar days of receipt of the department manager's answer, the employee (or 
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union representative) will forward the grievance to the Mayor.  The Mayor will, 
within ten (10) calendar days, render to the employee a decision, either affirming 
or denying the grievance in writing. 

 
5.2.3 STEP 3 

__
 The Union may appeal an adverse decision of the Mayor or designee 

to a neutral arbitrator.  The Union shall give written notice to the Employer of its 
intent to submit a grievance to arbitration within thirty (30) calendar days of the 
Mayor's decision.  The parties agree that the Union will request that PERC 
appoint an arbitrator from staff.  The Union shall submit its request to PERC 
within ten (10) calendar days of the Union's notice of intent to arbitrate.  The 
Employer and the Union may request a specific arbitrator, provided that both 
parties mutually agree in writing and present such written agreement to PERC 
along with the request. Neither party shall unilaterally request a specific 
arbitrator.  The arbitrator shall render a written decision which shall be final and 
binding on all parties.  The arbitrator shall have no power to alter, amend or 
change the terms or conditions of this Agreement.    The expenses and fees 
incumbent to the services of the Arbitrator shall be shared equally by the parties. 

 
5.3 The time limitations in this Article may be adjusted by mutual agreement in 

writing between the Union and the Employer. 
 
5.4 Election of Remedy

__
 Should the employee elect to use the Civil Service 

Commission procedure to appeal a disciplinary action, the employee shall have 
waived their right to appeal the disciplinary action through the grievance 
procedure. 

 
ARTICLE 6 ........ DISCIPLINARY PROCEDURE 
 
6 Discipline Process 
 
6.1       Discipline For Cause   Employees may be disciplined or discharged for just 

cause. 
 
6.2       Representation   The Employee shall be entitled to have a Union 

representative present at any meeting held with the Employer to discuss 
potential disciplinary action. 

  
6.3       Notice to Union   When a documented verbal warning is to be placed in the 

Employee's personnel file, the Union will be notified verbally.  The Employer 
will send a copy, within two (2) working days, of any further progressive 
disciplinary action towards the Employee. 

 
6.4       Pre-disciplinary Hearing   At the request of the Employee, the Employer will 

hold a pre-disciplinary hearing within ten (10) working days from the time the 
Employee was notified in writing of an intent to suspend or terminate.  At this 
hearing, the Employee will be given an opportunity to present his/her side of 
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the issue. 
 
6.5       Documentation   No later than five (5) working days prior to the pre-

disciplinary hearing, the Employer shall make available to the Employee and 
the Employee's Union representative, with the Employee's authorization, a 
copy of all documents relevant to the alleged violation the Employer has in 
his/her possession. 

 
6.6       Suspension Prior to Final Disciplinary Action   The Employer may suspend 

an Employee with pay or without pay pending the decision as to the 
appropriate discipline resulting from the pre-disciplinary hearing. 

 
6.7       File Inspection   The Employee and the Employee's Union representative, 

with the Employee's authorization, shall have the right to inspect the contents 
of the personnel file maintained by the Employer. 

 
6.8       Employee Comments on Written Discipline   No disciplinary document may 

be placed in the personnel file without the Employee having been notified of 
said document and given a copy.  The Employee shall be required to sign a 
written reprimand or other disciplinary action acknowledging that they have 
read the contents of the document.  An Employee who disagrees with the 
content of any letter of reprimand added to the personnel file shall have the 
opportunity to place a response statement in the personnel file, however, 
letters of reprimand shall not be subject to the grievance procedure.  The 
Employer may file a response to the Employee's statement. 

 
6.9           Grievance Procedure   A suspension of more than two (2) days, a dismissal 

or a disciplinary reduction in rank or pay may be processed under the 
grievance procedure of the Agreement. 

 
ARTICLE 7 ........ SENIORITY 
 
7.1 Definition- Seniority shall be defined as the length of continuous service with the 

Town of Eatonville.  Where there is more than one incumbent in a classification, 
seniority within classification shall determine seniority for all matters that specify 
seniority as a determinant of the application of any benefit that pertains to that 
classification. 

 
7.2 Current employees as of the date of signing of this Agreement shall have their 

aggregate continuous service with the Town of Eatonville grandfathered for the 
purposes of initially defining their seniority under this Agreement. 

 
7.3 The Employer, through the proper supervisor, may detail an employee in the 

Utilities Department temporarily to any job within the Utilities group with the 
exception of any job which requires a special certification that the employee 
does not possess, but such assignments or detailing shall not supersede other 
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provisions of this Agreement.  An employee so detailed may, without prejudice, 
refuse in writing a job he/she feels is beyond his/her capacity. 

 
7.4 Training: When selecting personnel for training, consideration will be given to 

seniority if all other factors are equal. 
 
ARTICLE 8 ........ VACATION LEAVE 
 
8.1 Regular full time employees shall receive the following vacation leave: 
 

Years of Service  Days of Vacation Leave 
 

0- 5    12 
6-10    15 
11-15    17 
16-20    20 
21+    21 

 
8.2 Vacation leave may not be taken without the prior approval of the proper 

authority and may not be taken in the pay period in which it was earned.  
Vacation leave shall be scheduled so as to meet the operating requirements of 
the Town and, as far as practicable, the preferences of the employees. 

 
8.3 Assignments of vacations shall be based on aggregate seniority, within 

classification where applicable.  The employee shall schedule his/her vacation 
30 days in advance, however a shorter timeline may be mutually agreed to by 
the employer and the employee.  Employees are required to schedule vacation 
so that accruals do not exceed 240 hours at the end of the year.  If the employer 
cancels the employee’s vacation then the employee will be paid for excess 
vacation hours over the 240 maximum accrual.  Pay outs will be in January of 
the next year. 

 
8.4 The appropriate accrual shall be credited for each pay period in which the 

employee is in a paid status.  Vacation accruals based on tenure shall be 
credited at the first of the calendar year in which any of the above periods will be 
completed.  Permanent part-time employees shall accrue vacation at a pro rated 
ratio equivalent to their weekly hours worked divided by forth (40), for each week 
worked during a pay period. 

 
8.5 Each full-time employee shall be entitled to accrue unused vacation leave not to 

exceed a maximum of two hundred and forty (240) hours.  All vacation leave 
shall be taken at a time mutually agreeable between the employee and the 
employer.   
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ARTICLE 9 ........ SICK LEAVE 
 
9.1 Sick leave with pay shall be as provided as follows: 
 
9.2 Regular full-time employees shall accrue sick leave at the rate of eight (8) hours 

for each calendar month of service (twelve (12) days per year) in which he/she 
has regular time for which regular pay will be received.  Sick leave accrual shall 
not exceed eight hundred (800) hours.  Permanent part-time employees shall 
accrue sick leave at a ratio equivalent to the number of hours worked divided by 
the total number of regular work hours available in the pay period.   

 
9.3 If an employee is terminated or leaves the service of the employer for any 

reason, the Employer shall pay twenty percent (20%) of the employee's accrued 
sick leave on a maximum accrual of four hundred eighty (480) hours.  Maximum 
pay off shall be ninety-six (96) hours. 

 
9.4 Sick leave earned shall be credited to an employee's accruals after completion 

of each pay period and may not be used in the pay period earned. 
 
ARTICLE 10 ...... BEREAVEMENT LEAVE 
 
10.1 An employee shall be entitled to up to three days of bereavement leave, which 

may be deducted from accrued sick leave or vacation leave, or leave without pay 
upon the death of a family member.  Family members shall be defined as a 
father, mother, spouse, the father or mother of a spouse, a brother or sister, the 
brother or sister of a spouse, a child or step child, ward or child by adoption. 

 
ARTICLE 11 ...... HEALTH AND WELFARE 
 
11.1       2005 Medical - The Employer shall pay one hundred (100%) percent of the 

employee medical premium and eighty-five (85%) percent of the spouse and 
dependent medical premium.  The employee shall pay the remaining fifteen 
(15%) percent of the spouse and dependent medical premiums.   

 
11.2 2005 Dental 

_
 The Employer shall pay one hundred (100%) percent of the 

employee, spouse and dependent dental premiums. 
 
11.3 2005 Life - The Employer shall pay one hundred (100%) percent of the life 

insurance premiums.   
 
11.4 2005 Employee Assistance Plan - The Employer shall pay one hundred percent 

(100%) of the premiums for the employee assistance plan. 
 
11.5 2005 Vision - The Employer shall pay one hundred percent (100%) of the vision 

plan premiums. 
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11.6 For the years 2006 and 2007: 
 

A Management will pay any new health care premium increase up to 10% 
above the 2005 premium rate.  Should the increases in any of these years be 
less than 10%, the amount less than 10% will be carried forward to assist in 
paying for increases in the subsequent years. 

 
B If the health care increases for any combination of these years exceeds 25% 

Management and the Union will meet and negotiate plan designs, alternate 
health care providers, or other alternatives. 

 
C To calculate the health care increases Management will provide to the Union 

a copy of the monthly Health Care premium bill for 2005, 2006 and 2007 from 
AWC.  The previous years premium amount will be subtracted from the 
current year.  If this amount is under 10% the Employer shall pay the entire 
premium and the amount that is under 10% will be carried forward to help off 
set the next years increase. 

 
D The Employer shall pay eighty-five (85%) percent of the spouse and 

dependent medical premium.  The employee shall pay the remaining fifteen 
(15%) percent of the spouse and dependent medical premiums. 

 
E Health care shall be defined as: medical, dental, life, employee assistance 

and vision coverage. 
 
11.7 The Medical, Dental, Life, Employee Assistance Plan, and Vision Insurance shall 

be: 
 

Medical - AWC Washington Physicians Plan A 
Dental - AWC Washington Dental Service Plan B 
Life - AWC States West Life, Basic Life 
Employee Assistance Program, Basic Plan 
VSP Vision Service Plan 
 

11.8 The Employer shall continue to participate in the above plans, provided, 
however, the medical, dental, and life insurance program meets the 
requirement of 100% participation by the employees and dependents. 

 
11.9 The employee shall have deducted from his or her paycheck those employee 

contributions required by state and federal law. 
 
ARTICLE 12 ...... HOLIDAYS 
 
12.1 The following shall be recognized as paid holidays for all regular full time 

employees covered under this Agreement: 
 
New Years Day  (Jan. 1) 

 
Veterans Day  (Nov. 11) 
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Martin Luther King Day  (3rd Mon. in 
Jan.) 
Presidents Day  (3rd Mon. in Feb. 
Memorial Day  (Last Mon. in May) 
Fourth of July 
Labor Day  (1st Mon. in Sept.) 

Thanksgiving Day  (4th Thurs. in Nov.) 
The day immediately following 
Thanksgiving 
Christmas Day  (Dec. 25) 
One (1) floating holiday to be scheduled  
based on mutual agreement 

 
12.2 A holiday falling on Saturday shall be observed on the preceding Friday.  A 

holiday falling on Sunday shall be observed on the following Monday. 
 
12.3 Religious Holidays - If an employees religious beliefs require observance of a 

holiday not included in the holiday schedule, the employee may, with approval of 
the appropriate department manager, take the day off using vacation, 
compensatory time, or leave without pay. 

 

12.4 Holidays – Police: 
 

A. Each Officer shall accrue, in lieu of the eleven paid holidays enumerated in this 
Agreement, one hundred ten hours of holiday furlough time which may be used 
within the year it is earned, provided however the November and December 
holiday furlough time, may be carried over into the next year.  The maximum 
furlough carry over will be 30 hours if Thanksgiving and Christmas are not 
worked.  If Thanksgiving and Christmas are worked the maximum furlough carry 
over will be 75 hours. 

 
B. Compensatory time will be scheduled per the preferences of the employees 

as much as practicable, and will be paid days off.  Should the Town grant 
additional holidays to employees covered under this Agreement, the number 
of holidays accrued shall be increased accordingly. 

 
C. Officers who work on Christmas Day, July 4, New Years Day, Thanksgiving 

Day and Labor Day will be paid, in addition to accruing a holiday one and one 
half (1-1/2) times the straight time rate for all hours worked.  Holidays shall 
accrue on the last day of the month in which they occur.  Furlough days shall 
count as hours worked for the purpose of calculating overtime. 

 
ARTICLE 13 ...... SELECTION OF PERSONNEL 
 
13.1 In selecting personnel for regular positions, the Town will abide by the rules and 

regulations set forth below: 
 
13.2 Upon deciding that a position is to be created or a vacancy filled, the Town will 

post the position in the Town Clerks Office for a period of five (5) working days. 
 
13.3 If, after posting the vacancy or newly created position as described in (a.) Above, 

there still remains a vacancy, the Town will advertise the vacancy.  Qualified 
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applicants will then be screened by an Employer board, and a list of finalists for 
each vacancy will be selected from among the eligible applicants, and invited for 
an interview. 

 
13.4 Whenever a regular, permanent position becomes available, employees may 

apply for said position prior to that position being advertised to outside 
applicants.  Employee seniority, experience; and qualifications will be considered 
for appointment to the position, if he/she possesses the necessary qualifications 
to perform the duties of the job.  If all qualifications are equal, then seniority shall 
be the deciding factor when filling positions within the Town. 

 
13.5  The filling of any temporary vacancy or position which receives greater 

remuneration shall be considered a temporary promotion.  If the Employer 
decides to fill said vacancy, such vacancies shall be filled in the following 
manner: The employee in the next in-line lower classification who possesses the 
specific job skills in the work unit shall be considered a temporary promotion, 
and increased pay for the temporary promotion shall be not less than 5% more 
than the employees current monthly rate of pay. 

 
ARTICLE 14 ...... NON-DISCRIMINATION 
 
14.1 Pursuant to RCW 41.56 there shall be no unlawful discrimination against union 

members, union officers, or union activity. 
 
14.2 It is mutually agreed that there shall be no unlawful discrimination because of 

race, color, religion, sex, age, marital status, national origin or physical, mental 
or sensory handicaps that do not prevent proper performance of the job, unless 
based upon a bona fide occupational qualification.  The Union and management 
representatives shall work cooperatively to assure the achievement of equal 
employment opportunity.  Furthermore, employees who feel they have been 
unlawfully discriminated against shall be encouraged to use the grievance 
procedure set up under this Agreement prior to seeking relief through other 
channels.  Whenever words denoting the masculine gender are used, they are 
intended to apply equally to either gender.  
 

14.3 The Employer shall comply with Washington state law, Whistleblower Act, as 
now written or hereafter amended. 

 
14.4 It is mutually agreed that there shall be no sexual harassment, or other unlawful 

harassment, directed at any worker for any reason. 
 
ARTICLE 15 ...... SAFETY RULES 
 
15.1 The Employer shall comply with federal, state or local statutes and regulations 

regarding worker safety, as now written or hereafter amended. 
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15.2       In the interest of safety, when a crew supervisor is absent from the job site 
for over two hours, a temporary appointment (subject to the approval of the 
employer) shall be made from the next lower classification and shall receive a 
premium of five percent (5%) of their straight time hourly rate of pay. 

 
15.3 Line Section - If equipment is felt to be unsafe by the employees, they shall not 

be required to operate or use such equipment until the unsafe condition is 
corrected. 

 
ARTICLE 16 ...... HOURS OF WORK AND OVERTIME 
 

16.1      Work Week Defined - Police  - The work week shall consist of forty hours (40) 
during a recurring period of seven consecutive days.  The Employer may change 
the shift schedule, provided the employees are given seven (7) calendar days 
notice.  The seven-day notice shall not be required in the event of an 
emergency.   

 

16.2 Work Week Defined - Other - The work week shall normally consist of five 
consecutive days, Monday though Friday.  The established work shift shall be 
eight (8) consecutive hours, exclusive of a one-hour meal period.  Changes in 
the established work schedules shall be based on mutual agreement. 

 

16.3 Overtime:  All time worked in excess of the established work week shall be paid 
at one and one half times the employees regular straight time hourly rate of pay. 
However, at the employee’s request and with supervisory approval, 
compensatory time may be substituted for cash payment at the appropriate 
overtime rate.  All use of compensatory time shall be in compliance with the Fair 
Labor Standards Act or qualify for its exemptions.  The Employer shall attempt to 
distribute overtime hours in an equitable manner.  For the purpose of this 
section, sick leave, vacation and compensatory time shall be considered time 
worked for the purpose of calculating overtime. 

 

16.4 Call-Back: 
A. An employee who is called back to duty shall receive a minimum of two 
(2) hours' at one and one half time the employees regular straight time rate of 
pay unless the employee is called back to work less than two (2) hours before 
the beginning of their regular shift, or continues working after their regular 
shift.   
 
B. The employer shall pay the Internal Revenue Service mileage 
reimbursement standard for all travel to and from any court in which the 
employee is required to testify on behalf of the City. 

 

16.5 Meal Allowance:  When an employee works in excess of twelve hours, they 
shall be granted a meal at the rate of $12.00 per meal.  Meal allowances 
shall be paid at 4-hour intervals after the initial twelve-hours of work.  The 
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$12.00 meal allowance shall be paid on a claims run or petty cash when 
available. 

 

16.6 Pay Period - If a payday falls on a holiday, the payday shall be the preceding 
workday.  If the preceding workday is also a holiday, the payday shall be the 
next preceding work day. 

 
16.7 In the event a discrepancy should occur in an employees paycheck, the Town 

shall forthwith take steps to adjust the error, which in most instances will be 
reflected in the check of the next pay period. 

 
ARTICLE 17 ...... UNIFORM EQUIPMENT / POLICE 
 
17.1 Employees shall receive a uniform and equipment allowance of not greater 

than six hundred dollars ($600.00) per contract year for the replacement and 
maintenance of authorized uniforms and equipment items.  Should an 
employee not complete his or her probation period for any reason, said 
employee shall be required to pay back to the City all of the uniform and 
equipment allowances previously granted.   

 
17.2 The proper uniform shall consist of such items of apparel as may be determined 

by the Chief of Police.  The Chief shall have the authority to issue, modify, or 
rescind such directives.  Any costs associated with changes mandated by the 
Chief shall be paid by the Employer without debit to the employee's uniform and 
equipment allowance. 

 
17.3 Prior to purchase, the employee shall tender to the Chief or his designee a 

voucher detailing the items of clothing and/or equipment which are sought to be 
purchased through the clothing allowance showing the amount for each item.  
Upon the Chief's approval, the purchases, upon receipt, shall be paid from the 
employee's uniform and equipment allowance.  All purchases must be law 
enforcement related and utilized on the job.  The Employer shall keep and make 
available to the employee a current debit system which accurately reflects the 
employee's remaining balance. 

 
17.4 All uniforms and equipment issued to the employee or purchased by the 

employee from his or her uniform and equipment allowance shall be considered 
the property of the Employer and shall be returned upon termination of 
employment.  The employees shall be required to take reasonable care of all 
equipment and uniforms. 

 
17.5 In the event an employees uniforms or employer approved equipment are 

damaged in the line of duty, such shall be replaced or repaired by the Employer. 
Items lost or damaged due to negligence shall be replaced promptly by the 
employee. 
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17.6      Service weapons are not covered under the uniform allotment.  Ammunition 
will be provided by the town separately from the uniform/equipment allotment. 
In addition to the employer supplied ammunition provided for quarterly 
qualifications, the employer shall provide one additional box of ammunition 
each quarter, to be used as practice ammunition. 

 
ARTICLE 18 ...... SAFETY EQUIPMENT 
 
18.1   The Employer shall purchase and maintain the following equipment: 

 
 Hard Hats 
 Rain Gear 
  Rubber Gloves 
  Eye Protection 
  Hearing Protection 

 
Linemen are entitled to one (1) pair of line repairer boots (Buffalo or equal 
quality) every twenty-four (24) months. 

 
18.2         Permanent employees in field classifications shall be eligible for a 

$200.00 annual allowance for the purchase of appropriate safety-related 
footwear.  Descriptions of appropriate footwear are available from the 
supervisor.  Safety-related footwear must be worn at all times while on 
duty.  In the event the footwear is rendered unusable due to work related 
conditions the employer shall replace the footwear on an as needed 
basis but not less than yearly. 

 
ARTICLE 19 ...... WAGES  
 
19.1 All work performed shall be compensated for as provided in this Agreement.  

Any modification of such compensation must be a result of mutual consent 
between the Union and Management and will be binding on both parties; 
provided that any such modification is subject to the approval of the Town 
Council. 

 
19.2 Subsequent to the effective date of this Agreement, job descriptions for all 

classifications covered by this Agreement will be created, specifying job duties 
and scope.  Lineman/Utilityman shall be titled Journey Line Electrician, and 
Lineman/Laborer shall be titled Apprentice Line Electrician.   

 
19.3 The range and step for the following positions shall be as follows: 

 
CLASSIFICATION         RANGE 
Meter Reader         10 
Laborer III          5 
Office Assistant         5 
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Utility Clerk          10 
Police Secretary         13 
Fire Secretary         13 
Planning Secretary         14 

 Assistant Planner        TBD 
 Water/Sewer Operator Lead       16 

Water/Sewer Laborer        14 
Water/Sewer Utility Assistant       14 
Apprentice Line Electrician       13 
Water/Sewer Worker        TBD 
Parks Lead/Meter Reader/Cemetery/Storm Maintenance Worker  14 
Building Official         18 
Police Officer          20 
Journey Line Electrician       20 
Water/Sewer Superintendent       23 
Light Superintendent        23 
Police Sergeant         24 
Part-time Positions (hourly rates) 

 Court Clerk          15.17 
 

19.4 Effective January 1, 2005, 2006 and 2007 the wage rates in Appendix A shall 
increase by 2%. 

 
19.5 The straight time hourly rate of pay shall be determined by dividing the 

monthly rate of pay by 173.3 hours. 
 
 
19.6      Advancement through the step program shall be based on satisfactory 

performance and time in step. The date of hire shall be the anniversary date 
for step increases. 

 
ARTICLE 20 ...... LONGEVITY 
 
20.1 Effective upon signing of this Agreement, longevity pay shall be provided to 

eligible employees consisting of: 
 

1.5% of base pay with aggregate service of 5 through 8 years 
2.5% of base pay with aggregate service of 9 through 12 years 
3.5% of base pay with aggregate service of 13 through 16 years 
4.5% of base pay with aggregate service of 17 or more years 

 
ARTICLE 21 ...... MANAGEMENT RIGHTS 
 
21.1 Customary Functions 

__
 Within the guidelines of this Agreement, the Employer 

shall have the exclusive right to manage the functions of all City 
operations/facilities and direct the bargaining unit employees covered by this 
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Agreement.  These rights include, but are not limited to, the right to plan, direct 
and control operations; to determine the services to be performed by the 
bargaining unit employees; to establish and maintain productivity and quality 
standards; to schedule the working hours; to hire, promote, and transfer; to 
suspend, discipline or discharge.  The Employer shall also have the exclusive 
right to relieve employees because of lack of work or for other legitimate 
reasons; to introduce new and improved work methods, materials or facilities; or 
to change existing work methods, material or facilities. 

 
ARTICLE 22 ...... EMPLOYEES DEFINED 
 
22.1 A full-time regular employee shall be a person regularly scheduled to work forty 

(40) hours or more per designated work week who has successfully completed 
his or her probationary period. 

 
22.2 A part-time regular employee shall be a person regularly scheduled to work less 

than two thousand and eighty (2080) hours per year, inclusive of paid leaves, 
and who has successfully completed his or her probationary period, and 
receives benefits pro-rata based on the number of hours worked. 

 
22.3 The probationary period for non-civil service employees shall be (6) six months.  

The probationary period for civil service employees shall be one (1) year.  
Employees who are on probation may not appeal disciplinary action or 
discharge, but may request a review from the Mayor. 

 
22.4 An employee assigned or promoted to a position, who has had no previous 

experience, shall be given a reasonable break-in period. 
 
22.5 Temporary Position Defined - A temporary position shall be defined as one 

which is less than a year in duration and does not recur from year to year and 
does not receive benefits.  Positions which are not full-time, but which recur from 
year to year shall be considered permanent part-time positions and shall be 
subject to the hiring guidelines for permanent positions and prorated benefits 
that accrue to permanent full-time employees.  Situations which the Town 
deems as requiring special hiring considerations shall be negotiated with the 
union on a case-by-case basis. 

 
ARTICLE 23 ...... LAYOFFS AND RECLASSIFICATION FOR NON CIVIL SERVICE    
 
23.1 In the event of overall staff reduction, the employer shall first layoff the following 

classifications within the following order:  temporary employees, probationary 
employees, part time employees.  With respect to the lay-off of regular full time 
employees, the employer shall consider the seniority of the employees, their job 
performance and ability to work, their total employment history including 
performance, attendance and other special matters in reference to their work, in 
determining the staff reduction. 
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23.2 Recall

__
 Laid off or Reclassified employees shall be recalled strictly on the basis 

of seniority to any previously held classification if a vacancy occurs. 
 
23.3 A laid off or reclassified employee with one (1) year of service but less than 

three (3) years of service, who is not recalled within one year shall lose recall 
rights. 

 
23.4 A laid off or reclassified employee with three (3) or more years of service who is 

not recalled within three (3) years shall lose recall rights. 
 
23.5 When an employee is on layoff and a job opening occurs within the City, the laid 

off employee, if qualified for minimum job requirements, shall have the 
opportunity to compete for such job. 

 
ARTICLE 24 ...... SEVERABILITY 
 
24.1 Should any part hereof or any provisions herein contained be rendered or 

declared invalid by reason of any existing or subsequently enacted legislation or 
by any decree of a court of competent jurisdiction such invalidation of such part 
or portion of this Agreement shall not invalidate the remaining portions thereof, 
and the remaining parts or portions remain in full force and effect.  The parties 
agree to immediately re-negotiate any part or provisions in this Agreement 
rendered or declared invalid. 

 
ARTICLE 25 ...... LABOR MANAGEMENT 
 

Labor Management 
__

 The Employer and the Union agree that a need exists for 
closer cooperation between labor and management, and further, from time to 
time suggestions and complaints of a general nature affecting the Union and the 
Employer require consideration.  To accomplish this objective, the Employer and 
the Union agree that no more than three (3) duly authorized employee 
representatives of the Union shall function as one-half (2) of a Labor-
Management Committee, the other half being no more than three (3) certain 
representatives of the Employer named for that purpose.  The committee shall 
meet periodically for the purpose of discussing and facilitating the resolution of 
all problems which may arise between the parties. 

 
Should the Union and Employer mutually agree to change, add, or delete any 
provision of this agreement, such change shall be set forth in an Appendix to the 
Agreement.  
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Wage Range Appendix A 
 

 Step A Step B Step C Step D Step E Step F 

Range 
00-06  

Mo 
07-12 

Mo 
13-24 

Mo 
25-36 

Mo 
37-48 Mo 49+ 

0 1,652 1,702 1,753 1,805 1,860 1,917 

1 1,871 1,926 1,984 2,043 2,105 2,168 

2 1,926 1,984 2,043 2,105 2,168 2,234 

3 1,984 2,043 2,105 2,168 2,234 2,300 

4 2,043 2,105 2,168 2,234 2,300 2,369 

5 2,105 2,168 2,234 2,300 2,369 2,440 

6 2,168 2,234 2,300 2,369 2,440 2,513 

7 2,234 2,300 2,369 2,440 2,513 2,589 

8 2,300 2,369 2,440 2,513 2,589 2,666 

9 2,369 2,440 2,513 2,589 2,666 2,746 

10 2,440 2,513 2,589 2,666 2,746 2,829 

11 2,513 2,589 2,666 2,746 2,829 2,914 

12 2,589 2,666 2,746 2,829 2,914 3,001 

13 2,666 2,746 2,829 2,914 3,001 3,092 

14 2,746 2,829 2,914 3,001 3,092 3,184 

15 2,829 2,914 3,001 3,092 3,184 3,280 

16 2,914 3,001 3,092 3,184 3,280 3,378 

17 3,001 3,092 3,184 3,280 3,378 3,480 

18 3,092 3,184 3,280 3,378 3,480 3,583 

19 3,184 3,280 3,378 3,480 3,583 3,691 

20 3,280 3,378 3,480 3,583 3,691 3,803 

21 3,378 3,480 3,583 3,691 3,803 3,916 

22 3,480 3,583 3,691 3,803 3,916 4,034 

23 3,583 3,691 3,803 3,916 4,034 4,154 

24 3,691 3,803 3,916 4,034 4,154 4,279 
 

Letter of Understanding 
 
Police Resignation  - Date Signed:  May 31, 2001 
 
Executed in multiple copies this _____ day of ___________, 2005. 
 
TOWN OF EATONVILLE    IBEW, LOCAL 483 
 
______________________________  __________________________________ 
Mayor Bruce Rath     Business Manager 


