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PALM BEACH COUNTY 
BOARD OF COUNTY COMMISSIONERS 

AGENDA ITEM SUMMARY 

Meeting Date: March 11, 2025 

Department: 
Submitted By: Human Resources 
Submitted For: Human Resources 

[X] Consent 
[ ] Ordinance 

l. EXECUTIVE BRIEF 

[ ] Regular 
[ ] Public Hearing 

Motion and Title: Staff recommends motion to approve: The Labor-Management 
Bargaining Agreement (Agreement) between the Palm Beach County Board of County 
Commissioners (County) and the Communication Workers of America (CWA), Local 
3181, effective October 1, 2024 through September 30, 2025. The Agreement covers 
compensation, leave benefits, and employment rules for more than 1,300 County 
employees. The previous Agreement was in place from October 1, 2021 through 
September 30, 2024. 

Summary: The County and the CWA have concluded contract negotiations with the 
production of the attached successor Agreement to the recently expired Labor
Management Agreement, which was in effect from October 1, 2021 - September 30, 
2024. The Agreement provides for a retroactive six percent (6%) wage increase on 
October 1, 2024. The proposed wage increase for the current fiscal year has already been 
budgeted and approved by the Board of County Commissioners (BCC). The Agreement 
is for one (1) year concluding on September 30, 2025. Countywide (DO) 

Background and Justification: The Communication Workers of America, Local 3181, 
is the first bargaining unit to represent County employees with the original Agreement 
negotiated in 1982. The unit represents the County's trades employees, and skilled and 
semi-skilled blue collar workforce. Pursuant to Florida Statutes 447 any collective 
bargaining agreement shall not provide for a term of existence of more than three (3) 
years. As such, this item seeks BCC ratification of the negotiated agreement. The CWA 
ratified the agreement on March 8, 2025. 

Attachments: 

1. October 1, 2024 CWA Labor-Management Agreement 
2. Wage Increase Agreement 

------------------------========================================= 

Recommended by: / ✓ Z., f s / 1-S 

/ Deoarfment-rifr:'ectoJrJate 

Approved By: :J/51-?r-
Date 



II. FISCAL IMPACT ANALYSIS 

A. Five Year Summary of Fiscal Impact: 

Fiscal Years 

Caoital Exoenditures 
Ooeratim! Costs 

External Revenues 
Pro<'ram Income(Countv) 
In-Kind Match(Countv 

NET FISCAL IMP ACT 

#ADDITIONAL FIE 
POSITIONS (CUMULATIVE 

Is Item Included in Current Budget? 
Does this item include the use of federal funds? 
Does this item include the use of state funds? 

2025 

NIA 

$0 

Yes~ 
Yes 
Yes 

2026 

NIA 

No 
No~ 
No~ 

2027 2028 2029 

NIA NIA NIA 

Budget Account No: Fund __ Agency ___ Organization __ Object __ _ NIA 

B. Recommended Sources of Funds/Summary of Fiscal Impact: 

The impact on FY 2024 of the ATB increase is 6%, which has already been budgeted 
and approved by the Board in the current budget. This increase is the same afforded to 
non-represented employees. Funding included in th~General Fund. 

C. Departmental Fiscal Review:. 

III. REVIEW COMMENTS: 

A. OFMB Fiscal and/or Contract Dev. and Control Com 

~ ~/1,125 
OFMB r.}w ~-!-l.!° 

i // f.4« u -, /7~ Vl£4( , V > ¼ iv 
· & Control /~/' 

Z&I '.3,b,~S 

B. Legal Sufficiency 

~µU\- (),,d.4 w~ 
Assistant County Attorney 

C. Other Department Review 

Department Director 
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A.RJ'lCLE.3 
Payroll Deduction of Union Dues 

Management moves to strike from Collective Bargaining Agreement per SB No. 256 or F.S.S. 447.303. 

£ltetieR 1-

The County agFees te mah:e payFoll deduetiens ef Union S1;1es •Nhen autRoFii:!eEi te efe so b'f the emplo•iee 
on a ferfff eertifie8 ta the County By tRe Seeretar=y Tr=easurer oftRe blnien anel to pay over to the 
SeeFetary TFeasllFeF efthe YRieR aRy amellRts ss dedlleted. 

~i8R2. 

a. Tfle cownty agrees tRat, upoll recei13t of an inElivieit:.ml written r=e~uest en a ferm speeifieef in 
SeetisR 1 aRa sigRed ily aR em!'llsyee es,·erna by this /l,gFeemeRt, it Y.<ill eedllct biweeldy from 

SllCR eml'lleyee's wages tRe amsllRt sf YAieA dlles aRe iRitiatisR fees S!'!eeified b•; tRe YRisn. TRe 

county will f.op.-.1ard monthl>t the aFReunt eteBueted to the Seeretar,• Treasblrer ef the Union er 
his/heF allthsFiaed age At as eiFected. 

b. In gener=al, B1:1es 8eGl1=1ction ,,.,ill Be made in designated 13a•1 perioets, fer ~roperly enee1:1teet elues 
eteeh::ietien authori~ations received b'f the 3f3fJFSf3riate bsYRty ref:)resentati';e en or Before the 
l§th aav sf the l'IFecesiAg msRth. Plswe>1eF, the CellRt'{ assumes Re res~sAsibilit>,· eitReF ta the 

eml'lley~e SF ts the YRisA feF aA~' failllFe ts malEe eF fer aRy eFFers made iA makiR!! such 

Sed1::1etieRs, But will malEe sueh effarts as it Seems af:)13re13riate in eerreeting an•,1 sueR errsFS or 
omissians. 

c. An eFRf3le11ee may Sl:lbmit a v.tritten rettuest en a f.ar:m ta Be SUf3fJlieQ 811 tl=-1e Unien te revolEe a 
ell:les eleSt:1etion authori2mtioR 1.vRieR sflall 8e effecti1,te \\•itRiR tRiFty (30} days of reeei13t B►1 the 
Cownty Payrell §1:J13er:viser anEI the becal IJnion President. 

d. TRe CellRt'(, ll~SR tRe l'IFSmetieR SFtraAsfer efa SlleS !'la','iAf:l membeF Silt sfttie CWA aaFgaiRiRg 

uAit, will cease sud~ deduetiens within 3Q da•ts of si:,eh 13remetieA er transf.er: 

SectieR 3. The CellAt?,' shall sllamit a meAthly list sf the Rames, a Ad addrasses ef em~ls•1ees iR ttle 

baFgaiRiRg uRit, eml'llsyees SA WRsse eetialf sues tia•,·e eeeA ded1Jeted, em!'lls•,·ee ideAtifyiR!! AllmBeFs, 

seAisFit'{ date, sate ef teFmiRatisA, SF Elate ef tFaAsfeF ellt ef tRe aaFgaiAiAg llAit feF deletieRs, 

eteF,1aFtment names anel de13artment nu FA Bers, jab titles and jeb title AYFAbers, tetal amount of 81:.1es 13aiS 
eacR msRtR aRe tstal amsllAt sfmem!leFs aRa RSA memeers, ta the SecretaFy TreasuFeF sftRe UAiSA 

SF Risfher alltheFized age At as eiFested a Ad a ce~y ts tRe becal YAieR PFCsideRt. The !'la','FBII aealletieA 

reFRittance to the l:Jnien will be maele during the first 13ay period in each calen8ar FRenth. 



Sectien 4. C.Q.l>.E. Ped11etien /1,11tl'leFilatien: 

a. Toe Co11nt•," agFees te dea11ct eaeh pay peFied, and pay 0•1er te tile SecFetaF)'/TFeas11rer ef tile 

Unien, Cemrnittee on Political Ee11eation !C'A¼ CQPE PCCJ, $2.99 from tile wages ef tllese 

eml:}IO'f-e0S who •J0h:1Atarily al::ltRoFi>meJ sueh contri13bftiens oA a form flF□¥iBe8 lay the bJnien. The 
pa•,·rall EleE111etiaA remittaA€e far ONA CQPE PCC to the UAian will lle maae E111riAg tile first 11a·y 

period in each calendar month along ,,.,ith a list ef names ef these emplo·1ees foF wham si;ch 

dedi;etiens lla¥e been made ana the ame11nt Eled11eteEI foF eaeh s11eA emplo•t9e. The Co1,1nw 

ass11mes no res!]onsibiliW eitlier te tile emple·ree eF te the Union foF any fail11Fe to make er for 

any errors maae in mal,ing s11el1 Elea11etiens, b11t will make s11cl1 efforts as it Eleems a!]JlFOPFiate in 

eorrectiRg an\• sueR errers or ornissieRs. 

b. Emple·,ees ma\' sign 11p for C.Q.P.E. aea11ctions at an•t time. 

c. An em!]loyee rna·t s11bmit a ',¥Fitten Feq11est on a form to ae S!.ll'Jlliea by tlie Uniein te Fe·,ol,e a 

C.Q.P.E. eea11etieA a11tl'leFilation whiel1 shall be effective witllin tl'lirty (39) days of receipt 0·1 the 

Countv Pa;-roll Supenriser anEI tRe loeal Union Presi0ent. 
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Union Representatives 

Manaqement proposes the new language contained herein 02-05-2025. 

Section 1. Designation of Representatives. The Union shall have the right to designate a maximum of 

thirty-five (35) employees of the County who are covered by the Agreement as representatives, 
regardless of title or position held, including the Local President and officers. The County shall recognize 

such representatives upon presentation of their names in writing to the Director of Human Resources. 
Any changes in the representatives as designated will not be effective until after receipt of written 

notice of such change to the Director of Human Resources. Five (5) of these representatives whose 

names will be submitted separately to the Director of Human Resources will only be allowed Union time 

off without pay and shall not represent a grievant or handle grievances. All other sections of this Article 
shall apply . 

Section 2. Performance of Union Representative Business. Only employees designated under Section 1 
above will be granted time off from work for the purpose of attending to any Union representative 
activities, and any such activities must be performed while off duty and without pay except in the 

following circumstances. No more than two employees from a Department will be permitted off for 
Union business at any one time. 

• a. In the event Management requests a meeting with a Union representative during work hours, the 

• 

County will be responsible for paying the representative. 

b. At steps one, two and three of grievance hearings with Management, the employee and one 

Union representative will be paid for attendance at meetings occurring at a time the employee 
would otherwise have been working. 

c. Employees may request the presence of a Union representative if called into a disciplinary 

interview or an investigatory interview that may lead to disciplinary action of any bargaining unit 
employee. In such cases, Management is responsible for paying the Union representative. 
Management can call in a representative immediately if available, such as when a representative 

is employed in the same department, or postpone the meeting for 48 hours to allow the employee 
to obtain a representative. Alternatively, Management must hold such a meeting after the Union 
representative's working hours. 

d. One Union representative will be paid by the County for attending a pre-termination conference 
when the Union President cannot attend. However, the tl-Fliei'I Union may have other 
representative(s) attend pretermination conferences if they so Ellese choose and will be 
responsible for paying the Union Representative(s}. 

No Union representative will be paid for meetings scheduled after hours. 

Time during which an employee is off duty to attend to Union representative activities will be 
considered as time worked for seniority, insurance benefits, vacation and sick leave accrual 

purposes only, unless it accumulates to more than thirty (30) days per year, in which case the 
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excess will not be counted for these purposes. In the event the Local President and Executive 

Vice-President is a County employee, it will be one hundred-fifty (150) days for the President 
and one hundred-fifty days for the Executive Vice-President. 

Section 3. Requests for Time Off. Employees designated under Section 1 above will be granted time off 
for Union representative activities only upon the submission of a request in writing submitted to the 
representative's supervisor at least twenty-four (24) hours in advance of the requested time off. Periods 

of time off granted will be in increments of one hour and the requests will be denied or postponed if 
management believes that the absence of the representative under the circumstances will adversely 
affect County operations. 

Section 4. Visitation. Representatives as designated under Section 1 of this Article and any other duly 
authorized representative whose name has been previously submitted in writing to the Director of 
Human Resources shall be permitted on the County's premises for the purpose of investigating 

grievances, adjusting grievances, or ascertaining whether the Agreement is being observed. Visitation 

for any such purpose shall not occur until 24 hours after notice to the Director of Human Resources, 
who shall not unreasonably deny the visitation. 

Section 5. Non-interference with Production or Services. The investigation, handling, or adjustment of 

grievances shall not, insofar as is practical, be conducted by employees and Union representatives 
during normal working hours. If grievance matters must be attended to during normal working hours, it 

will be done so as to cause a minimum of interference with production or services, and employees who 
are to be so engaged shall be required to obtain permission and be without pay as set forth under 
Section 2 and 3 above . 

Section 6. Bulletin Board. The Union shall be permitted space on existing bulletin boards to post necessary 

Union notices of a businesslike non-inflammatory nature. All notices posted must be signed by an elected 
official of the Local Union and approved in advance by the Director of Human Resources. Notices in 
preapproved format need not be resubmitted for approval for subsequent postings. The Union shall 

supply at its own expense bulletin boards where none exist or are not adequate, and such boards shall be 
placed at mutually agreeable locations. 
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Management Rights 

Remains as is; Management moves to maintain original language 02/05/2025. 

Section 1. All rights of management which are not specifically limited by the provisions of other articles 

of this Agreement are retained by the County. Unless it is provided specifically to the contrary, nothing 
in this Agreement shall be deemed as a guarantee or obligation to continue any operation, or portion 
thereof, performed by employees in the bargaining unit, nor shall this Agreement guarantee 
employment to any employee. 

Section 2. The exclusive functions of Management include but are not limited to: the management of 
the County and the direction of the working forces; the right to plan, direct and control all the 

operations or services to be performed in or at any facility or by employees of the County; to schedule 

the working hours; to hire, promote, demote, transfer, layoff, and recall; to suspend, discipline, or 
discharge for just cause; to relieve employees because of lack of work or for other reasons; to make and 

enforce production standards; to make and enforce rules and regulations of employee conduct and 

performance; to classify and reclassify employees, and to determine the content of job classifications; to 
introduce new and improved methods, materials, equipment or facilities; to change or eliminate existing 
methods, materials, equipment, or facilities; to administer the County Merit System Rules and 
Regulations. 

Section 3. The County shall retain the right to subcontract any ofits operations. In the event that a 
subcontract results in the elimination of a position, incumbents will be given consideration for the filling 

of any existing vacancies for which they are qualified, or failing that, they may be laid off. Upon request 
of the Local Union President or designee, the County will discuss the effects of the subcontracting upon 

the members of the bargaining unit; however, this shall not constitute a restriction upon the County's 
right to subcontract and lay off employees. 
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Overtime/Hours of Work 

Remains as is; Management moves to maintain original language 02/05/2025. 

Overtime/Hours of Work 
Section 1. The workweek for payroll purposes shall be a seven (7) consecutive day period commencing at 
12:01 a.m. Saturday and ending at 12:00 midnight the following Friday. A workday shall be the 24-hour 

period commencing with the employee's scheduled starting time. A work shift shall be that portion of a 
workday during which the employee is scheduled, or assigned on an unscheduled basis, to work. 

overtime is that time during which a full time employee works over 40 hours per week, not including 

any sick or disability leave. Previously scheduled vacation leave, funeral leave, holiday, jury duty, 
incentive leave, and union time and voluntary furlough leave without pay under Article 10 of this 

Agreement will be considered as time worked for the purpose of computing overtime. If an employee 
works more than 12 hours in any 24 hour period, s/he shall be paid time and one-halffor the hours in 

excess of their normally scheduled shift (not to apply to employees who may be regularly scheduled for 
12 hour shifts). 

Section 2. Overtime pay or compensatory time off shall be at the employee's option. Overtime premium 

pay shall be paid at the rate oftime and one-half (11/2) of the regular hourly rate of pay (including shift 
differential and standby) for all overtime hours. Compensatory time off shall be at time and one half. If 

the employee has any compensatory time left at the end of the fiscal year, the employee shall be paid 
for any unused compensatory time. Records will be kept by the Department or Division Head's office. 

Section 3. Overtime assignments may be required and shall be distributed among those employees who 

normally perform the work and such assignments shall be made as equally as is practicable. Employees 
shall be notified of overtime assignments reasonably in advance of the assignment, based upon the 
reason for the assignment, and normally 24 hours prior thereto. overtime work records shall be 

maintained in the Department Director's and/or Division Director's office and may be examined there. 
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ARTICLE 9 
Sick Leave/Compensation 

Management proposes the new language contain herein. 

Section 1. Amount of Sick Leave. All regular, fu!Hime employees covered by this Agreement shall be 
provided with eight (8) paid sick leave days (64 hours) per fiscal year commencing October 1 of each 
year. All permanent part-time employees shall be entitled to a pro-rated portion of the eight (8) day 
payment based upon their scheduled hours, i.e., a 20 hours per week employee will receive 32 hours 
pay. For employees out an an existing C85/65 at the commencement of the new fiscal year, sick !eave 
benefits (64 hours} and compensation (C85/65} will start over October 1 each year. Only one 85/65 
benefit allotment will be granted per fiscal year. Employees hired after October 1, 1997, will accrue sick 
leave days based upon their hire date and the following schedule: 

New Hires 
Month of Hire Days Accrued 

October 8 
November 7 
December 6 
January 5 
February 4 
March 3 
April 2 
May 1 

Transfe"lng County Employees* 
Month of Hlre Days Accrued 

October 8 
November 8 
December 8 
January 8 
February 8 
March 8 
April 8 
May 8 

• EXlstfng County employees transferring into the Union In the month of May or prior will receive the full allotment (I/ e1ght 
{BJ paid sick leave days {64 hours) Immediately upon transfer. Existing County empfoyees transje"fng Into the Union In the 
months of June, July, August; or September will not be pro'lllded with paid slr:k leave days, 

Payment for any unused sick leave shall be made to the employee in the form of a bonus check In a 
Jump sum amount at the end of the fiscal year, provided the employee is still on the payroll at that time. 
The check shall be calculated as of September 30 and paid to employees in mid-December. Employees 
who terminate after September 30, but before the mid-December payment, will be paid this balance at 
their date of termination. Employees who leave County employment shall receive 50% of their unused 
sick leave. New employees who terminate must work a complete pay-period prior to receiving any 
payment for their sick leave. 

Section 2. Utilization of Sick Leave. Sick time taken during the year, up to the maximum of eight (8) days, 
will be time off with pay at the time lt is taken. Employees may only use vacation time to supplement 
the first 8 days/64 hours of absence after using any remaining balance of the 64 hours, at the 
employee's option . 

-Siek4;Time taken in excess of eight (8) days for an employee's own injury or illness will be paid according 
to the following compensation benefit: 



• 

• 

• 

a If employees are eligible because of seniority for 85% or 65% compensation benefits, they must 
use these benefits second after exhausting the 64 hours, or the pro-rated portion thereof. No 
vacation leave can be used to substitute for or supplement the 85/65% compensation benefits.* 

b, If an employee has previously used all eight {8) days sick leave but is eligible for 85% compensation 
benefit on day #9 (or hour 65) of the leave~ s/he may choose to use vacation leave or be docked 
while waiting until the 85% compensation benefit becomes effective. 

c. Employees will be eligible for one firsMime 85/65% meElieal lea• e ef ab5enee compensation 
benefit per fiscal year in accordance with Section 3 below. If the employee returns to work from 
a first-time 85/65% ffledieal le aye compensation benefit without utilizing all available benefits and 
is out again due to illness/injury for five (5) or more consecutive work days, the 85/65% 
compensation benefit will continue from where it left off payable from day one of the subsequent 
absence. The same shall apply to any additional qualifying absences during the fiscal year until all 
85/65% compensation benefits are exhausted. Employees who return to work from an 85/65% 
lea••e af aBseRee compensation beneflt due to a critical or life-threatening illness/injury but who 
continue on a scheduled treatment plan directfy related to this medical condition may be eligible 
to use their remaining 85/65% compensation benefits to cover time off for such treatment 
withoutservinganotherwaitingperiod, The treatment plan must be prescribed by the employee's 
physician and is subject to authorization by the County's Occupational Health Clinic, 

Sick leave may be used for illness or injury to the employee orto his/her immediate family if the 
employee is needed to provide care to the family member. Immediate family is defined as 
spouse, parent or child as per the Family Medical Leave Act and County FM LA/Domestic Partner 
Policy, Sick leave may also be used for medical or dental appointments of the employee or the 
employee's immediate family. 

Employees with an authorized FM LA/Domestic Partner leave certification for a personal or 
covered family member and, who have exhausted their64 hours of allotted sick leave, may use 
accrued vacation leave for an absence from work that is covered by the certffication. This 
provision does not alter the 85/65% compensation benefit language. 

Section 3. Compensation Beyond Eight (81 Days Sick Leave. Regular, full~time (40 hours) employees who 
are off work due to illness or injury of the employee for eight {8) consecutive days or more* shall receive 
pay in the amount of 85% compensation of their regular straighHime earnings for each consecutive 
workday missed in accordance with their years of service and the following schedule: 

Days of consecutive 
Years of Service 

6 mos but less than-1 yr 
1 but less than 3 

3 but less than 5 

5 and over 

Absence Paid for 
9 •• 

9 through 16 (64 
hours) 
9 through 26 (144 
hours) 
9 through 30 (176 
hours) 
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All permanent part-time employees shall be entitled to receive pay under this Section based upon their 
normal scheduled day, i.e., employees who work4 hours per day will receive 85% or 65% of their 

regular, straight-time payfor4 hours of each covered day of absence, Fu/I-time employees who have 
been absent and receiving 85/65% compensation benefit pay and who can return to limited and/or 

modlfied duty part-time can continue to receive 85/65% compensation benefit pay for the portion of 
their scheduled hours they are not able to work. 

* For purposes of this section, e"ight (8) consecutive workdays mean 64 hours of work, and a 
workday shall be 8 hours. 

** Meaning that the employee is paid for the 9th day of absence, or for the 65th-72nd hours. 

Employees with six (6} or more years of service will be paid for an absence due to illness or injury of the 

employee for consecutive days of absence beginning with the 31st day, in the amount of 65% of the 
employee's regular, straight-time earnings, for a maximum of 1040 hours. This payment wUI be paid by 
the County or by an insurance carrier at the County's option but will only be paid under any 
circumstances until the sooner of: 

(a) the employee returns to work; 

(b) receives a disability retirement 
(c) retires on any other basis; 
(d) quits; 

(e) is determined by competent medical expert of the County's choosing to be fit to return to work; 

or 
(f) it is determined by competent medical expert of the County's choosing that the employee will 

not be fit to return to work within six {6) months from the 31st consecutive day of the absence; 

or 
(g) six {6) months measured from the 31st consecutive day of the absence. 

Payment received under th is Section 3 shall be offset by any Worker's Compensation benefit received by 
the employee for the same period. An employee who received GSr.: eti5abilit; lea,e compensation 

benefit for the maximum period of six (6) months, and who is still not fit to return to work may be 
tenninated at that time if the County so elects. 

Section 4. Proof of Sickness or Injury. As a condition for receipt of pay for an employee's own illness or 
injury as set forth in Section 3 above, the County may require proof of Illness or injury which 

ineapaei-'Eates shall be in accordance with the requirements of Family Medical Leave Act )FM[A) and 
other appl1cable laws. te tl=le em~le•fee ffem •1erldA&. Failure to supply such proof as is satisfactory to 
maRagemeAt the Countv or duly authorit.ed agent will result ln pay being withheld or not paid. 

Section 5. Current Sick Leave Banks. An employee may elect to use accrued sick leave banks for any 
days of consecutive absence but shall not be paid under Section 3 for any such days for which he/she 
uses accrued sick leave. Employees covered by this Agreement who have accrued sick leave under the 
County's policy in effect at the time of the signing of this Agreement shall be entitled to use their 

accrued amounts in any manner permitted by that policy, but no employee covered by this Agreement 
shall accrue any additional sick leave beyond that which is accrued as of September 30, 1982. Except for 
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the application of the County's policy for the purpose of utilization of previously accrued sick leave, that 
policy shall be null and void for all employees covered by thls Agreement. 

Section 6. Return to Work. Employees who are absent due to sickness or injury may be required to 
provide medical approval for their return to work. 

Section 7. Approval. Leave forms are required for all absences, Management wil! approve or disapprove 
leave requests by the end of the workday for requests of one (1) day. Requests are to be submitted to 

the appropriate supervisor with authority to approve or disapprove no later than the beginning of the 
work shift the day before the requested day off. Management will approve or disapprove leave 
requests of more than one (1) day within 48 hours of receipt This does not supersede Departmental 

and Merit Rule requirements for notice . 
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ARTICLE 11 

Compassionate Leave 

Remains as is; Management moves to maintain original language 02/05/2025. 

Section 1. In the event of a death in the employee's immediate family, the employee will be granted 

leave with pay. Such leave will be for four (4) consecutive work days. Requests for the leave shall be 
made to the Department or Division Head on a form to be supplied by the County. 

Documentation/Verification may be requested by management. 

Section 2. The immediate family shall include the employee's mother, father, sister, brother, children, 

grandparents, grandchildren, spouse, mother-in-law, father-in-law, stepchildren, stepparents and 
certified domestic partner and eligible dependents of a certified domestic partner. 
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ARTICLE 15 
Holidays 

Remains as is; Management moves to maintain original language 02/05/2025. 

Section 1. Employees covered by this Agreement, who are entitled to a paid Holiday benefit under the 

County's present policy, will continue to receive Holiday pay for the following holidays: 

New Year's Day, Martin Luther King's Birthday, Washington's Birthday, Memorial Day, Juneteenth, 

Fourth of July, Labor Day, Columbus Day, Veteran's Day, Thanksgiving Day, Christmas Day, and two (2) 

floating holidays to be added to or substituted for any of the above, at the discretion of the Board of 

County Commissioners. 

Section 2. The conditions for receipt of holiday pay shall be as provided by County policies as they 

presently exist or are changed from time to time, provided that employees who do not receive pay for 

the scheduled workday immediately before or after the holiday (excluding disciplinary suspensions or 

union business), shall not receive holiday pay. The Union shall be notified of any changes in holiday pay 

policies. If the change is an increase or decrease in the number of general application to employees 

covered by this Agreement, it shall be negotiated with the Union prior to implementing the change. 

Section 3. A holiday will be paid as an eight hour day. In departments/divisions where employees are 

scheduled to work four ten-hour days, the Department will either change work schedules during the 

holiday week or opt for a yearly schedule of ten holidays at ten hours pay (omitting Washington's 

Birthday and Columbus Day), at the Department's discretion. Under no circumstances will a 40 hour 

week employee receive less than 40 hours of pay during a holiday week. 
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AR'l]CI..E 16 
Vacation Leave 

Remains as is; Management moves to maintain original language 02/05/2025. 

Section 1. Acc[ual of vacation leave. 

a. Vacation leave accrual for full time employees is as follows: 

Years of Em11lol(ment Hours 11er Pal( 
Period 

1st year 4.00 hours 

Beginning of 2nd year thru 

Completion of 5th year 4.62 hours 

Beginning of 6th year 4.93 hours 
Beginning of 7th year 5.24 hours 

Beginning of 8th year 5.54 hours 

Beginning of 9th year 5.85 hours 

Beginning of 10th year 6.16 hours 

b. Permanent part-time employees will earn pro-rated vacation hours based on their scheduled 

hours per week. Part-time employees can calculate the amount of vacation hours they will accrue 
each pay period by dividing their scheduled hours per week by 40 and multiplying the result times 

the vacation hours accrual of a full time employee. 

For example: 30 divided by 40 = .75 times 6.16 (accrual for a 10 year employee)= 4.62 hours per 

pay period. 

c. Employees who are paid less than their weekly schedule will have their vacation accrual pro-rated 

for the pay period. For example, a ten (10) year employee who is docked eight (8) hours of pay 
would accrue 5.54 hours instead of 6.16 hours (8 hours divided by 80 = 10% reduction in the 

accrual). 

d. Vacation accruals are reflected in the employee's paycheck the week following the end of the pay 

period. Employees cannot take more vacation time than is shown as a balance on their last 

paycheck. 

e. No vacation leave shall accrue to employees in any bi-weekly pay period in which more than one
half (½) of their bi-weekly schedule is reported as LWOP. 

f. A new employee shall begin accruing vacation leave after one (1) full pay period. 

g. The maximum accumulation of vacation leave that can be carried over from one calendar year to 
another is 400 hours. Any employee who has accrued vacation leave in excess of 400 hours at 
the end of the last pay period of each calendar year shall forfeit the excess leave and the vacation 

leave balance shall automatically be reduced to 400 hours. 



Exception: Employees who have requested leave and because of documented extenuating 

circumstances have not been able to use excess vacation leave during the year will be 

allowed to carry over the excess time to the next calendar year. 

Section 2. Use of vacation l_eave. 

a. Notification - No vacation leave may be taken without prior approval by the employee's 

immediate supervisor, and the denial of vacation leave is not grievable. 

b. All employees are charged the number of their regularly scheduled daily hours for each day used 

for vacation leave. 

c. Vacation leave may be granted to attend funerals of friends or family. It may also be used to 

extend a compassionate leave absence after that leave has been expended. 

d. Vacation leave is to be used for personal religious holidays other than those specified as legal 

holidays. 

e. Vacation leave is to be used to transact personal business which cannot be transacted except 

during working hours. 

f. Each employee is required to take a minimum of 80 hours of vacation leave per calendar year 

after completion of one (1) year of service. 

Exc:eption: Upon approval of the Department Head, an employee may be granted a waiver from 
this requirement if the employee submits a request to use the leave for a future 

specified occurrence such as an extended vacation. 

g. Management will approve or disapprove leave requests by the end of the workday for requests 

of one (1) day. Requests are to be submitted to the appropriate supervisor with authority to 
approve or disapprove no later than the beginning of the work shift the day before the requested 

day off. 

Management will approve or disapprove leave requests of more than one (1) day within 48 
hours of receipt. This does not supersede Departmental and Merit Rule requirements for 

notice. 

Section 3. Payment for unused vacation leave credits~. 

a. Payment of all accrued vacation leave credits is effective the payday following the date of 

separation from County service. 

b. Employees terminating with less than three (3) months of service shall not receive payment for 

unused vacation leave. 

c. In the event of the death of a permanent-status employee, all payments for accrued vacation 

leave will be made to the employee's beneficiary, estate, or as provided by law. 
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Employment of Union President 

Remains as is; Management moves to maintain original language 02/05/2025. 

Section 1. Upon a County employee becoming Local President, s/he may elect to resign his/her 

position with the County. If and when the President elects to resign his/her position with the 
County, s/he must give a notice of at least two (2) weeks. The Local President will be allowed to 

continue insurance benefits; however, the president and/or the Union will be responsible to pay the 
cost of the County's part. 

Section 2. Upon resignation, the employee will retain a one time recall right to an available, vacant 
County position within the bargaining unit for which s/he meets minimum entrance requirements, 

without competition, at a pay grade level at or below the pay grade left. Within ninety (90} days of 
vacating the position of Local President or at any time while still the Local President, the County 

must be notified of the wish to exercise the option to return to work. Upon return to work, past 
seniority and insurance benefits will be reinstated . 
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ARTICLE 21 
Certification or Re-Certification 

Remains as is; Management moves to maintain original language 02/05/2025. 

Section 1. Any employee who is required to take County-imposed courses, classes, certification or re
certification will be entitled to the following: 

a. If there is a cost involved in taking the above, the County will pay the cost, including books. 

b. All County-imposed classes, courses, certification or re-certification may be held during regular 
working hours if available during regular working hours. In the event employees must take the 
above on non-work time, the employee's work schedule may be changed. 

c. The above shall apply to all job classifications in the bargaining unit. 

d. If an employee who has received reimbursement for the cost of any classes, courses, certification 
or re-certification leaves County employment prior to the expiration of the above; the employee 

will be required to pay back to the County a prorated portion of the cost. 

Section 2. All licenses, certifications, etc., that are required by Federal or State laws, rules or regulations 

are not eligible for the above referenced reimbursement. 

Section 3. All Bargaining Unit Certifications and pay for such certifications are listed in the Palm Beach 

County Classification and Pay Plan. Any changes to the certifications, including the elimination of a 
certification, additional certifications and certification pay must be negotiated. 
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ARTICLE4 
Grievance Procedure 
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new language contain herein. ·cc========----------

Sect!on 1. Definition. For the purpose of this Agreement, a grievance is any dispute or difference 
of opinion between the County and the Union, or between the County and any of its employees covered 
by this Agreement, involving the interpretation or application of the provisions of this Agreement; or the 
written reprimand, suspension, or discharge of an employee covered by this Agreement. Disputes 
concerning the meaning or application of any rules, regulations, ordinances, laws or policies not 
specifically contained within this Agreement are not subject to the grievance procedure set forth below 
except for their application in a case of discipline or discharge. 

Section 2. Both parties endorse the concept that individual grievances should be resolved at the lowest 
possible level of management 

Section 3. Procedures: Grievances shall be handled in the following manner: 

~ Individual Employee Grievances: 

Step 1: Any employee who believes s/he has a grievance shall present it to the Division Head or 
designee in writing on a form to be supplied by the Union to include the following (See 
Section 4, Time Limit for Fillng): 

(a) the employee's name and signature; 

(b) date of alleged incident giving rise to the grievance; 
(c) all known relevant information concerning the grievance; 
(d) provision of the Agreement allegedly violated; 
(e) relief sought by the employee; 

The referral to this level of management must be made within fifteen (15) working days after the 

event giving rise to the grievance or within fifteen (15) working days after the employee, 
through the use of reasonable diligence, should have obtained knowledge of the occurrence 

of the event. The Division Head or designee shall meet with the grievant, investigate and 
give consideration to available facts, and consult with any other person(s) he/she believes 
may be able to help resolve the matter. The Division Head ordesignee shall reply in writing 
stating all known relevant information on which the decision was based within fifteen (15) 
working days of the meeting. 

Step 2: If the grievance is not settled satisfactorily in Step 1 above, it may be referred by the 

grieving employee(s) to the department head or designee within fifteen (15) working days 
after the first step answer is given or the time by which the first step answer should have 
been given if not provided. If requested, the department head or designee will meet with 
the grievant. The department head or deslgnee shall reply in writing stating all known 
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relevant information on which the decision was based within fifteen (15) working days of 
the meeting. 

Step 3: If the grievance is not settled satisfactorily in Step 2 above, it may be referred by the 

grieving employee{s) to the Director of Human Resources within fifteen (15) working days 
after the second Step answer is given or the time by which the second Step answer should 

have been given if not provided. The Director of Human Resources or his/herdesignee shall 
meet with the grievant within fi.fteen (1Sj thirty {30) working days of receipt of the 
grievance and shall reply in writing stating all known relevant lnfonnation on which the 

decision was based within fifteen (15) working days of the meeting. If for any reason, the 
Director of Human Resources or deslgnee falls to reply within the fifteen {15) working days 
of the meeting with the grievant the grievance shall be deemed denied. 

Q,_ Class Action or Union Grievances: 

The Union may file a class action grievance on behalf of several employees or a grievance relating to 

contract language disputes. Such grievances shall be filed at Step 3 of the grievance 
procedure within fifteen {15) working days after the Union/Grievant through the use of 
reasonable diligence, should have obtained knowledge of the occurrence of the event giving 
rise to the grievance. 

Step 4: If the grievance is not settled in accordance with the foregoing procedure, the 
Unlon/Grievant may invoke arbitration by sending a Notice to Arbitrate to the Human 

Resources Director or designee. within thirty {30) working days after receipt of the Director 
of Human Resources-aASWeF. decision, or (30) working days after the date that the grievanc:::e 
is deemed denlgd, whichever occurs first. 

, __ -'-·is of sending Notice of Intent to arbitrate +Re b!Aian v•ill 

an ReSOl;lfees te elise1:1ss t!:te gFie,anee jilrierte 
Unlgn/Grlevant shall request~a list of at !east five {SJ eanel ef arbitrators from the Federal 
Mediation and Conciliation Service. Unless formally agreed uoon by both parties in writing 
fa_ilure to meet within the specified timeframe will result in the grievance being denied and 

.•~ .: ... 1. .......... ,,.~ .. - •J..- __ .... ~ • ..1~--~..1 ... - ... -..1 ,,:,._._!!! iSGYe FCFRaiAS l;lRfCGO! 

••erl~ing 9a fS Fel'j~:lest tile 
eeeral Meefiatien ans' Censmatian SeP1ee te su~Fnit a list effl••e (§) aFBitr:atar:s. 

The parties shall meet within {twenty) 20 working days upon receipt of the list and, if unable 
to agree upon an arbitrator, shall choose an arbitrator from the list by alternate striking of 

names, two at a time with the Union striking first. The arbitrator should be notified of 
his/her selection by a joint letter from the County and the Union requesting thats/he set a 
time and place for the hearing subject to availability of the County and Union 
representatives, 

Each party is allowed one cancelration of a scheduled arbitration and any associated costs 

will be shared equally by the parties, Any associated costs for additional requests to cancel 
v.,i!! be fully paid by the cancellrng party. lf an employee ls reinstated by the arbitrator and !f 
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back pay/benefits is awarded. the award wlll be calculated from the originally scheduled 
arbitration date. exceot for any cancellation unilaterally reouested by the County. 

The arbitrator shall have no right to amend, modify, nullify, ignore, add to or subtract from 

the provisions of this Agreement In a discipline case, s/he shall not have the right to modify 
the degree of discipline if just cause for any discipline has been found, unless the discipline 
is inatJpreipriate assereliRgte not orovided for ln the Merit Rule Disciplinary Guidelines. S/He 
shall consider and decide only the partlcu!ar iSStJe presented In writing by the County and 
the Union and his/her decision and award shall be based solely upon interpretation of the 
meaning or application of the terms of this Agreement to the facts of the grievance 
presented. If the matter sought to be arbitrated does not involve an interpretation of the 

express terms or provisions of this Agreement, the arbitrator shall so rule in his/her award 
and the matter shall not be further entertained by the arbitrator. The fee and expenses of 
the arbitrator shall be divided equally between the parties. In no event shall an award be 
retroactive to a date more than fifteen (15) working days prior to the date of the filing of the 
grievance. 

Where the Unlon Is not a party and does not represent the aggrieved non-member in the 
arbitration proceedings, the grievant must deposit, twenty (20) days prior to the Arbitration 

Hearing, in a County escrow account, a sum equal to the estimated cost of the 
compensation and expenses of the arbitrator. Each party shall bear all costs of preparing 

and presenting its own case. Either party desiring a record of the proceedings shall pay for 
the record and/or stenographic services. The County will require the grievantto make the 

appropriate deposit by cash, money order, or certified check, to be held by the County in 
escrow toward payment of the arbitration costs. If there is a dispute as to the appropriate 

deposit, said dispute shall be submitted1 in writing, to the arbitrator for resolution prior to 
the hearing. 

_g,. Exoedited Arbitration: 

Any grievance of a disciplinary action up to an~ including termination of employment, 
except those grievances that also involve one or more issues of arbitrability or contract 

interpretation, may be submitted by either party to expedited arbitration by notifying the 
other party in writing within thirty (30) working days after the filing of a request for 
arbitration by the Union. 

For expedited arbitration of grievances involving termination of employment, any decision 
by the arbitrator to award back pay or benefits shall be based on the time period from the 
effective date of the grievant's termination up to the date of the arbitrator's decision, not to 
exceed six {6) months from the effective date of the Human Resources Director's final 
written response at Step 4 or the effective date that the grievance is deemed den led. 

In cases of termination, either party may notify the other party in writing within thirty (30) 
working days after receiving written notice of the other party's election to submit the 
grievance to expedited arbitration that they elect not to go to expedited arbitration. If such 
an election is made, the grievance will not be submitted to expedited arbitration . 
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A panel of five (5) arbitrators will be selected and agreed upon by the parties. Each arbitrator 
will serve until his or her services are terminated by written notice from either party to the 

other party. The arbitrator will be notified that his or her services are terminated by a joint 
letter from both parties. The arbitrator will conclude his or her services by deciding any 
grievances heard by the arbitrator before the date of the joint letter notifying him or her of 
termination of services. A successor arbitrator will be selected and agreed upon by the 
parties. 

Arbitrators will be assigned grievances in rotating order designated and agreed upon by the 
parties. If a grievance is postponed after an arbitrator has been assigned, the grievance will 
continue to be assigned to the same arbitrator. If a g:r-ie raRse is settlee!, saRee!ed er 

·"'-'--'---·- _,,._ __ --- SitFater has BeeR assi@'Red 81:1:i: BefeFe :i:he aFblti:atar eleeiefestl'le 

ter o,ill Be tf:te Relft aFB~Fa:C:er IR the FetatieRal eri:lerte be assi-gFieel a 

If an arbitrator is not available for a hearing within thirty (30) working days after receiving 

an assignment, the grievance will be assigned to tlle Aext arbH;rater iA tlie FGt:atienal erder 
another arbitrator agreed upon bv both parties . 

If AS arSit;Fi!teF saR Rear the sase •uithiFI thii=t;,, (3Qj • eFMAg ela 1s, tl'le ease• •ill Be assigA:ed te 
□Ar arhitFater Re eaA Rear t!:ie ease at the earlieet date. 

£,. Procedure for Expedited Arbitration 

The parties will notify the arbitrator by joint letter of the intent to proceed to expedited 
arbitration. The arbitrator and the parties will agree to a hearing date. 

Before the hearing, the parties may submit to the arbitrator a joint stipulation of any facts 
that the parties agree are not in dispute. 

The hearing will be generally conducted the same as any other arbitration hearing. The 
hearing will be informal without formal rules of evidence. However, the arbitrator must be 
satisfied that the evidence submitted ls relevant and of a type on which he or she can 

reasonably rely, that the hearing is in all respects a fair one, and that all facts reasonably 
obtainable and necessary for a fair decision are brought before the arbitrator. 

A transcript of the hearing is not required. However, either party at the party's own expense, 

may order a court reporter to attend the hearing. If either party orders a transcript of the 
hearing, the other party may obtain a copy of the transcript of the hearing upon payment of 
half the cost of the transcript . 

Upon completion of the arbitration hearing, the arbitrator will render a bench decision 
consistent with and pursuant to this Agreement, including but not limited to Article 4. 

The decision of the arbitrator will determine the grievance; however, it will only apply to the 
grievance being arbitrated and will not set practice or precedent. 
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The time limits above may be extended by written agreement of the parties or at the 
arbitrator's request . 

The decision of the arbitrator will settle the grievance, and the County, Union and Grievant 

agree to abide by such decision. The compensation and expenses of the arbitrator and the 

general expenses of the arbitration will be borne by the County and the Union in equal 

parts. Each party will bear the expense of its representatives and witnesses. 

Any expenses incurred or fees charged by the arbitrator because of one party's unilateral 
cancellation or postponement of an expedited arbitration hearing will be borne by the party 
requesting such cancellation or postponement in accordance with Section 3b above. 

All provisions of the Agreement, Including but not limited to Article 4, that are not 

specifically in conflict with the expedited arbitration provisions above shall remain in full 
force and effect for, and apply to, any grievance submitted to expedited arbitration. 

Section 4. Time Limit for Filing. No grievance shall be entertained or processed unless it Is submitted to 

the County at Step 1 above within fifteen (15) working days after the occurrence of the event giving rise 

to the grievance, or within fifteen {15) working days after the employee, through the use of reasonable 

diligence, should have obtained knowledge of the occurrence of the event giving rise to the grievance. If 
the grievance is the result of a discharge"', the grievance must be submitted only to Step 3 within the 

time frame specified above. Newly hired employees serving a probationary period may grieve 
termination during probation only to Step 3 of the grievance procedure. 

Section 5. Time Limits for Appeal. A grievance must be filed and appealed within the time limits set 

forth above or the grievance shall be considered withdrawn. Any grievance not timely answered by the 

County shall be deemed denied and immediately grievable to the next step. Waiver of these time limits 

may only be accomplished by mutual agreement in writing. Steps one and two may also be waived in 

writing and time l!mits will commence from the date of t~e waiver accordingly. 

Section 6. Union Representation. Employees who are grieving discipline must be present at all step 

meetings, and may also be represented by a Union representative at any step of the grievance 
procedure If they choose . 

Section 7. Nothing in this grievance procedure shall be construed to prevent any employee from 

presenting, at anytime, his/her own grievances, in person or by legal counsel, and having such 

grievances adjusted without the intervention of the Unlon, if the adjustment is not inconsistent with the 

terms of the Agreement and if the Union has been given reasonable opportunity to be present at any 
meeting called for the resolution of such grievances. 

After an employee(s) has referred a grievance to the Union and the Union representative has informed 

the County that the Union represents said employee(s), the County will not discuss (except in the course 

of any investigation conducted by the County) or adjust such grievance directly with said employee(s). 

Section 8- Time limit for Issuing Discipline. In the event management determines that there is or may 

be cause to discipline an employee for any reason, management shall either impose discipline or notify 

the employee of its intent in writing to investigate the occurrence giving rise to the possible discipline 

within thirty (30) working days of the occurrence, or the date on which management first became aware 
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of the occurrence, whichever date is later. After notification of intent to investigate, management must 

impose discipline within forty~five (45} working days of the notice. If management fails to meet the time 

limits specified aboveJ no discipline shall be imposed on the employee for the occurrence. 

Section 9. Waiver of Personnel Appeals Bgard gr Employee Grievance Committee Appeals. Any matter 

defined as a grievance in Section 1 ofthis Agreement may only be processed through the grievance 
procedure of this Agreement and may not be appealed to the Personnel Appeals Board or through the 

County's Merit System Grievance Procedure. Employees covered by this Agreement hereby waive any 

right to resort to the Personnel Appeals Board orto the County Mer"1tSystem Grievance Procedure 

concerning any matter defined in this Agreement as a grievance . 
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Wages 

Section 1. Increases. Employees covered by this Agreement shall receive the following salary increases 

for the term of this contract. Under no circumstances shall an increase cause an employee's base rate of 
pay to exceed the maximum rate established for the job class. As of October 1, 1997, employees at or 

above the maximum rate will continue to receive their across-the-board increases on their base rate of 
pay. Employees, who are at the maximum of their pay grade, will receive the percentage increase 
indicated below as a lump-sum . 

Effective the payroll period in which falls: 
October 1, 2024: 6% across the board. 

Section 2. Working In Higher Classification. Employees assigned to work in a higher classification for 
eight (8) hours shall be paid at the minimum of the higher classification or five (5) % of the employee's 

current rate, whichever is higher, from the 1st hour until they are returned to their regular classification. 

Section 3. Hire Above Minimum. The County and the Union agree that applicants will not be hired 
above the applicable start rate. Employees may not be granted special wage increases. 

Shift Differential: 

Employees who work a shift (majority of the shift falls after 5:00 p.m.) shall receive an additional 
five (5) % on their current rate of pay, provided their current pay does not exceed the maximum 

of the pay grade. In such case, the employee )Nill receive five (5) % above the maximum of the 
pay grade. If the employee is transferred from either of the night shifts to the day shift, the shift 

differential will be discontinued. 

Standb~ 

All employees who are on standby-duty/on-call will receive $2.50 for each hour they are on 
standby duty including time worked while on standby duty. 

Leqg_wQr_ker: 

Lead worker pay shall be six (6) % of the employee's current rate of pay . 

If the lead worker duties cease, the lead worker pay will be discontinued. 

' 
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ARTICLE 22 
Duration 

This Agreement shall be effective on October 1, 20241 and shall remain in full force and effect through 

September 30, 2024c2.. It shall autematically be reRewee from 'fear te year tAereaiter The terms of the 
agreement shall remain in effect unless either party gives written notice of a desire to modify, amend or 

terminate the Agreement at least sixty (60) days prior to the anniversary date of this Agreement. 

1 
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Job Classifications 

Appendix A will be updated as the Public Employees Relations Commission (PERC) updates the 
Communication Workers of America's (Local 3181) job classification listing. 

04133 A/C & Refrigeration Specialist I 

04134 A/C & Refrigeration Specialist II 

09359 Air Quality Technician 

04101 Airports Striping Technician 

06211 Animal Behavior & Enrichment 
Coordinator 

06210 Animal Care Coordinator 

06200 Animal Care Specialist 

06205 Animal Care Veterinary 
Assistant 

06207 Animal Control Officer I 

06212 Animal Control Officer II 

04135 Apprentice I 

04136 Apprentice II 

04137 Apprentice Ill 

04138 Apprentice IV 

04210 Automotive Technician I 

04211 Automotive Technician II 

04226 Bindery Worker 

04140 Bridge Mechanic I 

04141 Bridge Mechanic II 

09025 Bridge Repairer 

09015 Bridge Tender 

04110 Carpenter 

02001 Certified Playground Safety 

Inspector 

02008 Chemical Spray Technician 

02170 Child Development Assistant 

04130 Commercial Equipment Technician 

00237 Communicator (Bargaining Unit) 

05111 Cook II 

05112 Cook Ill 

09111 Custodial Worker 

09035 Dredge Operator 

04116 Electrician 

04208 Equipment Analyst 

04214 Equipment Mechanic 

04151 Facility Plant Mechanic 

09201 Field Office Coordinator 

09202 Field Office Coordinator II 

03510 Gardner 

04103 General Maintenance Mechanic 

02135 Golf Attendant 

04422 Graphics Designer I 

04425 Graphics Designer II 

04427 Graphics Production Coordinator 

04118 Industrial Electrician 

09367 Infiltration & Inflow Technician I 

09368 Infiltration & Inflow Technician II 

04106 Irrigation Technician 

01960 Land Management Assistant 

01961 Land Management Assistant II 

02200 Library Associate Driver 

09329 Lift Station Technician I 

09330 Lift Station Technician II 

04107 Locksmith 

09000 Maintenance Worker I 

09001 Maintenance Worker II 

09002 Maintenance Worker Ill 

09003 Maintenance Worker IV 

04119 Mason 

00325 Messenger 

09305 Meter Reader 

09375 Meter Service Technician 

09376 Meter Service Technician (Senior) 

'11-/zr 
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•· 01957 Mosquito Control Inspector 

01958 Mosquito Control Inspector II 

09005 Motor Equipment Operator I 

09006 Motor Equipment Operator II 

09007 Motor Equipment Operator Ill 

09008 Motor Equipment Operator IV 

02101 Ocean Lifeguard 

02102 Ocean Rescue Lieutenant 

04104 Painter 

02015 Park Ranger 

04223 Parts Specialist 

01057 Party Chief 

09004 Passenger Driver 

04113 Plumber 

02100 Pool Lifeguard 

04420 Printer I 

04421 Printer II 

09101 Public Works Crew Chief 

04105 Security Door Technician 

05025 Security Officer 

04437 Sign Shop Technician 

04438 Sign Shop Technician (Senior) 

00313 Storekeeper 

00310 Stores Clerk 

06243 Spay Shuttle Driver 

06246 Stray Shuttle Driver 

01053 Survey Aide 

01055 Survey Instrument Technician 

04145 Trades Crew Chief 

01110 Traffic Construction Worker I 

01112 Traffic Construction Worker II 

01103 Traffic Maintenance Worker I 

01104 Traffic Maintenance Worker II 

01105 Traffic Maintenance Worker Ill 

01113 Traffic Sign Installer 

01109 Traffic Sign Servicer 

01107 Traffic Signal Technician I 

01108 Traffic Signal Technician II 

01114 Traffic Systems Technician I 

01117 Traffic Systems Technician II 

01100 Traffic Technician I 

01101 Traffic Technician II 

02005 Tree Trimmer 

09380 Utility Construction Crew Chief 

09377 Utility Construction Technician I 

09378 Utility Construction Technician II 

09379 Utility Construction Technician Ill 

09360 Utility Line Crew Chief 

01102 Utility Line Locate Technician 

09361 Utility Line Technician I 

09362 Utility Line Technician II 

09363 Utility Line Technician Ill 

09401 Utility Maintenance Worker 

09325 Utility Plant Mechanic 

09315 Utility Plant Operator Apprentice 

09317 Utility Plant Operator I 

09318 Utility Plant Operator II 

09303 Utility Routing Specialist 

04123 Welder I 

04124 Welder II 
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Wages 

Section 1. Increases. Employees covered by this Agreement shall receive the following salary increases 
for the term of this contract. Under no circumstances shall an increase cause an employee's base rate of 
pay to exceed the maximum rate established for the job class. As of October 1, 1997, employees at or 

above the maximum rate will continue to receive their across-the-board increases on their base rate of 

pay. Employees, who are at the maximum of their pay grade, will receive the percentage increase 
indicated below as a lump-sum . 

Effective the payroll period in which falls: 
October 1, 2024: 6% across the board. 

Section 2. Working In Higher Classification. Employees assigned to work in a higher classification for 
eight (8) hours shall be paid at the minimum of the higher classification or five (5) % of the employee's 

current rate, whichever is higher, from the 1st hour until they are returned to their regular classification. 

Section 3. Hire Above Minimum. The County and the Union agree that applicants will not be hired 
above the applicable start rate. Employees may not be granted special wage increases. 

Shift Diff_!l_rential: 

Employees who work a shift (majority of the shift falls after 5:00 p.m.) shall receive an additional 

five (5) % on their current rate of pay, provided their current pay does not exceed the maximum 
of the pay grade. In such case, the employee )Nill receive five (5) % above the maximum of the 
pay grade. If the employee is transferred from either of the night shifts to the day shift, the shift 

differential will be discontinued. 

Standby Pay: 

All employees who are on standby-duty/on-call will receive $2.50 for each hour they are on 
standby duty including time worked while on standby duty. 

Lead WQr]<er: 

Lead worker pay shall be six (6) % of the employee's current rate of pay . 

If the lead worker duties cease, the lead worker pay will be discontinued. 

' 


