
MEMORANDUM OF AGREEMENT 
 

Re: 2024-2026 Contract Extension for Dispatch Supervisors Unit 
 

THIS MEMORANDUM OF AGREEMENT (MOA) is entered into by and between Grays Harbor 
Transit (“Employer”) and the Amalgamated Transit Union, Local 1765 (“Union”), collectively the “parties.”  
 

I. RECITALS 
 

The parties wish to enter into this MOA to extend the duration of the Collective Bargaining 
Agreement (the “Agreement”), which is currently from November 14, 2022, through June 30, 2024. 
 

II. AGREEMENT 
 

IN CONSIDERATION OF the mutual covenants and promises contained herein, the parties agree, 
as follows: 

1. Extension of Duration.  The term of the Agreement shall be extended by two (2) years, with 
a new termination date of June 30, 2026 (the “Extension”). 

 
2.  General Wage Adjustment.  All employees shall receive base wage rate increases, as 

provided in Attachment A. 
 

3. Longevity Pay.  Longevity pay will change to the new scale, as provided in Appendix A, and 
is effective upon this MOA’s full execution (no retroactivity). 
   

4. Modification of the Agreement.  Terms and conditions of the Agreement will be modified, 
as provided in Attachment A. Except and are effective upon this MOA’s full execution.   

 
5. MOA Expiration.  This MOA will expire on the successor Agreement’s effective date. 

 
6. Incorporation to Successor Agreement.  Unless the parties otherwise agree in writing, the 

terms of this MOA shall be incorporated into the successor Agreement. 
 

IN WITNESS WHEREOF, the parties have executed this Agreement as their free and voluntary act 
on the dates set forth below. 
   
GRAYS HARBOR TRANSIT BOARD OF 
DIRECTORS 

 AMALGAMATED TRANSIT UNION, 
LOCAL 1765587 

 
 
 

      

Vickie Raines 
Board Chairperson 

 Date  Mark Neuville 
Local President 

 Date 

       
GRAYS HARBOR TRANSIT   

 

 
 
 

   

Ken Mehin 
General Manager 

 Date  

 

Mark Neuville (Dec 13, 2023 15:09 PST)
Mark Neuville Dec 13, 2023Dec 13, 2023

Ken Mehin (Dec 13, 2023 19:09 PST)
Ken Mehin Dec 13, 2023



 
 
 
 

 

 

 

 

 

 

 

 

 

ATTACHMENT A 

  



COLLECTIVE BARGAINING 

AGREEMENT 
By and Between 

GRAYS HARBOR 

TRANSPORTATION AUTHORITY 

And 

AMALGAMATED TRANSIT UNION, 

LOCAL DIVISION 1765, AFL-CIO 
 

 

 

 
Covering 

DISPATCHER-FIELD SUPERVISORS 

(November 14, 2022 through June 30, 2026) 
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Preamble 

 
This Agreement is made and entered into upon full execution, by and between Grays 

Harbor Transportation Authority (GHT or the “Employer”) and the Amalgamated 

Transit Union, Local Division 1765, AFL-CIO (ATU or the “Union”). The purpose of 

this Agreement is to encourage a spirit of helpful cooperation and harmonious 

relations between the Employer and the employees and the Union to their mutual 

advantage and that of the public. 

 

Article 1 – Recognition 

 

1.1 The Employer recognizes the Union as the sole and exclusive bargaining 

representative for all Dispatcher-Field Supervisors employed by the Grays 

Harbor Transportation Authority, in accordance with PERC case no. 

132464-E-20, Decision 13160 (PECB, 2020), excluding confidential 

employees, “Relief” Dispatchers, and all other employees excluded from 

the bargaining unit by law. The bargaining unit work includes evaluating 

ADA eligibility applications for public transit services. 

 

1.2 On a limited or emergency basis, management personnel may temporarily 

perform bargaining unit work based on its operational needs. 

 

Article 2 – Definitions 

 

2.1 Employer: The Grays Harbor Transportation Authority d/b/a Grays Harbor 
Transit. 

2.2 Bargaining Representative or Union: The Amalgamated Transit Union, Local No. 
1765, AFL-CIO. 

2.3 Relief Dispatcher: An employee assigned to perform dispatch work on a 

limited basis. This position is in the Operators, Maintenance, and Customer 

Service bargaining unit and excluded from the Dispatchers-Field 

Supervisors bargaining unit. 

2.4 Union Officer: A person installed to the position of the ATU 

Local 1765 Financial Secretary, Recording Secretary, or 

Executive Board Officer. 

2.5 Full-Time Employee: An employee regularly scheduled to work forty (40) or more 
hours per week. 
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2.6 Probationary Period 

2.6.1. New Employees: At the end of the initial eight (8) weeks training 

period, new employees shall serve a probationary period of six (6) months. 

The union representative will be notified when the initial training is complete. 

The Employer may extend an employee’s probationary period up to six (6) 

months to further evaluate the employee. During the employee’s training and 

probationary periods, the Employer may terminate employment with or 

without cause, and such action is not subject to Article 7 (Grievance). The 

Employer shall provide an opportunity for the Union and the employee to 

meet with Management to discuss the reason(s) before the termination. 

2.6.2 Promoted/Transferred Employees: Employees who have been 

promoted/transferred into this unit shall serve an eight (8) week training 

period and a probationary period of 90 days from the initial date of 

promotion/transfer. Only during the training and probationary periods, the 

employee may voluntarily elect to return to their former bargaining unit 

position, or the Employer may elect for any reason to return the employee to 

their former position, and without loss of seniority for a 60-day period. 

2.6.3 Employee Transferring to a Non-bargaining Unit Position: Seniority for 

bargaining unit employees who are promoted or transfer into non-bargaining 

unit positions shall be frozen as of the date of their promotion or transfer and 

shall be retained for sixty (60) days. After the sixtieth (60th) day, if the 

employee stays in the non-bargaining unit position, all seniority rights in 

previous classification shall cease. The Employer reserves the right in the 

first sixty (60) days of a promotion or transfer to return that employee to 

his/her previous position for any reason and shall provide such reason to 

the employee. The employee may in the first sixty (60) days of a promotion 

or transfer return to his/her previous position without penalty or loss of 

seniority. 

Outside of the training and probationary window, an employee may request 

to move back to a previous classification if it is vacant. Employees will not 

be allowed to transfer back to their former classification if the reason for 

their removal is termination. 

2.7 Temporary Employees: Employees who hold jobs of limited duration due to 

special projects, abnormal workloads, or emergencies. Temporary 

employees are considered at-will employees and are not eligible for 

benefits, except as required by law. 
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Article 3 – Management Rights 

 

3.1 Except as otherwise expressly and specifically limited by the terms of this 

Agreement, the Employer shall retain all its customary, usual, and exclusive 

rights, decision-making, prerogatives, functions, and authority necessary to 

operate and direct the affairs of the Grays Harbor Transportation Authority in 

all of its various aspects, including, but not limited to, the right to direct the 

work force; to plan, direct and control all its operations and services; to 

determine the methods, means, and number of personnel by which such 

operations and services are to be conducted; to determine the workforce's 

size and composition, to determine the need for a reduction or an increase in 

the workforce; to contract out bargaining unit work with the Union’s consent; 

to assign or transfer employees and their work, and incidental duties 

reasonably connected with bargaining unit work may be assigned to 

employees; to determine whether goods or services should be made or 

purchased; to hire, promote, demote, suspend, discharge, or discipline for 

just cause; to introduce and implement new, improved, and automatic 

methods or equipment (including technology-based methods, 

communications, equipment, and tools) for efficiency or to reduce costs; to 

determine the need for additional education, training, cross- training; to 

make and enforce reasonable rules and regulations; and to change or 

eliminate existing methods, equipment or facilities. 

3.2 Emergency Transit Operations: To take all actions the Employer deems 

necessary to carry out transit services in an emergency. The Employer shall 

be the sole determiner about the existence of an emergency and all actions 

necessary to implement service. An “emergency” is a sudden or unexpected 

happening or situation that calls for action without delay. 

3.3 Grievability: The exercise of any management prerogative, function, 

or right which is not specifically modified by this Agreement is not 

subject to the grievance procedure. 

 

Article 4 – Union Security  
 

4.1.1 Dues Deduction Authorization: Upon receipt of a written, signed 
authorization form indicating an employee affirmatively consents to 
pay union dues, fees, and assessments, the Employer will deduct, in 
a manner provided by law, Union dues, fees, and assessments from 
the employee’s wages. The amount deducted shall be sent to the 
Union each month. Any employee wishing to revoke the dues 
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deduction authorization shall notify the Union in writing; the Union will 
then notify the Employer of the same. Upon notification by the Union, 
the Employer shall cease deducting dues, fees, and assessments by 
the next payroll period. Upon written authorization of any employee, 
the Employer shall deduct from such employee's wages the monthly 
membership dues, including initiation fees, and transmit the same to 
the Local 1765 Financial Secretary. The amounts deducted shall be 
transmitted monthly to the Union on behalf of the employees. The 
performance of this function is recognized as a service to the Union 
by the Employer. The Union agrees it will save the Employer 
harmless from any damages whatsoever incurred by carrying out this 
Article's provisions. 

4.1.2 New Employee Notice: The Employer will notify the Union within five 
(5) business days when a new employee is hired. 

4.1.3 ATU-COPE: The Employer agrees to deduct from each employee's 
paycheck who authorizes a contribution to the Amalgamated Transit 
Union Committee on Political Education (ATU-COPE). The amount 
deducted shall be transmitted to Local Division 1765 and forwarded 
to the Amalgamated Transit Union (ATU-COPE). The employee will 
specify the amount to be withheld for their contribution on the form 
provided for this purpose by ATU-COPE for whom such deductions 
have been made and the amount deducted for each such employee. 

4.2 Notice of Employee Discipline: The Union shall be notified if an 

employee receives any discipline; employee counseling is not 

considered discipline. 

4.3 Unpaid Union Business Leave: Officers, including executive board members, 

and shop stewards of the Union may be granted an unpaid leave of absence 

for Union business when requested. The leave period shall be less than 30 

days. The Employer shall grant or deny such requests based on its 

operational needs or if the leave would not generate overtime liability. All 

leave requests must be submitted in writing by the Union President or 

designee at least two (2) business days before the requested leave. On a 

case-by-case basis, other employees may be granted Union business leave, 

at the Employer's discretion, provided the requests will not be unreasonably 

denied. 

4.4 Long-Term Paid Union Officer Business Leave: The Employer agrees that 

Officers of the Union, excluding executive board members, may, upon 

written request, be granted a long-term paid leave of absence for purposes 

of fulfilling the duties of an elected or appointed Union officer. A long-term 

leave means a period of 30 days or longer. Leave requests under this 

subsection will not be denied by the Employer, provided they do not interfere 

with the Employer’s operations. Leave provided under this subsection shall 
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be subject to the following rules and requirements: 

4.4.1 The full salary and benefits for a full-time or part-time Union Officer 
shall be paid by the Employer during the leave of absence. The 
Union shall reimburse the Employer monthly for all payments made. 
Reimbursement shall include wages, all portions of federal, state, and 
local taxes paid by the Employer, any applicable medical, vision, 
disability, and dental premiums, PERS contributions, deferred 
compensation contributions, Social Security payments, and the full 
value of any accrued vacation days, sick days, and holidays. 

 

4.4.2 An employee returning from a leave of absence under this section will be 
placed in their former position with full seniority, full pay, and full benefits, 
subject to any terms of this Agreement governing the maximum accrual, 
carryover, and cash-out of leave or related benefits 

 

4.5 Indemnification: The Union agrees to indemnify and hold the Employer 
harmless for all claims or liabilities arising out of this Article, including any 
claims arising with an insurance carrier, but excluding any claims or 
liabilities arising from the Employer’s negligence or wrongful conduct. If any 
terms of this section violate state law or place the Employer’s insurance 
policy in jeopardy, the parties agree to reopen negotiations on the issue. 

 

Article 5 – No Strikes and Work Actions 

 
5.1 No Strikes and Work Actions: The Union and all members of the bargaining 

unit, as individuals or as a group, will not initiate, cause, permit, or 

participate or join in any strike, work stoppage, slowdown, picketing, or any 

other restriction of work. Employees in the bargaining unit, while acting in 

the course of their employment shall not honor any picket line established by 

the Union or any other labor organization when called upon to cross such 

picket line in the line of duty. The Union recognizes and agrees that 

disciplinary action, including discharge, may be taken by the Employer at its 

discretion against any employee engaged in a violation of this Article and is 

not subject to the grievance procedure in this Agreement. Such disciplinary 

action may be undertaken at the Employer's option and shall not preclude or 

restrict recourse to any other remedies, including an action for damage, 

which may be available to the Employer. 

5.2 Union Obligations: In the event of a strike, work stoppage, slowdown, 

picketing, observance or a picket line, or other restriction in any form, either 

on the basis of individual choice or collective employee conduct, the Union 

will, upon notification by the Employer, attempt to secure an immediate and 
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orderly return to work. This obligation and the obligations set forth in Section 

5.1 of this Agreement shall not be affected or limited by whether the subject 

matter is or is not subject to grievance and arbitration provisions of this 

Agreement. 

5.3 Benefits and Wages Denied: Employees shall not be entitled to wages and 

shall not accrue any benefits while they are engaged in a strike, work 

stoppage or other interruption of work. 

5.4 No Lockout: The Employer shall not engage in a lockout of employees 

during the term of this Agreement. 

 

Article 6 – Union Activities 

 

6.1 Conduct of Union Business: No union member or officer shall conduct any 

union business on employer time or employer premises without the 

Employer’s permission. 

6.2 Union Representatives: The Employer agrees to recognize one (1) Union 

shop steward to represent the employees of the bargaining unit. The 

Union agrees to notify the Employer in writing of the duly accredited 

representatives of the Union immediately upon their election or 

appointment. 

6.3 Access to Premises: The Employer agrees to permit duly authorized 

representatives of the Union to have access to the Employer’s premises to 

adjust grievances or confer with other bargaining unit employees, subject to 

security regulations, provided that such representative notifies the General 

Manager or designee and does not interfere with the Employer’s 

operations. 

6.4 Union Bulletin Board: The Employer will permit the Union to erect one (1) 

bulletin board for union use, of reasonable size, at a designated location. 

No materials shall be posted that is personally disparaging toward any 

board members or management of personnel of Grays Harbor 

Transportation Authority. A Union Officer shall sign all materials. The Union 

will limit the posting of any material on the Employer’s premises to its 

bulletin board. 

6.5 Labor-Management Committee: The Labor-Management Committee (LMC) 

meets periodically during the term of this Agreement to discuss matters of 

mutual concern. The LMC will meet at the request of either party. The 

LMC will consist of not more than three representatives from the Employer 

and three representatives from the Union. The party calling for the 

meeting will provide a copy of the agenda to the other party at least one 
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week before the meeting. 

 

Article 7 – Grievance Procedure 

 
7.1 Purpose: The purpose of this procedure is to provide an orderly method for 

resolving grievances. A determined effort shall be made to settle any such 

differences at the lowest possible level in the grievance procedure. There 

shall be no suspension of work or interference with the Employer's 

operations. 

7.2 Grievance Definition: A grievance is defined as only those disputes 

involving the interpretation, application, or alleged violation of any provision 

of this Agreement. Grievances shall be processed per the following 

procedures within the stated time limits. 

7.3 Grievance Steps: The Employer maintains an “open door” policy, and the 

Union will encourage employees to access the existing organizational 

channels to resolve issues. Steps in the grievance procedure: 

7.3.1 Pre-Grievance Meeting: For issues involving an employee, before 

filing a Step One grievance, the employee, and Shop Steward, if 

requested; shall first meet with his/her immediate supervisor and/or 

Operations Manager to discuss the concerns and attempt to resolve 

the issue informally, within (5) days of the knowledge of the issue. If 

the employee wishes to have a shop steward present, they can make 

such an arrangement. If an informal resolution is reached, the parties 

shall document the resolution in writing and submit a copy to Human 

Resources. If the parties are unable to resolve the dispute, the 

employee may proceed to Step One. 

7.3.2 Step One: If a grievance arises, it shall be submitted in writing, 

specifying the act(s) or event(s) being grieved, the date(s) of the 

occurrence(s), the provision of this Agreement that allegedly has 

been violated, and the remedy sought. The grievant/Union 

Representative shall present the grievance to the Administrative 

Services Manager or designee within fifteen (15) business days from 

when they knew or should have known of knowledge of the act(s) or 

event(s) being grieved. The Administrative Services Manager or 

designee will have fifteen (15) business days after receipt of the 

grievance to meet and respond to resolve the issue. 

7.3.3 Step Two: If the grievance remains unresolved, the Union 

Representative may take the grievance to the Assistant General 
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Manager or designee within fifteen (15) business days of the 

response from the Administrative Services Manager or designee. The 

Assistant General Manager or designee will attempt to resolve and 

respond to the Union Representative within fifteen (15) business days 

after being presented to him/her. 

7.3.4 Step Three. If the grievance remains unresolved, the Union President 

or designee may file the grievance with the General Manager or 

designee within fifteen (15) business days of the response from the 

Assistant General Manager or designee. The General Manager or 

designee will respond to the Union President or designee within 

fifteen (15) business days after the grievance has been presented to 

him/her. 

7.3.5 Step Four (Arbitration): If the Union is not satisfied with the General 

Manager’s (or their designee’s) response, then the Union must 

submit in writing a request for arbitration within seven (7) calendar 

days from the General Manager’s response. The arbitration process 

and rules are the following: 

 

7.3.5.3 Arbitration Selection: The parties will attempt to agree on 

an arbitrator. If the parties are unable to agree, the Union 

President or designee shall request jointly a list of nine (9) 

proposed arbitrators from the Federal Mediation and 

Conciliation Service (FMCS) or Public Employees 

Relations Commission (PERC). The Employer and Union 

shall flip a coin to determine who must strike first and then 

strike from the list one (1) name at a time until only one 

(1) name remains on the list. The name of the Arbitrator 

remaining on the list shall be accepted by both parties. 

The Union President or designee shall notify the 

Arbitrator of the selection, and copy the Employer in their 

correspondence. 

7.3.5.4 Arbitrator’s Authority: Hearings shall be kept informal and 

private and shall include only such parties in interest, 

witnesses, and their designated representative. The 

arbitrator shall render a decision within thirty (30) calendar 

days from the date of the formal hearing, unless otherwise 

agreed upon by the parties. The arbitrator's authority shall be 

limited to interpreting this Agreement and determining if the 

disputed article has been violated. The arbitrator shall have 

no authority to alter, modify, vacate, or amend any terms of 

this Agreement or substitute their judgment on a matter of 
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condition for that of the Employer where the Employer has 

not negotiated and limited its authority on the matter or 

condition. 

7.3.5.5 Arbitration Limitations: No arbitration determination or award 

shall be made by the arbitrator, which grants any right or relief 

for any period of time whatsoever before the execution date 

of this Agreement. In cases of a grievance involving any 

continuing or other monetary claims against the Employer, no 

award shall be made by the arbitrator which shall allow any 

accruals before the date when such grievance shall have first 

been presented. 

7.3.5.6 Arbitration Expenses: The parties will equally split the 

expenses and costs of the arbitrator. Each party shall be 

solely responsible for all costs of preparing and presenting 

its own case, including compensating its own 

representatives and witnesses. If either party desires a 

record of the proceedings, the parties shall equally split the 

costs of such record (transcription, etc.) and provide 

copies to each other and the arbitrator. 

7.3.5.7 Arbitration Award Status: The arbitrator's award shall be final 

and binding upon the parties. 

7.3.5.8 Non-Arbitral Response: If the arbitrator finds that it has no 

authority or power to rule in the case, the matter will be 

referred back to the parties without a decision or 

recommendation on the merits of the case. The parties may 

then seek any relief (e.g., administrative, court) they deem 

appropriate. 

7.4 Grievance Time Limits: Any time limits specified in the grievance procedure 

may be waived by the parties' mutual agreement. Failure by the employee 

or the Union to submit the grievance in accordance with these time limits 

without such waiver shall constitute an abandonment of the grievance. 

Failure by the Employer to submit a reply within the specified time shall 

move the grievance to the next higher step. 

 

Article 8 – Wages 

 

8.1 Wages: Employees shall be paid wages for all hours worked. See the wage 
table in Appendix A. 
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Article 9 – Hours of Work and Overtime Pay 

 
9.1 Hours of Work: All regularly scheduled employees shall be assigned forty 

(40) hours per week in a seven (7) day workweek. The workweek shall 

commence on Monday at 12:00 A.M. through Sunday at 11:59 P.M. 

9.2 Days Off: A schedule of regular days off will be posted. 

9.3 Overtime Pay: Employees shall be compensated for all hours actually 

worked at their regular pay rate. The overtime pay rate is time and one-half 

(1.5 times) of the employee’s regular pay rate and shall be paid for all time 

worked more than eight (8) hours (or ten (10) hours for those bidding 4-

10s) per day or forty (40) hours per week. In computing overtime pay, 

hours of work include an employee’s use of vacation, floating holiday, or 

compassionate leave but excludes use of all other leaves. 

If an observed holiday occurs on an employee’s regular workday, the holiday 

shall be included in any overtime pay calculation. If an observed holiday 

occurs on an employee’s day off, the holiday shall be excluded from any 

overtime pay calculation. Employees called to work on their regularly 

scheduled day(s) off shall be paid at their regular pay rate unless overtime 

pay applies, consistent with this Article. Timecards need to be submitted for 

all overtime work. Overtime pay shall be paid by the minute. 

9.4 Work Shifts, Bids, and Assignments: At the Employer’s discretion, it shall 

set work schedules and the number of shifts, bids, and assignments (e.g., 

Dispatcher, Field Supervisor). Currently, employees are scheduled to work 

eight (8) hour shifts. The Employer may change an employee’s work hours 

on a temporary basis, based on its operational needs. Employees shall bid 

on work shifts based on their seniority. Employees are expected and must 

be prepared and ready to assume duty at the beginning of their shift. 

9.5 Shift Trades: Shift trades are permitted for shifts that occur on the same 

day. A maximum of two (2) employees per day on a first-come, first-serve 

basis may trade work shifts. Additional shift trades may be approved, on a 

case-by-case basis, by the Operations Manager or designee. A Shift Trade 

Form obtained from management must be filled out and signed by each 

employee and management. Forms must be turned into Management by 

4:00 P.M. the day before the shifts are to be traded. Shift trades will be 

limited to one (1) day at a time. All trades after 4:00 P.M. are final if 

approved by both employees and the Management. 

9.6 Overtime Work Rotation: Employees interested in working on their days off 

are eligible to sign on to the Dispatcher Overtime Work Rotation Board. 

Names of interested employees shall be placed on the Board in order of 
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seniority. Available overtime work shall be offered by rotation and once an 

employee has worked or refused the offered overtime work, he/she will be 

placed at the bottom of the Board. After all interested employees are 

contacted on the Board, the Employer shall assign the work based on its 

operational needs by inverse seniority. 

9.7 Inclement Weather Pay: If the Employer modifies service because of 

inclement weather, the employee shall receive at a minimum of three (3) 

hours of pay, if the employee reports to work and remains on duty unless 

excused by the Employer. The Employer may require employees to report 

and/or remain at work to perform duties, as assigned, to support transit 

operations. 

 

Article 10 – Sick, Compassionate, and Family and Medical 
Leave 

 

10.1 GHT Sick Leave and Washington Paid Sick Leave: The Employer maintains 

two separate sick leave banks for eligible employees: (1) a Washington Paid 

Sick Leave (WPSL) bank; and (2) a GHT sick leave bank. 

10.2 Accrual: Full-time employees shall accrue a total of 8 hours per month, with 
a portion of the sick leave accrual applied to the employee’s WPSL bank. 
WPSL shall be accrued at one (1) hour of leave for every 40 hours worked. 
“Hours worked” means actual working time, not paid or unpaid leave. Sick 
leave shall not accrue during leaves of absence without pay or a layoff. 
There is no limit on the number of WPSL hours that may be accrued. Newly-
hired employees begin accruing WPSL immediately upon hire. WPSL 
applies to all employees. 

 

Example: If a full-time employee worked 160 hours per month, 4 
hours of paid sick leave would go into his/her WPSL bank (160 hours 
divided by 40 hours = 4 hours WPSL). The remaining 4 hours would 
go into the GHT sick leave bank. If the employee worked 120 hours 
during a month, 3 hours of paid sick leave would be placed in his/her 
WPSL bank (120 hours divided by 40 hours: 3 hours WPSL) and 5 
hours would be placed in his/her GHT sick leave bank. 

 

10.3 Usage: Employees may begin using GHT Sick Leave per GHT policy. 
Employees may begin using WPSL on the 90th day of employment in one 
(1) hour increments for any of the following purposes, permitted by law: 

 

10.3.1 The employee's own illness, injury, or health condition; to 

accommodate the employee' s need for medical diagnosis, 
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care, or treatment of a mental or physical illness, injury, or 

health condition; or an employee's need for preventive 

medical care. 

 

10.3.2 The employee's care for a family member with an illness injury 

or health condition; care of a family member who needs 

medical diagnosis, care, or treatment of a mental or physical 

illness, injury, or health condition; or care for a family member 

who needs preventive medical care. Family members include 

an employee's child (biological, adopted, foster, step, or a 

child for whom the employee stands in loco parentis or as a 

legal guardian), parent, spouse, registered domestic partner, 

grandparent, grandchild, or sibling. 

 

10.3.3 When the Employer's place of business or a school or childcare 

attended by the employee's child is closed by public health 

officials for health-related reasons. 

 

10.3.4 Any absence covered by the Domestic Violence Leave Act, RCW 
49.76. 

 

10.4 Notification: For foreseeable absences, an employee shall provide 

management with ten (10) days' notice of the need for using the leave. 

For unforeseeable absences, the employee must notify management at 

least two (2) hours before the beginning of the scheduled work shift or as 

soon as possible, whichever is sooner. 

10.5 Verification: For absences exceeding three (3) consecutive working 

days, the Employer may require an employee to provide sufficient 

verification establishing the WPSL was used for an authorized 

purpose. On a case-by-case basis, an employee may be excused 

from this requirement if providing verification is determined to be an 

unreasonable burden or expense. 

10.6 Information to Employees: On a monthly basis, employees will be 

provided notice of the following: (1) the amount of WPSL accrued 

since the last notice; (2) the amount of WPSL accrued used since 

the last notice (3) the available WPSL balance and (4) the total of 

all sick leave available. 

10.7 Carryover: Employees may carry over a maximum of 40 hours of 

unused WPSL to the following calendar year. At the end of each year, 

any hours beyond 40 will be converted and transferred to the 

employee's sick leave bank provided the employee qualifies for 

standard sick leave and is below the 1296-hour sick leave accrual 
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cap. 

Examples: On December 31, 2021, an employee ends the year 

with 60 hours of unused WPSL and 100 hours of sick leave. The 

employee is permitted to carry over 40 hours of unused WPSL. 

The excess 20 hours of unused WPSL is converted and 

transferred to the employee's sick leave bank. On January 1, 

2022, the employee starts the year with 40 hours of unused 

WPSL and 120 hours of sick leave. 

10.8 Unauthorized Usage: Employees proven to have used WPSL for a 

purpose unauthorized by Washington law shall be denied pay for the 

leave and may be subject to discipline with just cause. The list of 

authorized purposes is stated under Usage in Section 10.3. 

10.9 Leave Usage Priority: Unless the employee notifies the Employer in 

writing prior to using the sick leave, an employee needing sick leave 

shall first draw from the employee's accrued WPSL bank. Once an 

employee exhausts accrued WPSL, the employee will draw from his/her 

accrued GHT sick leave bank. Once an employee exhausts both WPSL 

and their GHT sick leave banks, the employee will draw from accrued 

vacation and floating holidays and then move to unpaid leave status 

subject to approval. 

 

10.10 Worker’s Compensation: Medical benefits for an employee receiving 

worker’s compensation shall cease once the absence occurs for nine (9) months. 

Accrual of GHT sick leave and vacation leave benefits for an employee receiving 

worker’s compensation will cease after six (6) months. 

10.11 Cash-Out: If an employee separates from employment, excluding for 

termination or resignation in lieu of termination, and has been employed by GHT 

for at least five (5) years of employment; the employee may cash out all accrued 

sick leave at their regular rate of pay based on the total number of hours accrued 

sick leave: 
 

Accrued Sick Leave Cash Out Rate 

1 to 900 hours One-third of all accrued hours 

901 to 1,296 hours One-half of all accrued hours 

 

For example, if an employee is retiring from the Employer and has 1,000 hours of 

accrued sick leave, then the employee may cash out 500 hours at their regular rate 

of pay. If an employee is separating employment for another opportunity and has 

accrued 600 hours of accrued sick leave, then the employee may cash out 200 

hours at their regular rate of pay. 
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10.12 Washington Paid Family Medical Leave Program: Employees may qualify 

for the Washington State Paid Family and Medical Leave (PFML) law 

under Title 50A RCW and supporting regulations. Consistent with State 

law, PFML leave runs concurrently with the federal Family and Medical 

Leave Act (FMLA) if both are applicable. 

10.12.1 Payroll Deductions: The PFML program is funded through premiums 

collected by ESD via payroll deductions and employer contributions. Each 

year, consistent with the law, employees will pay through payroll 

deductions the full cost of the premiums associated with family leave 

benefits and forty-five (45) percent of the cost of the premiums associated 

with the medical leave benefits, consistent with RCW 50A.10.030. Should 

the State modify PFML premiums or the percentage of premiums subject 

to collection through payroll deductions during the terms of this 

Agreement, the Employer will modify payroll practices to reflect such 

statutory changes. 

10.12.2 Notification to the Employer: When applying to ESD, the employee must 

also notify the Employer of the need for leave; employees should 

provide at least 30 days’ advance notice of foreseeable leave, and for 

unforeseeable leave notice should be given as soon as practicable. 

10.12.5 PFML Benefits; Insurance: The Washington Employment Security 

Department determines if an employee is eligible for benefits and 

the amount of such benefit. Employees may supplement State 

PFML benefits with accrued or other paid leave from the Employer. 

Employees are not eligible for PFML benefits if they receive time-

loss benefits through the workers' compensation system. When an 

employee is on leave and receiving PFML benefits from the State, 

the employee is deemed to be in unpaid status for purposes of the 

Employer’s policies. Insurance coverage will be handled in the 

same manner as other unpaid leaves of absence, pursuant to the 

Employer’s policy and subject to any FMLA requirements requiring 

continuation of coverage. 

10.13 Compassionate Leave: Compassionate leave is paid leave available to 

employees for an immediate family member's death. Immediate family means the 

employee’s parent, sibling, spouse, domestic partner, son, daughter, grandparent, 

grandchild, mother-in-law, father-in-law, step-child, and step-parent. Upon 

notification to and verification of an eligible occurrence by the Department Manager 

or designee, an employee may use four (4) days, not to exceed 32 hours, of 

compassionate leave for the death of an employee’s immediate family member. For 

the death of an immediate family member of the employee’s spouse or domestic 

partner, an employee may use a total of four (4) days of WPSL, GHT sick leave, or 

vacation leave. 
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Article 11 – Vacation Leave 

 

11.1 All employees shall accrue paid vacation leave at their applicable straight-

time hourly rate of pay effective when the vacation is taken. Employees 

shall accrue vacation leave, as follows: 
 

Years of Continuous Service Vacation Hours Accrual 
(Per year) 

0 - 2 80 hours 

3-6 120 hours 

7-9 144 hours 

10-12 160 hours 

13-15 184 hours 

16-18 200 hours 

19 216 hours 

20 and more 240 hours 
 

11.2 The following special considerations are applicable: 
 

11.2.1 Vacation pay shall be paid at regular pay periods. 
 

11.2.2. A sign-up shall be held to become effective November of the 
preceding year to determine what weeks each employee shall have 
their vacation. Bidding will start the first Monday in November and all 
vacation and floaters will be bid. Bidding will last a total of two (2) 
weeks. The first week will bid in one-week increments. The second 
week will be bid for floating holidays and one-day increments. The 
choice of vacation/floaters shall be determined by seniority of each 
employee.  

When an employee selects a vacation week in which one of the fixed 
holidays falls (e.g., Christmas Day), the employee may receive the 
weeks’ vacation pay, plus the holiday pay; or four vacation days pay 
plus the holiday pay. The week, in either case, will still be considered as 
a vacation block and will take preference over floaters and single 
vacation days.  

11.2.3 An employee may request to cancel vacation in a manner that does 
not break up a full vacation week. Vacation weeks canceled shall 
be posted for bid no later than the first Monday following cancellation. 
Single vacation leave days and floating holidays may be canceled by 
10:00 A.M. the day before. 

 

11.2.4 If an employee is using sick leave when a requested vacation 
leave/floating holiday occurs, the scheduled vacation leave/floating 
holiday shall be canceled and not deducted from the respective bank. 
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11.2.5 As a result of an intervening change in the employee’s bid 
assignments, an employee’s scheduled vacation may be affected. The 
employee will be allowed to adjust their vacation time, provided the 
Employer’s operational needs are met. For example, if an employee 
later bids an assignment that changes their day(s) off, the previously 
bid vacation leave time will be adjusted to cover the new days off, if 
operational needs are met. 

 

11.2.6 One (1) vacation or floating holiday slot shall be available per day. A 
second (2nd) vacation or floating holiday slot may be added per day at 
the Employer discretion and based on its operational needs. 

 

11.2.7 An employee may cash out either 40 hours or 80 hours of accrued 
vacation leave on: (1) the anniversary of the employee’s hire date; or 
(2) on the pay period immediately before their scheduled weeklong 
vacation. For each employee, cash-out of vacation leave shall be 
limited to once per calendar year. 

 

11.2.8 The Employer shall not be required to pay for any vacation until it 
has been earned. Vacation leave shall not be frontloaded. The 
vacation accrual bank will be credited on the employee’s 
anniversary date of hire.  

 
11.2.9 Once an employee exhausts both WPSL and their GHT sick 

leave banks, the employee will draw from their accrued 
vacation and floating holiday banks, down to a combined 
minimum of 40 hours, and then move to unpaid leave status. 
Unpaid leave must be approved in advance by a Manager or 
designee. 

 

11.2.10 Effective January 1, 2024, an employee’s vacation leave bank shall not 
exceed 320 hours, as of the day prior to the employee’s anniversary 
hire date. Any accrued vacation leave exceeding the 320-hour 
maximum shall be forfeited. 

 

11.2.11 Vacation leave shall not accrue during leaves of absence without pay or 
layoff. 

 

11.2.12 To be eligible for vacation service credit in a particular month, an 
employee must be on paid status for at least ninety (90) hours during the 
particular month of the year. 
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Article 12 – Holidays 

 
12.1 The following days shall be recognized as paid holidays for employees: 

 

New Year's Day Labor Day 

Memorial Day Thanksgiving Day 

Independence Day Christmas Day 

 

12.2 Employees shall receive holiday pay for the recognized holidays in Section 

12.1, not to exceed a total of 48 hours per calendar year. Pay shall be 

equal to the employee's straight rate of pay for eight (8) or ten (10) hours if 

the holiday is a regular workday for the employee. If it is a regular day off, it 

will be paid as eight (8) hours, unless the employee is absent due to an 

unexcused absence for any part of the workday before or the workday after 

the holiday. 

 

12.3 In addition to the fixed holidays listed in Section 12.1 above, each employee 
shall be entitled to a total of 48 hours of floating holidays (inclusive of one 
holiday in recognition of Juneteenth) per calendar year. New employees shall 
be eligible for floating holidays on a pro-rated basis from date of hire at the rate 
of four (4) hours per month in their first calendar year of service. In subsequent 
years, 48 hours of floating holiday pay will be available at the beginning of each 
year. Floating holidays must be taken in eight (8) or ten (10) hour increments to 
cover the employee’s full workday. These floating holidays may be carried over 
into the succeeding calendar years. A maximum of 120 hours of floating 
holiday pay may be carried over into the succeeding year. Selection of Floating 
Holidays is to be by seniority, and the bidding process will take place in 
conjunction with the vacation bid process. 

12.4 Employees working one of the fixed holidays shall receive time and one-half 

for all work performed, in addition to the basic holiday pay. Holidays shall be 

paid on the day they occur on. 

12.5 Assignment of holiday work: Once a year, employees may by seniority have 

their name placed on the Holiday Work Assignment Rotation Board 

(separate from the Dispatcher Overtime Rotation Board). If the assigned 

employee to the shift declines a holiday assignment, then that work will be 

offered to employees in rotation from the Board, by seniority. 
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Article 13 – Jury Duty and Witness Leave 

 

13.1 An employee required to serve jury duty shall receive their straight hourly 

wages for any period of required service. All monies received for jury duty, 

excluding travel reimbursements, shall be surrendered to the Employer. 

Employees serving as a witness in a proceeding, at the request of the 

Employer, shall be paid their regular rate of pay. Employees must report to 

work if such jury or witness duties require less than a regular workday. 

 

Article 14 – Military Leave 

 

14.1 An employee who is a member of the Washington National Guard, armed 

forces, or reserved armed forces, pursuant to RCW 38.40.060, shall be 

entitled to paid military leave no more than twenty-one (21) workdays during 

each twelve-month period from October 1st through September 30th. Military 

leave shall be paid at the employee’s straight hourly pay rate. Military leave 

shall be granted so the employee may take part in active military duty in such 

manner and at such time as they may be ordered to active duty. Such leave 

shall not cause an adjustment to the employee’s classification or agency 

seniority. Employees shall not accrue any paid leaves while using military 

leave. 

 

Article 15 – Seniority, Layoff, and Recall 

 

15.1 Seniority: Seniority for new hires will begin on their first day of employment. 

15.2 Transfers to New Classification: When a bargaining unit employee 

transfers to a new classification, their seniority shall continue as of the 

transfer date and shall be retained for sixty 

(60) calendar days. After the sixtieth (60th) day and if the employee elects to 

stay in the new classification, then seniority in his/her previous classification 

shall cease. 

15.3 Determination for Layoff and Recall: It is the Employer’s sole right to 

determine the need for a layoff and the affected classification(s). 

15.4 Order of Layoff: In the event of a workforce reduction, employees shall 

be laid off in reverse order of seniority from the date of hire. 

15.5 Order of Recall: Employees shall be recalled from layoff according 

to their seniority in classification from which they were laid off. 

15.6 Termination of Recall Rights: Employees who are laid off shall be placed 
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on a recall list for twenty-four (24) months. If there is a recall, employees 

who are still on the recall list shall be recalled in the inverse order of their 

layoff. 

15.7 Recall List: Notice of recall shall be sent to the employee's last known 

mailing address by registered or certified mail return receipt requested and 

email address. It shall be the employee’s responsibility to keep the Employer 

informed of his/her current mailing address and email address. An employee 

must respond to the designated person in the recall notice within ten (10) 

business days of receiving the notice. An employee who fails to timely 

respond to his/her recall notice shall be considered to have resigned, shall 

cease to have seniority, and shall have their names removed from the recall 

list. Employees on layoff status, who have been offered reappointment and 

refuse such appointment, shall be removed from the recall list, and terminated. 

15.8 Benefits Unavailable: During a layoff, employees shall not accrue or use 

any benefits or leave, except if a benefit continues without cost to the 

Employer. For example, an employee may be eligible for medical insurance 

benefits until the end of the coverage month, and an employee may be 

eligible for life insurance benefits until the end of the paid coverage period. 

15.9 Qualifications: Employees eligible for recall shall meet all current 

qualifications and requirements for the position being recalled to. 

15.10 Right to Layoff: Nothing in this Article, or any part of this Agreement, is 

intended to restrict the sole authority of the Employer to determine the 

financial or business necessity of service reductions, the form of the 

reduction, and the duration of the layoff. 

15.11 Loss of Seniority Rights: When an employee is off work, including for a job-

related injury and is receiving worker's compensation, his/her seniority 

rights under this Agreement shall cease altogether after twelve (12) months 

from the first day off, unless the twelve (12) month period is extended by 

mutual agreement of the parties. 

 

Article 16 – Employee Benefits 

 

16.1 Medical Insurance: Beginning on January 1, 2024, the Employer shall 

contribute 95.0% and the employee contributes 5.0% toward the total cost 

for medical insurance premiums. Medical insurance coverage for all 

eligible employees and their dependents shall be provided by the Public 

Employees Benefits Board (PEBB).  

16.2 Dental Insurance: Dental insurance coverage will be provided by WCIF for 

the Delta Dental of Washington plan or Willamette Dental plan. 
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16.3 Vision Insurance: The Employer shall offer vision insurance coverage 

through Vision Services. 

 

16.4 Life Insurance: The Employer shall provide life insurance coverage to 

employees with a policy benefit amount of fifteen-thousand-dollars 

($15,000.00) for each employee and one-thousand-dollars ($1,000) for 

each dependent of the employee.  

 

16.5 The Employer reserves the right to change health and welfare insurance 

providers and the specific plans offered to comparable alternatives, but 

agrees to bargain the impacts of any such changes, including material 

changes to benefit levels. 

 

Article 17 – Uniforms and Safety Apparel 

 

17.1 All employees must be in approved uniform dress during all working hours. 

The Employer shall determine and furnish uniforms and replace any items 

that have normal wear and tear or are damaged in the course of the 

employee’s job duties. Patches or other additions that are required by the 

Employer will be sewn on at the Employer’s expense. All other alterations 

are the responsibility of the employee. The determination of the Employer 

shall govern on uniform replacement and all uniforms furnished shall 

remain the property of the Employer. All employees are required to wear 

safety apparel per the Employer’s safety policies and regulations. Uniforms 

shall not be worn in locations such as bars, taverns, liquor stores, and 

marijuana dispensaries. 

 

Article 18 – Discipline 

 

18.1 The Employer retains the right to discipline, suspend, or discharge 

employees for just cause. Employee counseling is not discipline. 

Disciplinary action will be progressive in nature, and the level of discipline 

administered will depend upon the seriousness of the offense. Employees 

may contest discipline subject to the grievance procedure; however, only 

suspensions and terminations may be submitted to arbitration. 
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Article 19 – Attendance 

 

19.1 Employees are expected to be ready to work at their scheduled start times. If 

an employee is unable to report to work for their scheduled shift, he/she must 

notify management at least two (2) hours before the start time of the scheduled 

shift except in a bona fide emergency. Employees who demonstrate repeated 

challenges with reporting to work and reporting on time will be subject to 

discipline, as provided below. 

19.2 A “late report” occurs when an employee reports to work more than three (3) 
minutes after their scheduled report time. A “no show” occurs when an 
employee does not notify the Employer, as provided in this Agreement, and fails 
to report to their scheduled report time. The employee will be charged with a 
“late report” or “no-show” based on the number of occurrences in a rolling 12-
month period, as follows: 

 
LATE REPORT OCCURRENCES 

Occurrence Action 

1st occurrence Counseling (Documented) 

2nd occurrence Counseling (Documented) 

3rd occurrence Written Reprimand 

4th occurrence Suspension Without Pay 

5th occurrence Discharge 

Roll-Off: An occurrence will be removed from the employee’s record 
after 12 months. 

 

 

NO-SHOW OCCURRENCES 

Attendance Violation Action 

1st occurrence Written Reprimand 

2nd occurrence Suspension Without Pay 

3rd occurrence Discharge 

Roll-Off: An occurrence will be removed from the employee’s record 
after 12 months. 

 

Article 20 – Safety and Security 

 

20.1 This Article only applies to employees when they are operating a GHT 

vehicle. Grays Harbor Transit and the Union acknowledge that the primary 

purpose of the equipment is to increase public and employee safety. It is not 

being installed for the explicit desire to cause undo harm to the Union or its 

members or for any other reason, therefore, the parties agree that the video 

and audio information recorded by the on-board camera equipment shall not 

be randomly or routinely reviewed by the Employer against an employee for 

the sole purpose of discovering misconduct or issuing discipline, referred as 
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“target surveillance” or “fishing”, except where there is an initiating event 

(a/k/a “trigger” or “triggering event”) such as a (1) complaint, (2) incident, 
(3) infraction, (4) accident, (5) reasonable suspicion, or (6) damage discovered. 

20.2 If the Employer is using the recording(s) for discipline purposes, it shall only 

use the recording from one (1) minute prior to the start of the initiating event 

through one (1) minute following the completion of the initiating event. For 

accidents, the initiating event may include the time period from the time of 

the accident one (1) minute before and one (1) minute after the release from 

the accident scene by law enforcement or management representative. For 

purposes of this section, the duration of the initiating event for purposes of 

calculating the beginning and ending of the permissible review period will 

only include acts or omissions that are directly related to the initiating event. 

For example, the duration of an incident related to a customer or driver 

complaint may include the entire timeframe of which the subject customer 

was a passenger if that is necessary to understand the full nature of the 

incident. Information obtained in such a review may be considered by GHT 

in making an appropriate response or initiating discipline. Discipline shall be 

issued consistent with Article 18 (Discipline). 

20.3 If the Employer determines to review a recording under such circumstances, 

the Employer will first review the recording to determine if there appears to 

be a basis for discipline, it will notify the Union President/Business Agent or 

designee and provide a copy of any initiating documentation and permit the 

Union President/Business Agent or designee to independently review the 

recording. Following the review, the Employer and the Union 

President/Business Agent or designee may jointly review and discuss the 

recording. 

20.4 Only if other serious infractions are discovered i.e.: harassment, theft, 

gross misconduct, or alcohol or illegal drug use independent from the 

initiating and related occurrences may the Employer consider appropriate 

discipline. 

20.5 In cases where the incident is reported by the employee, the recording of 

the incident will be reviewed to determine the facts of the incident. If review 

of the incident reveals a violation, the employee may be subject to 

discipline and the disciplinary documents will be placed in the employee’s 

personnel file for a one (1) year period. If an employee self-reports an 

incident and is subject to discipline, the Employer shall apply just cause 

and consider the employee’s self- reporting. This violation will count toward 

the progressive discipline track. See Article 18 (Discipline). 

20.6 Any audio record of a “protected” Union conversation will not be used by any 

manager or supervisor in a manner that would be contrary to the interest of a 

member of the bargaining unit. The Union agrees to caution its stewards, 
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officers, agents, and members to exercise due diligence on protection of the 

Local’s interest and the interest of its members. 

20.7 In the event the Employer plans to amend the above referenced policy and 

procedures, it shall notify the Union in writing, so the Union may submit a 

timely demand to bargain the impact of any such amendments. 

 

Article 21 – Alcohol and Substance Abuse 

 

21.1 The parties acknowledge that there is a separate Employer policy that 

addresses drug and alcohol testing, in accordance with 49 CFR Part 40 and 

49 CFR Part 655, and drug and alcohol abuse. Any employees violating that 

policy may be subject to discipline. Employee discipline arising from this 

Article is subject to the Agreement’s grievance procedure. 

 

Article 22 – Nondiscrimination 

 
22.1 Consistent with federal and state law, the Employer and the Union shall not 

engage in unlawful discrimination of protected classes. Bona fide 

occupational qualifications do not violate federal or state law or this Article 

are permitted. Employees may challenge practices or actions that they 

allege violate the provisions of this Article through the GHT policies and 

procedures, and/or using those remedies available through applicable law. 

Alleged violations of this Article will not be the subject of grievances under 

Article 7 of this Agreement. 

 

Article 23 – Savings 

 

23.1 Should any provision of this Agreement or the applications of such 

provisions be rendered or declared invalid by court action or because of 

any existing or subsequently enacted legislation, the remaining parts or 

portions of this Agreement shall remain in full force and effect. The parties 

shall attempt to renegotiate only such invalidations to a form mutually 

acceptable. 

 

Article 24 – Entire Agreement 

 

24.1 The Agreement expressed herein in writing constitutes the entire agreement 
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between the parties, and no express or implied statement or previously 

written or oral statements shall add to or supersede any of its provisions. 

24.2 All of the appendices shall constitute terms and conditions of this Agreement. 
 

 

Article 25 – Duration 

 

25.1 Duration: This Agreement shall be effective on November 14, 2022, 

except as otherwise indicated in this Agreement, and shall remain in full 

force and effect through June 30, 2026. 
 

GRAYS HARBOR 
TRANSPORTATION AUTHORITY  

 AMALGAMATED TRANSIT UNION, 
LOCAL 1765 

 
 

      

Vickie Raines 

Chair, Board of Directors 

 Date  Mark Neuville 

Local President 
 Date 

       
  

 

 
 

      

Ken Mehin  
General Manager 

 Date  
 

  

 

  

Mark Neuville (Dec 13, 2023 15:09 PST)
Mark Neuville Dec 13, 2023Dec 13, 2023

Ken Mehin (Dec 13, 2023 19:09 PST)
Ken Mehin Dec 13, 2023
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Appendix A – Wages and Longevity Pay 

 
A.1 General Wage Adjustment 

 
a. Effective upon full execution of the Agreement’s extension, employee 

base wages shall increase by a 5.0% market adjustment. 
 

b. Effective on January 1, 2024, employee base wages shall increase by 
3.5% (3.0% market adjustment and 0.5% (COLA). 

 
c. Effective January 1, 2025, employee base wage shall increase by 2.5% 

(COLA). 
 

d. Effective July 1, 2025, employee base wage shall increase by 0.5% 
market adjustment. 
 

e. The parties agree to a wage re-opener only for 2026. 
 

A.2 Wage Steps 

An employee advances to the next wage step on the anniversary date of their 

Dispatcher-Field Supervisor position. 

Dispatch/Field 
Supervisor 

Current 
5.0%Market 
Adjustment 

3.5%        
(3.0% 

Market 
Adjustment 

+ 0.5% 
COLA) 

2.5% 
COLA 

0.5% 
Market 

Adjustment 

  7/1/2023 

Full 
Execution 
of Contract 
Extension 

1/1/2024 1/1/2025 7/1/2025 

Step 1 $28.19  $29.60  $30.64  $31.40  $31.56  

Step 2 $29.06  $30.51  $31.58  $32.37  $32.53  

Step 3 $29.96  $31.46  $32.56  $33.37  $33.54  

Step 4 $30.89  $32.43  $33.57  $34.41  $34.58  

Step 5 $31.82  $33.41  $34.58  $35.44  $35.62  

Step 6 $32.77  $34.41  $35.61  $36.50  $36.69  

Step 7 $33.77  $35.46  $36.70  $37.62  $37.81  
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A.3 Wage Step Plan 

All Dispatcher-Field Supervisors are subject to a six (6) month probationary 

period for new hires, transfers, and promotions. A currently employed GHT 

operator, maintenance employee, or customer service representative promoted 

to a Dispatcher-Field Supervisor position shall be placed in a wage step that 

provides at least a two percent (2.0%) wage increase from their previous 

position, up to the Dispatcher-Field Supervisor’s top step. No employee’s pay 

shall exceed the top step. 

 

A.4 Longevity Pay 

Eligibility for longevity pay is based on the employee’s continuous years of 

employment with the Employer. Longevity pay is a premium pay amount in addition 

to the employee’s base wage rate. The following longevity pay schedule shall 

apply: 

 

Continuous Years of Employment Longevity Pay Rate 

5-9 years $0.10 per hour 

10-14 years $0.25 per hour 
15-19 years $0.40 per hour 

20-24 years $0.55 per hour 

25-29 years $0.70 per hour 

30-34 years $0.85 per hour 

35 and more years $1.00 per hour 

 
A.5 Training Pay 

 
A dispatcher is eligible for training pay if they are qualified and assigned by the 
Operations Manager or designee to perform such training. The assigned trainer will 
receive an additional $0.50 per hour for hours worked training the new or relief 
dispatcher. 

 


		2023-12-14T09:03:36-0800
	Agreement certified by Adobe Acrobat Sign




