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PREAMBLE

THIS AGREEMENT is entered into by the CITY OF CORAL GABLES, FLORIDA, a
municipal corporation, hereinafter referred to as the City, and the TEAMSTERS LOCAL
UNION 769, AFFILIATED WITH THE INTERNATIONAL BROTHERHOOD OF
TEAMSTERS, hereinafter referred to as the Union.



ARTICLE 1
RECOGNITION

The City hereby recognizes the Union as the sole exclusive representative of the employees in
the following collective bargaining unit: All employees employed by the City of Coral Gables,
but excluding classified firefighters, classified police officers, independent contractors, appointed
City officials, elected City officials, department heads, assistant department heads, confidential
secretaries and administrative assistants to department heads, professional employees, personnel
department (Human Resources Department) employees, legal department employees, and
supervisory personnel, as certified by the Florida Public Employees’ Relations Commission,
Certification #1698. For the purpose of this Agreement, "supervisory personnel" shall mean any
individual having the authority, in the interest of the City, to hire, transfer, fire, evaluate, or

discipline other employees or to adjust grievances.



ARTICLE 2
DETERMINATION OF MEMBERSHIP

For the purpose of this Agreement, membership in the Union shall mean those City employees
who are included in the bargaining unit set forth in Article 1 herein and who have submitted to
the Human Resources Director or designee and the Union a properly executed authorization card
or statement designating the Union as the agent for the purpose of collective bargaining.
Withdrawal from membership in the Union, for the purpose of this Agreement, shall be by letter
from the employee to the Union or designee, with a copy to the Human Resources Director and
said withdrawal shall be effective thirty (30) days following receipt by the Union. The Union

may provide information to be used in new employee orientation.



ARTICLE 3
DUES DEDUCTION

The City agrees to deduct the monthly dues, plus any initiation fees and assessments
required by the Union, from the earnings of each employee who has filed with the City a
valid, unrevoked, signed authorization for such purposes. Such deductions shall be taken
from two paychecks per month. The City shall remit to the Union office designated by
the Secretary-Treasurer of Local Union No. 769 an amount equal to the cumulative total
of such deductions by the fifteenth of the following month, or as soon as possible
thereafter. The Union agrees to give the City 30 days’ written notice of any changes in
dues, and to limit the number of increases or decreases in dues to once each year.

The Union shall indemnify and hold harmless the City against any and all claims,
demands, law suits, or other forms of liability that might arise from or by reason of any
action taken by the City in making payroll deductions for Union membership dues,
assessments, or initiation fees, as described in this Article.

Any employee covered by this Agreement who is transferred to a classification which is
not in the bargaining unit, or any employee covered by this Agreement whose
employment is terminated, shall cease to be subject to further check off deductions,
beginning with the date the transfer or termination takes effect.

Any employee covered by this Agreement who notifies the City and the Union in writing
that he/she wishes to revoke his/her dues deduction authorization shall cease to be subject
to check off deductions immediately following the expiration of the 30-day notice period
required when the employee first signs an authorization card.

The City shall not be required to deduct or to remit Union dues in arrears.



ARTICLE 4
MANAGEMENT RIGHTS

The Union and the employees covered under this Agreement recognize that the City has

the exclusive right to manage and direct all of its operations. Except as specifically

limited by this Agreement, but not by way of limitation, reserves the exclusive right to:

a.
b.

decide the scope of service(s) to be performed and the method of service(s);

hire, fire, demote, suspend (or otherwise discipline) for just cause;

promote, lay-off and determine the qualifications of employees;

furlough(s) with 30 days notice pursuant to procedures established and approved
by the Human Resources Director. The City may furlough employees City-wide,
by department, and/or by job classification;

transfer employees from location to location and from time to time;

re-hire employees;

determine the starting and quitting time and the number of hours and shifts to be
worked;

merge, consolidate, subcontract, expand or curtail or discontinue temporarily or
permanently, in whole or in part, operations whenever in the sole discretion of the
City such curtailment or discontinuance is advisable;

expand, reduce, alter, combine, assign or cease any job;

control the use of equipment and property of the City;

schedule and assign the work to the employee and determine the size and
composition of the work force;

fill any job on an emergency or interim basis;

determine the services to be performed to the public, and the maintenance
procedures, materials, facilities and equipment to be used, and to introduce new or
improved services, maintenance procedures, materials, facilities, and equipment,
and to have complete authority to exercise those rights and powers incidental
thereto, including the right to make unilateral changes, when necessary;

formulate and revise policies, rules and regulations;

have complete authority to exercise those rights and powers that are incidental to



the rights and powers enumerated above.

It is agreed and understood that the City has the right to determine the nature and to what
extent the work required in its operation shall be performed by employees covered by this
Agreement, and shall further have the right to contract and/or subcontract any existing or
future work. The City will provide thirty (30) days notice to the Union of its intent to
contract and/or subcontract any existing or future work. This does not imply any
limitation on the City's right to contract and/or subcontract such work.

The above rights of the City are not all-inclusive but indicate the type of matters or rights
that belong to and are inherent in the City in its general capacity as management. Any of
the rights, powers and authority that the City had prior to entering into this Agreement are
retained by the City, except as specifically abridged, delegated, granted or modified by
this Agreement.

If the City fails to exercise any one or more of the above functions from time to time, this
will not be deemed to constitute a waiver of the City's right to exercise any or all of such

functions.

10



ARTICLE 5
EMPLOYEE RIGHTS

Each department shall establish a written policy for starting time and quitting time, and
the policy can include flextime schedules.

Whenever the City decides to merge, consolidate, subcontract, privatize or curtail or
discontinue, temporarily or permanently, operations which results in the loss of five (5)
or more bargaining unit employee positions, then the Union shall be provided notice prior
to implementation.

The Union shall be permitted to provide alternatives that can cost effectively provide
services to the public whenever the City contemplates a reduction of five (5) or more
bargaining unit employee positions. However, the decision to reduce the number of
employees is at the sole discretion of the City.

Prior to issuing a Performance Evaluation of 2.4 or below, a supervisor must provide
counseling in writing to the employee. Failure to provide written counseling shall be
grounds for overturning a Performance Evaluation.

Solely for the purpose of bidding on shifts or schedules, departmental seniority within job
classification will control. For all other purposes, seniority shall be based on adjusted
date of hire. In the event of a tie, the employee with the lowest last four (4) social security
digits shall have the greater seniority.

Each employee will be given a current copy of the Personnel Rules and Regulations and
any department standard operating procedures at the time of hire. If there is an
amendment or addition to the Personnel Rules and Regulations or department standard
operating procedures applicable to the bargaining unit then the City will provide notice of
the changes to the Union.

Within guidelines prescribed in City’s Personnel Rules and Regulations, Union Business
Agent and Shop Stewards can utilize City cell phones, email and phones for Union
business.

An employee who is questioned by the City regarding an administrative investigation
shall not be ordered to submit to any device designed to measure the truth of responses

during questioning. There shall however, be no restriction on the right of any employee
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10.

to submit to such a device on a voluntary basis.

Disciplinary actions will be taken in a timely manner. “Timeliness” for purposes of this
provision is dependent upon the facts of each situation which include, but are not limited
to, the employer’s actual knowledge, whether investigation is necessary, the availability
of witnesses, and other reasonable factors. This provision is not meant to establish any
limitations period for imposing discipline. Discipline may be deemed untimely under
this section only if the Union or employee proves that the City arbitrarily and
capriciously delayed taking the discipline to the prejudice of the employee.

In the event the City determines that there is a need to have communications operators or
communications supervisors work mandatory overtime or Alpha-Bravo shifts due to a
lack of staffing for a period of time greater than thirty (30) days, the Union may request
impact bargaining over such decision. This provision does not apply to permanent
overtime. This provision also does not prohibit the City from immediately implementing

mandatory overtime or Alpha-Bravo shifts.
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ARTICLE 6
GRIEVANCE PROCEDURE

In a mutual effort to provide a harmonious working relationship between the parties to
this Agreement, it is agreed and understood that there shall be a procedure for the
resolution of grievances between the parties and that such procedure shall cover both
grievances involving the application or interpretation of this Agreement and grievances
involving discharge, suspension, and demotion, or any other adverse personnel action
against a member covered by this Agreement.

A "grievance" shall be defined as any dispute arising out of the interpretation or

application of the terms of this Agreement. Any grievance not processed in accordance

with the time limits provided in this Article shall be considered conclusively abandoned.

Any grievance not answered by management within the time limits provided above will

automatically advance to the next higher step of the grievance procedure.

Where a grievance involves discharge, suspension, demotion, or other disciplinary action

invoked by the Department Head, the processing of the grievance shall commence at

STEP 3 of the grievance procedure.

All other grievances shall be processed in accordance with the following procedure:

Step 1. The aggrieved employee shall discuss the grievance with his immediate
supervisor (i.e., supervisor excluded from the bargaining unit) within five (5)
working days of the occurrence which gave rise to the grievance. A Union
representative may be present to represent the employee, if the employee wishes
Union representation. The immediate supervisor shall attempt to adjust the matter
and/or respond to the employee within five (5) working days. Where a grievance
is general in nature in that it applies to a number of employees having the same
issue to be decided, or if the grievance is directly between the Union and the City,
it shall be presented directly at Step 2 of the grievance procedure, within the time
limits provided for the submission of a grievance in Step 1, and signed by the
aggrieved employees or the Union on behalf of the representative. All grievances
must be processed within the time limits herein provided unless extended by

mutual agreement in writing.
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Step 2. If the grievance has not been satisfactorily resolved, the aggrieved employee
and/or the Union representative, if the employee desires assistance, shall reduce
the grievance to writing and present such written grievance to the Department
Head or Division Supervisor concerned within three (3) working days from the
time the response was due in Step 1. The Department Head or Division
Supervisor concerned shall meet with the employee and/or the Union
representative, if the employee desires Union representation, and shall respond in
writing within five (5) working days from receipt of the written grievance.

Step 3. If the grievance has not been satisfactorily resolved in Step 2, the employee or the
Union representative, if the employee desires assistance, may present a written
appeal to the City Manager within seven (7) working days from the time the
response was due in Step 2. The City Manager or designee shall meet with the
employee and the Union representative, if the employee desires Union
representation, and shall respond in writing within ten (10) working days from the
receipt of appeal.

If the grievance has not been satisfactorily resolved within the grievance procedure, the

Union may request a review by an impartial arbitrator, provided such request is filed in

writing with the City Manager no later than five (5) working days after the City

Manager's response is due in Step 3 of the grievance procedure.

The parties to this Agreement will attempt to mutually agree upon an independent

arbitrator. If this cannot be done, one will be selected by each party striking three (3)

names from a panel of seven (7) names to be submitted by the American Arbitration

Association.

The arbitration shall be conducted under the Rules of the American Arbitration

Association with the provision that no arbitrator shall be chosen without the mutual

consent of both parties. Subject to the following, the arbitrator shall have jurisdiction and

authority to decide a grievance as defined in this Agreement. However, the arbitrator
shall have no authority to change, amend, add to, subtract from or otherwise alter or
supplement this Agreement or any part thereof or amendment thereto. The arbitrator shall
have no authority to consider or rule upon any matter which is stated in this Agreement

not to be subject to grievance and/or arbitration or which is not a grievance as defined in
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10.

11.

12.

13.

this Agreement, or which is not specifically covered by this Agreement; nor shall this
collective bargaining Agreement be construed by an arbitrator to supersede applicable
laws in existence.

The arbitrator may not issue declaratory opinions and shall confine himself exclusively to
the question which is presented to him, which question must be actual and existing.

It is contemplated that the City and the Union shall mutually agree in writing as to the
statement of the matter to be arbitrated prior to a hearing; and, if this is done, the
arbitrator shall confine his decision to the particular matter thus specified. In the event of
failure of the parties to so agree on a statement of issue to be submitted, the arbitrator will
confine his consideration to the written statement of the grievance presented in Step 2 of
the grievance procedure.

Consistent with the provisions of the Florida Public Employees Relations Act, Chapter
447, et seq., it is mutually acknowledged and agreed that this collective bargaining
Agreement shall be administered within the amounts appropriated by the City
Commission for funding of the collective bargaining Agreement. Accordingly, and
notwithstanding any other provision of this collective bargaining Agreement, the
arbitrator shall have no authority, power, or jurisdiction to construe any provision of law,
statue, ordinance, resolution, rule or regulation or provision of this collective bargaining
Agreement to result in, obligate, or cause the City to have or bear any expense, debt, cost,
or liability which would result, directly or indirectly, in the City exceeding the amounts
initially appropriated and approved by the City Commission for the funding of this
collective bargaining Agreement as agreed upon by the parties. Any such award which
contravenes or is not in compliance with the provisions of this paragraph shall be null and
void.

Each party shall bear the expense of its own witness(es) and its own representatives. The
parties shall bear equally the expense of the impartial arbitrator. Any party desiring a
transcript of the hearing will bear the cost of same.

Copies of the award of the arbitration made in accordance with the jurisdiction or
authority under this Agreement shall be furnished to both parties within thirty (30) days
of the hearing.

Either party shall be entitled to seek review of the arbitrator's decision in the Circuit
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14.

15.

16.

17.

Court. Review in the Circuit Court must be requested within fifteen (15) days of the
receipt of the arbitrator's decision; if not, the decision will be final and binding.
Probationary employees shall have no right to utilize any procedure or pursue any
remedy provided for in this Article.

Both parties to this Agreement understand that the grievance arbitration procedure set

forth in this contract is the sole avenue of pursuing grievances and the Trial Board is not

available to members of this bargaining unit.

Employee Performance Evaluations may not be challenged under the grievance

procedure set forth in this Agreement.

A procedure whereby an employee may appeal a Performance Evaluation shall be

instituted as follows:

a. An employee may request an appeal of a Performance Evaluation only if the
overall rating is 2.4 or below. A rating of 2.4 or below will result in no merit
increase for those employees otherwise eligible.

b. The request for appeal must be sent, in writing, to the Human Resources Director
within five (5) working days of the date the evaluation was presented to the
employee.

C. The Human Resources Director (or designee) will call for a three-person panel of
Department Directors who will hear the appeal. The Department Director of the
employee making the appeal will not be eligible to serve on the panel. A Human
Resources Department representative will act in advisor capacity to the panel.

d. After hearing the appeal the panel shall rule on whether the appeal is sustained or
denied in writing.

e. The decision of the panel is final.

i Evaluations for employees serving a probationary period are not subject to this
appeal process.

g In the event of a satisfactory evaluation deemed by the Union to be problematic, a
letter with concerns will be forwarded to the Human Resources Director, where

upon it will be reviewed and a response sent.
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ARTICLE 7
WAGES

It is understood and agreed by the parties that bargaining unit members covered by this
agreement shall receive a one-time 2.5% pay supplement based upon the member’s base
pay as of October 1, 2015. Base pay is the member’s base salary and excludes any other
supplements, differentials or pay of any kind. The pay supplement shall be paid in the
first full payroll period following ratification of this Agreement by both parties. The pay
supplement shall be non-pensionable, paid in a lump sum, and is a supplement for the
fiscal year ending September 30, 2016. The supplement shall be paid to those employees
employed with the City on October 1, 2015, and who are still employed as of the date of
ratification of this Agreement.

Effective the first full pay period after ratification of this Agreement, members of the
bargaining unit will receive a two percent (2%) cost of living adjustment to their base
pay. This cost of living adjustment will cause the top of the salary ranges to move by two
percent (2%). This cost of living adjustment is not retroactive.

Effective the first full pay period after October 1, 2016, members of the bargaining unit
will receive a two percent (2%) cost of living adjustment to their base pay. This cost of
living adjustment will cause the top of the salary ranges to move by two percent (2%).
Members of the bargaining unit, who have not reached the maximum of each pay grade,
shall be eligible for a two and one-half percent (2.5%) merit increase upon receiving an
evaluation of 2.5 or above. Eligibility for such increases, due on the applicable
anniversary date of the employee, will continue until the maximum of the pay range (not
including loyalty increases) is attained. It is understood that the final increase may be less
than two and one-half percent (2.5%) as no merit increase may be above the maximum of
the established pay range.

Employees covered by this Agreement shall receive a loyalty payment of two and one-
half percent (2.5%) after ten (10), fifteen (15), twenty (20) and twenty-five (25) years of
service. Effective with the first full pay period after ratification of this Agreement,
employees covered by this Agreement shall receive a loyalty payment of three percent
(3%) after ten (10), fifteen (15), twenty (20) and twenty-five (25) years of service. This
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increase in the loyalty payment to three (3%) percent will apply only to loyalty payments
earned within the first full pay period after ratification of this Agreement and to those
earned in the future, unless otherwise changed in future negotiations, and will not be
applicable to any loyalty payments previously earned. No one shall be eligible to receive

more than four (4) loyalty increases.
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ARTICLE 8
HEALTH PLANS AND LIFE INSURANCE

The City shall provide a health plan and life insurance program to remain in effect for the
duration of this Agreement.

It is acknowledged and agreed by the Union that the City shall not, under any
circumstances whatsoever, be required to pay more for any health benefits than the City
pays for its indemnity hospitalization insurance plan, as a result of any Health
Maintenance Organization plan or program which may be offered to the employees
covered by this Agreement, pursuant to 42 U.S.C.g 300(e), et. seq.

The City agrees to continue payment for insurance coverage set forth herein during
periods in which an employee is on authorized paid leave, and during periods in which an
employee is on a no pay status due to medical reasons of up to two (2) months.

The City, at any time and in its sole discretion, may alter, and/or modify any or all terms,
conditions, benefits, costs, requirements, and/or any other aspect whatsoever, including
the providers and/or administrators, of the health, dental, and life insurance plans
provided hereunder. However, notwithstanding the forgoing, the City agrees to pay an
amount equal to the amount of coverage for the least expensive individual HMO
coverage (currently, Bluecare 57 Plan) per month per employee towards the cost of the
group health premium and 100% of the life insurance premium (currently provided by the
City) for the employee coverage only. The City shall also subsidize fifty percent (50%)
of the dependent coverage, for the least expensive individual HMO coverage (currently,
Bluecare 57 Plan) for those employees who receive dependent health coverage, up to an
amount not to exceed $284.33 per month for Employee and Spouse, $220.28 per month
for Employee and Child(ren), and $404.23 per month for Employee and Family.

Employees will be responsible for any other amounts due for health coverage.
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ARTICLE 9
SICK LEAVE

Except as specifically provided in this Article, rate of accrual and all other aspects of sick
leave shall be governed by Rule 12.3 of the City's Personnel Rules and Regulations, as
amended.

Employees shall receive ninety-six (96) hours sick leave per year. At the employee's
option, that portion of the employee's first sixty-four (64) hours of sick leave (accrued
during the leave year) that is unused at the end of the leave year may be added to annual
leave; otherwise, that portion of the employee's sick leave (accrued during the leave year)
that is unused or not converted to annual leave shall be allowed to accumulate to a
maximum of 400 hours. The employee shall select one of the above options by no later
than August 31st of the current leave year. Any amount above this maximum will be
deposited in a trust fund (i.e., special fund) for the employee at the current rate of pay at
the time the excess sick leave hours were credited. Upon death or retirement of
employment, the employee or heirs, as applicable, will receive payment for the first 400

hours of unused sick leave in accordance with the following formula:

Less than 6 years Service. .. ..........uvevns 0%
06 through 10 years of continuous service. . . . . 25%
Over 10 years of continuous service. .. ...... 100%

Payment shall be at the rate earned by the employee at the time of death or retirement of
employment.

The City agrees that medical certificates shall accompany written requests for sick leave
in excess of three (3) work days. However, in the event that the Human Resources
Director and/or the Department Head determines that there is reason to believe that an
employee requesting sick leave for an absence of less than four (4) days is abusing the
privilege of sick leave, the Human Resources Director and/or the Department Head shall
have the right to require acceptable proof of illness for the period of absence, said proof

to be in the nature of a medical certificate, pharmacist certificate (certifying purchase of
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prescription medication), if deemed acceptable by the Department Head or any other
formal documentation specified by said Human Resources Director and/or Department
Head. The Department Head may require that the note be provided by the attending
physician. In cases where proof of illness is required, failure to provide such proof as
specifically requested may result in the employee's sick leave being denied and the period
of absence being considered non-compensable time. Nothing contained in this paragraph
shall be deemed to restrict the City's right to investigate alleged abuses of sick leave and
discipline, suspend, or discharge any employee found to have abused sick leave in any
regard.

The minimum charge for sick leave shall be one-half (1/2) leave hour. Thereafter, sick
leave may be taken in one-half (1/2) hour increments.

No employee covered by this Agreement shall accept outside employment of any kind or
nature whatsoever, nor engage in any form of self-employment while on sick leave.
Actual sick leave will be earned on an hourly basis for compensable hours only.
Employees covered by this Agreement who have not utilized sick leave, leave without
pay or lost time due to on the job injury for the first six (6) month period of the fiscal year
will receive eight (8) hours of Administrative Leave, to be used by no later than the end
of the fiscal year. Eight (8) hours of Administrative Leave may also be earned if no sick
leave, leave without pay or lost time due to an on the job injury is utilized by an
employee for the second six (6) month period of the fiscal year. Administrative Leave
earned during this time period is to be used within six months.

In the event of a serious health problem resulting in hospitalization, an employee who has
utilized all of their accumulated sick leave can utilize sick leave from their sick leave
bank. The employee does not have to exhaust all annual or compensatory leave before

utilizing leave available in their leave bank.
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ARTICLE 10
ATTENDANCE AT MEETINGS

An authorized representative of the Union shall be entitled to time off with pay for the
purpose of attending the City Commission meeting at which the Commission is
scheduled to take final action (i.e., approval or disapproval) of a collective bargaining
Agreement to succeed the current Agreement. The extent of time off with pay for the
authorized Union representative attending the aforesaid Commission meeting shall not
exceed the time spent by the Commission in discussion and/or voting on the proposed
collective bargaining Agreement; provided, however, that the Union representative so
involved shall have a total of an additional one-half (1/2) hour with pay to travel between
the work station and the location of the Commission meeting.

Notwithstanding the foregoing, an authorized Union representative desiring to attend the
aforesaid Commission meeting must notify the Director of Labor Relations & Risk
Management, in writing, of the intention to do so no later than forty-eight (48) hours
(exclusive of Saturday, Sunday and holidays) prior to the date of the Commission
meeting. Subsequent to the Commission meeting, the authorized Union representative
shall notify the Director of Labor Relations & Risk Management of the amount of
compensable time claimed for attendance at such meeting. If the compensable time
claimed is in accordance with the aforesaid formula, the Director of Labor Relations &
Risk Management shall make certain that the payroll account of the authorized Union
representative is credited accordingly.

In the event the City Manager, or designated representative, specifically requests, in
writing, that an authorized Union representative attend a meeting to resolve a problem of
mutual concern to the City and the Union, the authorized Union representative, shall
receive time off with pay to attend such meeting; said time off with pay to be computed
in accordance with the above formula. Nothing herein shall be interpreted to give any
authorized Union representative, the right to receive time off with pay for attendance at
any meeting involving a grievance initiated by the Union or any employee covered
hereunder, except as provided in Paragraph 4, below.

A representative of the Union (designated by the Union) shall be granted time off with
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pay, with prior written Department Head approval, for attendance at grievance meetings

and pre-determination hearings provided for in Article 6 of this Agreement.

Up to five (5) representatives of the Union shall be granted time off with pay to attend

collective bargaining sessions for the re-negotiation of the Agreement.

Up to (5) representatives, designated by the Union shall be granted a total maximum of

two hundred fifty (250) hours personal leave per fiscal year for the duration of this

Agreement to attend local, annual state, regional or national labor conventions.

An authorized Union representative shall be recognized by the City when all of the

following conditions have been met:

a. The City Manager and Director of Labor Relations & Risk Management are
notified officially in writing by the Union’s President or Business Agent of said
appointments each January of such designation.

b. Changes in representation due to retirement, resignation, promotion, transfer or
death shall be reported in writing to the City Manager and Director of Labor

Relations & Risk Management upon occurrence.
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