
Agreement by and between

UFCW 21 and  
CENTRAL CO-OP

Grocery

Effective  11/1/2014 - 12/31/2018



YOUr VOICE, YOUr UNION, YOUr CONTrACT

With a union you and your  
co-workers have a voice in  decisions 
about your work life—wages, benefits, 
holidays and vacations, scheduling, 
seniority rights, job security, and much 
more. Union negotiations put us across 
the bargaining table from management—
as equals.

A negotiating committee of your  
co-workers and union staff negotiated 
this contract. How does the negotiating 
committee know what issues are 
important? Union members tell us.  
The issues raised in contract surveys 
and proposal meetings help us decide 
what to propose in contract negotiations. 
Stewards and union representatives 
report on issues that arise on the job, 
talking with members about grievances, 
problems, and needs. They have a 
hands-on sense of what the issues are.

The more that union members stand 
together and speak out with one voice, 
the stronger the contract we can win. A 
contract can only take effect after union 
members have a chance to review the 
offer and vote on it. 

A union is as strong as its members. 
It’s no secret—an active and united 
membership means a stronger union—
which means a better contract.

About UFCW 21

UFCW 21 is a large, strong, 
progressive, and diverse union, 
representing more grocery workers, 
retail workers, and professional and 
technical health care workers than 
any other union in the state. 

With over 44,000 members united, 
we have the power and resources to 
take on tough employers, represent 
members on the job, raise standards 
in our industries, and support laws 
that make a difference for working 
families. 

My Union Representative:

__________________________________

My Union Steward:

__________________________________
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1.3 .3 A supervisor who is a bargaining unit member may accompany a senior manager 
to a counseling and/or disciplinary meeting where requested by the employee or where 
such attendance is appropriate to detail relevant factual information. This provision does 
not prohibit store support coordinators and/or assistant department managers from 
informing a bargaining unit employee of discipline, other than suspension or discharge, 
that has been previously approved in writing by the senior management. 

1.3 .2 A bargaining unit member who is the manager on duty can suspend for the shift a 
bargaining unit employee for an incident occurring on that shift (provided that there is no 
appropriate department managers or senior managers on duty) and may report to senior 
management any relevant facts that may lead to discipline or discharge; provided that no 
verbal or written warning shall be placed in an employee's file or other disciplinary action 
taken except by the General Manager, Store Manager, and/or Human Resources. 

1.3 .1 The Parties acknowledge that the employees covered by this agreement are both 
supervisory and non-supervisory. Accordingly the Co-op agrees that it shall not 
discriminate against any supervisory staff for their lawful union activities and the Union 
agrees it shall not discriminate against supervisory staff for their lawful supervisory 
activities. Except as provided herein, no bargaining unit employee shall terminate or 
progressively discipline any bargaining unit employee. Terminations shall be a function 
of senior management. 

1.3 Bargaining Unit Work: It is understood that the Co-op and the Union have a common 
interest in protecting work opportunities for all employees covered by this Agreement. 
Therefore, work involving the handling or selling of merchandise and the performance of 
other services incidental thereto ·is hereby recognized as bargaining unit work. 
Management and supervisory personnel, as defined by the National Labor Relations Act, 
may perform bargaining unit work as required by the needs of their jobs and store 
operations. 

1.2 In the event that a new store is opened by the Co-op, certification of a bargaining unit and 
recognition of the Union at the new store will be accomplished through a voluntary card 
check or secret ballot election within sixty (60) days of the store opening. The recognized 

. unit of staff members will be covered under the terms and conditions of the then current 
Labor Agreement between the Co-op and the Union. 

1.1 Central Co-op (the Co-op), hereby recognizes the UFCW Union Local No. 21 (the 
Union) as the sole and exclusive collective bargaining agency for all staff members 
employed in the Co-op's current store and future stores with recognized bargaining units, 
whose job classifications are set forth in this agreement (appendix A) with respect to rates 
of pay, hours, and other conditions of employment. Recognition does not extend to the 
General Manager, Store Manager, Assistant Store Manager, Floor Manager, Human 
Resources, Department Managers, confidential workers, guards or employees in other 
recognized bargaining units. 

ARTICLE 1- RECOGNITION AND BARGAINING UNIT 
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2.1.1 It shall also be a condition of employment that all employees covered by this 
Agreement and hired on or after its effective date shall, by the first (131) day 

2.1 Pursuant to and in conformance with Section 8(a) 3 of the Labor Management Relations 
Act of 194 7 as amended, it shall be a condition of employment that all employees 
covered by this Agreement who are members of the Union in good standing on the 
effective date of this Agreement shall remain members in good standing. Those who are 
not members of the Union shall, on the thirtieth (30th) day following the effective date of 
this Agreement or the thirtieth (30th) day following their employment (hire date), 
whichever is the later, become and remain members in good standing in the Union. 

ARTICLE 2- UNION SECURITY 

1.4.2 Seniority for substitutes who apply for and receive regular bargaining unit 
positions begins on the employee's effective date of hire as a permanent 
employee. Substitutes that are hired into a permanent position shall not be 
required to undergo a separate trial service period under Article 3 .3 if, within the 
last year, they have served four hundred and eighty ( 480) hours as a substitute in 
the position for which they are offered permanent employment. If hired into a 
permanent position, they will be eligible for benefits beginning on the first of the 
month after their sixtieth (60th) day in the regular position. 

1.4.1 Substitutes: A substitute is an employee who is hired by the employer to provide 
coverage for absences, vacations, leaves of absence, the summer produce season 
or unfilled regular positions as needed; provided that the Union and Management 
agree it is in both parties interest to provide the greatest opportunity for regular 
employees to work available hours where possible and without incurring 
overtime. Substitutes shall not be hired to displace regular bargaining unit 
employees. Substitute and temporary employees are not members of the 
bargaining unit and are not subject to the terms of this Agreement. 

Part Time: A regular part-time employee is regularly scheduled to work at least twenty 
(20) hours a week but less than thirty two (32) hours a week; however a part-time 
employee is regularly scheduled to work eight (8) hours per week, but less than twenty 
(20) hours per week. 

1.4 Definitions 

1 J .4 Member service employees in the administrative bargaining unit may handle 
customer returns so long as performing such duties does not result in a decrease in work 
hours available for bargaining unit employees. 

Full Time: A full-time employee is an employee who regularly works at least thirty-two 
(32) hours a week. 
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2.6 The Union agrees to indemnify and hold the Co-op harmless from any adverse action 
against the Co-op arising from the Co-op's compliance with any instruction it receives 
from the Union regarding this Article 2. 

2.5 Active Ballot Club Check-off: The Co-op agrees to deduct contributions in an amount 
designated by the employee from the paychecks of those employees whose individual 
written unrevoked authorizations are on file with the Co-op and to transmit the amount so 
deducted to the Union. Said deduction authorization shall be in such form as to conform 
with governing Federal and State laws applicable to Political Action Committees (PAC). 
Deductions shall be administered according to guidelines established by the Co-op. 

2.4 The Co-op agrees to deduct from the salary or wages of unit employees the dues and 
initiation fees of the Union, and agrees to remit' to the Union all such deductions within ten 
(10) -days after the end of the month for which the deductions are made, provided, 
however, prior to making any such deductions, the Co-op shall have received from each 
bargaining unit employee on whose account such deductions are made advanced written 
authorization or assignment to do so. The Co-op, on a monthly basis, will electronically 
supply the Union with thename, social security number and the amount of deduction. 

2.3.4 Whenever the Union requests the suspension of any employee in connection with 
the Union security clause of this Agreement, the Union shall hold the Co-op 
harmless and shall indemnify the Co-op against loss, as a result of relying upon 
the direction of the Union in suspending any employee. 

2.3 .3 The Union agrees to withdraw any letter of suspension if an employee, with 
respect to whom such letter has been served, shall complete their membership 
requirements within fourteen (14) days. After fourteen (14) days the employee 
shall be deemed terminated and seniority shall be broken. 

2.3.2 The Co-op will advise the employee that failure to pay initiation fees and dues 
owing is a condition of employment and a proper cause for suspension. 

2.3 .1 If a newly hired employee fails to apply for Union membership, or if an employee 
fails to comply with the requirements of continued membership as set forth above, 
the Union may serve a letter upon the Co-op, with a copy of the letter sent to the 
employee, requesting that such employee be suspended. 

2.3 The tendering of initiation fee and periodic dues uniformly required as a condition of 
continued membership shall constitute good standing in the Union for the purpose of this 
Article. 

2.2 For the purpose of this Article, the execution date of this Agreement shall be considered 
as its effective date. 

following the successful completion of the employee's trial period, become and 
remain members in good standing in the Union. 
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3 .2 Equal Opportunity Policy: The Co-op is committed to equal opportunity in employment 
practices. Employees will not be discriminated against on the basis of race, sex, age, 
religious, or political beliefs, national origin, sexual orientation, gender identity, marital 
and parental status, or disability nor will they be discriminated against because of lawful 
Union activity or their desire to refrain from engaging in Union activity. Employees who 
believe that they have been discriminated against on the basis of the protected categories 

3 .1.1 It is understood that the Co-op has established certain Co-op Policies that are in 
effect and apply to all employees including members of the above bargaining 
units and cover in accord with their provisions, certain personnel matters for such 
employees. It is understood that any provisions of this labor Agreement between 
the parties, shall take precedence in the event of a conflict with the provisions of 
these Policies. Management retains the exclusive right to make revisions to these 
policies and to manage the Co-op in all aspects except as limited by the terms of 
this labor Agreement. 

3.1 Management Rights: The Union recognizes the rights of the Employer to operate and 
manage the Co-op consistent with business needs and the Cooperative identity of the 
organization, including its values and principles. These management rights include, but 
are not limited to the rights to establish and require performance expectations; to 
maintain order and efficiency; to assign and direct employees; to determine work 
assignments and work schedules; to determine staffing levels and requirements; to select 
and hire employees; to require overtime; and to promulgate and enforce rules, regulations 
and personnel policies and procedures; provided that such rights, which are vested solely 
and exclusively in the Employer, shall not be exercised so as to violate any of the specific 
provisions of this Agreement. 

ARTICLE 3- CO-OP POLICIES 

2.8 The Employer shall supply to the Union on a quarterly basis a list of all employees 
covered by this Agreement. The list shall be sent electronically and shall include the 
employee's name, address, phone number, job classification, date of hire, social security 
number, and wage rate. Each month the Employer will also include an electronic list of 
new hires and terminations during the previous month. The new hire list shall include all 
information listed above. The termination list shall include the effective date of 
termination. The Union shall on a monthly basis provide the Co-op with the names and 
the full amount of fees and dues in arrears of any of its members who are required to 
comply with the union security provisions of this agreement. 

2.7 The Union shall notify the Co-op in writing at least once per yearIor as modified during 
the year) of the identity of individuals that the union certifies as shop stewards. Shop 
stewards may be granted up to two (2) unpaid days off per calendar year to attend Union 
functions, and may elect to use accrued PTO. Only two (2) shop stewards at a time may 
request such time off (as long as both are not in the same department). 
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3 .5 Corrective Action/Discipline: No employee shall be disciplined or discharged without 
just cause. The Employer shall be the sole judge of whether there is cause for discipline, 
provided, however, that said judgment may be the subject of the grievance procedure to 
determine whether there was just cause. The Employer may apply progressive discipline 
in those cases where the employee's conduct or performance does not warrant a more 
severe level of discipline, including immediate discharge. Possible causes for immediate 
discharge include, but are not limited to, the following: gross misconduct; harassment or 
other forms of harassment of employees or customers; dishonesty; theft; use, possession 

3.4.2 Breaks are scheduled by the designated department staff member or the Front 
End/Store Support Coordinator (or their functional equivalent if job titles are 
changed) on shift. 

3 .4.1 Meal and rest break periods shall be scheduled to accommodate customer service. 
In schedules not requiring customer service considerations lunch periods shall be 
for thirty (30) minutes unless it is mutually agreed with the department manager to 
observe a longer period. Once a schedule is adopted by mutual agreement it may 
not be changed without one (1) week's notice or agreement between management 
and the employee involved. 

3.4 Meal and Rest Breaks: Employees shall be allowed an uninterrupted rest period of not 
less than fifteen (15) minutes, on the employer's time, for each four ( 4) hours of working 
time. Rest periods shall be scheduled as near as possible to the mid-point of the work 
period, but in no event more than two and one half hours from the beginning of the shift 
and again after the meal break; provided however that this provision shall not require two 
rest breaks within a five ( 5) hour period of work. It is the intent of this paragraph to allow 
employees to take all breaks they would otherwise be entitled to receive, notwithstanding 
changes in the lunch schedule that might result due to operational need. Employees who 
work a free-standing five (5) hour shift (with no lunch) shall be entitled to a fifteen (15) 

. minute uninterrupted rest period during the shift. 

3 .3 Trial Period: All new employees will go through a trial period of sixty ( 60) calendar days 
for the Co-op to evaluate work performance and determine whether to continue to 
employ the employee. The employer may extend the sixty (60) calendar day trial period 
by thirty calendar days upon Written notification to the Union. This decision shall not be 
subject to the contractual grievance procedure. During the trial period an employee does 
not accrue vacation or sick leave, but both will accrue retroactively if the employee is 
retained. Prior to the end of the sixty ( 60) calendar days the Co-op will conduct an 
evaluation. Based on the evaluation and other factors the Co-op will make a decision as 
to whether to continue to employ the employee. Employees can be terminated by 
management at any time during their trial period. The formal guidelines for disciplinary 
action do not apply to employees during the trial period. 

identified in this article may elect to pursue their claim through the contractual grievance 
procedure, or in the alternative, pursue their claim with the appropriate state or federal 
agency responsible for enforcement. 
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4.3.2 The Co-op shall be the judge of the qualifications and ability of employees. The 
opinion of the Co-op shall be based on documented information and arrived at 
fairly and reasonably. The decision on qualification and ability shall be subject to 
the grievance procedure, but not the arbitration provisions of this agreement. The 

4.3.1 It is understood and agreed that the term "provided qualifications and ability are 
equal" shall mean that if two (2) employees have the same qualifications and 
ability, the senior employee has priority. - 

4.3 An employee's seniority shall be recognized when it is necessary to increase or decrease 
the number of regular employees or their work hours, provided qualifications and ability 
are equal. 

4.2.1 A staff member's seniority will not be broken in cases where an employee 
transfers to a different store that the Co-op operates that has a collective 
bargaining agreement with the Local. 

4.2 Seniority shall be on an individual store basis. Seniority shall be defined as the length of 
service with the Co-op from the last date of hire. 

4.1 The following provisions shall prevail upon completion of the trial period (Article 3.3). 
Termination during the trial period shall not be subject to the provisions of the grievance 
procedure (Article 9). 

ARTICLE 4- SENIORITY 

3.7 No bargaining unit employee shall be required to take a drug or alcohol test except as 
provided for herein. 

3 .6 In accord with applicable law, no employee will be required to take a polygraph test as a 
condition of employment. 

3.5.2 The employee will be provided a copy of any written disciplinary action and will 
be required to sign and date the written warning for the purpose of acknowledging 
its receipt. An employee may request the attendance of a Union representative at a 
pre-disciplinary investigative meeting as provided for by law. 

3.5.l Progressive steps for discipline shall include (1) formal written counseling; (2) 
suspension, and (3) termination. Informal counseling shall not be considered 
discipline and shall not be subject to the grievance procedure. 

or working under the influence of any substance that adversely affects alertness, 
coordination, decision making, safety or job performance; falsification of employment or 
personal history data. 
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4.6.1 Employees who desire an increase to regular full time status, or a decrease to 
regular part time status may do so when the status is available or by mutual 
agreement. The parties agree that employees accepting positions of responsibility 
with the Co-op (e.g., buyers, etc.) are accepting these positions at the hours 
provided for that position, and unless mutually agreed to at the discretion of 
management, must retain the hours as accepted. - 

4.6 Availability of Hours (Select a Shift): Each store department will post schedules at least 
two weeks in advance. Schedules will be fmalized one week in advance. Employees will 
select shifts equal to their job status. Employees in probationary status will have their 
shift selected by the manager of their department. Schedules will be selected by 
employees qualified for the position posted on a seniority basis with the most senior 
employee selecting first. It is agreed that both the Co-op and the Union desire to utilize 
employees for the greatest number of hours for which the employee is qualified and 
available. Employees shall select from available shifts to a maximum of forty ( 40) hours 
per week for each employee's individual status. When an available full time or part time 
schedule is posted employees must choose schedules within five days of posting. The 
selection can not incur overtime except with the agreement of Co-op management. If an 
employee fails to select his/her schedule, the employer may select by seniority the 
schedule for the non-responding employee. Further, in the event that there are weekly 
schedules or shifts that have not been selected, the employer may equitably fill those 
shifts using inverse seniority, and taking into consideration other relevant factors. 

4.5 Seniority shall not be broken for an absence caused by an occupational accident at the 
Co-op, or any non-occupational injury or illness, of up to eighteen (18) consecutive 
months, unless a longer period is agreed upon. 

4.4.2 If a regular employee with seniority is laid off, he/she shall maintain seniority for 
a period of twelve (12) months or until the employee fails to return to work upon 
a written request from the Co-op, with a copy sent to the union, whichever occurs 
first. 

4.4.1 An employee who has been laid off may request transfer to, and reassert seniority 
in, another store operated by the Co-op with which the Local has a collective 
bargaining agreement. 

4.4 When there is a reduction of the number of employees needed, the last employee hired 
shall be the first laid off, provided qualifications and ability are equal. A lay-off is 
defmed as two (2) consecutive weeks that an employee is not shown on the weekly work 
schedule, unless due to vacation or leave. In the event of a store closure, the affected 
employees shall be considered laid off at the time of the closure. 

documentation on which the decision was made must be given to the employee 
upon the employee's request. 
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(a) Four by Ten Schedule. Employees entering into a mutual agreement with 
the Co-op to work four ( 4) ten (10) hour shifts shall only be eligible for 

5 .3 .1 Overtime shall be paid at the rate of one and one-half (1-1/2) the employee's 
regular basic wage rate. 

5 .3 Overtime Work: An employee may not work overtime without the advanced permission 
and approval of a manager or supervisor. (In the event the overtime is caused by a 
customer service issue or event, the employee should inform the manager immediately 
after overtime is incurred.) Time worked in excess of eight (8) hours per day or forty ( 40) 
hours in any one week shall be paid at the overtime rate. Unless unexpected operational 
needs require otherwise, or there is mutual agreement between management and the 
employee, Co-op employees shall have at least twelve (12) hours between scheduled 
shifts. Employees who work without having twelve (12) hours between shifts shall be 
compensated at time-and- one-half the basic wage rate for hours worked during the 
twelve (12) hour period. The Co-op may, without penalty, rewrite the schedule to permit 
the twelve (12) hours off. The foregoing shall not apply in cases of schedules arranged by 
mutual agreement. Staff who have less than 12 hours turnaround or who workmore than 
7 consecutive days in a row shall communicate their work schedules to payroll so that 
their time worked can be accurately recorded. 

5.2 Work Schedules. Employees will select a bi-weekly work schedule through the process 
outlined in Article 4.6. Bargaining unit employees have the right to schedule two 
consecutive days off in a workweek subject only to prior seniority selection. 

5 .1.2 Employees shall only work hours that are scheduled or otherwise authorized in 
advance and there shall be no offsite work unless authorized in advance by the 
department manager. Working hours without authorization shall be grounds for 
disciplinary action. 

5 .1.1 . Employees shall not be required to work six ( 6) or more days in a row except by 
mutual agreement. 

5.1 Basic Work Week: The basic work week shall be defined as eight (8) to forty (40) hours 
for regular employees, consisting of five (5) days between Sunday and Saturday, except 
as may otherwise be provided herein. 

ARTICLE 5- HOURS OF WORK AND OVERTIME 

4.6.2 The parties agree that the selection procedure contairied in this Article 4.6 shall be 
applied for the initial year of the collective bargaining agreement. At the 
conclusion of that one year period either party may request a review and further 
discussions of the selection procedure and its application. The procedure will 
continue in full force and effect unless and until the parties mutually agree that the 
procedure should be changed. 
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5.6.2 An employee scheduledfor over eight (8) hours in a day due to a staff meeting 
obligation may petition the Department Manager for a schedule revision. Absent 
an emergency, the direct Manager must revise the schedule to eliminate the hours 
greater than an eight (8) hour work shift. . 

5.6.1 Employees required to attend meetings on their days off, or called back for a 
required meeting after one (1) hour of off-duty time, shall receive a minimum of 
two (2) hours call in pay for such meetings. 

5.6 Mandatory Meetings: Time spent in co-op meetings, with the exception of voluntary 
meetings, shall be computed for at the straight-time hourly rate and shall be considered 
time worked for the purpose of computing overtime. 

5.5.1 Substitute and temporary employees shall not be guaranteed a minimum number of 
hours. 

5.5 Except by mutual agreement between the Co-op and an employee, all employees shall 
receive not less than four ( 4) continuous hours of work or equivalent compensation in any 
one (1) day ordered to report for work, compensation to begin at the time ofreporting for 
duty. This hours requirement will not apply to attendance at required meetings outside of 
regular work shifts. - 

5.4 If an employee works after 12 a.m. and up to 6:00 a.m., he/she will receive an additional 
seventy-five cents (75¢) per hour for each hour worked between 12 a.m. and 6:00 a.m. 

5.3.3 Should the Co-op be open on New Years Day (January 1st), Thanksgiving (the 4th 
Thursday of November), or Christmas (December 25th), a premium of time and 
one-half (11/2) shall be paid for all of those hours worked on that day. If the Co 
op chooses to stay open, holiday hours have to be offered on a voluntary basis by 
seniority, subject to qualifications and ability of the employees so volunteering. If 
more hours are needed than are volunteered, the Co-op may schedule by inverse 
seniority based on qualifications and ability. If the Co-op requires additional 
hours to be worked and has exhausted its bargaining unit employees, non 
bargaining employees or member volunteers may be used to work the additional 
holiday hours. 

5.3.2 Employees working seven (7) or more consecutive days shall be paid overtime 
any and all hours worked on the seventh day and any future consecutive days. 

overtime for hours worked over ten (10) in any one day or forty ( 40) hours 
in any one week. Before an employee is assigned a 4x10 schedule, the 
Co-op shall have on file the employee's signed agreement to such 
schedule, which agreement can be revoked by either party on thirty (30) 
day's notice; provided, nothing herein shall be deemed to require the Co 
op to offer a 4xl 0 schedule. 
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DEFINITION: Retail Grocery Industry shall mean stores with electronic cash 
registers or scanning registers; departments to include grocery, produce, deli, 
frozen foods and HABA; total store volume not less than two million dollars 
($2,000,000) annually. Relevant hours worked in a cooperative or health food 
store shall count as work in the Retail Grocery Industry without regard to 
electronic cash registers, scanning, and store volume. 

6.2.1 Before hiring a new employee, senior store management will determine whether 
or not the position requires experience and so state on the job posting. Credit shall 
be given for applicable hours of past experience as long as the past experience has 
occurred within two (2) years of the date of hire. Past experience must be claimed 

. by a prospective employee on his or her employment application in order to 
receive credit. Applicable past experience is defmed as comparable work 
performed in the retail grocery or other relevant industry (including but not 
limited to Garden Manager (pantry position), Sous Chef, Barista). Management 
will determine the degree to which other industry experience will apply and the 
degree to which experience will qualify as pay for past experience, provided 
however, that a minimum of seventy-five percent (75%) credit will be given 
based on hours of past experience within the prior two (2) years in the retail 
grocery industry as defmed below. 

6.2 This Agreement shall not preclude the Co-op from hiring or paying employees at a pay 
rate in excess of the rates in Appendix "A." 

6.1 The classifications and hourly rates of pay shall be set forth in Appendix "A," attached 
hereto and by this reference made a part thereof. The Co-op shall have the right to change 
the designated job titles for administrative reasons, provided the applicable wage rates 
shall continue to apply based on work performed in the classification. 

ARTICLE 6 - JOB CLASSIFICATIONS AND MINIMUM RA TES OF PAY 

5. 8 For the purpose of this Article, it is understood that no employee shall be discriminated 
against for failure to enter into mutual agreement with the Co-op regarding hours of work 
and overtime. 

5.7 Wage Statements: The Co-op agrees to furnish each employee, on regular established pay 
days, a wage statement showing the name of the employee, period covered, hours 
worked, rate of pay, total amount of wages paid and deductions made. 

5.6.3 Voluntary Meetings: An employee who wishes to attend a voluntary Co-op 
meeting during their scheduled shift shall obtain Supervisor approval in advance. 
Voluntary meetings shall not be compensated for except as designated by the 
General Manager. The General Manager or his/her designee will make known at· 
the time the meeting is announced whether voluntary attendance is paid or unpaid. 
Attendance at voluntary meetings is not subject to contractual overtime. 
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For 40 Hours/Week 
120 hours or 15 days 
160 hours or 20 days 

# of Hours Seniority Rate of Accrual 
0-2079 .0577/hour worked 
2080-4159 .0769/hour worked 

7.1 Paid Time Off (PTO) from work will accrue as a single benefit including holidays, 
vacation, and sick time. PTO will accrue retroactively from the first day on the job 
provided the employee is retained beyond the trial period. PTO is calculated at a rate of: 

ARTICLE 7 - PAID TIME OFF 

6.5.1 Employees shall be entitled to receive a copy of the job description applicable to 
their primary assignment. The Co-op shall from time to time update job 
descriptions and revised job descriptions shall be given to affected staff. At the 
time of an update a wage review may be requested by the affected employees. 
The Co-op in its sole discretion can decide to pay for any additional duties. 

6.5 The Co-op may evaluate employees annually for purposes of improving job performance 
and communication. Evaluations will not be used to discipline non-supervisory 
employees. 

6.4.2 Employees who are promoted within the bargaining unit will be subject to a sixty 
(60) day trial period in the new position. If the employee's performance in the 
new position does not meet the Co-op's reasonable expectations the Co-op has the 
right to return the employee to his or her former position., 

6.4.1 The Co-op agrees that it will endeavor to provide third (3rd) person opportunities 
for the purpose of skill development and individual training for those employees 
who have an interest in Store Management and who make their interest known to 
Human Resources in writing. Such opportunities shall be afforded to employees 
based on demonstrated qualifications and abilities as well as seniority. 

6.3 Job Postings: The Co-op shall post all job openings for seven (7) calendar days for 
consideration by internal candidates. The posting will include the job description and the 
wage range. If an internal candidate is hired, he or she may request a wage review. Past 
experience will be used in determining the wage rate for the new position. Job posting 
shall not be required when an employee is transferred into a new position to comply with 
legal obligations. 

6.4 The Co-op, employees and the Union will work toward increasing skills and knowledge 
of employees in areas related to their jobs and the organization. To that end the Co-op 
supports providing opportunities for internal candidates in accordance with Co-op 
policies and guidelines. The Co-op believes cross-training is a valuable development tool 
for staff and will provide opportunities for such subject to budgetary constraints and 
business needs. · 

- ! 
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(b) After January 31st, requests for PTO usage will be considered in the order 
received. 

(a) The Co-op shall hold an open scheduling period during the month of January in 
which employees may submit written bids for PTO usage. Once a bid is made it 
cannot be changed except by mutual agreement. Seniority will apply in granting 
requests for PTO usage provided the needs of the operation can be met. If an 
employee wishes to withdraw previously approved PTO written notice must be 
provided to the Co-op at least two weeks prior to the start of the workweek in 
which the PTO was approved. 

7.3 Paid Time Off Scheduling: With the exception of PTO for days that the store is closed 
(i.e., holidays), scheduled PTO requests should be made at least three (3) weeks in 
advance. PTO may be taken at any time mutually agreeable between the Co-op and staff 
member, subject to the following guidelines: 

7.2.1 Once a PTO request is approved, PTO pay can be received prior to taking the time 
off provided notice is submitted to Payroll Department at least seventy-two (72) 
hours prior to pay period preceding the PTO request. 

7 .2 Paid Time Off Pay: Paid Time Off pay shall be the rate of pay the employee would have 
received had the staff member worked during the time off excluding any additional 
premiums. 

7 .1.4 Any accrued PTO is forfeited by any employee who quits and gives less than two 
(2) weeks notice (unless otherwise mutually agreeable) or who is terminated for 
just cause involving unlawful conduct, as provided in Section 3.5 of this 
Agreement. The Co-op agrees to discuss with the Union why an employee 
forfeited his/her PTO. 

7 .1.3 PTO days can only be taken once accrued and must be used for sick leave, 
holiday pay, or vacation time requested until exhausted, and before application of 
unpaid leave requests. PTO may be donated to another employee to provide pay 
while on FMLA leave, with such donated pay to be calculated based on the hours 
donated multiplied by the donor's regular rate of pay and divided by the 
recipient's regular rate of pay to determine the number of hours of leave that will 
be compensated. 

7 .1.2 Part-time employees working an average of eight (8) hours or more per week will 
be eligible for these benefits pro rated and based on hours worked. 

7 .1.1 The Paid Time Off year shall be based on the calendar year. 

200 hours or 25 days 
240 hours or 30 days 

.0962/hour worked 

.1154/hour worked 
4160-6239 
6240 + 
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(b) Employees averaging between (28) and ( 40) hours per week shall have the 
following benefit: Dependent child and Spouse/Domestic Partner coverage is · 

(a) Employees will share the cost of their Medical, Dental and Vision plans as 
follows: 

8 .1.1 Employees who on average work twenty (20) hours or more per week are eligible 
to apply for Medical and Dental Coverage, including vision coverage through a 
rider or separate policy, as outlined in Appendix Bon the following basis: 

8.1 The Co-op agrees to maintain a relationship with medical, dental, and vision insurers. 

ARTICLE 8 - INSURANCE COVERAGE AND OTHER BENEFITS 

Cash Out Rate 
.6666/hour PTO on books@ wage earned 
. 7 5 00/hour PTO on books @ wage earned 
.8000/hour PTO on books@ wage earned 
.8333/hour PTO on books @wage earned 

1. O/hour PTO on books @ wage earned 

#of Hours Seniority 
0-2079 
2080-4159 
4160-6239 
6240 -10399 
10400 + 

7.4 PTO Carry Forward/Cash Out: A maximum of one hundred and sixty hours (160) of PTO 
from one PTO year may be carried forward in the first six ( 6) months of the next PTO 
year. Employees may cash out up to eighty (80) hours of accrued PTO each year between 
November 1 and December 15, as long as they would have a minimum of 80 hours 
remaining in their accrual bank immediately after the cash out request is completed. 
Upon the end of the six (6) months, all remaining time from the previous year must be 
used or scheduled, or will be forfeited. 

(f) The Co-op may request a Doctor's, or other licensed health practitioner's, slip 
verifying sick leave PTO and if requested such excuse shall be presented within 
seventy-two (72) hours if during a scheduled work period or within ninety-six 
(96) hours if the employee is scheduled to be off work. 

( e) PTO must be used as actual time off during the PTO year, with the exception of 
the orie hundred and sixty (160) hours that may be carried forward for use the 
next year. 

( d) Priority will be given to employees using PTO over employees requesting unpaid 
time off after they have exhausted their PTO. 

( c) Employees shall be permitted to take scheduled PTO consecutively, with the 
understanding that nothing in this Agreement is intended to interfere with the Co 
op's right to reasonably determine the number of employees in any given 
department, if any, who can be on Paid Time Off during any particular week 



14 

8.7 During the terms of this Agreement, the Co-op will continue to offer, so long as the plan 
is accepted by the IRS, the 1997 Co-op 401(k) Plan and Trust. Enrollment in this plan is 
offered at no cost to employees, on a voluntary payroll deduction basis, in accordance 
with the Plan's eligibility rules. The Co-op will make a contribution equal to one hundred 
percent (100%) of an employee's contribution to the plan up to the first three percent 
(3%) of the employee's eligible compensation (i.e., if an employee elects to contribute 
three percent (3%) of eligible compensation, the Co-op's contribution would equal three 
percent (3%) of eligible compensation). The Co-op's contribution will vest at the rate of 
one hundred (100 %) percent upon completion of the Plan's eligibility period. Employees 

8.6 The Co-op will not materially reduce the level of benefits presently provided under the 
medical, dental, or vision plans (or vision rider) unless such plan is materially modified 
by the provider or the provider announces a premium increase in excess of ten (10) per 
cent for any insurance contract year. In the event the applicable plan is materially 
modified or the ten percent (10%) premium threshold is met, the parties (including at 
least two bargaining unit members) will promptly meet and negotiate regarding changes 
to the provider and/or plan. If no agreement is reached prior to the deadline necessary to 
leave time to implement changes, the Co-op will select the provider and/or plan that most 
closely approximates the existing plan at the cost of one hundred ten percent (110%) of 
the then current plan year. · 

8.5.1 Employees may enroll in the Life AD&D/LTD plan the 1st of the month following 
their 60th day of employment. 

8.5 All Employees are eligible to apply for the Employer Sponsored Life/Accidental Death & 
Dismemberment (AD&D), and Long Term Disability (LTD) Coverage. 

8.4 In the event an employee takes a leave of absence of thirty (30) days or more, he/she 
must arrange with the Co-op to pay the cost of the Medical and Dental Coverage 
premium, otherwise the coverage will be canceled. 

8.3 Medical, Dental and Vision Coverage premiums will be deducted from each employee's 
pay check with permission, which permission must be granted if the employee elects 
coverage. 

8.2 Employees may enroll in the Medical, Dental and Vision insurance plans the 1st of the 
month following their 60th day of employment . . · 

( c) Employees averaging between (20) and· (27 .9) hours per week shall have the 
following benefit: the co-op will pay, sixty (60) percent employee coverage. 
Dependent child and Spouse/Domestic Partner coverage is optional at no cost to 
the Co-op. 

available. The co-op will pay one hundred percent (100%) employee coverage, 
eighty percent (80%) dependent child, seventy percent (70%) Spouse/Domestic 
Partner. 



15 

9.2.l In the event the claim is one for additional wages, any such claim shall be limited 
to wages, if any accruing within the sixty (60) day period immediately preceding 
the date upon which grievance was filed in writing. 

9 .2 Before a grievance is filed by or on behalf of an employee, the employee may attempt to 
undertake good faith efforts to resolve the underlying dispute with his/her supervisor. 
Every attempt shall be made by the parties to verbally settle grievances at the department 
or store level. Any grievance or dispute concerning the application or interpretation of 
this Agreement must be presented in writing by the aggrieved party to the other party 
within twenty-one (21) calendar days from the date the party knew or reasonably should 
have known of the event(s) or occurrence(s) giving rise to such grievance or dispute. 

9 .1 Any grievance( s) involving the interpretation or application of this Agreement that arise 
between the parties during the term of this Agreement, shall be adjusted in the following 
manner. 

ARTICLE 9 - GRIEVANCE PROCEDURE 

Employees will cooperate with management in adhering to policies and procedures that 
assist in accurately recording and implementing this discount benefit. The employee 
discount is for use by employees and one additional designated member of the 
employee's household. The discount is meant to. be taken on a reasonable volume of 
groceries and is not intended to be used by employees to purchase goods for friends or 
members of a shared household who are not designated to receive the discount consistent 
with this Article. 

8.8 Employee Discount: It is understood that the staff receives a twenty percent (20%) 
discount on employee purchases of Co-op products, except for beer, wine, liquor and loss 
leaders (central basics or its equivalent). To ensure compliance with Washington State, 
liquor laws, staff will receive a ten percent ( 10%) discount on beer, wine and liquor. Staff 
purchases of loss leaders will not be inclusive of a staff discount and therefore will be 
purchased at the priced marked on the product. The rates of this discount will not be 
decreased during the term of this contract unless a change in Washington State Liquor 
control law requires such change. In that event, the Co-op will advise the union of the 
required change and upon request negotiate with the union regarding effects. 

will receive service credit for vesting purposes from their most recent date of hire at 
Central Co-op. Co-op contributions will commence the first full pay period following 
ratification of this Agreement for employees then enrolled in the Plan. For employees 
not then enrolled in the plan, contributions will commence upon enrollment the first of 
the month following their first sixty days of employment, and as permitted by the Plan 
and Plan Administrator. 
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9 .9 It is understood that any of the foregoing time limits may be waived by mutual 
agreement. 

9.8 The arbitrator shall have no authority to add to, subtract from, or otherwise.alter this 
Agreement, and shall be expected to render a written decision within thirty (30) days. The 
decision of the Arbitrator shall be final and binding on the parties. In any case in which 
back pay is awarded, the Arbitrator shall retain jurisdiction to calculate the amount of 
compensation due, including offset, if any, for interim earnings and/or failure to mitigate 
in the event the parties are unable to agree on such matters. 

9. 7 The fees and expenses of the arbitration and hearing room incurred as the result of 
mediation or arbitration shall be borne one-half (V2) by the Union and one-half (Vi) by the 
Co-op. Each party shall bear its own expenses of advocacy in presenting evidence. The 
decision of the arbitrator shall be final and binding on both parties. Neither party shall be 
liable for the expenses of the other party's witnesses. 

9.6 Within ten (10) calendar days after submission of the grievance to arbitration, the parties 
shall select an Impartial Arbitrator, or if they are unable to do so, the Union shall request 
the Federal Mediation and Conciliation Service to submit a list of seven (7) disinterested, 
local, and qualified persons willing to act as impartial arbitrators; with a copy of such 
request being sent to the other party. From this list the Co-op and the Union shall, within 
seven (7) calendar days after its receipt, alternately strike one name until six ( 6) names 
have been eliminated, and the person whose name remains shall be the impartial 
arbitrator. The parties shall draw lots to determine who shall make the first deletion from 
the list. Notwithstanding the provisions of Article 9.6 regarding the time for selecting an 
arbitrator, if a notice of arbitration is timely made pursuant to Article 9.5, the aggrieved 
party may provide written notice at the time of the Article 9.5 notice that the arbitrator 
selection process will be stayed for sixty ( 60) days. 

9.5 Grievances still unresolved may be submitted to arbitration by either party by written 
notice to the other no later than fifteen.(15) days after the last meeting of the parties at the 
above step. 

9.4 If the grieving party desires to proceed, then within twenty-one (21) calendar days after 
the date a written reply is received or the grievance is deemed denied the parties shall 
meet and make every attempt to settle the grievance. In this step, the parties may agree to 
engage in dispute mediation with a mutually agreeable mediator. If this option is utilized 
it will be completed within thirty (30) calendar days of the start of this step. 

9.3 The responding party shall have no longer than fifteen (IS) calendar days from the date a 
written grievance is received to reply in writing. In the absence of a timely written 
response the grievance shall be deemed denied and shall move to the next step. 
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10.6.2 The employee shall return to the same job or a similar job at the same rate of pay. 

10.6.l Three (3) weeks paid maternity leave at normal pay is available to staff who have 
worked at Central Co-Op the preceding eighteen (18) or more months. 

Maternity Leave 

10.6 Parental Leave: 

10.5 The employee must contact their Supervisor or the Human Resources Department two 
weeks prior to the expiration of their leave to provide notice of availability. Seniority 
will accrue during the leave of absence. 

10.3 Long term unpaid leaves of absence can be taken in addition to Paid Time Off. However, 
any employees who take a long term leave are not also entitled to the three (3) weeks of 
unpaid short term leave available to employees who do not take long term leaves. 

10.4 Requests for long term leave of absence must be submitted to Human Resources two (2) 
months in advance except in cases of emergency or other mutual agreement. 

10.2.3 During a long term leave of absence, medical, dental, disability and other 
economic benefits will not be provided, except as required by state and federal 
law (COBRA). 

10.2.2 Employees taking long term leave are required to pay up any sick leave or 
vacation deficits and to pay off all debts to the Co-op before going on leave. 

10.2.1 Employees taking long term leave shall be required to inform the Co-op in writing 
of their current address and phone number. 

10.2 Long Term Leave: Long term leaves are defined as longer than four (4) weeks but not 
longer than three (3) months. Such leaves require approval of the Co-op and are granted 
at the discretion of Human Resources. A substitute employee may be hired and if so, the 
person leaving may be required to provide training. Long term leaves are only extended 
to people who have worked at the Co-op at least eighteen (18) months. An employee 
returning from such leave shall retain his/her seniority and shall return to his/her former 
position. Decisions regarding the granting of long term leave shall not be subject to the 
contractual grievance procedure. 

10.l Short Term Leave: After eighteen (18) consecutive months of employment, an employee 
can take up to four ( 4) weeks (cumulative) unpaid leave during a year as long as the leave 
is approved by the Co-op. An employee returning from such leave shall retain his/her 
seniority and shall return to his/her former position. 

ARTICLE 10 - LEA VE OF ABSENCE 
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10. 7 .2 If an employee is required to appear on behalf of Central Co-op during regular 
scheduled hours, he/she shall receive compensation at their regular straight-time 
hourly rate of pay for the time spent in making such appearance, less any witness 
fees. In this event, these hours will be considered compensable hours underthe 
terms of this Agreement. 

10.7.1 Witness Duty: Employees required to appear in court or in legal proceedings on 
behalf Central Co-op during unscheduled hours shall receive compensation at 
their regular straight-time hourly rate of pay only for the time spent in making 
such appearance, less any witness fees received. No other provision in this 
Agreement shall apply to this section. 

10.7 Jury Duty Leave: After their first (1st) year of employment, employees who regularly 
work twenty-four (24) hours or more per week and who are called for service on a 
District Court, Superior Court or Federal District Court Jury shall be excused from work 
for the days on which they serve and shall be paid the difference between the court fee 
they receive and the amount of straight-time pay lost by reason of such service up to a 
limit of eight (8) hours per day and seven (7) days per year. Employees excused from 
attendance at court must report for work if sufficient time remains to work at least one 
half (1/2) of his or her normal workday. Employees must furnish verification showing 
date and time and amount of jury pay received. 

10.6. 7 The employee shall return to the same job or a similar job at the same rate of 
pay. 

10.6.8 If additional leave is requested, the terms of the leave shall follow Central Co 
Op's Leave of Absence Policy. 

10.6.6 The employee has the option of using accrued "PTO". 

10.6.5 Three (3) weeks paid time at normal pay are available for paternity leave for 
staff who have worked at Central Co-Op the preceding eighteen (18) or more 
months. 

Paternity Leave 

10.6.4 If additional unpaid leave is requested, the terms of the leave shall follow Central 
Co-Op's Leave of Absence Policy. 

10.6.3 The employee has the option of using accrued "PTO". 
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11.6 Union Bulletin Board: The Employer shall provide a space for placement of a Union 
Bulletin Board. All Union communication shall be placed on the bulletin board provided 
by the Employer for these communications. The Employer shall advise the shop stewards 

11.5 It is understood that the Co-op has received in. the past the benefit of non-employee 
members acting as volunteers to help with some of the Co-op's special projects. These 
practices are recognized provided no regular full time or part time employees are 
displaced or lose scheduled time. Volunteer labor performing bargaining unit work is 
limited to twelve (12) hours per month. 

11.4.3 Employees may bring forward through the Union any concerns regarding the 
management methods of a new manager during that manager's trial period of · 
sixty (60) days. Should such concerns develop the Union will meet with the GM 
to bring stated concerns to the attention of the GM who will include those issues 
with any others in the manager's evaluation for completion of the trial period. 

11.4.2 Managers shall be recruited through normal internal and external processes. 

11.4.1 Employees and management recognize the importance of selecting the best 
available individual(s) (internally or externally) for positions in Store 
Management. It is also recognized that these are positions of great sensitivity to 
store employees because of the close working relationship store employees have 
with their Store Management and the importance this relationship has in 
determining the success of the store. 

11.4 Store Management Hiring: 

11.3 Employees are encouraged to advise management of any issue affecting employee safety. 
Employees shall be free of reprisals for advancing legitimate safety concerns. Employees 
are permitted under OSHA/WISHA (RCW 49.17) to refuse to execute management's 
instructions when such instructions are reasonably likely to lead to the death or injury of 
the employee. 

11.2 All gowns, aprons, and uniforms required by the Co-op shall be furnished and kept in 
repair by the Co-op and, except where the garment is of drip-dry materials, the Co-op 
shall pay for laundering of same. The Co-op will offer ergonomically correct/safe aprons 
to all staff. 

11.1 If any employee is required to travel from one place to another during the course of the 
performance of the day's work, said employee shall be compensated for such time and for 
any legitimate expenses incurred. Such employee shall be reimbursed ·for public 
transportation expense if used, or be granted mileage allowanceat the current IRS rate for 
mileage reimbursement, if the staff member provides the vehicle to be used .. 

ARTICLE 11 - GENERAL CONDITIONS 
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14.1 It is hereby declared to be the intention of the parties to this Agreement that the sections, 
paragraphs, sentences, clauses and phrases of this Agreement are separable and if any 
phrase, clause, sentence, paragraph or section of this Agreement shall be declared invalid 
by the valid judgment or decree of a court of competent jurisdiction because of the 
conflict with any federal or Washington State law, such invalidity shall not affect any of 

ARTICLE 14 - SEP ARABILITY SA VIN GS 

13 .1 During the life of this Agreement the Union agrees not to engage in any picketing, strike 
or stoppage of work and the Co-op agrees not to engage in any lockout. The Union 
agrees to take all reasonable steps to cause its members to adhere to the obligation not to 
picket, strike, or engage in a work stoppage in violation of this Agreement. Any 
employee violating the terms of this Article shall be subject to discipline, including 
termination; provided, it shall not be a cause for discharge or discipline and it shall not be 
a violation of this Agreement for an employee to cross or refuse to cross a primary labor 
union picket line at the Co-op's premise that has been established to support a legal strike, 
provided the picket line is approved by Local No. 21 and the Co-op has been provided at 
least twenty-four (24) hours advance notice of the sanctioning of a picket line. For 
purposes of this Article, picketing is defined as that term is construed under the National 
Labor Relations Act, as amended, and specifically excludes hand-billing as that term is 
construed under the National Labor Relations Act, as amended. 

ARTICLE 13 - NO STRIKES OR LOCKOUTS 

12.2 In the event of the purchase or sale of the store, the buyer will recognize the current 
collective bargaining agreement. All current staff will maintain all wages, benefits and 
seniority. 

12.1 The Co-op Board of Trustees (BOT) shall give the Co-op employees and the Union not 
less than sixty (60) days written notice prior to the closing of the store, unless extenuating 
circumstances prevent them from doing so, in which case the BOT will give as much 
notice as is practicable. 

ARTICLE 12 - STORE CLOSURES 

11. 7 Safety Cameras: Safety cameras are intended to be a preventative measure and deterrent. 
Footage will be monitored as necessary in management's discretion for the protection and 
safety of employees and customers, and to provide operational support where necessary. 

of any material placed outside of this designated area and such information shall be 
removed at the Employer's request. 
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By: I~# 
Dan Arnett, General Manager 

UFCW Local 21 Central Co-op 

th ,<7 ,,, { t;; 
IN WITNESS WHEREOF, we attach our signatures on this __ c _day or(/'-' 

15 .1 This agreement shall be in full force and effect for the period November 1, 2014 through 
December 31, 2018 at which time it shall be automatically renewed for a period of one 
(1) year from said date, and thereafter for each year upon each anniversary of said date 
without further notice, provided, however, that either party may open this Agreement for 
the purpose of terminating or discussing a revision to the Agreement within sixty ( 60) 
days prior to said expiration date of each anniversary thereof upon written notice being 
served upon either party by the other. 

ARTICLE 15 - DURATION OF AGREEMENT 

the remaining phrases, clauses, sentences, paragraphs and sections of this Agreement and 
the balance of this Agreement shall continue in full force and effect. 
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A3.l Lead (or the functional equivalent if the title is changed) is that person designated 
by management to have Lead responsibilities for operation in relevant departments. This 
so designated person will receive one dollar ($1.00) per hour in addition to their regular 
base pay up to the Journey level, for all hours worked performing this responsibility. 
Minimum regular pay shall be no less than Wage level 4 for all employees trained for this 
position who have not been demoted voluntarily or involuntarily. 

A3 Pay for Responsibility 

Above scale wage rates: Employees receiving wage rates above scale based on assignment of 
additional job responsibilities shall receive an increase of $0.30 per hour on January 1, 2105 .. 
Thereafter increases to the above scale rate shall be consistent with the formula in A.2. The 
above scale rate shall be at least $0.50 per hour above journey rate. Nothing herein shall 
obligate the Co-op to pay above scale (except for mandated premiums provided in Section A3 
below). 

The wage rates contained in Section A 1 of the Agreement shall increase on January 1 of each 
year during the term of the Agreement by the amount determined by the formula contained in 
this paragraph. To determine the sum of each yearly increase the Employer will multiply the 
average hourly wage for all Central Co-op union and non-union employees by the prior year's 
CPI-U for Seattle-Tacoma-Bremerton (minimum of 0% - maximum of2.5%). (For example, 
if the average hourly wage of all Central Co-op employees was $20.00 per hour and the CPI-U 
was 2.5% the two figures would be multiplied with a resulting sum of $.50 [$20.00 X .025 = 
.50]. In this hypothetical scenario, the wage rates in Section A 1 would be increased by $.50 on 
January 1 of the following year. 

A2 Increases in Wage Rates 

Step Appx. Yrs if Hours in Grade November 1, 2014 
working FT 

l.a 0 years 0 to completion of Trial Period 14.00 
l.b Completion of Trial Period to 15.00 

2079 
2 1 year 2080 to 4159 15.50 
3 2 years 4160 to 6239 · 16.25 
4 3 years 6240 to 8319 17.25 
5 4 years 8320 to 10399 18.50 
Journey 10400+ 19.50 

A 1: Minimum hourly rates of pay for bargaining unit staff members shall be as follows: 

CLASSIFICATIONS AND RATES OF PAY 

APPENDIX "A" 
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A.4 Wages shall be minimums and shall not preclude the Co-op from paying discretionary 
premium or bonus amounts above the minimum requirements of this Labor Agreement. 

A.3.3 Buyer (or the functional equivalent if the title is changed) is that person 
designated by management to have Buyer responsibilities for operation in relevant 
departments. This so designated person will receive one dollar and twenty five cents 
($1.25) per hour in addition to their regular base pay up to the Journey level, for all hours 
worked performing this responsibility. A Buyer is any employee who is offered and 
accepts a Buyer position through regular recruitment processes. This is in addition to any 
compensation including overtime and/or other applicable premiums. Those employees 
hired as Buyers, who do not work outside this designation, shall be paid for responsibility 
as part of their base wage and additional premiums shall not apply. 

A.3 .2 Store Support Coordinator (or the functional equivalent if the title is changed) is - 
that person designated to have responsibility for overall operation of the store. This so 
designated person will receive $2.00 per hour in addition to their regular pay for all hours 
worked with this responsibility. Minimum regular pay shall be no less than Wage level 4 
for all employees trained for this position who have not been demoted voluntarily or 
involuntarily. Those employees hired as Store Support Coordinators, who do not work 
outside of this designation, shall be paid for responsibility as part of their base wage and 
additional premiums shall not apply. 
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*Costs and Coverages are subject to change, per terms outlined in our Group Medical, 
Dental, and Life/ AD&D and Long Term Disability Insurance agreements 

Medical Benefits 
Vision Rider or policy 
Chiropractic Rider 
Dental Benefits: Washington Dental Service (Benefit Design #I-High Option) 
Long Term Disability Benefits 
Life/AD&D Benefits ($20,000) 

Insurance coverage includes the following: 

INSURANCE COVERAGE 
APPENDIX "B" 
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For UFCW Local 21 

For Central Co-Op 

A worker shall have the right to . request that an available shop steward be present for an 
investigatory meeting directed at the employee requesting the witness. A witness will also sign a 
witness form to signify their presence and indicating that confidentiality is required. It is 
understood that the confidentiality will not apply for the purposes of grievance processing. 

The Employer will allow the Union to place a locked ballot box in the Co-op break room in order 
to facilitate shop steward elections. 

LETTER OF UNDERSTANDING - ONE 
Shop Steward 
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SEA_DOCS:l164571.4 

For UFCW Local 21 

For Central Co-Op 

The Co-op and the Union agree to discuss the development of a joint community project 
focusing on disabled adults; the purpose of which is to provide them with skills that will allow 
them to seek gainful employment in the retail grocery industry. The project as developed by the 
parties shall not result in the displacement of any bargaining unit position. 

LETTER OF UNDERSTANDING -TWO 
Community Project 



ThE UNION DIFFErENCE
As a union member, you have certain rights at  
your workplace: 

A Voice at Work
Because you have a union, you have a voice at 
work. A negotiating committee of union members 
and staff negotiate with management—as equals—
over wages, benefits, working conditions, and 
other issues. The union committee pushes for the 
issues that union members choose. The result 
of negotiations is a proposed contract which 
members vote on before it takes effect.

right to Union representation
Every union member has the right to union 
representation during an investigatory interview 
that could lead to discipline. This is called your 
“Weingarten” right, after a Supreme Court case 
which established the right to representation. 

Just Cause for Discipline
The just cause provision in your union contract 
ensures you have due process in cases of 
discipline. The just cause standard is a well-
defined set of legal rules that involve several 
different “tests” of a disciplinary action. The tests 
of just cause provide considerable protection 
against retaliation, discrimination, or other unfair 
actions. 

The Security of a Union Contract
As a union member, your wages and working 
conditions are spelled out in writing in a legally-
binding union contract. You are not alone at the 
workplace—instead, you have the security of 
knowing that your rights are protected by your 
union contract and backed up by the 44,000 
other members of UFCW 21.

Statement of  
Your right to Union representation 

(Weingarten Rights)

“I understand that this proceeding 
is for the purpose of investigating 
whether I may receive discipline. 
Therefore, I request that a union 
representative be present on my 
behalf before this proceeding 
continues. If you insist that the 
proceeding continue without 
allowing me union representation, 
I hereby protest your denial of rights 
guaranteed to me under federal labor 
law.”

Know Your Rights:
• Fair Treatment and Respect 

• Family and Medical Leave 

• Union Representation

Learn more about your rights: 

www.ufcw21.org



UFCW 21
Dave Schmitz, President • Todd Crosby, Secretary-Treasurer
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Seattle:  5030 First Ave S, Suite 200, Seattle, WA 98134-2438 
Phone 206-436-0210 / 800-732-1188, Fax 206-436-6700 

 

Mt. Vernon: 1510 N 18th St, Mt Vernon, WA 98273-2604, Phone 360-424-5655, Fax 360-424-7909 
Silverdale: 3888 NW Randall Way #105, Silverdale, WA 98383, Phone 360-698-2341, Fax 360-662-1979 

Spokane: 1710 N Calispel, Spokane, WA 99205-4808, Phone 509-340-7369, Fax 509-624-1188

Our mission: building a powerful Union that fights for economic, political 
and social justice in our workplaces and in our communities. 

ViSiT UFCW21.ORG:

ScholArShip info | BArgAining UpdAteS | StewArd trAiningS | helpfUl memBer reSoUrceS | 
ActionS informAtion on yoUr rightS | And more...




