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ARTICLE 1. RECOGNITION

1.1 Parties. This Agreement is between Clark County, Washingtod the Clark County Sheriff's
Office, hereinafter referred to as the County, #reClark County Sheriff's Support Guild, for puges

of setting forth the mutual understanding of thetipa regarding wages, hours, and conditions of
employment of those employees for whom the Courdty recognized the Guild as the exclusive
collective bargaining representative.

1.2 Exclusive Representative.The County hereby recognizes the Guild as theuska bargaining
representative for the purposes stated in 41.56 REWI non-sworn Sheriff's Office regular full-tien
and regular part-time employees within the clasaifons as set forth i&xhibit A. For the purposes of
recognition, "regular’ employees include those pgoug budgeted positions and working a regular
schedule of more than 1,040 hours in any calendar.y This Agreement shall exclude all elected,
confidential and temporary and part-time (less th@AO hours per year) employees (to include project
employees who have a fixed employment period nekteed twelve [12] months).
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ARTICLE 2. NON DISCRIMINATION

2.1 The County and the Guild agree that they will distriminate against any employee by reason of
race, age, color, gender, national origin, religidaelief, marital status, sexual orientation, mieota
physical disability, political affiliation or actity or any other categories of persons or actigipeotected

by federal, state or county statutes, ordinancess lor regulations.

2.2 The County agrees not to discriminate againstraaynber of the Guild for his/her activity on
behalf of or because of membership in the Guild.
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ARTICLE 3. GUILD RIGHTS AND SECURITY

3.1 Maintenance of Membership. Except as provided in Section 3.2, all covereglegees shall,
as a condition of continued employment, maintagirttmembership in good standing in the Guild during
the life of this Agreement. New employees shalldmeolled on the first day of the calendar month
following their hire date or appointment to a piasitin the bargaining unit.

3.2 Religious Tenets Exception.In order to provide Sheriff's Office employee ttight of non-
association with the Guild because of the emplsybeha fide religious beliefs, such Sheriff's Odfic
employee shall pay an amount of money equivalereudd dues to a non-religious charity mutually
agreed upon by the employee and the Guild. [fiwitan (10) calendar days after it is determineat th
the employee is eligible for exemption under thext®n, the employee and Guild fail to agree on the
organization to which payment in lieu of dues antlidtion fees is to be donated, either party may
petition the Public Employment Relations Commissfon a decision. Said employee shall furnish
written proof to the Guild that such payment isnigeinade.

3.3 In the event an employee member of the Guild failsiaintain his/her membership or charitable
payment, the Guild will notify the Sheriff's Offica writing through the Human Resources Department
of such employee's delinquency. The Sheriff's €ffagrees to give notice to the employee and thiel Gu
within five (5) working days that his/her employniestatus with the Sheriff's Office is in jeopardyda
that failure to meet the membership obligation isitihirty (30) calendar days from the date suchceot

is received will result in termination.

3.4 The Guild will notify the County of its dues. Ti@ounty will deduct such Guild dues from the
wages of the employees and forward them to thed@ath month. Each month the County shall submit
the dues to the address and name provided by the, Gocompanied by a list of dues-paying employees
their salaries, and the amount of their dues. Thenty and the Guild have developed a mutually
agreeable dues deduction assignment form for aaftimm of payments to the Guild by payroll
deduction. The agreed upon dues deduction auttitmizform is attached d&sxhibit C.

3.5 New Hires. The County agrees to provide the Guild with writtestification within thirty (30)
calendar days of new hires and separations frontaingaining unit in a fashion mutually acceptalole t
the parties. A meeting with the Guild officer dhzd included as part of new employee orientation.

3.6 Printing and Distribution. The County shall provide copies of the AgreemerthtoGuild for
distribution to represented employees. The Coshsll provide copies to new hires. The Agreement
will be made available to the membership eithectedtmically or on CD. Members may print the
Agreement at their worksite.
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ARTICLE 4. MANAGEMENT RIGHTS

4.1 Rights Reserved. The management of the County and the directioh@fwork force is vested
exclusively in the employer subject to the termstto§ Agreement. The parties agree that existing
established past practices not covered by this ékgemt on mandatory subjects of bargaining shall be
altered only with agreement of the parties. Thische does not restrict the right of an employeaise

the grievance procedure set forth in Article 21.

4.2 The parties recognize the following rights of theu@ty:
4.2.1 Determine the methods, processes and means oflprg\dervices.

4.2.2 Increase, diminish or change equipment, includirgyintroduction of any and all new,
improved or automated methods or equipment.

4.2.3 Make or change the assignment of employees tafgpgds within the bargaining unit
in accordance with their job classification oritl

4.2.4 Hire, transfer and promote including determinatainthe qualifications, methods and
standards thereof.

4.2.5 Discipline regular employees for just cause argtigiine probationary employees for
any lawful reason.

4.2.6 Determine or change standards and expectatiorsiptoyee performance and conduct.

4.2.7 Evaluate employees including the use or modificatiof performance appraisal
programs.

4.3 Contracting Out. The County may contract out bargaining unit wprkvided such activity
does not result in the layoff of bargaining unitptoyees or a reduction in the number of employees o
positions within the bargaining unit. The Counhal provide fifteen (15) working days’ notice toet
affected Guild and its officers.

4.3.1 The parties shall adhere to the Memorandum of Agess by and between the County
and the Guild dated December 18th, 2006, and imcatpd herein aSxhibit F.
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ARTICLE 5. GUILD REPRESENTATIVES AND ACTIVITIES

5.1 The Guild shall inform the Sheriff's Office in wing of the names of its officers who are
authorized to represent the Guild. Such infornmagiball be kept up-to-date at all times.

5.2 Access to Workplace.Guild officers may, after informing the supervisasit the work location
of employees covered by this Agreement. Accesslsballowed provided it does not disrupt the lagu
work activities of employees or the Sheriff's Offic

5.3 Bulletin Boards. The Sheriff's Office shall provide the Guild withulketin boards at reasonable
locations for its use in communicating to members.

54 Release Time Officers of the Guild shall be allowed reasonalelease time without loss of pay
for the purposes of labor relations between thddzuid the County, including meetings with the Ggun
for collective bargaining, grievances, disciplinangerviews, disciplinary hearings, and labor rielas
training, or such other legitimate activities as mutually agreed. Nothing in this Agreement lshal
construed to require employees to receive compens&bm the County for representation activities
occurring outside of the employee's regularly sakertiwork hours or for such time to be countedrae t
worked for overtime calculation. Work hours shatit be used by Guild officers, employees or
representatives for solicitation of Guild membepstdollection or checking of dues, Guild meetings o
other activities relating to the internal businesghe Guild.

5.4.1 Guild officers shall request permission from theimediate supervisor for release time.
Such request shall be granted provided release dimes not unreasonably detract from their
work performance and is in compliance with the @&boequirements as to the nature of the
activity.

5.4.2 Guild officers shall be allowed one hour of releéisne preceding or following meetings
with the County for preparation/debriefing actiegi

5.4.3 Release time, excluding the time in Section 5.8egf, shall be reported for on a regular
basis to the County by the use of “UNR” on the eyipk time sheet.

55 Guild Business Leave Guild officers shall be allowed a collective fotd one hundred and
twelve (112) hours per year, to attend conferenseminars, training, and/or conventions relatethéo
bargaining unit. Guild leave pursuant to this ®econly, shall be accounted for on a regular basthe

County by use of “UNB” on the employee time sheet.

5.5.1 Guild officers requesting unpaid leave pursuanthis Section, shall submit a written
request for such leave to the Chief Deputy asrfaadvance as practicable. Approval of such
leaves shall be at the discretion of the Chief Depu

5.6 Cooperative Labor Relations. The members of the Sheriff's Office and the Guildbbr
Relations Teams will each host a one-half (1/2) kddpr relations training seminar during the cocttra
cycle with pay. The subject of the seminar shalldetermined jointly by the parties at least si@9)
days prior to the seminar during a labor relati@asn meeting. The first seminar shall be coordithéty
the Sheriff's Office during the first half of theowtract cycle. The Guild shall coordinate the selco
training during the second half of the contractieyc

5.7 The County and the Guild agree to create an opemmmication procedure for the purpose of
mutual problem-solving, planning and initiating alissions regarding matters of general concern to
employees of the Sheriff's Office as opposed tewvamces. The work of the parties under the
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communications procedure shall in no way add tbtraat from, alter or amend the labor agreement
unless such agreement is reduced to writing antkedidpy authorized representatives of the Guild, the
Sheriff's Office, and the County. Settlement ofni@al grievances shall likewise be accomplished in
writing and signed by authorized representativthefGuild, the Sheriff and the County. Either ¢dld

or the County may initiate discussions on subjefta general nature affecting the employees of the
Sheriff's Office. The coordinators of the commuations procedure will be the Guild President (or
his/her designee) and the Sheriff or his/her desgn

5.8 The Branch Chief, and the Sheriff's HR Manager, uthaneet at least bi-monthly with the
Guild’s Executive Board. The labor/management mmgstare identified as Labor Relation Teams or
LRT. The purpose of these meetings is to promaber‘management cooperation, and to permit open
and candid discussion related to labor issues. tiMpedates shall be arranged annually. Meetingslat
will be chosen in December of the preceding yearttie following year. An agenda of matters to be
discussed at the meeting shall be presented wihireasonable time prior to the meeting date.
Cancellation and rescheduling of meeting shallddelys by mutual agreement of the parties.
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ARTICLE 6. STRIKES AND LOCKOUTS

6.1 During the life and for the duration of this Agresmh the Guild, its agents, officers and
representatives, and bargaining unit members sbalengage in, acquiesce in, or encourage anyestrik
slowdown, primary picketing, sick-out, sit-down, ather disruption or stoppage of work at any County
facility or at any location where County servicag @erformed, nor shall there be any lockout of
bargaining unit members by the County. If any sactivity takes place, the Guild will immediately
notify all Guild agents, officers, representativasd bargaining unit members engaging in suchigctiv
cease and desist, and the Guild shall publiclyadtedby letter to the Board of County Commissiorerd
the Human Resources Department that such actsity violation of this Agreement and is unauthadize
In the event the Guild fails to fully and faithfyltlischarge its duties under this Article, the Qgwhall

be entitled to recover its losses incurred as atre§activity in violation of this Article. Inte event of a
lockout in violation of this Article, affected engglees shall be entitled to be made whole for anyesa
benefits and rights lost as a result of such lotk@ny employee engaging in any activity in viddet of
this Article may be subject to immediate disciptynaction or discharge and the only matter reldted
such action which may be subject to appeal is thestipn of whether or not the employee engaged in
such activity.
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7.1

ARTICLE 7. JOB ASSIGNMENTS AND CLASSIFICATION

Work Assignments and Duties.The County may make or change the assignmentpfoyees

to specific jobs within the bargaining unit in aotance with their specific job classification diei

7.2

7.1.1 Employees in certain work-out-of-classification igasents may be eligible for
additional compensation as provided by Section.11.9

7.1.2 Employees may be assigned higher level work fanittyg and development purposes on
a limited term basis. The Department shall maleryeeffort to distribute such assignments on
an equitable basis. Assignments of employeespisiion in a higher level classification under
this Section shall be by mutual consent of the eyg®# and the manager and shall normally be
for a maximum of sixty (60) days unless otherwigeead or work-out-of-classification pay is
offered. Employees shall be informed in writing thie purpose of the assignment and its
expected duration.

7.1.3 Alternate staffing is defined as the budgeting gbaition at more than one classification
level within a job series. Employees filling attately staffed positions may be assigned duties at
any of the classification levels of the positiondashall be eligible for promotion when
performing fully satisfactorily at the higher levalthe judgment of the department.

7.1.4 The following classifications have been establislas alternately staffed in selected
positions: Sheriff's Support Specialist II/lll. déitional classifications may be established as
alternately staffed by written, mutual agreement.

Reclassification and Job Classification Descrijns.

7.2.1 Job classifications shall be defined by the curjeln classification description for each
of the job classification titles covered by thisrAgment. The County may revise and update job
classification descriptions to reflect current datiand qualifications for each of the job

classification titles. The Guild shall be provideditten notice of any substantllathange(s).
Within fourteen (14) calendar days of written neticom the County, the Guild shall demand to
bargain, in writing, the effects of the change(K)the Guild does not respond, in writing, within
the fourteen (14) calendar days, the Guild waiveght to bargain over the change(s).

7.2.2 Employees who believe they are misclassified arehlaeen assigned work outside of
their current job classification description mugbit documentation of said changes which may
include factual data to support the employee’stmosito the Classification Review Committee
(CRC) as soon as practicable, but not less thafl@nworking days prior to the next quarterly
meeting. The CRC shall meet quarterly, as neddedview the information provided, call the
employee and/or the immediate supervisor for qoestg as appropriate, and make a
determination regarding the merits of request{®B)e CRC's findings could include but are not
limited to, lacking substantial merit to warranstady - declined; possibility of merit - forward
for further review to the Human Resource Departmerabability of merit - forward for further
review to the Human Resource Department, with othaut a recommendation regarding
appropriate classification placement. The CRQ'slifigs shall be provided, in writing, to the
affected employee. The Human Resources Departmen receiving the information
forwarded from the CRC, will notify the employee, writing, within sixty (60) days as to
whether the position warrants study and an antiegpdate for study. The effective date of any

1
Beyond de minimus
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change will be the date of the adoption of the wiidthe beginning of the seventh (7th) month
following receipt of the official request by the Han Resources Department, if the study has not
been completed within six (6) months.

7.2.2.a The CRC shall be comprised of four (4) members, t{#) representing
management and two (2) representing the Guild. Speeific make up of the board shall be
as follows: (1) the Sheriff or his/her designealishe appointed to the board for an initial
two-year term, (2) a middle manager shall be agpdito the board for an initial three-year
term, (3) an e-board member shall be appointededbard for an initial two-year term and
(4) an e-board member shall be appointed to theddoa an initial three-year term.

7.2.2.b Initial terms as noted above in Subsection 7.2shall be set for two (2) and three
(3)-year lengths in order to stagger rotation. fAtlre appointments shall be for two (2)-year
terms; however, individuals may be re-appointeithatend of their term.

7.2.2.c Alternates shall be designated for each of thecbo@mbers. It is the intent of this
Section to ensure that immediate supervisors doseote as members of the CRC for
classification reviews of their employees’ positdon

7.2.3 When a position is reclassified, the incumbentldigkontinued in the position when the
following criteria are met:

7.2.3.a The change in duties evolved over a period of tigenerally six (6) months or
longer (versus occurring instantaneously, suchiaaseworganization) and;

7.2.3.b The incumbent has occupied the position and hdgsrpged substantially all the
duties of the new classification for six (6) monémsl;

7.2.3.c The incumbent meets all of the published minimuquirements of the new
classification.

7.2.4 If the requirements of Section 7.2.3 are not met émployee with mutual agreement
from the Sheriff or his/her designee, may chodsejthin twelve (12) months of achieving the

required criteriéfor the higher level classification, to continuetive position as an underfill for
up to twelve (12) months or be reassigned to amatheant and suitable position for which the
employee is qualified in the same classificationttie department. If there is no position
available and an underfill is not agreed to, theplegee shall receive full bumping and layoff
rights as defined by Article 20.

7.2.4.a Seniority, as it applies to underfills, shall indtuthe time served in the underfill

toward seniority for either the higher level cléissition, should the employee compete and
gain the promotion, or toward the employee’s oaginlassification should the employee
move laterally or to a lower level position pursu@nArticle 17.

7.2.4.b Upon making an underfill assignment, the supervesod employee will, within
thirty (30) calendar days, mutually agree to anirej plan. The written plan shall include
milestones for success in the higher level positiot recommended training courses to assist
the employee in achieving those milestones. Aesptor training shall then be forwarded to
the Training Unit to be evaluated based upon stahtaining protocol and GO # 2.26.

2 Criteria as defined by the job classification dggmon
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7.3 Salaries for New/Revised Classifications.

7.3.1 When a new job classification description is regdior a substantisathange is made to
an existing job classification description in thheaof an "upward" change in responsibilities or
qualifications the County will develop/revise thabjclassification description, proposed salary
and proposed bargaining unit assignment. Theysedage for the new/revised job classification
description shall be established following Countygedures so that the salary of the new class is
equitable in comparison to existing bargaining wtaisses. The Guild shall be provided written
notice of the allocation and afforded the oppotiutd negotiate as to the salary, bargaining unit
allocation, and any other mandatory subjects ofjdiaing. Within fourteen (14) calendar days
of written notice from the County, the Guild shddimand to bargain, in writing, the effects of the
change(s). If the Guild does not respond, in ngitiwithin the fourteen (14) calendar days, the
Guild waives it right to bargain over the change(3he County may implement the proposed
salary pending negotiations. If the parties ageeea change to the salary/job classification
description, the change shall be retroactive tddbenty's original approval date.

7.3.2 ltis agreed that the duties and responsibildiesigned to a new/revised job classification

e . . 4 . .
are a permissive subject, except when the newaéwibange causes a substanttabnge in an
existing bargaining unit classification.

7.4 Training. Internal trainees shall be any new hire or Sheriffffice staff who laterally moves or
promotes into new positions. The length of “trairsatus” shall be determined on a case-by-case bas
by management upon review of the individual's kredge, skills and abilities. Management reserves th
right to continue trainee status up to a maximurwedve (12) months.

3Beyond de minimus
4
Beyond de minimus
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ARTICLE 8. FILLING OF VACANCIES

8.1 Vacancies and PostingExcept as otherwise provided herein, vacanciel lshdilled as soon as
practical, but at the discretion of the Sheriff famchis/her designee. The Sheriff's Office agréms
provide job postings to the Guild for review fod) flays prior to posting and agrees to post jolaneies
within the Guild for a minimum of fourteen (14) eatlar days. The Sheriff and/or his/her designee ma
simultaneously post positions internally and exadlyn The parties agree that all due consideratien
given to internal candidates.

8.2 Classification Recruitments. Recruitments may be conducted on a position-tsjtipo basis or

on a classification basis. Classification recreims shall clearly specify that the recruitment haysed

to fill future vacant positions. When a recruitrhés conducted on a classification basis, the mjol
qualified candidates may be used to fill multiplerent and future vacancies within a classificafmnup

to twelve (12) months from the date of certificatiby the Civil Service Commission for external
postings and for up to twenty-four (24) months fisternal/promotional postings. Pursuant to Civil
Service Rules 9.09.b, eligibility lists may be exed for a maximum of six (6) additional months mpo
request by the Sheriff or his/her designee. Eng®egandidates within the pool shall be referred to
available vacancies based on their overall qualifims as well as specific qualifications, skilisda
preferences for particular vacancies. Guild empdesgandidates who are selected for a position shall
have no more than five (5) business days to eébeept or decline the position.

8.3 Promotional Opportunities.

8.3.1 In the judgment of the Human Resources Departnaamt, with the concurrence of the
Sheriff or his/her designee, promotional recruitteanay be further restricted as follows:

8.3.1.a To employees of a particular bargaining unit where reasonable to conclude that
only such employees are qualified for the position.

8.3.1.b To employees of particular job classifications /andwork units when a new
position results from reclassification of a positia that classification or work unit and upon
a showing that special training and knowledge ghiwihin a work unit or job family is
essential to the proper filling of the vacancy.

8.4 Alternative to Competitive Recruitment Process. As an alternative to the competitive
recruitment process for a job classification, ter8f or his/her designee may fill a vacancy by af
the following means:

8.4.1 Transfer. Transfer of an employee from a position for whible employee requested
transfer, in the same classification or a latelasification may occur when the employee meets
the qualifications for the position. Transferradpoyees shall be placed at the same step in the
new range. Positions within the classification Sffieriff's Support Specialist 1l will not
necessarily be filled through transfer. The decisio open any vacancies for transfer will be
made, at the sole discretion of the Sheriff orhas/designee, following a review of the job
interest list.

8.4.2 Voluntary Demotion. Voluntary demotion of an employee from a highessification
when an employee meets the qualifications for #he job classification. A voluntarily demoted
employee added to the Department and/or placedchinajob classification in this fashion shall
be placed at the highest step in the new rangedties not exceed his/her former salary. If the
former salary exceeds the maximum of the new ratigeemployee shall be placed at the top
step of the new range.
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8.4.3 Reinstatement. Reinstatement of a former employee who attaiegular status in the
job classification, left County service in good rstang and returns within twenty-four (24)
months of separation. Reinstated employees shalplaced at the step number and not
necessarily salary level previously attained ptseparation. Time served at the former step
shall be applied toward eligibility for the nexeptincrease. Additionally, if a vacancy exists,
and with the approval of the Sheriff or his desgneinstatements may be made to a lower job
classification for which the employee has attaireglular status and which is in the same career
ladder/series as the last position held.

8.4.4 Transfer or Non-disciplinary Demotion. Transfer or non-disciplinary demotion of an
employee when he/she has a qualifying disabilitdeurthe ADA or state law and meets the
gualifications for the new job classification. Aamsferred or non-disciplinarily demoted
employee shall be placed at the highest step imé¢lerange that does not exceed his/her former
salary. If the former salary exceeds the maximfith® new range, the employee shall be placed
at the top step of the new range.

8.4.5 Absorption of Functions and Staff. Absorption of an employee as a result of the
Sheriff's Office absorbing the function, which themhployee performs. An employee added to
the Department in this manner shall be placedahtghest step in the new range that does not
exceed his/her former salary. If the former sakxgeeds the maximum of the new range, the
employee shall be placed at the top step of theraage.

8.4.6 No Eligibility List. When there is no current eligibility list for abj classification the
County’s Human Resources Department, in conjundatiith the Sheriff or his/her designee, may
authorize the use of an alternative list, and hedithat the qualifications and examination used
to develop the alternative list adequately addsesse requirements of the job classification.
This procedure may only be used for appointmeatltawer or lateral job classification.

8.4.7 Reclassification. Appointment of an employee to a position that hesnbreclassified
(upwards, downwards or laterally), when the critaequired to be continued in the position is
met, as provided by Section 7.2.

8.4.8 Job Sharing. Appointment of an employee to a job sharing arraregg, when the
requirements of job share, as provided by this Agrent, are met.

8.4.9 Recall. Appointment of an employee to a vacant posititremvthe employee is recalled
from an active layoff list.

8.5 Project Employees. The appointment of project employees for limitedation projects for up
to eighteen (18) months on a full-time basis. &rbjemployees shall receive full benefits but shall
otherwise be excluded from the provisions of thigeement and shall not be entitled to bump or dspl
covered employees when laid off at the conclusiahe project.

8.6 Use of Alternative Workers and Non-Bargaining Wit Personnel. The County may, in its
discretion, make use of various alternative workersehabilitative, societal or other purposeduding
volunteers, offenders, youth programs, internsiosatizens, and the disabled. The County maygass
tasks to personnel from other bargaining unitsramtrepresented employees provided such activigg do
not result in the layoff of bargaining unit emplegeor a reduction in the number of bargaining unit
positions.
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8.7 Use of Temporaries. The County may employ temporary employees on aosehscyclic, or
short-term basis, or to assist during an unusuati workload. A temporary employee normally will
not be employed more than 1,040 hours in a caleyeiar, unless extended for up to 1,560 hours with
advance approval of the County Administrator anticeoto the Guild, or for up to 2,080 hours upon
mutual agreement of the Guild and the County. Cbhenty will notify the Guild quarterly of the numbe
and identity, date of hire, classification & depaent of temporary employees.

8.8 The County agrees to provide reasonable writteit@ad the Guild when the County desires to
utilize Project Employees, Alternative Workers, N®argaining Unit Personnel, and Temporaries to
perform Guild work.
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ARTICLE 9. WORK SCHEDULES, DAYS AND HOURS
9.1 Employee Work Schedules.
9.1.1 Work schedules shall be one of the following:

9.1.1.a Five (5) consecutive days of eight (8) consecutigars, excluding lunch periods,
followed by two (2) consecutive days off.

9.1.1.b Four (4) consecutive days of ten (10) hours, ekoy lunch periods, followed by
three (3) consecutive days off.

Unit/Assignment 24-7 Mgndatory Length (_Jf
Coverage Holiday Work Meal Period
Records Y Y 30 Minutes
Property & Evidence N> N 30 Minutes / 1 Hour
Food Services Y Y 30 Minutes
Reception NS N6 30 Minutes / 1 Hour
Jail Industries NS Y 30 Minutes
Other Units NS N 30 Minutes / 1 Hour

9.1.1.c All schedules shall consist of consecutive day$olawed by consecutive days off
unless expressly agreed otherwise by the Guildl&heriff's Office.

9.1.1.d For units required to have mandatory holiday cager staffing minimums for the
holidays shall be determined at the unit level.r Enits not normally required to have
mandatory holiday coverage, the Sheriff's Officeyrat its discretion, require those units to
remain open with minimum staffing coverage.

9.1.2 Employee Work Hours.
Employees who hold bid positions shall bid in ademce with current unit level practices.
Management retains the right to move employees tiwir bid positions for reasons of formal

corrective action processes and/or to maintainianla of senior and junior staff.

9.1.2.a Junior staff shall be defined as staff with lebant one (1) full year in a
classification.

9.1.2.b Balance of senior and junior staff shall be dafitas no less than one-third (1/3) of
total staff senior employees in an applicablesifecstion per location and shift.

° Although these units do not currently provide weekeoverage, there is a likelihood that coveragg bea
expanded during the term of this Agreement.

° Although Reception is not a mandatory holiday uthié, jail visitation staff attached to the unit kinave
mandatory holiday coverage.
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9.2

9.1.2.c Vacancies which occur, within a unit, after thdding cycle has been completed
shall be filled consistent with the Red Box proaedufor the Support Guild. Upon a new
hires’ release from Trainee status, vacancies selback-filled by a one-time bid or as
operational needs of the Branch dictate.

9.1.2.d Trainees shall not shift bid until they are fullgleased from the FTO program.
Employees who are in a Field Training Status arukeeted to successfully complete their
training before the annual bid schedule is implae@will be allowed to participate in the
annual shift bid.

9.1.3 Employees may trade one (1) or more shifts duaingork week provided such trades
comply with the following:

9.1.3.a Advance approval is requested and gained, in ngitifrom the affected
supervisors. Should a shift trade be required essalt of an unforeseen situation, and the
immediate supervisor(s) are unavailable, approviabe& sought from management.

9.1.3.b That such trade can be accomplished with no aaditicost to the County.

9.1.3.c That it would not interfere with the operationgioé County.

Workday. The workday shall be the period of twenty-fou#)(2onsecutive hours commencing

with the employee’s scheduled start time on eabkded day of work.

9.3

Alternative Schedules and Changes.

9.3.1 Employees or the County may propose alternativik \wwohedules within the limits of a
maximum forty (40)-hour per week schedule and ssaitedules may be established by mutual
agreement of the Guild and the County. No worledcite is permitted which would result in the
payment of overtime for hours worked during theufegwork shift.

9.3.2 Except in cases of emergency or other unavoideibbemstances beyond the County's
control, written notice of permanent changes ireamployee’s work schedule shall be posted and
given to the affected employee at least ten (1@nckr days in advance of their effective date of
the change. Permanent schedule changes made denmengency situations with less than ten
(10) calendar days’ written notice shall resulttie payment of overtime for all work hours
outside of the normal shift until the ten (10) calar days written notice period has elapsed.

9.3.3 Except in cases of emergency, written notice afp@rary changes in an employee’s
work schedule shall be posted and given to thectifieemployee at least seventy-two (72) hours
in advance of the effective date of the changechSihanges will be made consistent with the
Red Box procedures. Temporary schedule changete manon-emergency situations, with less
than seventy-two (72) hours written notice, or ktess of four (4) weeks, without a written
extension agreement, shall result in the paymentvwvefitime for all work hours outside the
normal shift until the seventy-two (72) hour writt@otice period has elapsed, or appropriate
written notice for a permanent schedule changébas given and elapsed.

9.3.4 When permanent or temporary schedule changes eatestuction of days worked in a
normal pay period, the manager and supervisorwollk together to attempt to minimize any
potential time loss. The affected employee maljzatione or more of the following options to
equalize their pay for the period: bridge the @eénvith the use of PDO, compensatory time or
PSA time; perform voluntary overtime work duringetiperiod, to be arranged through the
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9.4

9.5

Manager or designee or accept an overtime assignfpested to meet minimums) during the
period. Please note that if an employee usingtioverto equalize their pay for the period
arranged for voluntary overtime work and then lateceives an overtime assignment, the
voluntary overtime duty may be cancelled at managgt® discretion. Voluntary overtime
arrangements shall not be greater than the equivldes of time during the pay period. For
instance, if an employee worked eight (8) hoursfdee less than anticipated due to a mandatory
schedule change, he/she may then request to wotk @x (6) hours of voluntary overtime
(equivalent to 9 hours of straight time) to bridhe loss in work hours for the period.

Meals and Breaks.

9.4.1 All employees shall have one (1) unpaid meal geabthe approximate midpoint of each
work shift of five (5) hours or more, in accordaneigh the matrix in Section 9.1.1.b, and two (2)
paid rest periods of fifteen (15) minutes each, @ein each half of a full-time shift. If shift
extends beyond ten (10) hours, an additional unpagdl period shall be granted. Employees
may not combine their meal period and rest perjod(dess pre-authorized by a supervisor.
Employees may not forego a meal period to cutttalléngth of their working day.

9.4.2 Employees who work during their meal period witheupervisor authorization shall be
paid for the time worked at time and one-half (Hri)l may be subject to discipline.

9.4.3 Breaks are mandatory; supervisors will assurelitesiks are scheduled.
Job Sharing.

9.5.1 Participation in job sharing shall be on a volupthasis only. The employees involved
shall make the request for job sharing in writingd assubmit to the Sheriff's Office — HR.
Approval for job-share is determined by the ShariffChief, Sheriff's Office HR Manager and
the Human Resources Director and Benefits Manalyetial and continuing approval of the Job
Share arrangement will be contingent on both pestneeeting all of the required qualifications
for the job and performing at a fully effective fmemance level.

9.5.2 Persons involved in job sharing shall accrue PB@liday Leave and Sick Leave based
on their FTE and hours worked pursuant to Artick a@nd 13 of this Collective Bargaining
Agreement.

9.5.3 The rates of pay shall be consistent in use anctipeawith Article 11 of this Collective
Bargaining Agreement.

9.5.4 Health and Welfare benefits shall be provided inoagance with Article 15 of this
Collective Bargaining Agreement.

9.5.5 Seniority for step increases and layoff will besé&d on the seniority of each of the Job
Sharers individually.

9.5.6 Each job share employee will accrue individual gty based on their FTE and years of
service.

9.5.7 If either employee in a job share program separftam service with the County, the

remaining job share partner shall assume full-tduges until a suitable job share replacement
can be found. If no such job share replacemeavaslable, the job share arrangement shall be
canceled. If the job share arrangement is terméhanhd there is no agreement regarding which
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job share partner will resign or assume full-tirasponsibilities, the matter will be decided on the
basis of seniority. The parties to a terminateal Sbare arrangement have the option to resign or
transfer to an available position. However, inevent will the position(s) of employee(s) not

participating in the job share agreement be jedpaddby the termination of the job share
agreement.

9.5.8 The normal duration of a job share agreement dleatine (1) year, with an annual option
to renew. However, job shares may be canceledhatime at the discretion of the Sheriff or
his/her designee, with not less than thirty (30ysaritten notice to the Guild and the affected
employees, or by mutual written agreement of afligs.

9.5.9 Job Share Application Procedure. Job Share Application Procedure shall be in
accordance with the Human Resources Policy No(J®&8 Sharing) regarding Job Shares.

9.5.9.a Upon receipt of the request, the Department Headt&dl Official and Human
Resources will evaluate the proposal and respomditmg to all below listed parties within
thirty (30) days. The final written plan must bgned by both Job Share partners, the
Department Head/Elected Official, Human Resourcaselits Manager and the Guild.
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ARTICLE 10. OVERTIME

10.1  Work periods for Overtime Calculation. The work week for overtime calculation shall be the
period of seven (7) consecutive twenty-four (24¥hdays beginning with the reporting time following

the employee’s regularly scheduled days off ("weekg for example, 8:00 AM Monday to 7:59 AM the

following Monday. The daily work period shall bleet period of twenty-four (24) consecutive hours
commencing with the employee's scheduled start timeach scheduled day of work.

10.2 Compensation for Overtime. Employees normally shall be compensated at oneoaeehalf
(1%2) times their regular (as defined in Sectior2).rate of pay for hours worked in excess ofyf¢40)
hours in a week or in excess of their eight (8)en(9) or ten (10)-hour daily shift. The calcubatiof
time worked for overtime purposes shall includeidayfs, PDO, sick leave and compensatory time used.
Overtime will be paid to the nearest quarter hour.

10.3 Compensatory Time Option. With authorization of the Branch Chief or his/ltesignee and
the employee, an employee may elect to be compah$at overtime work in the form of compensatory
time off rather than pay. Either party may requinat overtime be compensated in pay. Such
compensatory time off may be accumulated to a maxirof eighty (80) hours. Unused compensatory
time shall be paid off at the employee's regulde &t the time of termination or transfer to anothe
department.

10.4 Unless an emergency exists or circumstances caugebée unreasonable, all overtime must be
authorized by the employee’s Branch Chief or hisihesignee prior to being worked. Unauthorized
overtime may result in employee discipline.

10.5 Callback Pay. An employee who is called back to work after cortipteof his/her regular shift
shall receive callback pay as provided herein.

10.5.1 Unscheduled callback, regular work day: Two (8uis at the straight time rate, plus
time actually worked at time and one half (1%2)

10.5.2 Unscheduled callback, on scheduled day off: THK83ehours at the straight time rate,
plus time actually worked at time and one half (1%%)

10.5.3 Scheduled callback, regular work day, with attiéasnty-four (24) hours’ notice: Time
and one half on hours worked, no minimum hoursgmtise pursuant to Section 10.5.5.a.

10.5.4 Scheduled callback, scheduled day off, with astlgaventy-four (24) hours’ notice:
Minimum of two hours at time and one-half, otheevmirsuant to Section 10.5.5.b.

10.5.5 For the purposes of interpreting this Section,votuntary overtime, offered/accepted
from the overtime list, shall be considered a @b The following definitions apply to callback
time:

10.5.5.a An unscheduled callback is defined as a requir¢rweneturn to work from off-
duty or off-premises status with less than twemiyrf (24) hours’ notice. It excludes
overtime which is an extension of the regular shiftholdover” overtime. It includes
overtime which occurs on the “front end” of the uksg shift only if no notice (24 hours) is
given. All other overtime and call-ins are cons@tkescheduled.

10.5.5.b Regular work day callbacks are those which oceuind the normal workweek —
“between” the employees regularly scheduled workday
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10.5.5.c Day off callbacks shall be considered to be tha$eéch occur after midnight
following the last day of work in the work week abefore the scheduled start time on the
first day of the next work week. For example, foiMonday-Friday, 8-5 employee, the
qualifying period would be from midnight Friday 800 AM Monday.

10.5.5.d “Minimum” pay is defined as a guarantee of a si@tinumber of hours if the time
worked on the callback is less than the guarant@ednum. It is paid at the time and one
half rate.

10.5.5.e Scheduled day off shall be defined as pre-appré@2@ or compensatory time as
well as regularly scheduled days off.

10.6  Assignment of Overtime. Overtime assignments shall be based on poliaes pgocedures
established at the Branch level. The County wirapt to meet its overtime requirements on a \talyn
basis. In the event there are insufficient volarddo meet the requirements, the County may redoe
necessary employees to work. Overtime work that loa performed by either regular or temporary
employees shall be offered first to regular empésye

10.7  Standby. There shall be no standby duty.

10.8 Holiday Work. Employees who work on a holiday (12:00 AM to BLPM on the date of the
holiday) shall be paid at the time and one-hal (a¢%) in accordance with Section 12.10.
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ARTICLE 11. COMPENSATION

11.1  Salary Schedule.Except as otherwise provided by this Agreementappendices, the salary
schedules for employees covered by this Agreemtait sonsist of a salary range of five (5) or 9B} (
steps with approximately five percent (5%) betwstps. Salary schedule increases shall be applied
across-the-board to each step of the range. All@ees shall be paid at one of the steps in thgera

11.2  Hourly Basis and Calculation.

11.2.1 Employees covered by this Agreement shall be paidn hourly basis. The employee’s

hourly salary shall be the annual salary divided2i380 or the monthly rate divided by 173.33

hours, based on the employee’s regular full or e schedule. No use of the term "salary" in
this Agreement shall be construed to require asvwalemployees to be treated as exempt or
salaried employees under the FLSA.

11.2.2 Hourly rate computation. The following table summarizes the inclusion andlesion
of various pay forms for the purposes indicated.

Pay Type Regular Paid Leave Cash-outs
Shift differential incl. see Section 11.2.3 excl.
Out-of-class pay incl. excl. excl.
Holiday premium incl. excl. excl.

11.2.3 Paid leave shall include shift differential onfythe employee was working the off hours
shift in the weeks before and after use of thedeav

11.2.4 All cash-outs of paid leave shall be paid at tmpleyee's base hourly rate of pay.

11.2.5 Employees who work overtime while in a work-outetdss (WOOC) situation shall be
paid time and one half on the WOOC pay rate.

11.3  Salary Increases.

11.3.1 Effective January 1, 2011, maintain 2010 wageeseaild all other wage provisions
including step increases as set fortliEknibit B to this Agreement.

11.3.2 Effective after October 152011, commence a wage re-opener on Article 113} and
Exhibit B with regards to calendar year 2012.

11.4  Step Increases Employees shall normally be hired at the firsppsiind shall be eligible for step
increases after twelve (12) months at step 1 aetl’en(12) months at each subsequent step in tlyeran
Leaves of absence without pay of fifteen (15) daymore shall result in an adjustment to the elligyb
date for the next step increase, except as prowgidéaw. Employees whose eligibility date fallsvwseen
the first and the fifteenth of the month shall tigikble on the first day of the month. Employeesose
eligibility date falls after the fifteenth of theamth shall be eligible on the first day of the doling
month.
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11.5

11.4.1 Step increases may be withheld or delayed basedismiplinary actions taken in the
preceding six (6) months or unsatisfactory job gentince. Such cause must be stipulated in
writing and be presented to the employee and thiéd G least thirty (30) days prior to the
eligibility date. The Guild and the employee mbestinformed as to why the step increase is
being withheld, what action he/she must take t@iobthe increase and the date on which the
employee will next be eligible for considerationr fa step increase. The employee's next
eligibility date shall not be changed even thoubh increase may be withheld. Such step
increase shall not be withheld or delayed for ntbea six (6) months.

11.4.2 Longevity Pay Effective January 1, 2009, Step 7 shall be eck@s a three percent
(3.0%) Longevity Step for those employees with (tED) years or more of service with the Clark
County Sheriff's Office Support Guild. Thereaftemployees will be placed at the longevity
step on the first of the month following their {®) year anniversary date within the Guild.

Promotional Increases.An employee who is promoted shall be placed endtvest step in the

new range which results in an increase equivateatdne step increase; approximately five percgrti (

11.6

Other Pay Actions.

11.6.1 Transfers. An employee who transfers to a new position withi@ same classification
or to a lateral classification shall retain the easalary and step increase eligibility date.

11.6.2 Demotions. An employee who voluntarily demotes shall be plaaedhe step in the
lower classification which most nearly approximateg does not exceed the rate which the
employee received in the classification from whighor she is demoting. Such employee shall
retain the step increase eligibility date he or Bhd in the higher classification. An employee
who is involuntarily demoted shall be placed at iighest step within the range assigned to the
lower classification which results in a decreasd amch action shall result in a new eligibility
date.

11.6.3 Reclassification.

11.6.3.a Upward Reclassification. For the purposes of this Section, upward
reclassification describes those circumstances avlar employee is found to be
performing the duties of a higher classificatiordas distinct from realignments as

addressed below. When an employee remains initigmowhich is reclassified upward,

the employee's salary will be adjusted accordinth&éopromotional formula above. In

addition, such employee shall not be required teesa new probationary period.

11.6.3.b Downward Reclassification. When an employee's classification is adjusted
downward the employee will be placed at the higlsésp in the new range which does
not exceed the former salary. If the former satgeeds the top step in the new range,
his/her wage rate shall be red-circled (frozen)l wuich time as negotiated adjustments
advance the top step of the range assigned tower lclassification to the point where it
equals or exceeds the employee's red-circled rBite. employee shall then be placed at
the top step of the range.

11.6.4 Realignment. Realignment is the upward adjustment of the galange of an entire

classification based on internal or external corspéon relationships and is not based on a
change in duties and responsibilities of the clesgion. In the event of an upward realignment
and except as noted below, employees will be platélde step in the new range which equals or
exceeds their former salary and will retain theirent salary anniversary date. For example, in
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an upward realignment of five percent (5%), an eype at step 4 of the former range will be
placed at step 3 of the new range. Employees \akie heen at the top step of the range for more
than one year will be placed at the first steghmhew range which provides for the equivalent of
a one step increase and shall be eligible for mafdit step increases (if available) after twelve
(12) months at the new step.

11.6.5 Layoff. Employees who demote or bump downward in lieu gbffashall be placed at
the highest step in the new range that is equai below their former salary. If the former salary
exceeds the maximum of the new range, the emplglyak be placed at the top step of the new
range.

11.6.6 Recall and Reinstatement. When an employee is recalled from a layoff list, or
reinstated within twenty- four (24) months to hex/liormer classification, he/she shall be placed
in the same step that he/she occupied at the tirseparation. The eligibility date for the next
increase shall reflect time served toward the ret®p increase prior to separation, e.g., an
employee who terminated or was laid off and haddlB) months to go before the next increase
shall have an eligibility date that is three (3pnths after recall or reinstatement.

11.7  Salary Anniversary Dates.Each employee’s anniversary date for step inerpaspose shall be
twelve (12) months from the date on which the eiypdds current step was attained. Anniversary dates
shall be adjusted by the full amount of any unpeéde of absence of fifteen (15) calendar daysmngéer
except as otherwise required by law or this Agragme

11.7.1 Time served toward a step increase shall be ecekdy retaining the current salary
anniversary date in the following situations:

11.7.1.a Reclassification
11.7.1.b Realignments
11.7.1.c Transfers

11.7.2 The following situations shall result in a new sglanniversary date:

11.7.2.a Promotions
11.7.2.b  Demotions
11.7.2.c Re-employment subject to the terms of Article 17

11.8  Shift Differential. Employees who work fifty percent (50%) or more tbkir regularly-
scheduled shift after 3:30 PM or before 8:00 AMIwélceive a shift differential of ninety cents (9Qer
hour. Such differential shall be paid on all homsrked on the shift plus observed holidays. &#lshe
included in payments for paid leave per Sectior2.B1. Short-term assignments of less than two (2)
weeks to other shifts will not impact an employeadigibility for or receipt of shift differential.

11.9 Work Out of Classification (WOOC). In the absence of the regular, on-duty supervisair of
classification supervisory work shall be designatad far in advance as possible, by the regular
supervisor and/or management The on-duty deswmmatiay be up or down the chain of command,;
however, downward designations shall result in wauk of classification (WOOC) pay. An employee
receiving WOOC pay shall receive an additional fpexcent (5%) above the employee’s regular rate of
pay when assigned to perform substantially alldhtes of a position in a higher classification tore

full duty shift or more. Management must approvehsassignments in advance. WOOC assignments
may be made only to vacant positions (or one, wiidbemporarily vacant by virtue of the absencéhef
incumbent due to leave or training) or for spedimited term assignments. Employees on shifts not
scheduled to have on-duty supervision shall nadliggble for WOOC unless the following conditionga
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met. If an issue arises requiring supervisoryllagéon, the decision and WOOC shall be assigndtd
most senior staff member willing to accept respafigi. That employee shall then become designated
as the supervisor for the remainder of the shiét simall be paid WOOC for all hours during which the
employee performed supervisory functions. Sheriupport Supervisors shall not receive WOOC pay
except in extenuating circumstances.

11.9.1 WOOC assignments to management or non-represpagiiions shall be governed in all
respects by County policies.

11.10 Meal Allowances.Employees shall be eligible for a meal allowant&®00 after each four (4)
consecutive hours of overtime worked contiguouslthwhe regular shift or after eight (8) hours of
overtime on a day off.

11.11 Mileage ReimbursementEmployees shall be entitled to mileage reimbursgnigr business
miles authorized and driven in a personal vehitléha current mileage rate as established by County

policy.
11.12 Field Training Officers.

11.12.1 Staff designated to be FTO’s shall received a peecent (5%) premium pay for all
work days during which the an FTO has at least(@hédrainee assigned to them. However, no
premium shall be received for days when the FTGsda have a trainee, including days when
the trainee is not at work for more than one-hbi2) of a workday.

11.12.2 Staff shall not be eligible to apply for FTO vacescuntil they have completed the
probation period within the Sheriff's Office clasation for which they will be training.

11.12.3 Qualified FTO’s shall be defined as staff who hdnen selected, have successfully
completed all of the training, are in good standangd are determined to be qualified by
management to take on a trainee. There may bes tinieen formerly qualified FTO’s are

considered by management not to be qualified;aaisbe for any number of reasons, including
but not limited to things such as burn-out, comflizvith a particular trainee, or other reasons
management may deem appropriate. FTO assignméatk l'= made at the discretion of
management.

11.12.4 There shall be a qualified FTO for each shift aadh unit. However, for smaller units,
which have a Sheriff's Support Supervisor, the super may elect to conduct the FTO training
themselves and/or select a staff member to be aB. FHowever, in situations when the
Supervisor elects to conduct the training, he/éladl sot receive FTO premium pay.

11.12.5 Should there be no applicants for the FTO prograna given shift and/or should the
only applicant be unacceptable to management, neamagt reserves the right to appoint staff
members to be FTO’s.

11.13 Incentive Plan. The incentive plan established by the 1992-1994eégwent shall be
discontinued with the following exceptions and wstendings:

11.13.1 Participants on the plan as of December 31, 199®ll have their incentive
compensation frozen. Effective January 1, 1997inakntive compensation payments will be
flat-rated at the dollar amount being receivedfabat date.
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ARTICLE 12. PAID DAYS OFF (PDO)

12.1 Each employee covered by this Agreement shall batgd paid days off (PDO) to be used
during the year for PDO, illness, holidays or paedobusiness time off. PDO accruals reflect the
inclusion of 96 hours of holiday pay, based on we€glL2) holidays as well as thirty-two (32) of sjgy,
based on four (4) days of sick leave. Other leasash as maternity, bereavement, military will be
covered in the Article 14 of this Agreement.

12.2 Employees hired on or after January 1, 1985, stw@iue PDO days according to the following
schedule:

Years of Hours per Hours per Days per Vacation Maximum
Service Month Year Year Portion Accrual
Start 17.33 208 26 10 260
1 19.33 232 29 13 290

5 21.33 256 32 16 320

10 23.33 280 35 19 350
15 25.33 304 38 22 380
20 27.33 328 41 25 410
25 29.33 352 44 28 440
30 31.33 376 47 31 470

12.2.1 Part-time Employees. Accruals shall be prorated for part time emplayeeiccrual
shall continue during active employment only, exapprovided for under federal or state law.

12.2.2 Pre-85 Accruals. Employees hired prior to January 1985 shall comtitmiearn PDO
leave according to their current schedule as peal/tayExhibit D .

12.3 Maximum Accumulation. Employee's maximum accumulation of PDO, shalbbe and one-
guarter (1.25) times the annual accrual rate. phimes to the maximum accrual shall be allowedHhsy t
Sheriff or his/her designee when the following atinds apply: where the Sheriff's reasonable ofega
needs do not allow an employee to use the PDO poiaeaching the maximum accumulation, the
employee has made the request in writing prioething the ceiling, the employee has made a plan t
reduce his/her accumulated PDO below the ceilirtginsixty (60) days, and the employee has complied
with the minimum usage requirements under Sectibh.1.

12.4  Probationary Employee PDO Use Employees may not normally use accrued PDO duhaiy
first six (6) months of service; nor will they baig@ for such accrual in the event their employment
terminated for any reason during that period. Btiobary employees must schedule and take at least
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four (4) shifts of PDO’s each calendar year. Upsrmination, an employee shall be paid for all edrn
or accrued PDO at the Employee's regular rate pfipauding premiums and incentive compensation
but excluding non-pay items such as clothing alloeea

12.5 Scheduling of PDO Days.

12.5.1 The annual scheduling of PDO by seniority, asrdefiby Article 17 of this Agreement,
shall be in accordance with established departméet and regulations and shall require the
scheduling of at least ten (10) shifts (four [4iftshfor probationary employees) of PDO time on
a seniority basis during the annual shift bid. P&rdual scheduling shall be by seniority within
units, within shift schedules. The maximum numiiePDO leaves allowed at any time shall be
consistent with the Sheriff's Office reasonableratiag needs. Requests outside of the annual
bid process will be considered on a first come Berved basis. Shift changes shall not change
or affect previously approved PDOQO's when the chasgdtiated by the Sheriff's Office.

12.5.2 All other requests for PDO shall be considered withe shift/unit on a first request-first
granted basis subject to the Sheriff's Office reatbe operating needs. In the case of
simultaneous employee requests, seniority, as elbflyy Article 17 of this Agreement, shall
prevail. Such requests must be approved by thepppte supervisor as established by Sheriff’'s
Office rules. Normally, at least five (5) workirdpys advance notice of the absence will be
required unless shorter notice is mutually agremsmhu

12.5.3 Employees must notify the Sheriff's Office as s@snpossible in the case of unforeseen
illness or emergency and request appropriate leave.

12.5.4 PDO leave requests shall be granted so long ammguioyee’s PDO request does not
cause the work shift to fall below established muins. The Sheriff's Office shall have the
right to determine established minimums for eachkwghift. PDO leave requests shall be
approved within four (4) calendar days of the sidsmin of the employee’s written request for
the use of PDO.

For purposes of establishing employees who can isdibmPDO a work shift shall constitute all
employees working in Records assignments on afgpeark shift (i.e. day, swing, graveyard).
The same standard and procedure shall apply to Beodce, Jail Industries, Sex Offender, ID,
Reception, Training, Civil, Property and Evidenc#gil Administration, Sheriff's Office
Administration, Jail Work Center, Task Forces, @ath, Cadet, and Precincts.

12.6  Termination Payoff. Upon termination of employment, an employee withrenthan six (6)
months of service with the County shall be paiddibaccrued PDO at the employee's regular rafmgf
including premiums but excluding non-pay items sasltlothing allowance.

12.7  Accrual Basis.Employees shall accrue PDO based on paid hoursacbhlwal shall occur during
unpaid leave and PDO accrual will be pro-rated thasethe number of hours in paid status.

12.8 PDO Leave Donation Plan.Employees may donate PDO to the sick leave ataufuanother
employee as provided for by current County polidgDO amounts shall be calculated based on the
donor's hourly rate and credited to the receivimpleyee based on his/her hourly rate. The Coumdl,s

in its sole discretion, determine the eligibility the requesting employee to receive donationsthad
means for apportionment of donated leave. Suclrmé@tation shall be based on the severity of the
illness or injury, length of service and the emgley performance and attendance record. Donated ti
will not be taken from donor’s individual PDO banitil it is to be used by the receiving employee.
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12.9

PDO Sell-Back. Employees may elect pay in lieu of PDO up to ximam of sixty (60) hours

per year. PDO sell-back shall be subject to tHewiing requirements and procedures;

12.9.1 The opportunity to sell back PDO shall be offet@ite per year in the months of June
and December. Requests must be submitted by MandSNovember 15 on forms designated
by the payroll office.

12.9.2 To be eligible to sell back PDO an employee masthused a total of eighty (80) hours
PDO in the prior calendar year. The total of P Hack may not exceed the maximum hours
limitation but may be apportioned according to #maployee's choice between the June and
December sales periods.

12.9.3 The PDO sell-back option is subject to availapibf adequate funds. PDO sell backs
may be restricted or suspended by the County. hénetvent PDO sell back requests exceed
available funds, the central Human Resources Dmpatt shall develop procedures to equitably
apportion PDO sell backs among employees with peneiquests.

12.10 Holidays.

12.10.1 Twelve (12) holidays, consisting of ninety-six (9Qurs, are included in the PDO
schedule. This includes the ten (10) holidaysdidielow plus two (2) additional holidays.
12.10.2 Observed Holidays.

New Year's Day — January 1

Martin Luther King’s Birthday — Third Monday in Jaary

Presidents’ Day —Third Monday in February

Memorial Day — Last Monday in May

Independence Day — July 4

Labor Day — First Monday in September

Veterans’ Day — November 11

Thanksgiving Day — Fourth Thursday in November

The day immediately following Thanksgiving Day

Christmas Day — December 25
12.10.3 Any of the above holidays which fall on a Saturdagll be observed on the previous
Friday. Any of the above holidays which fall orBanday shall be observed on the following
Monday.
12.10.4 Holiday Work Premium. Regular full-time and regular part-time employedw are
required to work on the date of a holiday (12:00 &MVL1:59 PM) shall be compensated in pay or
compensatory time off at the rate of time and oaké {1%%2) for all hours worked. Individual
employees who work on both the legal holiday datdthe day of its observance for New Years,
Independence Day, Veterans’ Day, and Christmasredkive the holiday work premium of two
and one-quarter (2-1/4) for all hours worked onabtual holiday date, and shall receive straight
time on the day of its observance. As with ovegtirthe choice of compensatory time off
requires approval of the employee and the divisamager.
12.10.5 The special Commissioner’'s holiday may be grantednat granted at the sole
discretion of the Board of County Commissioners trahours, rules and procedures governing
its use are not subject to any duty to bargaimergrievance procedure of this Agreement.
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ARTICLE 13. SICK LEAVE

13.1 Purpose.Sick leave is provided to continue pay duringa#iea or injury incapacitating the
employee to perform his/her work, contagious disemisereby his/her attendance at work would create a
direct threat to the health of fellow employeestlw public, or as otherwise provided by law or this
Article. The County and the Guild agree that siekve use is subject to certain conditions and
restrictions as defined herein.

13.1.1 Use of sick leave is contingent upon following uggd reporting procedures and
compliance with the purposes of sick leave. Emgésywho fail to call in according to
procedures or fail to provide medical verificatidghproperly requested, may be charged unpaid
time for the absence.

13.1.2 Any use of sick leave which requires a leave a (1) full working days or less shall be
charged to the PDO account. All leave beyond fm& full day shall be charged to the
Employee's sick leave account. The County wilbhwllexceptions to the one (1) day eligibility
rule for charges to sick leave, on a case by casis betermined by the Sheriff, in those instances
where an Employee is afflicted with a life-threabgndisease (example: cancer, leukemia, polio,
kidney failure) that requires repeated treatmemsaaegular basis of less than one full day's
leave.

13.1.3 Earned PDO leave or accrued compensatory timebmaysed when accrued sick leave is
not available for an absence necessitated by dloemjury.

13.1.4 Sick leave payments shall be exempt from socialirily taxes to the extent allowed by
law.

13.2  Sick Leave Accruals.Full-time employees covered by this Agreementlsd@rue sick leave at
the rate of five and one-third (5-1/3) hours penthoor sixty-four (64) hours per year. Sick leavay be
accumulated up to a maximum of 1200 hours.

13.2.1 Employees shall accrue sick leave based on paidho

13.2.2 No accrual shall occur during unpaid leave ank kiave accrual will be pro-rated based
on the number of hours in paid status up to a maxinof the employee's full or part time
schedule. Regular part-time employees shall acziokdeave on a pro-rata basis.

13.3  Workers’ Compensation Integration. An employee may charge his/her sick leave accfmmt
the difference between any compensation receivad the Workers’ Compensation Insurance and the
employees’ normal net pay for injuries or illnessesered by Workers' Compensation, so long as a PDO
is used for the first day of any absence. Theutation shall be based on the difference between th
employee’s normal post-tax take home pay and thdrpan Workers’ Compensation.

13.4  Family lliness Usage Employees may use sick leave in the event ofiraess in the employee's
immediate family requiring the attendance of thekayee, so long as a PDO is used for the firstafay
any absence. For the purposes of this Sectionetfiate family is defined as spouse, domestic partne
dependent children incapable of self care and pa@nthe step/in-law equivalents. Sick and/oraitp
leave may be allowed to care for such other redatand in such circumstances as required by stdte a
federal leave laws and administrative regulations.
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13.5 Medical and Dental Appointments. PDO leave will be allowed for doctor and dentist

appointments for the employee or members of thel@mp's immediate family requiring the attendance
of the employee. Employees shall make a reasoreifdet to schedule these appointments to occur
during off-duty hours.

13.6  Promotional Consideration. The ratio of sick leave used to sick leave aatnmay be taken
into consideration on determining promotions.

13.7 Reporting and Approval Procedure. Employees unable to report for duty shall notifie
Sheriff's Office’s designated representative inaxdance with procedures and timelines establistied a
the department level. Employees who know in adeahat they will be utilizing PDO/sick leave for a
particular purpose (e.g., surgery, hospitalizataemtal or medical appointments, etc.) shall givgce of

the dates of such leave as far in advance of theslas is practical.

13.8 Medical Verification. The County may require a physician's certificatf the nature and
duration of an employee's disability from work,af employee's ability to return to work, and/oraaf
employee's ability to continue the full performaindéris/her duties.

13.9 Attendance. The County and the Guild agree that acceptabldeddnce is an important element
of overall job performance and that overall quantit absence as well as number of occurrences ghoul
be considered. Employees are responsible for asidigethe circumstances which give rise to absences
and the County is responsible for taking progressoorrective action when attendance falls below
expectations.

13.9.1 The County and the Guild recognize the importanficeegular and reliable attendance
and punctuality. It is further recognized that artic absenteeism, even without evidence of
abuse or misuse of sick leave, is a legitimate eonc

13.9.2 Toward that end, employees who are absent in exafea total of sixty-four (64) hours
(8-hour employee) or eighty (80) hours (10-hour Eyge), AND who had more than eight (8)
unscheduled incidents of absence over a twelver{it®2ijth period are recognized as needing
improvement. Employees below either measurement@mnsidered to have an acceptable record.
Measurements for shorter or longer time period$ bl adjusted proportionately, for example
two (2) days/two (2) incidents for a three (3)-ntoperiod.

13.9.3 PDO/Sick leave absences which are scheduled ianadvsuch as medical and dental
appointments will not be counted as incidents cfealse but will be counted toward the total
hours of absence. Absences taken under the FamiyMedical Leave Act (FMLA) will not be
counted toward either the total hours or numbenafients measurement.

13.9.4 When PDO/sick leave use exceeds the thresholdgealioe department will initiate a
corrective action plan. Continuing absenteeistiait rate may serve as the basis for counseling
or progressive disciplinary action.
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13.10 Employees in good standing, who retire, voluntasgparate from service, and/or are laid-off
from the County through the PERS system with mbentten (10) years of service will be paid for a
maximum of 450 hours of accrued but unused sickeled their base rate of pay. Payoffs shall bedbas
on the matrix shown below:

Portion /tier of Accumulated hours Percent Payable
900 to 1,200 75% of hours over 899
600 to 899 50% of hours over 599
300 to 599 25% of hours over 299

For example, an employee earning $14.00 per hatr avbalance of 1200 hours would be paid for 75%
of the top bank of 300 hours (1200-900 x 75% = B@brs), 50% of the next bank of 300 hours (900-600
x 50% = 150 hours) and twenty five (25%) of thetrimank (600-300 x 25% = 75 hours) for a total od 45
hours or $6,300. Employees with balances belowt2@0s are not eligible for payoff.
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ARTICLE 14. OTHER LEAVES

14.1 Bereavement and Funeral Leave.A full-time employee shall be granted up to thr& (
consecutive work days of paid bereavement leawbdnevent of a death in the employee’s immediate
family. Such employee shall be granted up to atitisthal two (2) days of paid bereavement leavewhe
air travel or one-way land travel of 150 miles avreis necessary. To be eligible for the additiame

or two days paid leave, pre-authorization from@éef or designee is required. Bereavement leaagg m
be used for qualifying family members in the cagénominent death, but the total bereavement leave
period shall not exceed the three (3) or five (Bykndays’ limitation.

14.1.1 For the purposes of this Section, eligible familgmibers are:
14.1.1.a Spouse, children, parents, brother, sisteth@step and in-law equivalents)
14.1.1.b The employee’s Grandparents, grandchildrentsauncles

14.1.1.c The employee’s domestic partner and childranemts, brother, sisters (or the step
and in-law equivalents) of the domestic partner Affidavit of Domestic Partnership must
be on file in the County’s Central HR Benefits Detpeent)

14.1.1.d Other relatives living in the employee’s housldh
14.1.1.e Any person under the guardianship of the ermgsoy

14.1.2 Bereavement leave in excess of three (3) workiagsdr for other relatives may be
granted with the approval of the supervisor andgdd to an employee's PDO or compensatory
time account.

14.1.3 Time off with pay will be allowed for attendingehfuneral of a County employee.
Sufficient PDO time will be allowed to attend fuakof friends or other relatives.

14.2  Military Leave. The County shall abide by the provisions of fetlaral state laws to provide

military leave and reinstatement rights for empks/e The provisions of the laws are defined under t

Uniformed Services Employment and Reemployment Rigtet (USERRA) and Washington State Law
RCW 38.40.060. Employee benefits will only conénfor months in which the employee is in paid
status the first working day of the month.

14.3  Civic Duty and Examination Leave.

14.3.1 Leave with pay shall be granted as necessarydw @&mployees to serve as a member of
a jury. Any compensation received by the emplojee such duties, excluding mileage
allowance and meal allowance, shall be waived, ttethto the County, or, in the alternative, the
County shall pay the difference between the em@syesgular salary and the fees received.
When an employee is excused or dismissed from gy, he/she shall promptly notify the
County. Employees may be required to report tokwfmr any portion of their regularly
scheduled shift during which they are not actus#iyving on a jury or waiting to be assigned to a
panel of jurors.

14.3.2 Service as a witness in matters arising from these and scope of employment shall be
considered on-duty time. Service as a withesadypo non job related matters shall be charged
against the employee’s PDO, or compensatory tink@nba or may be taken as unpaid leave at
the option of the employee.
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14.3.3 Upon prior notice to his/her supervisor, an emp®ghall be allowed paid work time to
take examinations required for other positions initihe County. Testing undertaken on a day
off shall not be considered working hours for oweé calculation purposes.

14.3.4 Employees unable to vote while off-duty may use j2DO or compensatory time to
vote.

14.4  Family and Parental Leave. All employees shall be granted parental leavacicordance with
RCW 49.12 and/or the federal Family and MedicalMesAct. Accrued sick leave may be utilized by an
employee for the disability portion of maternityal@ and shall not be counted toward the twelve (12)
week FMLA maximum. With agreement of the departthemployees may work a reduced work
schedule for up to two (2) months preceding orofeihg the period of parental leave. The total
allowable parental leave would therefore be twéh®) weeks, plus any period of sick leave used pjus

to two (2) months of a reduced work schedule.

145 Workers' Compensation. All employees are covered by the Washington Staterkérs’
Compensation Act for injuries or illnesses receiwdtle at work for the County.

14.6  Other Leaves of Absence.Employees may request leaves of absence of upelva (12)
months for educational reasons, medical/disabiésve or compelling personal circumstances. A
minimum of two (2) years service is required ptmrequesting educational or personal leaves.

14.6.1 All requests for leaves of absence or extensidradl $e submitted in writing to the
department head or his/her designee and approvadviance of the effective date. Employees
reporting to work at the end of an authorized leaivabsence shall be employed in the same class
held at the start of such leave of absence.

14.6.2 Except for FMLA qualified leaves, unpaid leavesfititen (15) calendar days or more,
salary anniversary and seniority shall be adjudigdthe full amount of the unpaid leave.
Absence without leave and failure to return froravie shall be treated as job abandonment or
may be the basis for termination.

14.6.3 Paid leave taken prior to going on unpaid leawal giot be counted toward the twelve
(12) month maximum. Unless otherwise authorizedhigydepartment head or applicable elected
official and Human Resources, the employee musaesthaccumulated PDO and compensatory
time before going on unpaid status.

14.6.4 Absence not on duly authorized leave shall be d¢eats absence without pay and in
addition may be grounds for disciplinary actionpad his/her return, the employee shall give a
written statement to the Sheriff, explaining thasens for the absence.
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ARTICLE 15. INSURANCE
15.1 Medical/Dental Plan Description and Coverage.

15.1.1 The Multi-party Healthcare Committee under the imns of the Memorandum of
Understanding (see Exhibits G and H) will make siecis regarding healthcare expenditures,
plans and carriers for medical and dental insurafmethe term of the contract.

15.2  Eligibility. The County agrees to cover eligible employees thed dependents under one
medical/dental plan.

15.2.1 Regular employees shall be eligible for medicalitaace effective the first of the month
following date of hire. Enrollment forms must lexeived within 31 calendar days from date of
hire. Coverage will terminate at the end of ths thay of the month in which employment ends.

15.2.2 Dental coverage will begin the first of the mofdliowing ninety (90) calendar days of
employment. Coverage will terminate the last dethe month in which employment ends.

15.2.3 Regular Part-time employees whose budgeted regaladule calls for thirty (30) hours
per week (0.75 FTE) or more shall be eligible far full County contribution. Regular part-time
employees in positions budgeted at one-half ughteetquarter Full-Time Equivalency (0.5 to
0.749 FTE) the County shall pay seventy percen®o76f the County’s contribution for the
highest cost plans for the applicable plan yeahwhe employee contributing the balance based
upon employees’ plan of choice.

15.2.4 Temporary changes in work hours will not resultairchange in benefits available or
employer contribution, unless the change in hoorgicues for three (3) consecutive months or
more. When the temporary change is anticipatddstolonger than three (3) months and timely
notification is made to HR-Benefits (31 days fromted of change), the change will become
effective the first of the following month.

15.2.5 Project employees shall only be eligible for thesdimal and dental plans and
contributions shall be determined in the same maaseegular employees.

15.2.6 Eligible dependants include legal spouse, domegsticner and dependent children,
including the domestic partner’'s children. Childrare eligible up to age 26 for medical
insurance; and are eligible for dental and Addaidrfe Insurance - up to age 19 or until age 23
if a full-time student at an accredited school. rsBant to County policy domestic partner
coverage for medical and dental insurance coveragevailable for the employee’s domestic
partner and the domestic partner’'s children whadeesn the employee’s home, subject to
required tax regulations relevant to this ben€fib access this benefit, the employee must have a
completed Affidavit of Domestic Partnership on file the Human Resources — Benefits
Department.

15.2.7 Eligibility for Coverage during Unpaid Leave Employees will have continuous
coverage during an unpaid leave of absence if eovby federal or state leave laws. For other
unpaid leaves after the exhaustion of all accrwsd leave and any month in which the employee
is in an unpaid status the first of the month dmeunpaid leave has been thirty (30) continuous
calendar days or longer, benefits will not be pdedi. Coverage will be reinstated effective the
first of the month following the date of the empdeys return to work; except for return from
USERRA leaves, whereby coverage shall be reinststad the date of return to work.
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15.2.8 For recalled employees [within a twelve (12) moptriod] and employees returning
from furlough, coverage is reinstated the firstref month following the date of re-employment.

15.2.9 Job Share Benefits Job share benefits will be provided to employd®sing the regular
work hours and benefits of one full-time positiodob Sharing benefits shall be provided based
upon a 50% division of the employer contribution fieedical and dental coverage. If one job-
share partner opts out of medical and dental cgeerhe other job-share partner is eligible for
benefits in the same manner as a full-time employeach employee shall have the option to
enroll in the medical and dental plan of the emp&g choice. Any cost for coverage over the
50% share of medical and dental insurances shalideesponsibility of the employee. Each job
share employee shall also receive a life insurdreceefit at the same level as provided to full-
time employees.

15.3 Premiums Premiums, plans and cost distribution will beéedmined through the multi-party
Healthcare Committee process as outlined in the dandum of Understanding included in Exhibit H.

15.4 Qualified Family Status Changes. The addition or deletion of dependents as a tresfuh
gualified family status change will be provided ancordance with federal or state laws and County
Policy. Enrollment changes must be received byGbanty HR-Benefits Department with applicable
documentation within 31 calendar days [60 caleritays for newborns or children placed with the
employee for adoption] of the qualifying event. a@pes shall be effective the first of the month
following the date of the qualifying event; exceptthe case of newborns and adoptions, coverage is
effective on the date of the birth or placementh@ home. For newly eligible dependents not eedoll
within 31 calendar days, coverage cannot be oldaimdil the next open enrollment with coverage
effective January 1 of the following year.

15.5 Carrier and Coverage ChangesThe County retains the exclusive right to seleetgtans and
carriers (or to develop and implement a self-insoeaplan) for medical, dental, life or other ingwa
plans provided that the successor plan(s) shalligeosubstantially equal or better coverage than th
existing plans. This Section is not intended tphapo medical and dental plans which are addressed
the Healthcare Committee Memorandum of Understandin

15.6  Open Enrollment. The County agrees to provide an annual open emeall period annually
and/or beginning not less than thirty (30) daymptd any change in medical coverage. Such open
enrollment periods shall be not less than two (@¢ks in duration.

15.6.1 Flexible Spending Accounts (FSA’s)The County agrees to make available Dependent
Care and Health Care Flexible Spending Accountdlagred under federal law.

15.7 Life Insurance. The County shall provide each employee a groum t#fe insurance policy
including accidental death and dismemberment cgeera the amount of $25,000. Employee and/or
dependent coverage shall be made available foramelpurchase.

15.7.1 The County shall continue to make available thhoymayroll deduction voluntary
supplemental and dependent life insurance to erepkysubject to individual evidence of
insurability at such premium rates as are estadlidly the carriers. The County will make every
effort to negotiate the most effective rates.

15.8 Long Term Disability Insurance. The County shall provide a long-term disabilitamlwhich
pays a benefit of 60%, 90-day waiting period anldeptsuch provisions as are provided by the plan
document.
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15.9 Continuation of Benefits.

15.8.1 Pursuant to federal or state law, Clark County legges and/or dependents that lose
group health care coverage are eligible to contparticipation in the group health plan for the
time periods as defined in the law. The affecteghleyee and/or dependent is responsible for the
cost of the coverage plus an administrative feapglicable.

15.8.2 County provided health benefits will continue aigrian unpaid family and medical leave

or accident or illness covered by Workers’ Comp#&aoraat the same level and under the same
conditions as if the employee had continued to walfkthe employee chooses not to return to
work following an approved family and medical ledoe reasons other than a continued serious
health condition, the employee will be required@amburse the County the amount if paid for

the employee's health insurance premiums.

15.8.3 Eligibility for insurance coverage for medical addntal insurance during other unpaid
leaves will be in accordance with the federal COBRAgram. Employees are not eligible for
other insurance coverage during unpaid leavess#rate.

15.10 Eye Examinations.A full-time employee identified by the Human Resms Department as the
incumbent of a position requiring video displayneral operation of not less than five (5) hourswerk

day shall be entitled to an eye examination onegyetwelve (12) months. When the examination is no
covered under the employee's medical plan, subjette normal provisions of the plan, the employee
may submit a written request for reimbursementh® $heriff's Office Human Resource Manager.
Vision reimbursement for examinations not covergdredical insurance shall not exceed $100.00 per
employee per year.

15.11 The County will continue to provide a compreheadfmployee Assistance Program (EAP).

15.12 Liability Insurance. During the term of this Agreement, the Countglklprovide liability
insurance (or self-insurance) for bargaining unip®yees. Such insurance shall defend and indgmnif
employees against allegations arising from actnaissions occurring within the scope of the duéied
responsibilities of the employee's employment ® filll extent provided for by Washington State law.
Such insurance or self-insurance shall also collecasts, including attorney's fees, connected with
proposed or threatened suits and negotiated settisnprovided that the County need not indemnify a
defend the employee for any dishonest, fraudul@irminal or malicious act or for any action incladi
acts or omissions outside the scope of duties esbnsibilities of the employee's employment.
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ARTICLE 16. OTHER BENEFITS

16.1 Retirement Plan. The County participates in the Washington StatdliPuEmployees’
Retirement System. The County and employees argresl to contribute a percentage of compensable
earnings as set by the State Legislature.

16.2 Deferred Compensation Plans.The County agrees to provide opportunities fopleyees to
participate in Internal Revenue Code Section 45feided Compensation Plans. Contributions must be
at least $25.00 per month and no more than 25%eoémployee’s adjusted gross income or a maximum
per year per Federal law.

16.4 Employee Assistance ProgramThe County agrees to make available an emplogsistance
program providing confidential counseling serviteemployees and their eligible dependents.

16.5 Parking. The County may implement parking changes as itroées necessary or appropriate
to comply with the provisions of the Commute Trigdrction Act, including the use of financial
incentives for car pooling and use of public oealative transportation. The Guild agrees that the
County will charge employees working in the dowmosampus area a fee of $22.00 per month for
general access parking permits, $38.50 per momthrfoovered reserved parking permits and $55.00 per
month for covered reserved parking permits. Thdd3Jurther agrees that the County may increase the
general access fees, up to a maximum of $23.00npeth; uncovered reserved, up to a maximum of
$40.25 per month; and covered reserved up to amuamiof $57.50 per month, on or after January 1,
2013, without additional bargaining. The Countyess to provide a minimum of thirty (30) days netic
prior to increasing the cost of parking permitsheTdesignation of a reasonable number of reserved
spaces for vanpool/carpool use shall not be coreida restriction on employee parking. The Sheriff
reserves the right to determine the number of veskespaces in lots adjacent to the Sheriff's Offid&e
County may, at its discretion, add or increaserfaoma incentives for voluntary use of various aitgives

to single occupancy commute vehicles — car poopndlic transportation, bike/walk, etc.

16.6  License and Certifications. The County shall continue current practices @mbursement of
fees associated with licenses and certificationghwhre required for an employee’s position, and, a
successfully obtained or maintained by the employee
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17.1

17.2

ARTICLE 17. SENIORITY
Except as otherwise defined in this Agreementj@igy shall be defined as follows:

17.1.1 Seniority is determined by the length of an empédyeontinuous active employment
within a job classification within the Sheriff's fife for the purpose of step increases, scheduling
of PDO and compensatory time off, layoff purposed for bidding.

17.1.2 Service is determined by the length of an emplsyeentinuous active employment with
the County for the purposes of accrual of PDO.

17.1.3 Seniority for the purposes in Section 17.1.1 shallmaintained but not accrue during
employment with the County in positions outsidetttd bargaining unit provided the employee
returns to the bargaining unit position within t¢&) years. The two (2)-year limitation shall not
apply in the case of promotion to appointed pos#iwithin the Sheriff's Office.

The Sheriff’'s Office will provide to the Guild a pg of the seniority list each year and post the

list on designated bulletin boards.

17.3

Except as provided under the definition of re-ergpient an employee shall lose all seniority in

the event of termination. Employees shall mainthim not accrue, seniority during unpaid leaves of
absence of fifteen (15) days or more. Employea#i sbntinue to accrue seniority during the follogi

17.4

17.3.1 Paid military leave (15-day annual training leave)

17.3.2 Industrial injury leave

17.3.3 Family and medical leave

17.3.4 Leave without pay of less than fifteen (15) days

17.3.5 Employees who promote or demote to positions withe bargaining unit shall continue
to accrue job classification seniority in theirrfa@r classification, for example a Sheriff's Support
Specialist 1l who promotes to Sheriff's Support 8wisor and subsequently returns to the

classification of Sheriff's Support Specialistiblf down seniority).

The Sheriff may approve accrual of seniority durgdycational leave without pay of up to one

(1) month when training is directly related to #raployee’s present assignment with the department.

17.5

The following table illustrates when seniority cionies to accrue (A), is maintained but does not

accrue (M), or is lost (L), creating a start ovitmation:

Period of Absence from a Classification

Service Type 0-14 Days 15 Days — 2 Years More thar¥ears
Service within Bargaining Unit A A A
Service within Department but A M L*

Outside of Bargaining Unit

Service within County but A M L
outside of Department

* Except with respect to the provisions in Sectianl.3.
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ARTICLE 18. UNIFORMS
18.1  All bargaining unit employees shall wear uniforms.

18.2 For all employees required to wear formal uniforthe, following will constitute the number of
articles furnished in each category:

18.2.1 White shirts, long or short-sleeved or a combaratf the two, a maximum of six (6).
18.2.2 Black pants or skirts, or a combination of the tavanaximum of three (3).

18.2.3 Shoes, reimbursement of not more than $75.00rparma.

18.2.4 One black tie.

18.2.5 Black sweaters or vests or a combination of the (ihvapplicable), a maximum of four (4).

18.2.6 The employees shall have the option of purchaairfigrmal Sheriff's Office approved
blazer at the employee’s expense.

18.2.7 Service Stripes designating years of service neaydrn on the black sweater and/or the
long sleeve white shirt. Patches will be provifimdthe sweater and the long sleeve white shirt.

18.2.8 The County shall provide support badges to bangginnit employees.

18.2.9 Supervisors shall wear a gold nameplate statingéessisor” above their name tag and
receive two (2) supervisory chevron pins.

The County will provide for cleaning for items thaiguire dry cleaning, a maximum of three (3) & th
above-listed items each week.

18.3 For all employees required to wear soft unifornhe following will constitute the number of
articles furnished in each category (classificatiesignated for soft uniform issuance include Ivatreot

limited to Property/Evidence and Jail Industry |tio:s|is):8
18.3.1 Shirts, long- or short-sleeved polo, a maximurfiva (5).
18.3.2 Pants, black BDUs, a maximum of three (3).
18.3.3 Shoes, reimbursement of not more than $75.00rparma.
18.3.4 Hat, baseball style, a maximum of one (1).

18.3.5 The County shall provide a single uniform as define Section 18.2 for employees
required to wear soft uniforms, upon their requiestyvear at formal Sheriff's Office functions.

7
Employees may be allowed to wear business attilieu of a standard uniform, with the prior auikation of
management, when appropriate, but not on a daflisba

Other positions may be issued soft uniforms in B one or more standard formal uniform issuenahagement’s
discretion.
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18.4 For food service personnel, a maximum of fivef(fl)sets of uniforms will be furnished.

18.4.1 The County shall provide a single uniform as dedinn Section 18.2 for food service
personnel, upon their request, for wear at fornmar’s Office functions.

18.5 All-purpose coats shall be provided to all Foodviee and Jail Industry personnel.

18.6 Cadets shall have sewn patches added to theirromiétoulder identifying them as “Cadets.”
Additionally, they shall be provided sewn badgemniifying them as “Cadets.”

18.6.1 Cadets previously issued hard badges, may contonuear them. No new hard badges
will be issued to Cadets.

18.7 The County shall provide written notice to the $ffierSupport Guild of their opportunity to
meet and confer at least thirty (30) days in adeasfqublishing the request for proposal (RFP)afoiew
uniform contract vendor.

18.8 The County shall permit employees to purchase 8kebffice polo shirts, at the employee’s
own expense. Employees in lieu of their regulafoum may wear Sheriff's Office polos with pre-
approval from management, when less formal aatwiéire planned.

18.9 The County will replace County equipment and umifsrdamaged or destroyed including normal
wear and tear while on duty. The County will reglaorrective lenses and hearing aids damaged or
destroyed while the employee is on duty. Losingndging, or wasting issued clothing, property, or
equipment through negligence, carelessness, oroppepruse may be grounds for disciplinary action.
Employees will, when appropriate, fill out and subra CCSO Lost/Missing Equipment/Uniform
Statement.

18.10 The County will replace other authorized persoterihs damaged or destroyed beyond normal
wear and tear while on duty. Personal items wellauthorized for purposes of this Section if (1§ th
employee has notified the County in writing thafshe intends to carry the item on duty; and (2) the
County has given authorization to carry the itefilhe County shall act on the matter within twentg-on
(21) calendar days from the date the personal vies brought to the County's attention. The emm@oye
shall assist the County in securing restitutiomdemnification through the courts.

18.11 The County shall replace keyboards, chairs, anetestas, with ergonomically correct items as
budget allows, based on individual need and tharipriset by the branch Chief.

18.12 All uniforms shall be replaced as serviceabilityctdtes, within budget constraints, with
supervisory/management approval.
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ARTICLE 19. DISCIPLINE AND TERMINATION

19.1 Probationary Periods. New, re-hired or promoted employees shall sergeohationary period

of one (1) year, plus any period of unpaid leaveeexling fifteen (15) days occurring during the
probationary period. The County may disciplined@charge an employee at any time during an initial
probationary period, with or without cause, andhsdiscipline or discharge shall not be subjectpeal.
Promotional probationary employees shall only becigiined or discharged for cause and the Guild
reserves the right to grieve any discipline or llisge. Failure of promotional probation is notitiine
and the County may fail employees on promotionabption for any lawful reason. Employees who fail
a promotional probationary period shall be returteetheir former classification, position and sglatep.

19.2 Disciplinary Actions. Regular employees may be disciplined in the fornamfral reprimand,
written reprimand, suspension, demotion or disahdog just cause except that oral reprimands ate no
grievable and grievances concerning written repmanaay not be processed beyond step 2 (Department
Head or Elected Official).

19.2.1 In the case of a suspension, demotion or dischaéhgeemployee shall be provided a
letter setting forth the reason(s) for such actiad shall be entitled to respond to the reasons or
recommended discipline before such action is takeBmployees are entitled to Guild
representation at such meetings.

19.2.2 Employees shall be given copies of all discip§nadetters, written reprimands or
performance evaluations before placement of sudemahinto their personnel file and will be
required to acknowledge receipt in writing. Thepémee's signature shall not be construed as
agreement or concurrence with the discipline oduateon. Copies of written reprimands and
any other disciplinary letters will be providedtte Guild.

19.3 Disciplinary Investigations and Meetings.Investigations shall be conducted in accordarite w
chapters 01.31 “Discipline” and 01.32 “Internal éswigations” of the Sheriff's Office General Orders
The County agrees that, except for non-mandatobyests of bargaining, these chapters will not be
amended except by mutual agreement of the Courdytlam Guild. The department may place an
employee on administrative leave, with or withoalyppending an investigation. To the extent the
Sheriff or any other appellate body finds that thecipline is not warranted, the employee shall be
compensated for any loss in pay.

19.4 Personnel Files.

19.4.1 The personnel file shall be considered the officetord of an employee’s service.
Adverse material for which no corrective actioniaken shall not be placed in the personnel file.
Employees shall be provided copies of all mateddle included in their personnel file and shall
have the right to attach statements in rebuttaixptanation. The personnel file shall not include
records of counseling, oral warnings, IA reportettrer adverse materials except those in support
of discipline at the level of a written reprimandhagher.

19.4.1.a Supervisors in the employee’s chain of command megin working files
consisting of performance notes, commendations tramgng records not more than twelve
(12) months old along with the most recent perforcea evaluation for the employee.
Records of oral reprimands shall be removed frorrking files after two (2) years, subject
to the requirements in Section 19.4.

19.4.1.b On a by-appointment basis, employees may requspection of working files
kept in their name and shall have the right to coyerials therein.
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19.4.2 Disciplinary Letters. Disciplinary letters placed in an employee’s persgfiile shall be
removed and no longer held against the employee f&itir (4) years. Removal of records under
this Section shall not be accomplished until thgquieed period has elapsed without the
occurrence of a similar problem, that is a disoigly letter shall be “kept alive” by the
occurrence of a similar problem. Removal of su@tamal will occur upon written request by an
employee to the Human Resource Manager. All rechoveterial shall be given to the
employee. However, if a request does not comphy wie requirements of this Section, the
Human Resources Manager shall, within thirty (3@ysdof the request, notify the employee that
the request is being denied including the basistdich denial.

19.4.3 SuspensionsDisciplinary suspensions may be removed from persbfiles subject to
the following considerations and procedures:

19.4.3.a The employee must request removal of the dis@pjirsuspension in a letter
documenting the reasons and compliance with thditons herein.

19.4.3.b The removal eligibility period shall be five (Sears for performance based
suspensions and ten (10) years for misconduct sasgensions.

19.4.3.c The removal eligibility period shall be extendgddn additional similar written
discipline. This means the employee’s record rivesfree of any similar written discipline
for five (5) years or (10) years, respectively, dosuspension to be removed.

19.4.3.d Disciplinary suspensions meeting the conditionseine shall normally be
removed. The Sheriff or his designee shall respuaititn thirty (30) days and may, based on
reasonable concerns, deny the employee’s requéaissuch denial shall be subject to the
grievance procedure.

19.4.3.e Disciplinary suspension removed from personnekfiinder this Section shall be
retained in separate, sealed disciplinary files stmall not be subject to public inspection or
release, including outside background investigatiomhe Sheriff may consider material in
these sealed files in future promotion decisiormrigied the discipline in these sealed files
addresses the employee’s suitability for promotion.

19.4.4 Employee personnel files, working files, medicatards and IA files will be maintained
as confidential records to the full extent allowsdlaw. Access to the employee’s personnel file
shall be limited to the employee, his/her authatirepresentative, officials of the County and
Sheriff's Office and such other persons or agenagsnay be allowed under state and county
laws and regulations.

19.4.5 The Sheriff may construct and retain such recofd®mplaints and investigations as are
necessary and appropriate to the management ofdépartment. Information relating to
investigations with a finding of exonerated, nagtained, or unfounded may not be considered or
introduced in support of any subsequent discipjiration. However, findings of not sustained
which indicate a pattern or practice of particuigre of conduct may be used by the department
for corrective action.

19.5 Voluntary Termination Procedure.

19.5.1 Resignation. Any employee desiring to terminate employmentwiite County in good
standing shall present a letter of resignatioreastl two (2) calendar weeks prior to the effective
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date of termination. The letter of resignationlisimglicate the effective date and the reason for
the resignation. Employees who quit without adéguaotice may be ineligible for future
employment with the County.

19.5.2 Retirement. Employees who intend to retire through the PER&EOFF retirement
systems should provide a maximum amount of writietice of their intention to retire.

19.5.3 Abandonment of Position.An employee who is absent from his/her positionthree

(3) consecutive days without notice or who otheewigdicates an intent to resign employment
and fails to report for duty shall be considerechéwe abandoned his/her position, unless the
failure to notify was clearly beyond the employeetntrol. In the event it was not the
employee’s intention to resign, absence withowdezonstitutes an adequate basis for discipline
and an employee may be involuntarily terminated gotion constituting abandonment of the
position. The Sheriff's Office will send a confimmg notice to employees considered to have
abandoned their positions.

19.6 Indemnification. Clark County shall protect, defend, hold harmlassl indemnify for any
damages, including court ordered attorney's fekkszomered employees and their respective marital
communities against any and all claims or causexidn which arise as a result of alleged acerars
and omission occurring within the scope of theitiekiand responsibilities or employment with Clark
County. The County may elect not to provide indiitetion for acts not undertaken in good faithtsac
of misconduct or if the employee fails to fully qmvate with the defense of such action. Legal
representation services will be provided by thesBcating Attorney's Office or outside counsel & th
discretion of the County.

19.7 If an employee is given a directive by a supemyisaficer who he/she believes to be in conflict
with any provisions of this Agreement, the emplogkall comply with the directive at the time igisen
and thereafter exercise his/her right to grieve ietter. The employee’s compliance with such a
directive will not prejudice the employee’s rigbtftle a grievance, and his/her compliance will affect

the resolution of the grievance.
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ARTICLE 20. LAYOFF

20.1 The County may layoff an employee based on theimdition of the employee’s position due to
lack of work, lack of funds, reorganization, elirafion of services/functions or other similar reason
Additionally, employees may be laid off through pl&cement by an employee through the bumping
procedure outlined in this Agreement. Employees Wwhmp downward or accept vacant positions in a
lower class shall be considered laid off from tHeimer classification for the purpose of recajhtis
under this Article. Forced reduction of hours shio be considered a layoff.

20.2 Alternatives to Layoff. The County will make every reasonable effort twidvlayoff of
bargaining unit employees. Prior to the layoffialegular employee, such reasonable efforts maydac
the following strategies to prevent or minimize #fects of layoffs:

20.2.1 Termination of non-critical temporary employees andsultants.

20.2.2 Temporary reduced work hours programs includingluced work weeks and
furloughs/shutdowns.

20.2.3 Attrition-based programs such as early retiremantsvoluntary layoffs.
20.2.4 Reduction of paid leave balances or accrual rates.

The County will solicit Guild input as to availakd@d desirable alternatives prior to any final dietis as

to the necessity of the layoff. Prior to any Idytfie County will negotiate with the Guild to teatent
that any alternative to layoff program impacts n&ndy subjects of bargaining such as reduced work
hours programs or paid leave reductions.

20.3 Seniority for Layoff. Seniority for selection of employees for layoff darintra-unit
bumping/reassignment shall be based upon clagsiiicaseniority. The following additional
considerations shall apply as warranted:

20.3.1 In the event of a tie in seniority, seniority dh@ prioritized as follows: 1) classification
seniority 2) bargaining unit seniority; 3) departrhseniority; 4) Countywide seniority.

20.3.2 When an entire classification is eliminated anplaeed with a new classification (for
example, Sheriff's Support Specialist 1l replaci@gneral Journey), seniority in the former
classification shall be added to seniority in tlegvrclassification.

20.4 Selection and Notice.The Sheriff shall identify by classification thegitions to be eliminated.
Within classification, employees shall be seled®dayoff based on seniority. If an entire cléissition

is being eliminated, then no such selection is iregu For purposes of reassignment and bumping,
seniority shall be based upon classification ségi@ithin the classification for which such reagsinent

or bumping is sought, not the classification wich employee is exiting. Employees shall be predid
minimum of thirty (30) days written notice or twB)(weeks pay in lieu of written notice. Pay irulief
notice is only for those employees not properhifisat and not able to fill other positions or lakor
lower level within the department. The Guild shb# notified concurrent with written notice to
employees. Two (2) weeks written notice is reqlifer employees who are reassigned to lower
classifications. One week minimum written notiseeéquired for employees who are reassigned lateral
as a result of layoff. The County may issue wmitmontingent layoff notices to employees whose
positions are not being eliminated but who it deiees are subject to being bumped by more senior
employees.
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20.5 Reassignment and Bumping.

20.5.1 Employees facing layoff shall be offered reassigntrin the order below. None of the
steps below may be utilized unless there are niad@ positions in the preceding steps except
that the steps may be rearranged as necessargwiol@a minimum pay reduction. In all cases
the employee must be qualified to perform the duté the position following a reasonable
period of orientation and training. In the evedrgre is more than one (1) qualified candidate for
a position, such position shall be offered on thsid of seniority within the classification being
sought. In bumping situations, the employee maypwonly into the position occupied by the
least senior employee, not any less senior employke order of consideration shall be:

20.5.1.a Step 1.Vacant positions in the classification from whible employee is being
laid off, first in the department, then in the k&rgng unit, then Countywide.

20.5.1.b Step 2.Vacant positions in formerly held classificatianghe bargaining unit.
However, a Sheriff's Support Supervisor may bunghariff's Support Specialist in the
same unit (unit as described in Article 17.)

20.5.1.c Step 3.0ccupied positions in the department held by $essor employees in
lateral or lower classifications in which they hdgemerly served or are otherwise
entitled to bump pursuant to the Seniority Artitléof this Agreement.

20.5.2 If there are no available positions in Steps b8ve, the County will make every effort
to place surplus employees in other vacant position which they are qualified but have no
prior service.

20.6  Recall. Employees who are laid off or reassigned in lielagoff shall be placed on a recall list
for the classification from which they were laid ahd any former classifications. The recall pershall

be two (2) years for positions in their former elfisation and department and one (1) year for othe
positions. Seniority for recall shall be computieel same as seniority for layoff and bumping.

20.6.1 Laid-off employees will be offered employment imya available vacancy in a

classification for which they have recall rightoyided they are fully qualified for the position.
As an alternative to recall, available positions/roa filled by promotion, transfer or demotion of
current employees with mutual written agreementhef department, Sheriff's Office Human
Resources and the Guild.

20.6.2 Laid-off employees are eligible for consideratitor other positions in the County
through the competitive recruitment and selectimocedures and shall be allowed to compete as
internal candidates for the duration of their reaayhts period. Laid-off employees are
responsible for making themselves aware of avalgllsitions other than those for which they
are entitled to recall consideration.

20.7 Recall Procedure.Written notice of recall shall be sent to the &ype by certified mail at the
last address reflected in the employee’s Countyputer records and the employee must respond in
writing within fifteen (15) calendar days of thetelaof the written notice. The County may send out
multiple recall notices and recall the most serimployee who responds within the allotted time quéri

An employee shall be allowed to waive one (1) offet shall otherwise be removed from the recdl lis
for a classification based upon rejection or falto respond. The employee shall be responsible fo
notifying the Human Resources Department of anygban address or telephone number.

Sheriff's Office Support Guild Agreement gead3
January 1, 2011 — December 31, 2012



20.8 Rights upon Recall. Employees who are recalled shall be reinstatet waiit rights formerly
attained including accrued sick leave. The emmts/eeniority date shall be adjusted to reflecttiime

on layoff pursuant to the Seniority Article of ttAgreement, but the employee shall otherwise redHin
service credit held at the time of layoff. Emplegerecalled to their former classification shall be
appointed to the step and range formerly held aeditctoward the next salary anniversary date dtall
continued, not including the time on layoff pursuemthe Seniority Article of this Agreement.

20.9 Benefits Continuation. The County shall continue the employer's contiidsutoward the cost
of medical and dental insurance through the ertbefirst whole calendar month following layoff.

20.10 Layoffs Triggered by: Annexations, Consolidabns or other Inter-local Agreements.

20.10.1 Notwithstanding the seniority provisions of Sent20.3 of this Collective Bargaining
Agreement, in the event of layoffs triggered by exation, consolidation, transfers of functions
or other qualifying inter-local agreements, suchofts will be drawn from the supplemental
layoff list. The supplemental list shall be a sliag list where throughout the year members may
add or delete their names from the list. Prioa gualifying layoff, bargaining unit members will
be provided a window of ten (10) working days dgrimhich they must finalize submission of
their name for addition to or removal from the deppental layoff list. If insufficient names
appear on the supplemental list, additional laysffall be determined in the manner provided for
in Section 20.3 of this Collective Bargaining Agmeent.

20.10.2 The number of members laid off from the supplemlelst shall be based upon the
number of positions slated for layoff in a givemasdification. For example, if there are thirty
(30) Sheriff's Support Specialist Il positions ahdee (3) Sheriff's Support Specialist 1l positions
slated for layoff, the maximum number of membeid &t from the classification of Sheriff's
Support Specialist Il would be three (3). Emplayeeho are not employed in classifications
where layoffs are occurring are not eligible foydf from their position. For example, if no
Sheriff's Support Supervisor positions are beind I&ff, a Sheriff's Support Supervisors could
not be laid off via the supplemental list (as ar8f& Support Supervisor.)

20.10.3 Names shall be placed on the supplemental laystffin order of most senior. For

example, if there was layoff of thirty (30) ShesfSupport Specialist 1l positions and forty-five

(45) members submitted their names for inclusiothéolist, the thirty (30) most senior members
would be laid off. Seniority will be determined atcordance with Article 17 of the current
Collective Bargaining Agreement.

20.10.4 The County agrees to treat such separations|, iasgects, as layoffs and to record and
report them as such. No promise of particulartineat for members laid off in this manner, by

other agencies, is promised or implied by this iBact For example, the County cannot assure
that members laid off in such a manner will receivgemployment compensation or that

prospective employers would treat the layoff aganluntary separation.
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ARTICLE 21. GRIEVANCE PROCEDURE
21.1 Purpose and Scope.

21.1.1 The purpose of this Grievance Procedure is tdobstaan effective process for the fair,
expeditious and orderly adjustment of grievanc&nly matters involving the interpretation,
application, enforcement or alleged violation of express provision of this Agreement and
appendices shall constitute a grievance.

21.1.2 The parties agree that every effort should be ntadesolve grievances informally with
the first level supervisor or others, as appropriand to settle grievances at the lowest possible
level. The grievant, Guild representative, andappropriate County representative shall meet, if
necessary, to attempt to resolve the grievanceyastap.

21.1.3 A grievance may move to any level in the grievaprecedure by written mutual
agreement of the parties.

21.2  Filing and Processing RequirementsA grievance may be brought under this procedurthby
Guild on behalf of one or more aggrieved employeeshy the Guild as a class grievance (hereafter
described as "the grievant”). No grievance shal grocessed without Guild concurrence and
representation.

21.2.1 Disciplinary grievances shall be initially subratdtat Step 2. Grievances concerning oral
or written reprimands may not be processed beyaegp 3. However, if the County offers
evidence of an oral or written reprimand in suppafria suspension, disciplinary demotion or
discharge, the Guild may challenge the existengastfcause supporting the issuance of the oral
or written reprimand in the grievance challengihg suspension, disciplinary demotions, or
discharge.

21.2.2 Class or class action grievances of bargaining wide application shall be initially
submitted at Step 3. Class grievances are thogghwlould potentially have application across
departmental lines and/or apply to a large numbbemaployees covered by this Agreement, for
example, interpretation of overtime work periods.

21.2.3 A written grievance shall be signed and dated iaditate the step at which is being
filed. Grievances not meeting the requirementthisf Section shall not be considered officially
filed or may not be moved to the next step untg tmissing information is provided, as
applicable. Written grievances and responses abldless, at a minimum, the following points:
21.2.3.a The statement of the grievance/response and tkeedaon which it is based,;

21.2.3.b A statement of the specific provision(s) of therdgment that is (are) the basis of
the grievance/response;

21.2.3.c  The manner in which the provision is purported have been violated,
misapplied or misinterpreted (or in which the psien supports the response);

21.2.3.d The date or dates on which the alleged violatiomsinterpretation or
misapplication occurred; and

21.2.3.e The specific remedy sought or offered.
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21.3

21.4

21.5

Timelines.

21.3.1 When computing deadlines under this Article, they dvhich triggers the deadline
(contract violation, receipt of grievance, etc.plsmot be included. “Working days” means
Monday through Friday, excluding holidays. Filiagd response time limits shall be met by
mailing, delivery or facsimile transmission. Regxteshall be considered to be the date of actual
receipt. The time limits prescribed herein maywadved or extended by mutual agreement, in
writing, by the Guild, and the appropriate Courdgresentative at each step.

21.3.2 A grievance not brought within the time limit pcebed for every step shall be
considered settled on the basis of the last decistceived by the Guild. A grievance or
complaint not responded to by the County represeatanay be moved to the next step in the
procedure.

Steps.

21.4.1 Step 1. If unable to resolve the grievance informallylwihe immediate supervisor, the
Guild on behalf of the grievant(s) shall preserdg trievance in writing to his/her immediate
manager (defined as the first level of managemetimcluded in the bargaining unit or as
otherwise designated by the Sheriff). The grieeamust be filed within ten (10) working days
of the occurrence of the grievance or the dategtimvant knew or should have known of its
occurrence or the date of conclusion of informalotetion attempts. Copies of the grievance
shall be filed with the Branch Chief and Sherif@dfice Human Resources. The immediate
manager must respond in writing within ten (10) kilog days.

21.4.2 Step 2.1f the grievance is not resolved at Step 1, thlddSon behalf of the grievant(s)
shall submit the written grievance to the Shehfbugh the Sheriff's Human Resources Manager
within ten (10) working days, following the manageesponse. The Sheriff or his/her designee
shall respond in writing to this grievance withamt(10) working days.

21.4.3 Step 3. If the grievance is not resolved at Step 2, thiddZon behalf of the grievant(s)
shall submit the written grievance to the Humandreses Director as the Board's designee for
Labor Relations within ten (10) workindays of receipt of the Step 2 response. The Human
Resources Director shall respond in writing to thigevance within ten (10) working days.
Except that disciplinary grievances shall bypasp $tiree (3), moving directly to step four (4).

21.4.4 Step 4. If the grievance has not been resolved, the Ganltehalf of the grievant(s) may
refer the dispute to final and binding arbitratiofhe Guild shall notify the County in writing, of
submission to arbitration within ten (10) workingyd after receipt of the County's final written
response in Steps 2 or 3 above as applicable.

21.4.5 The above steps shall include meetings betweepattes at the request of either party
to facilitate resolution of the grievance.

The Guild and the County shall endeavor to mutuatiyee upon an arbitrator. If a mutually

acceptable arbitrator cannot be determined, th&dGhall request a list of eleven (11) qualifieditnals
(or as many as are available) from the Federal Miedi and Conciliation Service (FMCS) who shall
reside in Oregon and Washington and be membeifseoNational Academy of Arbitrators. Each party
shall have the right to reject one panel in itdretyt and request that a new panel be submittedthiiV
ten (10) working days after receipt of the lisg tharties shall alternately strike the names orisheand
the remaining name shall be the arbitrator. Tist §itrike shall be determined by a coin flip bedwé¢he

parties.
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21.6 The arbitrator shall have the power to issue arfdre@ subpoenas in accordance with Chapter
7.04 RCW. The arbitrator shall not have the potwexdd to, subtract from, or modify the provisiaris
this Agreement in arriving at a decision of thaiessr issues presented, and shall confine hiséasidn
solely to the interpretation, application, or esfment of this Agreement. The arbitrator shallficen
him/herself to the issues submitted for arbitrgtiand shall have no authority to determine any rothe
issues not so submitted to him/her. The decisfoth@® arbitrator shall be submitted within thirty0j
days and shall be final and binding upon the emgagey Guild and the County. The arbitrator's denisi
shall be in writing and within the scope and teohthis Agreement.

21.7 Each party shall be responsible for compensatmguitn representatives and witnesses. If either
party desires a verbatim transcript of the proasgsliit shall pay the costs of the court repontet @f the
arbitrator's copy of the transcript. Should baotities desire a copy of the transcript, they stiadire the
costs of the court reporter and of the arbitratoogy of the transcript. The losing party shalhbthe
fees and expenses of the arbitrator.

21.8 An employee whose Guild takes an issue to arlatrathall hereby waive his/her right to a Civil
Service hearing under the County's Civil ServicéeRwand an employee who takes an issue to a Civil
Service hearing waives his/her right to an arbdrathearing. It is also agreed that the grievance
procedure is intended to be the exclusive remedyesolving contractual disputes that may ariseabut
the interpretation or application of this ColleetiBargaining Agreement, and that taking an issue to
arbitration shall constitute a waiver of the rigiitthe Guild to litigate the subject matter in asther
forum.

21.9 Mediation-Arbitration (Med-Arb). As an alternative or supplement to the grievamoegquure,

or for such other purposes as the parties may rytdetermine, the parties may invoke a mediation-
arbitration process to resolve grievances or otssues between them as provided herein. As
contemplated by this Section, mediation-arbitratiovolves the use of a third party, first to seaga
mediator, using contemporary mediation techniqtres, if that process fails to achieve a resolytton
arbitrate or direct a solution which shall be bimgdon both parties. A decision to utilize med-shiall be
voluntary by both parties and subject to the follggwnderstandings:

21.9.1 The mediator-arbitrator shall be a mutually acabjet PERC staff representative, or in
the alternative, the parties may share equally abst of employing a fee-basis mediator-
arbitrator. The parties may choose to strike naimes a list, employ a standing panel or select
on a case-by-case basis.

21.9.2 If the parties agree to enter into mediation-aakiibn, the mediator shall first attempt to
assist the parties in achieving a voluntary resmut If none can be achieved, the mediator-
arbitrator shall be empowered to fashion a remedgsolution which shall be binding upon both
parties.

21.9.3 If the mediation process fails to produce a ssitet, it is envisioned that the arbitrator
will issue a “bench decision,” based on his/herarathnding of the positions of the parties
gained through the mediation step and a formaligavrith exhibits.
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ARTICLE 22. DEFINITIONS

Absence Without Leave- Absence without notification or approval.

Classification Review Committee (CRC) An internal review committee which exists foethurpose
of evaluating the merits of reclassification redaes

Demotion - Appointment of an employee to a job classificatrath a lower maximum top step salary.
Department - Means the Clark County Sheriff's Office.

Emergency - An unforeseen set of circumstances requiring idiate action, response or change in
policy.

Full-Time or Full-Time Employee - A normal work schedule of forty (40) hours peeek on a
continuing basis.

Higher Classification - A classification with a higher maximum base wagje.
Lateral Classification - A classification with an identical maximum basgage rate.

Lateral Transfer - Appointment to a position in a lateral classifica or between positions in the same
classification.

Lower Classification - A classification with a lower maximum base wagte.
Part-Time or Part-Time Employee -A normal work schedule of fewer than forty (40) reper week.

Past Practice- A course of conduct which both parties’ princgpare aware of and is of sufficient
duration such that the parties may be assumedvid¢ansented to the course of conduct.

Probationary Period - The first twelve (12) months of employment, plusy period of unpaid leave
occurring during the probationary period, followihge, re-hire or promotion. Unpaid leave shalt no
count toward the completion of the probationaryiqukr A probationary employee is an employee in a
probationary period.

Project Employee- A temporary employee filling a regular FTE witimited benefits for a specified
period of time.

Promotion - Appointment of an employee to a position in ghleir classification with a higher maximum
top step of base wage rate.

Recall - The reappointment of a laid off employee fromeeall list following layoff or the offering of a
position through the recall procedure.

Reclassification - A change of a regular budgeted position from ¢ole classification to another
(including new classifications) and/or the reswgtaction on the incumbent employee. (As distingeis
from promotion when an employee promotes from otigtiag position to another existing position).

Re-employment- Re-hire of an employee in a classification inickhthe employee has been formerly
employed and has satisfactorily completed the piohary period with a break-in-service of not more
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than twenty-four (24) months. Upon re-employmdéime, amount of service previously acquired shall be
reinstated for accrual purposes, less the breaknvice. Employees shall be returned to the salay
previously attained and time served at that stegl $ie credited toward eligibility for the next pte
increase. The sick leave balance at the timeraifitation shall be restored, less any sick leawhed
out upon separation. A new probationary periabisrequired.

Regular Employee- An employee who is in a regular budgeted pasitio

Reinstatement - The re-hire of an employee in his/her former classion within two years of
termination.

Salary - The employee’s rate of pay, whether expressezhasourly or monthly figure. (See Article 11
for computation and discussion of hourly versuarsadl treatment).

Salary Anniversary Date or Review Date -The date as specified by this Agreement upon whith
employee is eligible for a step increase withiriftes range.

Service or Continuous Service An employee's length of continuous employmerhbilie County since
his/her most recent date of hire as a full-timepart-time employee in a regular budgeted position.
Seniority may be defined based on time in the Goudgpartment, bargaining unit or job classificatas
provided by this Agreement.

Sheriff - Means the Sheriff for the County of Clark, Stat&\ashington or his/her designee.

Temporary Employee- An employee hired on a limited term basis.

Timely - The clock begins on the date of receipt.

Working Days - Working days means Monday through Friday, exclgdiolidays.

Vacant and Available Positions- Those regular and funded positions which managentas
determined will be filled.
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ARTICLE 23. SCOPE AND DURATION

23.1  Entire Agreement. This Agreement and its appendices constitutestitiee Agreement between
the parties and concludes collective bargainingit®oterm subject only to a desire by both parties
mutually agree to amend or supplement at any tiffilee County and the Guild hereby voluntarily and
unqualifiedly waive the right, and each agrees thatother shall not be obligated, to bargain ctilely
with respect to any subject matter referred toameced by this Agreement. With respect to subjaots
covered by this Agreement, the parties agree thatQGounty may temporarily implement changes
pending the outcome of any bargaining required GY\R41.56.

23.2 Savings Clause. Should any article, section, or portion thereof,tlois Agreement be held
unlawful and unenforceable by any court of compeefgrsdiction or any administrative agency having
jurisdiction over the subject matter, such decisstvall apply only to the specific article, sectianm,
portion thereof directly specified in the decisioklpon the issuance of any such decision, the gzarti
agree to immediately negotiate a substitute, ifsiipds, for the invalidated article, section or panmt
thereof. All other portions of this Agreement, ahé Agreement as a whole, shall continue without
interruption for the term hereof.

23.2.1 The parties agree that this Agreement may be remp@s necessary to accommodate
legislative changes, judicial interpretations dnestmandates including state and federal health
care reform and the reasonable accommodation sbpsmwith qualifying disabilities.

23.3 Duration and Renewal. This Agreement shall be effective upon ratificatioy both parties
except for such provisions as are mutually agredukteffective upon an alternative date. It sheatiain

in full force and effect through the 31st of DecemB012. The contract shall be automatically rexcew
from year to year thereafter, unless the CountpeiGuild gives written notice to the other thawishes

to modify the contract for any reason. Such notieest be submitted not later than October 1st ef th
final year of the Agreement or the final year of &xtension period.
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EXHIBIT A

REPRESENTED CLASSIFICATIONS

Positions under the authority of the Sheriff andluded under the following classification titlesear
acknowledged as being solely represented by thef3h©ffice Support Guild:

CADET

CIVIL DIVISION SUPERVISOR

CRIME ANALYST

FOOD SERVICES COORDINATOR

FOOD SERVICES COORDINATOR, SENIOR

JAIL INDUSTRIES COORDINATOR

JAIL INDUSTRIES SUPERVISOR

LOGISTICS ASSISTANT

PROPERTY TECHNICIAN

SHERIFF'S ACCOUNTING SPECIALIST |

SHERIFF'S ACCOUNTING SPECIALIST Il

SHERIFF'S ACCOUNTING SPECIALIST I

LEGAL SECRETARY Il

SHERIFF'S SUPPORT SPECIALIST |

SHERIFF'S SUPPORT SPECIALIST I

SHERIFF'S SUPPORT SPECIALIST Il

SHERIFF'S SUPPORT SPECIALIST SUPERVISOR

SHERIFF'S HEALTH & SAFETY COORDINATOR
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EXHIBIT B

SALARY SCHEDULES

CLARK COUNTY SHERIFF'S OFFICE SUPPORT GUILD
WAGE SCHEDULE 2010

2010 (effective January 1, 2010)

Step
Grade Title 1 2 3 4 5 6 7
SC.347 Sheriff's Support Specialist | 13.31 13.92 14.67 15.37 16.15 16.96 17.48
SC.349 Sheriff's Accounting Specialist | 14.67 15.37 16.15 16.96 17.83 18.70 19.27
SC.350 Sheriff's Support Specialist Il 15.37 16.15 16.96 17.83 18.70 19.66 20.24
SC.351 Sheriff's Accounting Specialist Il 16.15 16.96 17.83 18.70 19.66 20.59 21.21
SC.352 Logistics Assistant 16.96 17.83 18.70 19.66 20.59 21.64 22.29
SC.352 Sheriff's Support Specialist Il1 16.96 17.83 18.70 19.66 20.59 21.64 22.29
SC.353 Legal Secretary |l 17.83 18.70 19.66 20.59 21.64 22.74 23.42
SC.353 Sheriff's Accounting Specialist 111 17.83 18.70 19.66 20.59 21.64 22.74 23.42
SC.358 Crime Analyst 22.74 23.87 25.06 26.32 27.63 29.04 29.91
SC.360 Civil Division Supervisor 25.06 26.32 27.63 29.04 3048 32.02 32.97
Sheriff's Health & Safety
SC.359 Coordinator 23.87 25.06 26.32 27.63 29.04 30.48 31.39
SC.368 Food Services Coordinator 1740 18.22 19.17 20.09 21.14 2217 2284
SC.368 Jail Industries Coordinator 17.40 18.22 19.17 20.09 21.14 2217 2284
SC.370 Food Services Coordinator, Sr. 19.17 20.09 21.14 22.17 23.27 24.46 25.19
SC.372 Jail Industries Supervisor 21.14 2217 23.27 24.46 25.67 26.95 27.76
SC.375 Cadet 1259 13.25 13.87 1458 1532 15.78
SC.700 Sheriff's Support Spec. Supervisor 20.05 21.00 22.08 23.19 24.34 2557 26.35
SC.800 Property Technician 16.93 17.79 18.70 19.61 20.61 2159 2224
2011 (effective January 1, 2011) - Wages remain at 2010 rates
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EXHIBIT C

CLARK COUNTY SHERIFF'S OFFICE SUPPORT GUILD

DUES DEDUCTION
AUTHORIZATION FORM

Employee Job Title

Department Employee 1D No.:

Effective Hire Date :

Means of Appointment:
New Hire Other

| am a Cadet working as a .5 FTE, Guild deduatins need to be adjusted
proportionately.

Religious Tenets Exemption. Donation to chamtble organization (separate
form required).

Monthly dues:
1.33% of base salary for full time-part-time/permarent employees.*

* All employees will pay a minimum 0$22.00 monthly to cover cost of retainer.
It will be the responsibility of the employee to besure the minimum amount of dues has
been deducted from their payroll.

If the employee is off and in a no-pay status, tfesponsibility of the minimum monthly dues must be
paid to the treasurer of the Guild to avoid any Bin their Guild coverage.

Payroll Deduction Authorization:

| authorize deduction of the above amounts by payibdeduction and remittance to the
labor organization listed above.

Employee Signature Date
PSN:
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EXHIBIT D

PAID DAYS OFF (PDO) ACCRUAL RATES

Sheriff's Office Support Unit — Paid Days Off

The following table is for Sheriff's Office Suppddnit employees hired before January 1, 1985.

Employees Hired Before 01/01/85
Years of Hours per | Hours per| Days per | Vacation| Maximum | Maximum | Maximum
Service Month Year Year Portion | Hrs. 1998 | Hrs. 1999 | Hrs. 2000
14 25.34 308 38 22 410 410 385
16 27.34 328 41 25 436 436 410
21 29.34 352 44 28 468 468 440
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EXHIBIT E

SUBSTANCE ABUSE FREE ENVIRONMENT

1.0 Statement of Principle:

The Clark County Sheriff's Office and the Clark @b Sheriff's Office Support Guild, in keeping with
the provisions of the Drug-Free Workplaces Act 888, are committed to providing and maintaining a
substance abuse-free working environment for thetysgohysical and mental health of all employeed a
the public whom we serve.

Any unlawful manufacture, distribution, dispensatipossession, use or working under the influerice o
an illegal drug orcontrolled substanca or on any County facility, vehicle or while orohty business

is strictly prohibited. Consumption of alcoholpgsohibited for employees while on duty includingya
breaks or lunches or while in a designated "on-calitus or two (2) hours following an accident or
incident (unless a breath alcohol test has alrbaéy performed).

Clark County has established a drug awareness girogrhich includes, but is not limited to, the
following confidential employee services:

1. Drug counseling and rehabilitation available thiotige County’s medical insurance plans

2. Employee Assistance Program (EAP) that may assist in counseling emplsyesith
substance/alcohol abuse problems

3. Clark County Dept. of Community Services: AlcohnteDrug Services Program
Any employee found to be in violation of the Coust$ubstance Abuse Free Workplace Policy may be
subject to a requirement to participate satisfégtan an abuse assistance or rehabilitation pnogra
approved for such purposes by a federal, stat@) loealth, or appropriate agency approved by Clark
County, and/or discipline for just cause up to amoduding termination.
2.0 Covered Classifications:
All classifications within the Guild’s bargainingnii are covered by this Article.

3.0 Drug or Alcohol Tests Required:

Reasonable Suspicion: To be conducted when a supervisor becomes awargperific
indicators characteristic of prohibited drug (irdihhg alcohol) use or possession, whigtiudes:

a. Direct observation of drug use or possessiofoand

b Direct observation of the physical symptoms eiing under the influence of a drug,
such as motor functions or speech, abnormal corafumtratic behavior and/or

c. An on-the-job accident resulting in an injury the employee or others requiring
medical attention beyond first aid and/or resuit§700 (or the current WASP threshold
for Vehicle Collision Reports) or more in propedsimage to county or others’ property
and/or
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d. On-the-job behavior that indicates employeeaimpent that endangers the employee
or others or risks significant property damagedonty or others’ property and/or

e. Evidence that the employee tampered with aiguewdrug test and/or

f. The opinion of a medical/substance abuse/chendependency professional that an
employee is using an illegal controlled substamuéa

g. Mishandled/Missing Evidenc#&/hen evidence is determined to have been mishandled
and/or missing.

When controlled substance evidence is either miéledrand/or determined to be
missing, all parties involved in the chain of cast@nd/or who had access to the
material shall be drug tested no sooner than 48shand not longer than 96
hours following detection by management. A gooithfaffort to review the
evidence handling will be conducted in order toedmine who had reasonable
access prior to determining who should be tested.

Management agrees to conduct a reasonable seartdiefmissing substance(s)
prior to scheduling drug testing for involved pesti

The supervisor will request another supervisor'an@gement and/or HR) opinion in writing
(both supervisors must agjeprior to requesting an employee to take a readensuispicion
drug/alcohol test. At this time, the employee kHa¢ informed of the right to Guild
representation. This will not be construed as ppodunity for an employee to delay testing.
Employees may not operate county motor vehiclegguipment after being notified that a
reasonable suspicion test is warranted. Additignamployees believed to be under the
influence or impaired for any reason shall be téstiethe job site, collector’s office or medical
facility (transportation, if necessary, will be prded). Following the testing, the employee will
be transported home via a local cab company, atGbenty's expense, or provided the
opportunity to contact a non-duty-employee or nopleyee for a ride. The employee will be
informed that the law enforcement authorities shalinotified of his/her vehicle license number
if the employee insists on driving. In no casel wilsupervisor or other on-duty employee
transporthe employee.

Testing shall take place as soon as practicable.employee subject to such testing is expected
to remain readily available to undergo the testswever, this should not be construed to require
the delay of necessary medical attention for iegidr to prohibit an employee from leaving the
scene of an accident or incident if necessary taiokassistance to respond to the accident or
incident or to obtain emergency medical care. IlIncacumstances the employee will be
transported to the testing site. An employee wgitb be tested will remain in paid status from
the time of the accident/incident until testing@npleted.

Employees who test negative will be transportedktiacthe duty station and remain on paid
status for the completion of the shift or if nornvabrk hours are exceeded, until leaving the
normal place of work. Employees whose tests atenmmediately available will be transported
from the test site to their residence via a loedl company at the County’s expen&mployees,
who leave the scene of an accident or incidentlv@lconsidered to have refused to test and will
be subject to discipline for just cause up to anutliding termination.

4.0 Refusal to Test:Refusingor failing to submit an adequate specimen for dsu@lcohol testing or
specimen tampering during specimen collection, efined by theMedical Review Officer (MRO),
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constitutes insubordination and will be treatedf &ise employee has tested positive. The emplayide
be evaluated by a Substance Abuse Professional) (@APhemical Dependency Professional (CDP) and
will be subject tadiscipline for just cause up to and includiegmination.

Refusal to test includes:
Refusal to take a drug or alcohol test
Tampering with or attempting to adulterate the 8pea or collection procedure
Leaving the scene of an accident or incident witlzovalid reason before testing

Providing false or inaccurate information

5.0 Drug/Alcohol Testing ProcessesDrug and alcohol testing shall be conductedrictsiccordance
with federal regulations to ensure accuracy, réltgband confidentiality. Testing records andués
will be released only to those authorized by tliefal drug and alcohol testing rules to receivénsuc
information. Clark County will make every appraps effort to protect the employee's privacy and
dignity during the sample collection, testing amdification process.

5.0.1 Drug Testing: Specimen collection for drug testing will conforim the standards of
49CFR part 40 to maintain documented chain of dysémd assure sample reliability. Drug test
collections will be conducted at the job site, eclbr’s office or medical facility. The specific
procedure used for testing is as follows:

The collection site personnel will obtain the agpiate urine custody and control forms
and inspect the collection room.

Prior to testing, the donor shall be provided tippartunity to list to the testing lab
substances currently being used by the employdenribg impact the test results. The
failure of an employee to accurately list all swstibstances may not be the basis for
disciplinary action against the donor. This liahd all documents and information
concerning drug testing, shall remain confidergiaisuant to this policy.

The donor will be asked to present picture iderdifion to the collection site person.

The donor will check belongings and remove unnecgssuter garments.

Donor will wash hands, take the collection cup anter the privacy enclosure to collect
at least forty-five (45) milliliters of specimen aioserved.

The collector records the temperature of the spatim

The collector will split the specimen into two bes

The collector will label and seal both bottlesriort of the donor.

The custody and control form will be completednsferring custody from the donor
through the collector to the laboratory courier.

The split specimen will be placed in secure storagé shipped for analysis.

The integrity of the testing process is ensureduyh a variety of methods. The collection
site is secured when not in use, access to thdssitestricted during specimen collection,
water sources are controlled to discourage speciathiteration, trained site collection
personnel carefully follow prescribed procedurggcimens are labeled and sealed in front of
the donor, custody and control forms are used,is@es are left in locked storage, and the
laboratories used for analysis must meet stricidsteds to be certified by the Substance
Abuse and Mental Health Services Administration NB#SA)

The initial drug screen shall use the ImmunoasEMIT) process and the confirmatory test
will be by gas chromatography/mass spectrometiye drug testing results will be reviewed
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and positive tests interpreted by the MRO. ThiWdhg tests and positive test levels shall

be used:

Initial Confirmation
Marijuana and metabolites 50 ng/ml 15 ng/ml
Cocaine and metabolites 150 ng/ml 100 ng/ml
Amphetamines and metabolites 500 ng/mi 250 ng/ml
Opiates 2000 ng/ml 2000 ng/ml
Phencyclidine (PCP) 25 ng/ml 25 ng/ml

5.0.2 Alcohol Testing: The alcohol test will be performed using Evidential BreathTesting
(EBT) device that is approved by tNationalHighway Traffic Safety Administration (NHTSA)
and administered by a trainBdeathAlcohol Technician (BAT).

The alcohol testing process will consist of thédiwing steps:

Upon arrival, the employee will be shown to thetiteg site. The site will afford the
employee privacy during the process.

The employee will provide picture identificationttte BAT for inspection.

The BAT will explain the test process and will, kvithe employee, complete the Alcohol
Testing Form.

The BAT shall conduct an airblank test prior to ihéial test which must read 0.00 to
proceed.

The BAT will open a sealed disposable mouthpieceiew of the employee and attach it to
the EBT device for a screening test

The employee will blow forcefully into the mouthpa&and be shown the result.

If the test result is less thabv the test will be recorded as negative.

If the initial test indicates an alcohol concentmatof .04 or greater, a second confirmatory
test will be conducted at least 15 minutes, butmate than 20 minutes, after the initial test.
Before the confirmatory test is conducted, the B#all conduct an airblank test which must
read 0.00 to proceed.

The confirmatory test will be conducted using thene procedures as the screening test with
the exception of the post-test airblank.

If the result of the confirmatory test is less th@# then the test will be recorded as negative
and be considered to be the final result.

The integrity of the alcohol testing process isueed through the external calibration checks
required on the EBT device which shall be condudédeast every 90 days by qualified
personnel, the security of the testing site and EBVice which shall be maintained at all times
by County designated personnel, and the striantgpgrocedures required to produce a valid test.

6.0 Positive Test Results:

An employee who teste@®4 or greater for alcohol on a confirmatory testests positive on a
confirmatory drug test will be removed from the fpemance of his/her job, and evaluated by a
substance abuse professional.

An employee who tests positive for illegal drugscontrolled substances will be removed from
the performance of his/her job, and evaluated b$ubstance Abuse Professional (SAP) or
Chemical Dependency Professional (CDP).

Sheriff's Office Support Guild Agreement gesb9
January 1, 2011 — December 31, 2012



An employee who tests positive for drugs shall hiseeright to challenge the accuracy of the test
results. The employee may request that the ofigiample be analyzed again. Such request
must be made within 72 hours of when the MRO médeeimployee aware of the original test

results.

7.0 Pay Status:

If an employee is removed from his/her job prioratoduring an investigation, they shall be
placed on Administrative Leave and in a paid sta@isding outcome of the investigation and
Loudermill hearing.

An employee may substitute any available vacatilwating holiday or comp time while in a
non-pay status.

Employees who have satisfied any disciplinary acémd who are in a recognized treatment
program for a drug or alcohol problem may use awd sick leave, floating holiday, accrued
vacation or comp time for counseling and treatment.

8.0 Return to Duty and Follow-up Testing:

An employee who tests positive for an illegal dragntrolled substance and/or alcohol will be
allowed to return to duty following compliance wih treatment recommendations of the SAP or
CDP. Employees who test positive a second timeafoillegal drug, controlled substance or
alcohol or who fail to comply with treatment reaaritents (as determined by the SAPCP)
will be subject to discipline for just cause upatwd including termination.

Follow-up testing will be conducted when an indiadl who has violated the prohibited
substance abuse conduct standards returns to Wwatlow-up tests are unannounced and will be
conducted as recommended by the SAP or CDP. Emgdolesting positive during the follow-up
testing period will be subject ttiscipline for just cause up to and includiegmination.

9.0 Employee Rights and Responsibilities:
The County will keep all testing results confidahti

If at any point the results of the testing proceduspecified in the Drug & Alcohol Testing
Processes section of this are negative, all futdsting shall be discontinued. The employee will
be provided a copy of the results, and all othgrieof the results (including the original) will
be maintained in the Human Resources Department.

An employee, who voluntarily seeks assistance aoiug a drug or alcohol problem, prior to
reasonable suspicion, shall not be disciplinedhieyemployer and will be immediately referred to
the County's EAP. Employees may use availablelseoke, floating holiday, accrued vacation or
comp time for counseling and treatment.

An employee not designated "on-call" and requedtedeport to work shall inform their
supervisor of any inability to work due to the comption of alcohol or drugs which may impair
the employee’s ability to safely perform his/hdp.joUnder this Section, an employee will not be
subject to discipline for advising the employeeaipexvisor of his/her inability to work.

All employees who must use a prescription drug cedn that is causing or is resulting in
adverse side effects (e.g., drowsiness or impaiefldxes or reaction time) shall inform their
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supervisor that they are taking such medicatioroming to the advice of a physician. The

employee shall inform their supervisor how long dldeerse side effects may affect the employee
but the employee is not required to disclose ta gervisor the name of the medication or the
reason that the employee has been prescribed tHiieatien. If the prescription medication use

could cause productivity or safety problems, a stiper may grant the employee sick leave or
temporarily assign the employee different dutieayailable.

Employees are required, in compliance with this skatice Abuse Free Workplace Policy, to
notify the County of any criminal statute convictidor a substance abuse related violation
occurring in the workplace no later than five (3)riung days after such conviction.

10.0 Education and Training:

All supervisors and first level managers will bguied to attend a training course which will
cover this policy, the effects of illegal drugsntlled substances and/or alcohol abuse in the
workplace, behavioral symptoms of being under th#uence of drugs and alcohol, and
rehabilitation services available. Guild shop stedg will be invited to attend the above training.
Employees attending the training will be on paidtis$. Refresher courses will be offered
periodically and will also be on paid status.

All employees will receive a copy of this Sectignformational materials about the effects of
controlled substances/alcohol in the workplacerahdbilitation services available.

11.0 Record Retention:

The drug and alcohol records will be maintainethen Human Resources department in a secure
location with controlled access, in accordance WtRAA guidelines. The following records
shall be maintained for five (5) years:

Records of confirmatory alcohol test results intiggan alcohol concentration @4 or
greater.
Records of verified positive drug test results.
Documentation of refusal to take a required alctolnod tests.
Drug and Alcohol related evaluations and referrals.
Records of negative and canceled drug tests anth@ltest results with a concentration of less

then.04 shall be expunged immediately unless followingkd positive confirmatory test and in
that case subject to the same retention as theveotsst.

The County shall provide copies of these recordotteer employers when former County
employees have applied for employment with thospleyers and have written and signed a
release form authorizing the County to release gufolhmation.

12.0 Laws & Regulations:

Should the federal or state government requirememésige, the parties agree to negotiate the
impact of the change on mandatory subjects of l@irga

Sheriff's Office Support Guild Agreement gesbl
January 1, 2011 — December 31, 2012



EXHIBIT F
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EXHIBIT G
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EXHIBIT H

M EMORANDUM OF UNDERSTANDING
REGARDING HEALTHCARE BENEFITS

This is a Memorandum of Understanding between titersigned parties creating a Clark County Multi-
party Healthcare Committee.

Purpose: It is the purpose of the Healthcare Committeerkimg within the negotiated parameters, to
seek a balance between the continuance of thetyjadlicare traditionally provided to the County's
represented employees and keeping the parties wosat minimum, while meeting legal and contractual
obligations.

Committee Membershipg The Committee shall be comprised of two repregems from each
bargaining unit (including representation from theispective union staff), two representatives ftbm
ranks of the non-represented employees and ugtd epresentatives from management provided that
bargaining unit representation shall always makefess than two-thirds (2/3) of the total membgrs

Ratification of this Memorandum of Understandingtbg signatories shall empower each party's selecte
representatives to reach a binding decision. Sietisions shall be reached by a two-thirds (2/3)
majority of all members of the Committee presenviarproxy. Members who will be absent during a
meeting may participate in decisions by submitangte by proxy.

One union representative and one management repaége will be selected to serve as meeting
coordinators who will set meeting times and plapespare agendas and arrange for meeting minutes to
be prepared and distributed.

Parameters of the Committee: The Committee is authorized to determine heatthbenefits for the
parties based upon the following parameters:

The Committee shall research and make decisionatahe structure, coverage, design, and
plans, excluding eligibility, of medical, vision @dental insurances provided to employees.

If costs exceed the “Per Employee Per Month” compdsidget (as set forth below), employees
will be responsible for contributing the amount edahe budgeted amount; not to exceed five
percent (5%) for 2011 and seven percent (7%) fa22§f the new composite rate. Tiered rates
or contribution formulas may causwlividual contributions to exceed 5% or 7% respectively.

The Committee shall determine the cost distribufionthe payment of insurance premiums
between that portion contributed by the County #mat which may be contributed by the
employee. Employee contributions shall be appégdally regardless of plan provider (i.e.
Kaiser, Regence, and WDS).

The Committee shall meet on County time but ther@oshall not be required to pay overtime to
any member due to the scheduling of daytime megtmgside some members' normal work
shifts. Committee members meeting outside of tregularly scheduled shift will be permitted

to flex or adjust schedules if possible to accomatedneeting attendance.

As the last item on its agenda, the Committee shiaft and publish an update of every meeting.

Departments within the County will promptly provid# requested information about insurance
that is in the possession of the Departments.
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The Committee will set meeting dates as determieegssary.

Budget for the Committee: The County’s financial commitment to funding heeadtre benefits shall be
limited per the budget formulas identified belowhese will initiate from the 2009 budget of $1, M.
per employee per month. The table below identifiesbudget within which the Committee will work to
make decisions regarding healthcare.

Year Percent Increase Per EE Per Mo.
2010 0 $1194.51
2011 0.04506 $1248.33
2012 0.0023 $1251.20

The Committee is also tasked with providing cosjgutions for the 2013 benefit year.
Decision making:

Changes: During the term of this MOU, the Healthcare Coithed may modify this Agreement
by a 2/3 majority. Any such modifications shalt need further ratification. However, any such
modification must be in keeping with the spirittbis MOU as originally created.

The Committee may choose to work with a Mediafbine Mediator shall not be a voting
member of the Committee. However, if the Healtac@ommittee is unable to reach a decision
for any benefit year by October 1st, the Mediat@illsdirect a solution. Such solution shall be
binding on all parties to this Memorandum of Und¢lemging. The Mediator’s solution shall be
within the parameters outlined above, based upohibainderstanding of the positions of the
parties gained through the mediation process. €fber a formal hearing shall not be necessary.

If any costs are attached to the mediator’'s woely thall be paid as follows: Clark County 50%;
the remaining fees shall be divided equally amongpédaicipating units.

Sheriff's Office Support Guild Agreement ges66
January 1, 2011 — December 31, 2012



This MOU is covered under the grievance provisionihe collective bargaining agreements for purpose
of the parties' compliance with the terms and dio contained herein.

This MOU shall expire December 31, 2012.
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