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PREAMBLE

THIS AGREEMENT Is entared Into by Yambill County, a political sulbdivision of the State of Oregon
{“County”) and the Yamhiil County Juvenile Detention Workers Assoctation (the “Asseciation™}, The
parties acknowledge that there is a statutory division of authority and responsibillty between the Board
of Commisstoners and certain elected officlals or department heads with respect to the administration
of the department affected by this Agreement and thet the statutes shall control In the event of conflict
with any provision of this Agreement. Unless otherwise Indlcated, the term "County” shall include the
Board of Commissioners and elected officlals.

This doctiment represents the full agreement hetween the County and the Assoclation. The purpose of
this Agreement Is to set forth those matters pertalning to rates of pay, hours of work, fringe henefits,
and other matters pertaining to employment and to promote general efflclency of the employees
covered In providing services to the citizens of County and to promote mutual respect between
Association employees and County management. All previous agreaments between the parties or
Individual employees covered by this Agreement are hereby superseded.

ARTICLE 4 — SCOPE OF AGREEMENT AND RECOGNITION

1.1 Recognition

Subject to Article 1.2, the County recognizes the Yamhill County juventle Detentlon Workers Association
{referred to hereafter as "Assoclation”} as the sole and exclusive bargaining unit representative for ALL
Juvenlie Correctlons Specialists and Juvenile Correctlons Technicians emplayed by Yamhlll County and
who are consldered prohibited from striking within the definition of ORS 243.736.

1.2 $ecope of hargaining unit

The bargalning unit, through agreement, shall apply to all non-supervisory Juvenile Corrections
Speclallsts and Juvenile Corrections Technlclans employed by the County, excluding elected officlals,
supervisory employees, confidential employees, Irregular part-time Juvenile Cortections Speeialists and
Juvenile Corrections Technicians and part-time Juvenlle Corrections Specialists and Juvenile Corrections
Technlclans working less than 20 hours per week, persens hived for a perlod of six months o less,
persons hired for temporary positions intended to be less thar one year, and all other employeaes
represented by other bargalning units. Employees renewed for a temporary position for more than one
year of continuous employment shall be reviewed by both parties.

1.3 Intent

The intent of this Agreement Is to set forth and record hereln the baslc and full agreement between the
partles o those matters pertalning to employment relatlons which Incudes, but Is not limited to
matters concerning direct or indirect monetary benefits, hours, paid leave time, grievance procedures,
and other condiflons of employment,




1.4 Caples

There shall be at least two stgned copies of the final Agreement for records. At least one copy shall be
retained by the County and one by the Assoclatlon.

i5 Changes In Unit Composition

The County and Association will meet during labor negotfatiohs and diseuss inclusion and exclusion of
ernployees In the bargaining unit so that transfers can be made when the Collective Bargalning
Agreement Is Implementad.

ARTICLE 2 — MANAGEMENT RIGHTS

2.1 Rights Retalned by County

The County retains all the customary, usual and excluslve rights, declslon-making prerogatives,
functions, and authority connected with or In any way incldent to Its responsibliity to manage the affalrs
of the County and any County Pepartmant, The rights of employees in the bargaining unit and
Association are limited to those specifically set forth In this Agreement, and County retains all
prerogatives, functions and rights not specifically limited by the terms of this Agreement. T he County
shall have no obligation to bargaln with the Assoclation with respect to any su ch subjects or the exercise
of its discretton and decision-making with regard thereto, any subjects coverad by the terms of this
Agreemant and closed to further bargalning for the teri hereof, and any subject which was, or might
have been, ralsed In the course of the collective bargaining, The Assoclation, however does not walve
express or Implled rights as entltfed under PECBA and the Employment Relations Board including
bargaining obligations for mandatory subjects of bargaining,

2.2 {llustrations

Withouit Imitations, but by way of {llustration, the excluslve prerogatives, functions and rights of County
shall include the following:

{a) To divect and supervise all operations, functions, and policies of the depariments In which
employees In the bargaining unit are employed, and operations, functlons and policies in the remainder
of County as they may affect employees In the bargaining unit,

(&) To close or liquidate an office, branch, operation of factlity, service or combination thereof, or to
relocate, reorganize or combine the work of divisions, offices, kranches, operations or facillties far
budgetary or other reasons,

() To deternsine the levels of sarvice and methods of operation, including subcontracting and the
Introduction of new equipment, the right to hire, fay off, transfer, proimote, determine dutles and
guallifcations to be required, job classifications, discipline and discharge for cause, determine work
schedules and assign work, and any other such rights not specifically referred to tn this Agreement.




2.3 Limitation on Applicabillty of Grlevance Procedure

The exercise of any management prerogative, function or right which Is not specifically modified by this
Agreement is not subject to the grievance procedure o, as set Torth above, to bargaining during the
term of this Agreemant. The application of the above management rights with respect to a partlcular
employee or group of employees shall not be subject to settlement of disputes, Nothing In this Artlcle [s
intended to inhlbit or restrict informai, routine discusston of working conditions betweean the
Association and the County representatives. Such discusstons are encouraged for the purpose of
provicding mutually advantageous cenditions and a high fevel of service to the Cltlzens of Yamhill County.

ARTICLE 3 - STRIKE

3.1 Strike Prohibited

The employees of the Assoclation who work for the County as Juvenile Corrections Techniclans and
luvenite Corrections Speciallsts are considered “guards” within the definitlen of ORS 243.762 and are
prohibited from striking, The parties agree that the Assoclation employees are subject to the coilective
hargalning arbitratton process according to ORS 243,742,

The Assoclation and its members, as individual's or as a group will not inltiate, cause, permit, or
participate or join in any strike, work stoppage, or slowdown, picketing, or any other restilction of work
affecting the operatlons of any County department at any location In the County. Employees in the
bargalning unit, while acting in the course of thelr employment, shali not refuse ta cross any pickat line
established by any labor organization when called upon to ¢ross such picket line in the line of duty. The
County shall not lock out any employee during the term of this Agreement.

Upon notlflcation conflimed In writing by County to Association that certain bargaining unlt amployees
covered by this Agreement are engaged In strike activity in vialation of this Article, the Assoclation shall,
upon recelpt of a malllng list, advise such striking employees in writing with & copy to the County to
return to work Immediately. Such notification by the Assoclatlon shall not constitate an admission that it
has caused or counseled such strike activitles.

Diselplinary actlon, including discharge, may ba taken by the County against any Associaticn eroployee
or employees engaged In a violation of this Article. Such disciplinary actlon may be undertaken
sefectively at the option of the Caunty and shall not prectude or restrict recourse to any other remedies,
including an actlon for damages, which may be avallable to the County. This sections applles during the
axpiess tarms of the Agreement and does not limit protected rights after the termination of this
Agraement.




ARTICLE 4 —~HOURS OF WORK

4.1 Regular Hours

The regular hours of work each dav shall be consecutive, For employees working full tims, eight (8) or
ten (10} hours of work an consecutive days, shall constitute an employee’s assigned shift and each shift
shall have regular starting and quitting times excluding those employees on flexible or rregular
schedules. Changes tn an employee’s shift times shall require ten {10} days advance notlce, except In
emergency work situations. Nothing In this Article shall restrict an employee and the County from
temporarlly modifying the work schedule when necessary and/or the parties mutually agreeing to the
change, Employees on ten (10) hour shifts may also he assigned a single elght {8) hour shift during the
work week,

4,2,  Modifled Work Week

Whenever the normal work week Is modifled, the smployee wili be given ten (10) days advance netice.
The notice shall contadn the effective date of change.

4.3 Rest Perlods

Employees shall be allowed one rest period of 15 minutes duration in each one-haif work shift wehich,
fnsofat as Is practicable, shall be fn the middle of each half-shift, Such rest periods shalt normally be ona
scheduled hasis so that activitles of the department shall be staffed at all thmes,

Empioyees who are required to work beyend thelr regular quitiing time shall be allowed a 15 minuie
rest period hefore commencing overtime work, provided that it can be reasonably foreseen that such
overtime will exceed iwe hours In duration,

4.4 Meal Parfods

Employees who work in continuous duty assignments will have a pald period for meals, Employees may
be interrupted during these meal thoes,

4.5 Speclal Work Hours

{2) The pattles recognize that at times vatlances from this Article may be desirable to meet the
specific needs of the depariment. In such cases the partles shall mest and negotiste an acceptable
hour-of-work agreement to meet such needs, I no such agreement Is reached, the terms of this
Agreement, including sections 4.1 through 4.4, shall prevall. Those variations presently existing are
recognized by this sectloh and no new negotiations are required.

by Flexible work hours, Employees of the department may work a flextble work schedule, A
flextbie work schedule Is a schedule which varias the number of hours worked on a dally basls, but not
necessarlly each day, or a work schedule In which starting and stopplng times vary on a dally basls but
not necessarlly each day, or a work schedule In which you may not have consecutive days off, but does
not exceed 40 hours In a work week, and Is mutually agreed upon by the employee and employer, and
approved in advance by the department head. Such schedules shall be signed by the affected employee
and the department head and placed In the employee's personnel file, An employee of the department
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may request a flexible work schedule by submitting a proposal In wrliting to thelr supervisor outlining the
proposed schedule, Flexible schedules shall be considered In good falth by both partles, however, final
approval or denfal of a flexible schedule is In the sole reasonable discretion of the department head and
is subject to the needs of the department, as determined by management. All schedules are subject to
change based on the changing needs of the department, as determined by management, Requests that
are denled will be In writing with ah explanation for the denlal.

4.6 Walver

For purposes of Sectlons 4.1, 4.5(b}, and 6.4{d), the provisions of ORS 653,268 are expressly waived,

ARTICLE 5 = ASSOCIATION SECURITY AND CHECK OFF

5.1 Right to Organize

Employees shall have the right to self-organize, to form, Join o asslst the Association, or to refraln
therefrom, and there shall be ne discrimination exercised agalnst any employee covered by this
Agreement because of his/her membership or Association activitles,

5.2 Deduction of Membership Dues or Monthly Service Fee

The County Agrees to deduct and pay to the Assoclatlon from the pay of employees covered by this
Agreement {I) a base fea of $40 each month or (1) a monthly servieas fee equivalent to membership
dues from any employee who Is a member of the bargaining unit and who has not Jolned the Association
within 30 days of employment. The service fee will be sagregated by the Assoclatton and used on a pro
rata basis solely to defray the cost of its service In negotlailng and administering this Agreement.

The employer wiil remit the aggregate of all deductions for all employees, together with an itemized
staternent showing the name of each employee from whose pay deductions have been made and the
amount{s) deducted during the period coverad by the remittance.

The Assoclation shall indemnlfy and hold harmiess the County against any and alt clalms, damages, suits
or other forms of labllity which may arlse out of any actions taken or not taken by the County for the
purpose of complying with the provisions In this section.

5.3 Rights of Non-Assoclation

The Association expressly agrees that it will safeguard the rights of non-assoclation of employees based
upon bona fide religlous tenets oy teachings of a church or religious body of which such employeeis a
member. Such employee shall pay the in-lieu-of-dues payment to a non-refigious charity mutually
agreed upon by the employee making such payment and the Assoctation. When an employee elects to
exercise the right of non-assoclation altowed by this sectlon, the employee must submit a form provided
by the County to the County’s accounting depariment. The form shall cortain the endorsement of an
Assoclation officer or shall demonstrate the service of the form upon an Assoclation officer, Upon
recelpt of the endorsement or two weeks after receipt of a form which demonstrates service of the
form upon the Association, whichever comes first, the employees shall make such payment directly to
the charity with proof of payment to the Assoctation.
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5.4 Sagregation of Monthly Service Fee

Monthly service fee equivalent payments {service fea] shall be segregated from regular Assoclation dues
for accounting purposes.

5.5 Limltation on Use of Service Fee

Funds derlved from the menthly service fee aquivalent payment {service fee} shall not he expended for
partisan poiitical purposes by the Assocation.

ARTICLE § — WAGES AND SALARY

6.1 Wages

Effective the first day of the pay perlod after Novernber 15 2017 the County will Increase the salary
schedule by two percent (2%)

Effective the first day of the pay perlod after July 1, 2018 the County wlli Increase the salary schadule by
{wo parcent {2%)

Effective the flrst day of the pay perted after July 1, 2019 the County will increase the salary schedule by
two percent (2%}

6.2 Reporting Time

Any employee who Is scheduled to report to work and who presents for work as scheduled, but where
in the discretion of the County, work is not avallable far the employee, shall be excused from duty and
pald for a minimum of two hours at the employee’s regular rate,

63.  Call Out Pay

Any employee called to work outside his/her regular shift shallt be compensated for a minimum of two
hous at the rate and in the manner as set forth In sections 64 and 6.5 of this Agreament, Said call-out
pay shalt be pald on 2 portal to portat basls from and to the foltowing: the shorter distance of the
employee’s residence of the County-iine to the reporting locatton, whichaver s Jess.

Any employee called to work on any day other than their regulaly scheduled wark day shall be
compensated for a minimum of two hours at the rate and in the manner set forth In sections 6.4 and 6.5
of this Agreement. Cali-out pay pursuant to this subsection shall be pald on a portal to portal basis from
and to the following: the shorter distance of the employee’s residance of the County-iine to the
reporting tocation, whichever is less.

64 Cvertime

To the extent practical, overtime should be equalized among employees affected, in the classlfication
affected. Eraployees shail be compensated at the rate of time and ane-half or the applicable overtime
rate (whichever Is greater) for work under the foliowing cenditions but in no event shali such
compensatlon be recelved twice {pyramided) for the same howrs.
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(a} Al asslgned work authorlzed by a department head In excess of elther 8 hours a day for
employees on a 5 day work week, or 10 hours a day for employees on a 4-day woark week,

{h) All assighed work authorized by department heads In excess of 40 hours In any work week.

(c) All overtime must have prior approval by department head {or designee} or departmental policy
— Including policies that preauthorize activities as compensable with comp time as deflned undet this
section 6.4, An employee may choose to be compensated In either cash or comp time on a case by case
basis subject to operational and/or budgetary needs.

{d) Compensatory Time (“Camp Time")

{) Comp time shall be defined as time off awarded In lieu of compensation pay for overilime,
Compensatlon for authorized overtime work shall be pald in the form of compensatory time off,
or at the option of the employee, in the form of compensatory pay at the applicable rate,
subject to operational neads, budgetary Jimitattons, and to the Falr Labor Standards Act,
Overtime worked shall be computed daily to the nearest guarter hour and shall not be carrled
forward from day to day,

{il} Comp time may be accumutated up to a maximum of 40 hours. Any hours in excess of the
maximum accumulation as computed at the end of a regular payroll perlod will be paid to the
employee as part of that payroll. Departmental poficies (or allowahble speclal arrangements that
are mutually agreed upon hetween the employee and department head) may Increase the
maximum accumulation allowed,

(1) An employee may cash out compensatory time on a fiscal year basis. Any aocrized comp time
shall be used or paid in cash by the end of the last full pay perlod of the fiscal year (pay period
ending on June 23). Any remaining batance of comp tima as of June 23 will be paid out In the
last paycheck of the flscal year. ‘

6.5 Shift Differential

The County and the Assoclatlon recognlze that a work week may contain three different shifts: day,
swing, and graveyard. The County agrees to apply the following shift premium pay In addition to the
established wage rate:

(a) An hourly premium of $.40 to employees far all hours worked on shifts beginning between the
hours of noon {12:00pm} and &55 pm; or

{k) An hourly premium of $.80 to employees for all hours worked on shifts beglnning between the
hours of 7:00pm and 5:59 am,

{c) When computing the overtime rate due an employes recelving shift differential pay, such pay
riust be included In the overtime rate,

{d} Employees are not entitled to shift differential pay for a single shift change that is done by
request of and for the beneflt of the employue.
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(e) Any employee regularly receiving shift differential pay shalf receive their normal shift premium
when pald for FET, compensatory time, and Hollday Tlme.

6.6 Trade Time

By mutual agreement between an employee and the employee's supervisor, the work day may he
temporarily adjusted within the work week only, The Intent of this section Is to cover unexpected or
accasional changes in work hours to accommodate elther individual employee needs or employer work
needs, However, in no case will an employee be requlred by the employer to use trade time Frequlred
to work hours outside their normal schedule, [n no case shall the number of hours In any work day
exceed the employees’ regular work shift by more than 2 hours without the payment of overtime.

8.7 Promotlonal Increase

Any employee who is promoted shall be paid at a rate of no lass than that step on the salary schedule
which is closest to but higher than the current rate,

6.8 performance Evaluations

(a) Evaluation, Yearly evaluation will be provided during the anniversary menth of the affected
employee, Such evaluation shall be a determination of satisfactory or unsatisfactory performance as
noted on the personnal actlon form. Satisfactory performance will result in a yearly step increase as
eligible, A step Increase may be denied for unsatisfactory performance, Unsatisfactory performance may
lead to counseling, work improvement plans or disclplinary actlon if authorlzed by this Agreement,
Should the yearly evaiuation not occur within the anniversary month, the work performance will be
deamed satisfactory unless time lines are extended by mutual agreement between the County and the
Assoclation. Coples of the yearly petformance evaluations will be kept in an em ployea's personnel file.

b) It is recognized that the department may continue additlonal evaluation actlvitles; however
these Intermittent evaluation records shall be kept in the working files of managers and employeas and
not in the County personnel file, The department shall attempt to meet annually with each employes
on a one-to-one basls to cover goals and expestatlons of the employee and department.

{c) Satisfactory Performance: Employaes recelving a satisfactory avaluation shall recelve a merlt
Increase eual to one step on the salary schedule, Employees at tha top step of the salary scheduls will
not recelve a rmerli lncrease pursuant to this sectlon, Nothing In this sectlon shall prohibit a supervisor
from recornmending to the County Administrator that an employee recelve an early step Increase where
the supetvisor belleves that the employae Is deserving of sarly merit recogaition, The County
Adminlstrator shall have authority to accept or reject the supervisor's recommendation, In the event the
employee recelves a merlt [ncrease prier ta the applicahle date, the employee’s new evaluation date for
the purposes of further merit Increase shall be twelve months from the date of the last merlt increase.

{d) Unsatisfactory Annual Evaluation: Management shail provide substantiating evidence of an
unsatlsfaciory evaluation, Unsatisfactory performance may lead to counsellng, working Improverment
plans or disciplinary actlons if authorlzed by this Agreement. Where the step Increase has been denied,
a work improvemant plan (not to exceed a total of 180 days as per Article 6.5} shall be developed which
identifies timelines under which the decislon to deny the step increase shall be reconsidered. In the
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event the performance Is deemed sufficient to warrant a step Increase, the effective date of the stap
Increase shall be the date of reconsideration. Nothlng in this section shall change the annlversary date
and Is not subject to 6,10¢.

{e} An employee may submit comments or rebuttal to an evaluation.
6.9 Work Improvemeant Plans

(&) The County may issue a work Improvement plan where an employee’s performance or behavior
Is unsatisfactory. Work Improvement plans themselves are not considered disciplinary unless attached
to a disciplinary actlon. Such work improvement plans shall include; job descriptlon expectatlons,
performance defictencles, ¢riterla or objectives and how they wlll be measured in arder to complete the
plan, and the consequences, and time lines If not completed successfully, Monthiy reviews of the
progress of the employee in satisfying the work improvement plan wili be required, The County may
ssue & work improvement plan where an employee’s performance or hehavlor is unsatisfactory, Failure
by a supervisor to conduct the stated perlodic review will result In the plan beeoming null and void for
the purpose of Imposing discipline for a fatlure to complete the work improvement plan, The supervisor
may adjust the timing of the reviews provided that the intent of glving the employee updates on thelr
progress Is met. This provision does not prohibit the employer from imposing a new work plan.

b} Wark improvement plans shall have a specified duration not 1o exceed 180 days. When a work
improvement plan Is Imposed, Human Resources and the Assoclation shall be notlified of such actlon,

6,10 Marit Ralse

{a} Eligible employees will receive merit ralses in accordance with this section on their next regular
anniversary date,

(b} Employees receiving a satisfactory with merit or higher evaluation on their annual evaluation
shall receive a merlt Increase equal to one step on the salary schedule. Employees at the top step of the
salary schedule for thelr job classification will not receive a merit ralse, pursuznt to this section,

{c) The annual evaluation date for employee under thls section shali be as follow,

{1} An annual merlt Increase shall be on the hasls of 1year from the date of the [ast merlt or step
increase. Except far an employee on probationary status, an annual evaluation pursuant to this
sectlon shall be 1 year from the date of the last merfi or step increase,

i) Notwithstanding subsection {1} in the event an employee recelves a merlt increase In less time
than the 12-month perlod provided hereln, the employees new annual evaluation date for the
purpose of further merlt increases shail be twelve months from the date of the last merk
Increase.

{iif} Nothing In this section shall prohibita supervisor from recommending to the County
Adminlsteator that an employee recelve an early step Increase where the superviser believes
that the employee Is deserving of such early merlt recognition. The County Administrator shail
have authority to accept or reject the supervisor's recommendation,
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611  Fifect of Redlined Salary

It Is the Intent that an employae’s actual salary Is at a step that is within the salary range established for
the classification. When an employes Is pald a salary above the maxlmum of the salary range of his/her
currant position e.g. due o re-allogation or reassignment, the employee’s salary shall be rediined until It
Is atual to, or lesser than, a salary step within the salary range established for the classification, When
an employes’s salary s rediined, o step Increases or COLAs will be paid or will become due as a result
of non-payment. When the employee’s salary range Is commensurate with the applicable range and
step for the classiication, steps and COLAs, as are applicable, will be granted on the next applicable
dates, consistent with this Agreement,

612  Longevity Premium

fa) Emnployees with the following years of continuous service who are then employed by Yamhill
County shall recelve the stated pay as & longevity premium in the paycheck following thelr anniversary
date, except as provided In subsection {b)

10 years plus topped out for min, one year—$150 on anniversary date
15 years plus topped out for min. one year %300 on anniversary date
20 years plus topped out for min, one year — 5600 on anniversary date
25 years plus topped out for min, one year —$900 on anniversary date

{b} Employees not eligible for the longevity premium are stated helow under the following
clreumstances:

(I} The employee Is on a work plan on the anniversary date; however the fongavity premium will
be paid once the employee has satisfactorlly completed the work plan.

{1} The employee has received formal discipline within the year preceding the anniversary date
and the discipline has not been not removad from the personmnel file following a grlevance
under Arttele 13,

6.13  Mileage and Travel Expenses

When an employee Is authorlzed to use hisfher own car on official County husiness, the employee shall
be relmbursed at the then-current County mileage refmbursement rate for all business mittes, The
County will review the mileage rate yearly in compatlsons with other jurisdictions and the IRS rate.

Meals will be, when necessaty, reimbursed by the employer In accardance to the schedule on the
relmbursement form.
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ARTICLE 7 —~ HOLIDAYS

7.1 Holidays

The following shall be recognized as paid Holidays:
New Year's Day Veteran's Day
Martin Luther King's Birthday Thanksgiving dey

President’s Day Christmas Day

Memorial Day 2 Floating Personal Holidays**
indepeadence Day 1 Cotnmisslonar’s Day***
Labor Day

Assoclation employees shall be granted two additional personal holidays as they are part of a 24 hour
contingous cperations divislon. These parsonal holidays may be used at the discretion of the employee
with the consent of the deparément head between November 1 and January 31% In the applicable year.
Any personal holiday named tn this paragraph not taken prior to termination or January 317" of the
appltcable year, whichever occurs first, Is lost, Personal holidays have no cash value,

*% Floating Persona) Holidays may be used at the discretlon of the employee with the consent of the
supervisor, provided however the em ployes must be employed for at [east three months before the
floating personal holidays may be used. In lieu of taking one or two floatlng personal holidays, an
employee may elact to take cash payment agulvalent to 8 hours pay per floating personal holiday not
taken. In all cases, personal holidays must be taken by the end of the fiscal year (June 30™), i not taken
bafore the end of the fiscal year, the floating personal holiday is forfeited, and If the election for cash
payment has not been made, the cash payment s also forfeitad,

=% Commissloner’s Day may be taken during the months of November, Pacember, or January with
consent of the supervisor, If the Commissioner’s day Is not taken prior to January 31 the
Commissioner's day Is forfaited, A Commissloner’s day has no cash value.

7.2 Hollday Pay

{a) Eliglble employees shall recelve 8 hours pay for each of the holldays listed In 7.1 on which they
perform no work. if any employea Is on authorlzed leave when a holiday oceurs, the heliday shall not be
charged against such leave. Unless an a bona fide authorized leave with pay, an employee, to be eligible
for holiday pay, must work thelr full asslgned shifts next preceding and followling the holiday. Holiday
pay shall be prorated for regular part-time employees.

{B Holiday pay Is for an eight (8) hour day; {10} haur days shall he supplemented with comp time,
FET, trade time, or leave without pay if the employee has exhausted all paid [eave.

7.3 Holiday Work

if an employee Is required to work any of the holiday’s as deflned in section 7.1 they shall receive
holiday pay and, In addition to the regular holiday pay, compensatlon for all hours warked st one and
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one half thelr regular rate of pay, or at the optlon of County compensatory tire off with pay equiva!en%
to ohe and one-half times the time worked on the holiday. Compensatory time off accrued by reason of
authorized work on a holiday as provided hereln shali be paid for at the employee’s regular rate of pay
at the time work was performed ¥ now scheduled or taken as compensatory time off within 30 days,

ARTCLE B -~ FLEXIBLE EARNED TIME {FET)

8.1 FET Credit

{a) Fulf time employees shalt accrue flexible earned time (FET) as follows
MONTHS {VEARS) Of SERVICE _ HOURS {FET} Per Month

1-12 {01} 12.38
13-59 (1-4,9) 13,71
60-119 {5-8.9) 15.71
120-179 (10-14.9) 17.71
180-239 {15-19.9} 19,71
240+ 21.71

(b part-Time employees covered by this Agreement shall accrue FET {n proporiionate amounts to
that earned by full time employees,

e} Employea’s FET entitlement shall be calculated on @ calendar month basts, For this purpose only,
employees whose annlvarsary date is between the first and fifteenth day of a month shall be consldered
$o have been hired on the first day of the month, Employees whose annlversary date |s between the
16th and last day of the month shalt be considared to be hired oh the first day of the next month,

8.2 Contlnuous Service

Continuous service, for the purpose of accumulating FET, shall be service unbroken by separation from
employment by the County. Time spent by an employee on a pald leave or Job-related Hiness or njury
shall be Included as continuous service, Time spent on unpaid authorized Jeave will not be counted as
part of continucus service for acerual purposes, but employees returning from such leaves and from
Jayoff status shall be entifled to credit forservice prior to the leave or layoff,

8.3 Maximum Accurnulation

The maxintum FET that may be accumulated by an employee Is a number of hours equlvalent te 24
times the employee’s monthly accrual rate. ALFET earned In excess of the maxirum shall be placed In
the Persona] Extended Leave {PEL) Account.

84  Payoutof FET

{a) Upon termination, bargalning unit members shall be compensated for accrued FET in cash at the
employee’s then-curtent salary level according to the followlng schedule.

Months (Years) of Service Percentage Of FET Pald Out

0-12 (0-1) 0%
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1360 {1-5) 50%

61-72 (5-6) 55%
73-84 (6-7) 60%
85-96 (7-8) 65%
97-108 {8-9} 70%
109-120 (9-10) 75%
124-1%2 {10-44) 80%
123-144 (11-12) B5%
145-156 {12-13} 90%
157-168 (13-14} 55%
169+ (144) 100%

{b) Upon retlrernent, as hoted in sectlon 9.4, all FET shall be paid out at 100% of current value.

{) in the event of the employee’s death, alt FET shall be peid cut at 100% of current valie to the
employee’s estate.

8.5 FET Sell Back

{a) An employee with at least one year and up to 14 years of continuous service may elect to sell
back up to 40 hours of FET once per flscal year. An employee with 14 years or more of continuous
service may elect to seli-back up to 80 houys of FET once per fiscal year. The employee must have a
remaining FET balance of 80 plus hours after the sell hack. Sald request shall be In writing on a County
approved form and Department head approval shall be required, Payment shall be made as part of the
regular paycheck.

{b} Sell hack may not ba used In conjunction with donated leave.

{c) part-time employees, The provisions of this artiete will apply to part time employees as
prorated. Employees selling back FET must malntaln a remaining halance of 80 hours after the sej} back.

B.6 Minimum Use of FET

Employees must use at least 60 hours of FET peryear unless watved by mutual agreement of the
employee and the department head.

8.7 Uses of FET

FET may ba used for vacation, lilness [employee or family member reslding in house) personal business,
or family medical leave or other statutory designations. Accrued FET may be taken i units of one
quarter hour or more, Whenever possible FET usage shall he scheduled fn advance,
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8.8 employee Respansthility (FET Bank/Leave Without Pay)

Employees are required to manage FET leave within their FET allocatlons except for authorized family
medical leave or other exigent circumstances, Leave without pay shall be strictly restricted, be based on
totality of clrcumstances and subject to department head approval. Eallure to manage FET leave as
dernonstrated by past use of FET and requests far leave without pay, absent justiffed clrcumstances,
may be subect to progressive discipliine.

8.9 FET Scheduling

Approval of FET request for vacation purpases are subject to the operational needs of the faclity and
employer. Requests for one week ar fonger should narmally be made at feast 14 days In advance, Other
requests for shotter perlods {less than 5 days) should normaily be made at least 24 hours in advance. If
an employee has Insufficient FET on the hooks for the request the employer aay condltionally approve
subject to the employee having sufficient EET at the time of the vacation. Shotter notice does not
prevent the employer from approving the leave,

B.10 Leave Donatlons

The current donatlon of leave program shall continue as per County policy, but the employee must have
exhausted all leaves before donations can be accepted.

ARTICLE 9 — PERSONAL EXTENDED LEAVE {PEL}

3.1 personal Extended Leave (PEL}

(a} All FET acerued in excess of the maximum accrual lkmits stated In Article 8 shall be placed in the
employee’s PEL accound.

{b) There is no accumulation limit to the PEL account.
9.2 Uttlizatlon of PEL

{a} Employees suffering an illness or injury In excess of 5 consecutive work days may draw upcn
thelr PEL account after the 5th dey. PEL Is provided by County solely in the nature of insurance agalnst
an employee’s loss of income dueto iiness or Injury. Employees may Utillze thelr PEL when unable to
perform thelr work duties because of iliness or Injury, exposure to contagious disease under
clrcumstances by which the health of the employees with whom associated or members of the public
necessarlly dealt with would he endangered by attendance of the employes, or by ilness to the
employee's family members In the employee’s immediate household. In such event, the employee shall
notify their immedlate supervisor, with 2 copy to Human Resourees, The aotlce will Include the reasons
for the absence, the hature and expected length thereof, as soan as possible and In no event later than
the first half the first regular work shift unless unable to do so because of the injury or illness. A
physiclan’s statement of the nature of the Injury or iliness, the employee’s disability from performing
work, the nead for the employee's absence, and the estimated duration of the absence may he required
at the optlon of the department head, ather supervisor or Human Resaurces for absences of over three
days, prior to the payment of PEL benefits. A physiclan’s statement may also be required at the optlon of
the department head, other supervisor, or Human Resources when an employee has had three or more
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non-consecltive absences within a glven calendar month, prior to the payment of any further PEL
henefits for that manth, provided that the employee is notifled in writing that a physiclan’s statement
wiil be required. if a physlclan’s statement Is required, it shall be directed to Human Resources.

{b) Notwithstanding subsection (a), an employee with available PEL may exerclse a one-time optlon
to sell back up to 40 hours of the PEL once per fiscal year. In the alternative, employees with over 500
hours may sell ack PEL up to 80 hours once pey fiscal year, Payment shall be made as part of the
regular paycheck. Request for PEL sell back are the sole responsiblilty of the employee and such request
raust be made in writing on the County approved form,

8.3 Retlrement from Employment

PEL has no cash-out value upon termination except at retirement, Jayoff as under article 15.4,
parmanent and total disability because of a work-refated injury, death of the employee, or as provided
in Section 8.4, “Sell Back of PEL, Prior to Retlrement” In the event of retirement, and where the
employee has not elected to exerclse rights under Sectlon 9.4, the value of the PEL wilibe placed ina
Retirement Health Savings Plan for the benefit of the employee. Maximum pay-out will be 880 hours of
PEL. Pay-out at death wiil be to the employae’s estate, Pay-Out of PEL to the Retlrement Health Savings
plan at retlrement will be alfowed providing the following conditions are satlsfled,

{a) ‘The employee Is at least 55 years old; and

{b) The employee has served as a County employee for at least 7 years of continuous sarvice
Immedlately prior to retirement; and

{e} The employee Is eligible for the County provided retlrement prograrm and does not intend to
take a full-time [ob elsewhere.

9.4 Seil-Back of PEL Prior To Retirement

(& An employee who has reached the age of 55 and who has 7 or more continuous years of sarvice
with Yamhill County, and whe Is eligible for the County provided retlrement program and intends to
retire and does not intend to take a full-time job elsewhere may elect a one-time optlon to sell back alt
or part of accrued PEL within the window perlod described below prior to the date of refirement,

{b) An employee qualified to sell back PEL under this section must advise the accounting division of
thelr intent to sell back PEL no earlier than November 24th and no later than December 23 rd in the
calendar year prior to the year the employee retires. The income earned from the sell back shall be paid
in the next regular paycheck due the employee subject to the time needed to process the payroll.

{c) Any employee who bas more than 880 hours of PEL on the books at tha time they request this
one time sell back of PEL shalf forfeit all PEL more than 880 hours which 1s the maximum payout upon
retirement,

{d) If this option Is exerclsed, the employee Is responsible for all employee state and federal
income, £1CA and Medicare, and any other employee paid texes impesed on the Income earned from
the sell back, Persons who elect this sell back feature may utilize the County’s deferred compensatlon
program te defer income taxes on thelr earnings subject to federal deferred compensation limits and
the policies of the deferred compensation provider.
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ARTICLE 10 — OTHER LEAVES AND ABSENCES

10,1  Crlteria and Procedure

(a) Leave of absence without pay, not otherwlse protected by law, not to axceed 99 calendar days
may be granted upon establishment of reasonabia justification therefore In instances where the work of
the dapariment will not be serfously handicapped by the temporary absence of the employee, Requests
for such leave must be made in writing. Notmally such leave witl not be approved for an employee for
the purposes of accepting empleyment outside the County. Such leaves may be renewed or exterded
upon request and In the discretion of the County Administrator.

(b Leave of absence without pay, as provided for n section 10,1(a), Is not allowed untll the
employee has used all accrued leave, including available holidays in Article 7.

10,2 Jury Duty

Employees shall be granted leave, for service on a jury, The compensation pald tosuchan employes for
the petlod of such absence shall be reduced by the amount of money received by him/her for such Jury
duty. Upon heing excused from jury service before the end of their normal shifts, employees shall
immediately contact the department head or other supervisor for assignment for the remainder of the
work day.

10.3  Appearances

Leave without pay shall be granted for appearances, i connection with an employee's officlally assigned
duties, before a court, legislative committee, Judicial or guasl-judicial body as a witness Inresponse toa
subpoena or other directlon by proper authority. The compensation patd to such employee shalt be
reduced by an amount equal fo any compensation he/she may recelve as a withess fee,

104  Required Court Appearances

Leave of absence with pay shall e granted for the appearance in court In connection with an
employee's officlally assigned dutles, including the time required for travel to the court and return to
the employee’s headquarters, Employees whose normal dutles require court appeatances shall norneally
be compensated in the form of compensatory time off.

10,5 Assoclation Business

{a} The unlor will provide a list of the names of union officers, position held, and unlon stewards to
the County Adnsinistrator no later than January 1st of every year. The union will promptly notify the
County Administrator of any changes to the above-deseribed list, The Association or its representatives
shall have the right to conduct officlal Assoctation Business on County property at such time and in a
manner which doss not Interrupt County operations or efficiency with supervisor approval. Nothing
herein is to be construed as right of an employee to leave hisfher statlon without supervisory approval.
To gain supervisor approval, a written description of the specific reason for the need to |eave the work
station, the purpose of the absence and the estimated duration of the absence, Is required The
Associatlon shall conduct all business on cther than County time except as expressly authorized
elsewhere In this Agreement.
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Unfon mestings on County property wilt only be allowed so long as they do not interfere with County
business needs and break and funch petlods of County em ployees. Before scheduling a upion meeting
onh County property, the use of the planned meeting space will be scheduled in advance with approval
through the department supervisor responsible for that facliity

{b) A maximum of 3 Assoclation Officers or steward’s shall be granted use of thelr FET, or Comp
time for other Assaclatlon related meetings, provided 30 days written notice is glvan to the department
head o supervisor and is approved by the County Administrator. No more than one given employee
from the department shalt be on leave at the same time prrsuant to this provision, unless approved by
the department head and the County Administrator.

10.6  Workers Compensation

The County shall pay to the employee the difference petween what the employee receives from
Workers' Compensation insurance and his/her regular salary rate, The dollar value pald by the County
shall be convertad to the employee’s howly wage rate and charged on an hourly basis against the
employees’ accrued pald leave. If the employee has no accrued leave, or upon exhautstion of the
employee’s leaves, the County’s supplemental payients shall cease.

10,7 Family Medical Leave

fFamily madical leave shall be granted In accordance with applicable law. Employees shall be required to
use, In order, any accrued FET, compensatory tirte, avallabte personal holldays, or PEL at the baglnnlng
of a period of leave. Extensions of leave beyond the statutory period shall be provided In section 10.1

10.8  Educational keava

After completing ohe year of continuous service a full-time employee, upos written request, may at the
diseretion of the department head and the County Administrator be granted a leave of absence without
pay by the County fat the purpose of upgrading his/her professional ability through enroliment at an
accredited school or caurse of study. The perlod of such leave of absence shall not exceed one year but
may be renewed or extended upon request of the employee and approval of the department head and
the County Administrator, One-year leaves of absence, with requested extenslon, for educational
purpeses may not b provided more than once In a three-year period,

109 Conferences

Employee’s may also be granted time off with pay for educational purposes, for reasonable lengths of
time, to attend conferences, serinars, briefing sesslons, tralning programs, and other programs of
similar nature that are intendad o Improve of upgrade the employee’s skill and profassional ability
when approved by the supervisor and/or the department head having supervision of the employee.
Attendance at such conferences shall be subject to budget imltatlons and al} non-budgeted expenses
shall require approval by supervisor and/or the department head. No employee shall he authorized fo
attent schoo), tralning, or educational program In excess of one waek, unless such employee {lrst agrees
in writing to elther continue in the active employment of the County for one fult year following
completion of the grogram or, if his/her employment is voluntazily terminated within that year or while
in attendance at the program, to relmburse the County for the salary paid to him/her while attending
stich prograrm.
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10,10 Military Leave
Military leave shall be granted In accordance with State and Federal Law.
10,11 Bersavemant Leave

An employee may be granted up to 5 days pald bereavement Jeave to be used within sixty {60 days
followlng the death of the employee’s fiancé, spouse, same sex domestic partner, parents, children,
brother, sister, grandparent(s), stepmother, stapfather, stepchlld, and the spouse same {Le. spouses
parents, grandparents, etc.) or any other famiy member residing In the employee’s Immediate
household. The purpose of the Teave s to make household arrangements and to attend the funeral,
Bereavement leave may be take intermittently within the time allowed so long as the leave Is taken In
fuli-day Increments, with the approval of the supervisor. However, once the leave is commenced, the
complete amount of the leave must be used within a two-week perlod. The above-described
bereavament leave Is concurrent with any other bereavement leave alfowed by law,

An employee may also be granted pald bereavement feave to attend the funeral of a current fellow
employee. Unpaid bereavement [eave may ba granted In the event of the death of a close friend. Time
taken off to attend such friend or fellow eraployee’s funeral may be scheduled in half-day Increments
and shall be iimited to no mare than one day.

Bereavement leave will not be unreasonably denled and any denial can be appealed to the County
Administrator. The County Administrator can make exceptlons to the two-week perlod based on speclal
circumstances. :

10.12 Cantinuation of Beneafits

Upon termination, an employee may continue at the employee's expense County benefits as provided
by state and federal law.

10,13 Right to Reinstatement for Leave Under Article 10

At the expiration of an authorized leave of absence granted under this Article, the emnployee shall be
returned to the employee’s former or similer position, Frovided howevar, that if the employee returns
after 12 months {except for workers compensations leaves), the employee may be placed on a rehire llst
and ba relnstated when an opening occurs (n a job the employee Is qualified to perform.

ARTICLE 11~ HEALTH AND WELFARE

11,4 Maedical— Dental

{a) From September 1, 2017 through June 30, 2020, the County shall offer Assoclation members the
same medical and dental packages, including VEBAS, offered to the Yamhill County Employee
Assoclation, hereinafier referred to as “YCEA” bargaining unit members in the same period, The County
shall pay for medicai/dental coverage of Assoclation employees and thelr dependents up to the
maximum monthly premium County agrees with YCEA to pay on hehalf of YCEA members.

)] Payments above the maximum monthly premium allowed under subsection (2) wiil be made by
the employee by payroli deduction,
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{c) The employee shall have cholce of coverage under a given plan within a package and may select
the plan at the time of employment or at the annual open envollment pertod.

{d} As used in This section, “maximum monthly premium” means the maximum amount County will
pay In a glven month for the combined cost of the medlca! and dental plan.

11.2 Life Insurance

County shall provide 86,000 term life insurance for each employee and $2,000 for his/her dependents
under a plan selected by the County. Employees shall designate thefr beneficlarles, The County will
provide an option for additional life insurance at the employee's cost,

11,3  Short Term Disabliity

The County will pay the full premlums for short-term disablllty Insurance atministered through a private
carrler in accordance with standards determined and approved by the joint County and YCEA Benefiis
Commlites,

114  Retirement

As determined by PERS, eligible employees shali become members of Yamhill County PERS non-pofice
and fire retirement plan. The County shalf pick up the employee contribution unless prehibited by law.

115  Deferred Compensation

The County shall provide for deferred compensatlon plans offered by a qualified financlal institution
such as those offered by Nationwlde Retirement, ICMA Retirament Corporatlon and Oregon Savings
Growth Plan,

11,6  Eligible Employees

Full iime employees shall be eligible for the health and welfare beneflis set forth in this Ariicle on the
first day of the calendar month following the month of employment if the employee is hired an or
before the 15th day of the month. If the employee is hired on or after the 15th day of the month, then
the employee shall be eligible on the first day of the calendar month followlng the month after the
tonth of employment,

117 PartTime Employees

Regular part time employees shall receive the prorated percentage In proportionate amounts to that
recelved by full time emplovees.

11.8  Early Retlrement Benefit

An employes who has served the County for a minimum of 10 years sontinuous service Immediately
prlor to retirement at or after the age of 58 wlll be entitied to an early retirement benefit In the form of
severance pay in the sum of $100 for each year of his/her age less than 70
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11,10 Optlonal Insurance Fee

Any amployee purchasing optional Insurance coverage shall pay as part of the cost of coverage a service
faa of $.50 per month for each plan employee participates in, No fee shall be charged for participation in
a County-sponscred deferred compensation program,

ARTICLE 12- DISCIPLINE AND DISCHARGE :

124 Cause for Discipline or Discharge: Types of Discipline, Representation and Rights

fa) The County may discipiine, discharge, suspend, of reduce the pay of an employee for Just cause,
Disciple shall normally be progressive, Suspension shal not exceed two weeks. The county may Impose
sanctions based on the totality of clrcumstances and severlty or the conduct. Reduction in pay means a
lower step on the employee’s salary range.

{b) Employee’s engaging In behavior that disrupts the orderly, efficlent, or safe operatlon of
buslness or reduces thelr performance or the performance of co-workers that reasonably might he
expected by management may be subject to disclpllne. Such hehaviors may be defined In the employee
handbook or by department polley.

{o} Formal Discipline: Forms of formal discipline include, but are not limited fo letter of raprimand,
suspension, reduction In salary, demotion, and termination. Discipline will normally be progresslve;
however, any level of distipline may be imposed based upon the totality of the clrcumstances and just
cause, The County may terminate, suspend, or reduce the pay of an employee for the following actlens
which do not require prior disciptine: dishonesty, including theft, drinking or belng under the influence
of Intoxicants, when ralated to employment activity, use or sale of lllegal drugs, gross insubordination,
conviction of a felony, convictlon of a misdemeanor refated to work, obtalning leave or benafits undera
false pretense, dellberate or reckless destruction of County property, gross miseonduct or sexual
conduct In connectlon with work or other similar conduct which reflects poorly on County employmant,

{d) Infarmal Disclpline: Forms of informal discipline Include, but are not limitad to counsellng,
verbal warnings, letters of Instruction, and work Improvement plans. These forms of informal discipiine
may serve as evidence for future formal diselplines. information regarding informal discipline shaif be
kept In the managers working file. Informal discipline Is not subject to the grievance process, If the
tnformat disciptine Is reduced to writing, the employee may provide a written rebuttal,

() £mployees Invelved in disclplinary actions have the right to request Association representation
or Association counsel in any Investigatory interviews with management regarding formal discipline,
Other representatives In disciplinary actlons are parmitted only through the agreement of the County
and the Association,

12,2 Definitlons
The following definitlons shall apply for this Article

(8}  “Gross insubordination” Is the refusal of any employee to obey a lawful order after such order
has bean communicated both verbally and in writing.
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(b} “Gross Misconduct” means any conduct constituting a substantial disregard for the standards of
behaviorwhich a reasonable employer has the right to expect. Such conduct may include violation of
confidenttality agresments or release of confidentlal materials contrary to department policy.

{c}  “Sexual Miscanduct in connections with work” Means any conduct constituting sexual
harassment or any overt sexual activity oceurring th the work place.

12.3 DPua Process Reguired Prior To Issuing Letter of Reprimand

Prior to lssulng a letter of reprimand, the manager shall discuss the Infraction with the employee,
Shotld any part of the interview involve petential criminal conduct, the employee will be give one of
the written “Garrity” warnings provided in a memorandum to this Agreement before discussing the
infraction with the employee, If during the discussion, the employee belleves formal discipiine may
result, the employee may request and be granted an Assoclation representative. Following the
discussion, the manger will deterraine whether to praceed with formal disclpline. if the manager
tentatively elects to Issue a letter of reprimand, the manager will so Inform the employee. The
employes may then request the manager delay issuing the letter of reprimand until the employee
prepares a rebuital, Upon such request, the manager is okligated to refrain irom issuing the letter or
reprimand for at least one working day or as mutually agreed. A time shall then be set by the manager
to receive the employee’s rebuttal for conslderation before the letter of reprimand is issued. An
Assoclation representatlve may, upon request, be present when the employee presents the rebuttal to
the manager, After considering the rebuttal the manager will determine if to Issue the letter of
reprimand.

12,4  Due Process Required Prlor To Issuing Formal Disclpline Other Than a Letter of Reprimand:
Investigatory Interview and Notice

In the event the Employer believes an employee has engaged In conduct that may result In formal
discipline other than a lettet of reprimand, the following due process will be provided:

{a)  The employee and the Assodiation’s president, or designee, will be glven at least 24 hours
advance written notice of intent to interview the employee under Investigation for formal disciplinary
actlon. The interview will be termed “investigatory interview” The notice will Include the nature of the
allegations or sufficlent information to determine the alleged miscanduct, the approximate date of the
inclident, giving rise to the interview, and the amployee’s right to request and Assoctation
representative be present during the interview. If such a request Is made, it will not be unreasonably
denied,

(b}  Intervlews will take place at a County facility, or elsewhere if mutually agreed, unless an
emergency exists which requires the interviaw to be conducted elsewhere.

{¢)  The Employer shall make a reasonable good faith effort to conduct an Investigatery Interview

during the employee’s regular working haurs, except for emergencies or where Interylews can be
conducted by telephone.

27




{d]  Employees may be compelled to answer all questions In the pre-discipinary Investigatory
interview that are reasonably related to the subject matter under Investigation. The employee may be
disciplined for refusing to answer such questions, Should any part ofthe interview Invelve potential
criminal conduct, the erployes will be glven one of the written, “Garrlty” warning provided ina
memorandum to this Agreement before intesviewlng the employee. The Employer may com pel the
employee to answer questions, however, any responses may not be used in any procesding other than
the internal Invastigation unless the employee knowingly provides false statements or information In
response to the questions. Garrity warnings are Included in an appendix to this Agreement.

(e)  Interviews shall be conducted professtonally without intimidation or abusa,
{ff The employee shall be entitled to such reasonahle intermisslons as reasonably necessary,

{g)  AllInterviews shall be limited in scope to activitles, circumstance, events, conduct or acts
pertalnlng to the incident that Is the subject of the Investlgation. Nothing in this section shall prohibit
the Employer from guestioning the employee about Information that is developed during the course
of the Interview.

{h} Ithe Employer or the Assoclatlon tape records the Interview, all participants will be so notifled
hefore the Interview begins. A complimentary copy of the complete interview of the employee shalt
be furnished, upon request, to elther party. if the interviewed em ployee Is subsequently disciplined
and any part of any recording Is transcribed by the Employer or the employee, the other party shall be
give a complimentary copy.

12,8  Notica of Possible Formal Discipllne: Requirement for Pre-Disciplinary “Londermill’ Meetlng
for Discipline Exceeding a Letter of Reprimand

(8) Notice of Possible Formal Disclpline. At the option of the Employer, the Employer may propose a
Notlce of Possible Formal Discipline to resclve a disciplinary matter by agraement in Heu of the pre-
disciplinary, “Loudermill” meating described In subparagraph The Notice of Possible Discipline may be
offered with or without an Investigatory interview. A Notlce of Possible Discipline will describe the facts,
alleged misconduct and proposed discipline, The employee may either accept or reject the proposed
disclpline, If the proposed discipline Is accepted, discipine will be imposed In accordance with the
notlce. If the proposed disclpline Is rejected, the Employer may proceed to glve written notice of 2
disciplinary “Loudermill” meeting as described In subparagraph (b)

{b) “toudermill” meeting. Following the investigatory interview or Notice of Possible Formal
Discipline process described above, If the Employer elects to proceed with formal discipline, the
Employer will provide the employee and Association representative with written Notice of Disclplinary
Meeting. The notice will include the time and place of the meeting, a summary of the preliminary
findings, the alieged misconduct, and a range of the possible discipline. The parties will attemnpt to set
the meeting by mutual agreement. At the meeting, the employee or the ernployee’s designee will be
glven the oppertunity to provide any explanation destred, Including mitigating evidence or
clrcumstances, At any time during or before the Loudermill meeting, the Employer, Assoclation or
affected employee may request a collaborative discussion as provided In subparagraph (c} to attempt to
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resolve the Issues leading to the possible discipiine. The collaborative discussion will only teke placed
upon mutual agreement of the partles.

{c) The partles by mutual agreement may enter Into the collaborative discussion atthorlzed by this
sectlon, The partles will set & time frame for completion of the collaborative discussion. The purpose of
this discussion Is to provide either party the opportunity to provide additional evidence, mitigating or
aggravating circumstances related to the potentlal discipline. The parties agree to maintain and informal
setting for the meeting, Elther party may record the meeting. The employer may not decide on the final
dlscipline to be imposed untll after such meeting, The partles may agree io alternative forms of
discipline or other resolution as they deem appropriate. Such solutions shall not constitute a precedent
for other disclplinary cases. The collaborative discussion Is subject to the following terms;

{1} While the collaborative discusslons are taking place, alt other contractual time frames in
Artlcle 12 are to be frozen. '

(i) The Employer, Assoctatlon, or affected Employee may terminate the collaborative
discussions at any point, If collaboratlve discusslons are terminated, the time frames In article
12 resume,

(i) Whare a disciplinary actlon may result due to a conflict between bargaining unit employees,
the manager or supervisar may sollclt the asslstance of the Assaciation In medtating tha
conflict as an alternative to imposing discipline.

12,6 lmposition of Formal Discipline

{a) If the Employer determines that discipline Is warranted, the Eraployer will Issue written Notice
of Discipline.to the affected erployee. The notice will ihclude a summary of the facts, the poliey
violations or misconduct detarmlinad o have occurred and explaration of the disclpllne Imposed,

(b) The employee or Assoclation representative, upon request shall he furnished with a copy of the
reports of the investigatlon which shalt contaln al known m aterial facts of the matter, witness
statements, tapa recordings, and any other materlals relled upon to Impose discipline. The employee
shall also be given all the names of witnesses and complaints who provided testimony agatnst him or ber
and/or whose statements may be used agalnst him or her. These will be provided at no cost to the
employee or the Assoclation,

{c} When the Employer issues a letter of reprimand, reduction in pay, suspension without pay, of
discharge, it must do so within 30 calendar days of the day of the Employer first had knowladge of the
conduct giving vise to the discipiine; otherwise the discipine will be disaliowed. if the County is unable
to meet the 30-day deadline, It will so advise the Assoclation and request an extension of time In which
30 Issue the discipline. Mutual agreement to the extenston wilt not be unreasonably withheld. A copy of
the nottce of discipline shall be glven to the Assaclation and affected employee immediately.

{d} In no event will an employee be discharged or suffer loss of pay dua to disclplinary actlon until
the County has glven at least three days {which may be extended by mutual consent of the parties) prior
wiitten notice to the employee and Association of the alleged misconduct leading to the discipline,
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12.7 Minlmum Monitoring Requirentents Following Formal Discipline

In the event that the County imposes formal discipiine, excluding termination, the discipline will provide
for two dates approximately six months and one year In the future to review the progress the employee
Is making resolving the Issues for which discipline was iraposed. Nothing shall preclude meetings ona
more fraquent basls If desired. A brief summary of sald meetings wlil be reduced to writlng by
management. In the event that the supervisor falls to meet the timeline set for the meeting, the
employee or the Assoclation shall have 30 days inwhich to request the meeting. In the evant that the
supervisor falls to hold the meetlng at the employee’s request, the formal discipline shall have no
further force or effect. The employee shall be given the opportunity to have a YCJIDWA representative
present at sald meetings. However, it is not the County's responsibliity to make such arrangements.
Timellnes begin from impositlon of discipline regardless of grievance filing.

12.8 Records

{a) An employee subject to discipline shall be given a copy of any disciplinary action entered In their
personnel file within five days of such actlon, Employees may place statements of rebuttal or mitigation
in their parsonnetfiles.

{b} Letters of reprimand shall be removed from the personnel fite after 24 months, and other
formal disciplines after three years, The removed discipline shall then go into a confldential file,
maintalned by Human Resources and will be effactive for the disciplinary process only if the employee
commits the same offense within the next 24 months.

{¢} The contents of the personnel file shal! be limited to the employment appiication, personnel
actlons format disclplines, yearly performance evaluations, or other records (fe., certifications, releases
of infarmation, work-related training records.) as required by Taw or lawful purpose, Employees may
elect to include evaluations and other records In thelr personnel file upon mutual agreemeant of the
employes and the manager,

129 Gei’aera}

{a) The Fmployer and Assoclation may mutually agree, in writing, to extend any timelines of this
article. ‘

(b Lie Detector Test: No employee will be directly or indirectly compelled to provide polygraph or
volce stress tests In any disciplinary proceeding under Article 12.

30




ARTICLE 13 — SETTLEMENT OF DISPUTES

13,1 Grievance and Medlation Procedures. Alternativa Resclutlon of Griavance Through
Collabhorative Resalution,

Any grlevance or dispute which may arlse between the parties concerning the application, interpretation
or meaning of this Agraement, shall he settled in the following manner,

Informal Inttial Review: Before flling a written grievance, the employee or Assoclation shall discuss the
complaint with the supervisor and/or depariment heads to informally resolve the dispute,

Collaborative Resolution Process; At any state of the grievance process, prior to arbitration hearing,
parties may mutually agree to enter into a collaborative resolution process, freezing timelines
established in each grievance step, Upon agreeing to this process, parties shall, in writlng, mutually
agree upon time framas for completion of the process. The partles may mutually agree fo extend those
tine frames, [f the parties are unabls to resolve the dispute via collaborative resolutlon, the grlevance
may he advanced to the next step. All grlevance settlements reached through the collahorative
resolution process are non-precedentlal and shall not be clted by elther patty or thelr agents or
members In any arbitration or fact-finding proceedings, Grievance settlements reached through this
process shall be reduced to wilting and signed by the Assoclations representative, grievant, and
maragement representative. Actions taken pursuant to the resolution of grisvances through the
collaborative resolutlon process shall not be deemed to establish or change practices under the
Collectlve Bargaining Agreement or ORS Chapter 243, and shall not give rise to any hargalning or other
consequential ohligations.

Step 1: If the grlevance ias not been resolved In the Informat process above, It may be presanted in
writing by an authorized Association Representative to the Department Head within twenty-one {21}
calendar days after the initial occurrence which gave rise to the grievance, However, the twenty-one
{21} days may be walved in step one by mutugsl written agreement of the partles.

A grievance regarding a disciplinary maiter that resulted In the Imposition of a demotlon, suspension
without pay, or termination shall be Initlated at Stap 2 of the grievance process.

The grievance shall clearly set forth the specific basis of the grievance Including the relevant facts and
the name(s} of the aggrieved employeses, the specific CBA Article(s) , and subsections If applicable,
alleged 1o be violated and the requested remedy, whether filed at Step 1 or Step 2, If the Asseclationis
unabie to articulate the above-described specific informatlon, it will so advise the County and request an
extension of time In which to provide that Information, Mutual agreement to the extension will not be
unreasonably withheld.

The Deparirent Head shall respond In writing to the grievance withln seven (7) calendar days of receipt.
The response shall be submitted to the Assoclation and grievant,

Step 2: If the grievance yemains unadjusted, it may be presented by the Association to tha County
Administrator within seven {73 calendar days after the response specifled in Step 1 is due. The
Assoclatton’s presentation shall not be consldered @ grisvance unless it states specifically that it s a
gtievance being filed at Step 2 and recites the specific information outlined above, Fallure of the
Association to so specify wlli alleviate the County of any obligation to procead further.
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The County Administrator or designee shall respond In wilting to the Assoclation within seven (7) i
calendar days, :

Any grievance by the County shall be filad with the Assoclation at Step 7 within fourteen {14} calendar
days of its occurrence, and shafl be subject to the same requirements contalned herain with regard to
the farm of the grievance. Assaclation shall respond to any County grievance filed pursuant to Step 2 !
withln fourteen (14} calendar days.

Step 3:
Board of Adjustment or Mediatlon

{a) IFthe grievance does not pertaln to an Imposition of economic discipline and remalins
unadjusted, &t may be presented by County or Assockation to a Board of Adjustinent cansisting
of two persons appointed by Cotnty and two persons appointed by Assoclation. The grievance
shall be submitted within seven (7) calendar days after which the response speciiled in Step 2 i
due, The Board shall, within fourteen {14) calendar days of the date the grievance Is received,
set a date for a hearing. The Board shall set a hearlng date as expeditiously es possible. The
Board shall hold a hearing at which evidence shall be recelved, testimony taken, and the right of
cross-examination provided. The Board shall respond ta the parties In seven {7) calendar days
after the hearing s held. The grievance shall be fully settled if three or more members of the
Board of Adjustment agree upon a settlement which may be a compromise position of the
partles, This declsion shail be final and bindng upon the parties.

{b) If the grievance pertains to an imgosition of economic discipline and remalns unadjusted, it may
he presented by either party for medfation. The parties will agree to a mutually acceptable
mediataor of agree to use efther a medlator appointed by the ERB or another agreed provider,
Madiation will have a cap of 60 days frat notlce of election to mediate, If the grievance remalns
unsettled within 60 days, elther party may move to Step4(c), kinding Arbitration. The parties
may mutually agree to extend the 60 days, but such must occur befare the expiratton of the
inltial 60 days.

Step 4:

{a} if a majority of the Board of Adjustment cannot agree upon a declsion and the grievance
remalns unsettled, the members of the Board of Adjustment shall select a fifth member,
with a desired background in labor, to cast a deciding vote, If the members of the Board of
AdJustment cannot agree to a fifth member within twenty-ong {21} calendar days,
Assoclation and County shall meet and agree upon a fifth member.

{b} The partles hereto may, by mutual agreement in writing, suspend or modify the time limits
specified above about the resolution of any particular grievance or dispute,

{c¢} Notwlthstanding subsections (a), in grievances ivolving the Impoesition of economic
diselpline or the discharge of an Association member from employment with the County, a
stngle arbitrator shall haar the grievance at Step 4. In such an event, the arbitration shall be
governed by the following procedure.

{n Selaction of an Arbitrator. County and Association shall jolntly request from the
Employment Relations Board the names of seven qualified arbitrators. County and
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Assoclatlon will select and arbitrator by alternatively strfidng names. The order of
striking names shall be determined by which party requests arbitration. That party
wili make the first strike. One name at a time shall be struck until only one name
remains on the list. The name remaining on the list shall be accepfed by the partles
as the arbltrator,

{1 Binding nature; authority. The parties agree that the decision or award of the
arbitrator shall be final and hinding on each party and that they will ablde thereby.
The arbitrator shall have no authorlty to add te, subtract from or change any telms
of this Agreement. The arbitrator’s decision wlil be based on at least the foliowing
factors: Just cause, due process, and flaws for tack of just cause, the totality of
clrcumstance, public pollcy, and a reasonable person standard when applicable.

()  The arbitrators fee and expenses shall be pald seventy-five parcent (75%} by the
losing party and twenty-five {25%) by the winning party. Each party is otherwise
responsible for thelr own expenses and alf other expenses shall be borne exclusively
by the party requirlag the service oy item for which payment is to be made.

13,2  Association Representatives

{a) Authorlzed Assoclatlon representatives shall be permitted to reasonably investigate and process
grievances without loss of pay. Such persons will notify and galn written approval of his/her supervisor
before ieaving the work site to process a grievance, thelr purpose for satd absence and their reasonable
approximate return time, Activitles of its representatives in connection with the Assoclatlon, excepting
attendance at meetings with supervisory personnel and aggrieved amployees arising out of a grlevance
already initiated by an employee shall not interfere with t heir or other employee’s arising out of a
grievance already Initlated by an employes shall not interfere with their or other employee’s regular
work assignments as employees of the County.

{bj Case which invelve discipline action that includes termination may involve up to 2
representatives on County time,

(c) Official grievance actlvitles shall be limited to affected partles,

{d} Only designated YCIDWA representatives may represent the employee In the grievance process,
However, both YCIDWA and management may agree 1o bring In other parties to assist in resolving the
grievance,

13.3  Grievance Mesting

{a} Grlavance Investigation and processing shall be scheduled in a manner that minimizes disruption
to the department operatlons,

{b} When because of operational reasons, an Assockation representative Is denled participation ina

grievance Investigation or meeting, the representatlve’s supervisor will accommodate a new meating
thne.
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{c) Whenever possible, a grlevance Investigation shall ke performed in a confidentlal setting apart
from on-going offlce operatioris.

{d} Official grievance activities shall be limited to affected partias
{e) All grievance processing and information shouid be confidentlal batween the parties.

{f Assoclatlon representatives shall not actively seek grievances on County time.

ARTICLE 14 —- PROBATIONARY PERIOD

141 Purpose

The probatlenary period Is an integral part of the employee selectfon process and provides the County
with the opportunity to upgrade and Improve the quality of its service by observing a new employee’s
work, training and alding new employees to adjust their positions and by providing an opportunity to
reject any employee whose work performance falls to maet required work standards.

14,2 Duration of Probationary Perlod

{a) Ever new employee hired into the hargaining unit shall serve a probationary period of twelve
{12) full months. Except for vacation leave and slck leave less than five consecutlve days, time spent on
leave is not Included In the probationary period. During the probationary period fora newly-hired
employee the County may terminate the probationary employee for any reason. Any termination of a
probationary employee Is not subject ta the grlevance process and shall In no event constitute a
vlofation of this Agreement. ‘

(b An employee's Inltial probatlonary period may be extended up to slx (6) addHlonal months If the
department head has reasonable cause to believe that the candidate’s fraining, certification, or
experience dictate & longer prokatlonary perlod,

14,3 Probationary Conditionhs

fa) ‘The Asscclation recognize the right of the County to terminate probationary employees defined
in sections 14.2 above for any reasch and to exerclse all rights not spectfically modified by this
Agreement with respect to such employees, including but not iimited to, the shifting of work schedules,
the asslgnments of on the Job training, cross trainlng to other classifications, the assignment to
educational cotirses and tralning programs, and the requirement that such employees attend trahing
programs on their off-duty time for which they will be compensated on a stralght time basls by granting
compensatory time off to the extent allowed by the 7{k) exemption, if applicable.

{b} Probationaty employees shall meet not less than monthly with his or her supervisor to review
performance expectations.
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{c) Nothing In section 14.2 diminishes the County’s right to terminate a prebationary employee at
any time,

14,4  Prohation in Promotlonal Positlon

Persons promoted or reclassiffed to a higher position shall serve a promotional probationary period of
six months. I the svent the employee Is unsuccessful in the new position, the employee shall he
returned to the former position or another sultable and avallable position as determined by the County
Adminlstrator. The supervisot will meet with the promoted employee monthly to review performance
expectations,

14,5  Notice to Association

The County shall provide notice to Assoclatlon’s president or designee prior to the County
Administrator’s authorlzation of the hiring of an employee Into the bargaining unit at pay level Step 3 or
ahove to provide the opportunity for the Assoclation to comment on such hiring to the County
Administrator, Nothlng in this section Is intended to grant the Assoclation the right to become involved
In the hiring process hayond the ability to volce concerns.

ARTICLE 15 ~ LAYOFF AND RECALL

151  Definition of Senfority

“Senfority” as used in this article Is determined by the length of an employee's continuous service with
the County since the employee’s last date of hire, "Continuous service" means the perlod of service with
the County tunbroken by separation from employment with County. Time spent by an employee on a
paid leave or Job-related illness or injury shall be Included as continuous service. Time spent on unpald
authorlzed leave will not be countad as continuous service, but employees returning from unpaid
authorized leave and from layoff status shall be entitled to credit for service prlor to the leave or fay off.

15.2°  Application of Senjority in Promotions

Determinations of individuals to he promoted within the bargaining unit shall be based upon the skills
and abilities of the employees Involved. Where skills and abilities of two or mote employees are equal,
the employes with the greater senfority will be promoted.

15.3 When Layaffs Oceur

In the event layoffs becoine hacessaty, the layofis shall be by inverse order of senlority within the
classification,

15.4 Recall

Employees shall be called back from layoff according to seniorfty In the classiflcation which is re-funded.
A laid-off employee shall retaln the right to recall for a perlod of twelve {12} months from the date of
layoff. Lald-off employees shall be recalled only by certified or reglstered mall, addressed to the
employea's last address of record with the County, and the employee shall have five {(5) days following
the flrst attempt at delivery of such notification in which to inform the County of intent to return fo
work, and an additional ten {10} days therefrom Inwhich to report to work.
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ARTICLE 16 — GENERAL PROVISIONS

16.1  No Discrimination

(a) The provisions of this Agreement shall ba applied equally to all employees In the bargaining unit
without discrimination as to age, sex, marital status, race, color, creed, national origin, political
affiliation, memberskip or non-membership in the Assoclatien, sexual orlentation, as also reflected In
the employee handhook, The Association shall share equally with County the responsibility for applying
the provisions of this Agreement.

(b} . All references to employees in this Agreement designated both sexes and gender ldentittes.
Wherever ona gender is used §t shajl be consulted to Include male, female and other gender ldentities of
employaes,

{c) Employaes shall have the right to form, Joln, and partlcipate in the activitles of the Assoclation
of any other labor organizatlon, or to refrain from any of ail such activities, and there shall be no
discrimlnation by elther County or Association by reason of the exercise of such right except as
specifically provided hereln.

{d) Nothing in this Agreement shall be construed as precluding or Bmiting the right of an employee
to represent him or herself in individual personnel matters.

16,2  Existing Conditions

Only such existing and future work rules and benefits as are specifically covered by the terms of this
Agreement shall be affected by recognitlon of the Assoclation and the execution of this Agreement, If
rmodifteation of work rules or henefits covered by a specific provision of this Agreement fs proposed, any
such modification may be negotiated between the parties heretc. whenevar any condltions are
changed or new conditions are established, they shalt be posted prominently on ail employee hufletin
boards for a period of fourteen (14} calendar days. The benefits provided by this Agreement shali be
exclusive and shall be In lieu of all economic or related henefits heretofore provided by the County,
Nothing in this Agreement, howsver, shall be construed to prohibit or limit the right of the County to
grant bonuses, time off with pay for pearsonal reasons, natural disasters, rescue work or properily
damage, conslstent with the County's prior practice or orders.

i6.3  Negotiations Meetings

County and Association shall notify each other of the names of the persons authorized to negotlate for
the parties. Negotlatlons shall, to the extent nossible, be conducted durlng normal working heurs,
Assoclation negotiators shalf be allowed time off with pay for the purpose of attending negotiation
meetings with the County, and so long as such meetings do not Interfere with performance or the
employee’s job. The allowed time off with pay may Include one-half hour prior to the start of the
negotiation meetlng and one-half hour after the end of the negotiation reeting. The pald time off does
not include any additional time spent prior to or after adjournment of negotiation meetings When
management establishes a negottating team, the Assoclation bargalning team with be pald to have an
equal number {or as mutually agreed} of veprasentatives on the team, however the association may
have no less than three (3) tearn members attend on pald time,
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6.4 PayDay

Pay days will be on the 15% and last working day of each month, Fach employee’s pay will be 50% of the
regular monthly salary and premium pay with deductions for the relevant withholdIngs, Reporting
periods will be from the 24% through the 8% and 9™ through the 23 of each month.

16.5  Copy Machine and Bullatin Bpard

The County agrees to set up a monthly charge account on behalf of assoclation for use of the County
copy machlne at the same rate charged ather hon-County authorized users. Upon recelpt of a quarterly
statement, Assoclation agrees to promptly pay all costs accrued during that quarter, County businass
shall be given priority over non-County business.

The union may use County-provided space for the placement of a bulletln hoard for the posting of unjon
related materials. Al such postings must be dated and have the name of the posting Individual clearly
displayed. The postings will be limfted to notice of union meetings and other official urdon business. The
County reserves the right to remove any non-complylng matarial, with notice to the union. The union
will not block County access to the bulletin board. Union postings shall be confined to belng posted on
these bulletln hoards.

166  Outside Employment

No employees shall apply for, or accept, part tima or full-time work, with or without compensatlon,
whether permanent or temporary, with any employer other than Yambill County where sald work either
adversely affects the employee's jobs performance or presents a conflict of Interest,

16,7 Protective Clothing

{a) Coveralls, protactive shoes and gloves shall be made avalfahle without cost to those employees
who work around hazardous matertals,

{b) The County will furnish employees who perform work outdoors with adequate rain gear
selacted by the County for the employee’s position, The County will repalr or replace rain gear damaged
or destroyed In the performance of the employee’s dutles or as a result of normal wear and tear. i the
raln gear s damaged ov destroyed in some other manner than the performance of the employee’s
duties or as a result of normal wear and tear, the County has no obllgations to repalr or replace the raln
gear damaged 1t furnished.

168  Inclemant Weather

{a} The County Administrator or desighee has the discret{on of closing County offlces inthe event of
inclernent weather.

(b If the County Administrator or deslgnee closes the County offices he/she shall use speciflc
radlo/television/email of other agreed upor communication channels, In the event of closure every
attempt will be made to notify employees of closure In a timely manner. Employees shall not be made
to use comp or vacation time and employees will not suffer a loss In pay. Employee who afready had the
day scheduled as off prior to the Inclement weather designation, wili not be eligible for the Inclement
weather pay.
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{c} If conditions are such that individual employees feef travel to and from work Is Inappropriate far
safety reasons the employee is authorlzed to use comp time, FET, or leave without pay. In order to use
leave without pay the employee must have exhausted afl pald leave time and not be approved for the
use of trade thme under the provislons of this Agreement.

{d} An employee choosing optional time off under this inclement weather policy shall notify the
employer prior to the start of the shift or prior to leaving the work place,

(e} In the case of Juvenile Detention as It Is a legal mandate to protect the safety of the public, the
service shall be staffed on a rotatlonal basls unless outwelghed by safety cansiderations, After the
emergency, employees will he glven a minimum of elght {8) hours between the end of thelr last shift
and the start of their next shift.

16,9  Use of County E-mafl System and Dther County Equipment/Services

(a) Subject to subsectlon {b), Assoclation employees are authorized to use the County emall system
to communicate to other Assoclation employees’ on an infrequent basls, with limitad, factual
Assotiation business information such as meeting notlces. Use of the County ematl system Is not
authorlzed to communicate any political infermation. The use of the County emali systam Is not
authorized for the collection of data for use ln Assoclation activities or bergalning without advance
wrltten permission of the department head,

th) Use of the County emall system ls subject to County emall policles, Including review hy
department heads and other persons authorized by County policy. All County email Is a public record
and is subJect to disclosure unless exemnpted from disclosure by Oregon law In accordance with the
County emall polley. :

{c} Use of County computers and software, County inter-office mall, and any other County
equipment of services is not authorlzed for Union activities without the express written authorization of
the County Administrator, except as allowed under sectfon 16.5 of this Article.

16,10 Use of Personal Comimunlcation Devices

{a) It Is recognized that there Is an existing County policy that determines the appropriate use of
County owned communications devices.

(b} Non-County Owned Devices: The use of non-County owned personal communication devices
during work hous for purely social purposes is prehibited. On an occasional and Infrequent basls,
employees ray utilize cell phones or other personal communication devices (for example: text
messaging, etc.) to make brief communications whete It Is necessary for personal business during work
hours. Employees shall make every effort to conduct such personal business on thelr braaks er durlng
lunch periods. Individuals expertencing unique situations that may requira exceptlons to this policy
should consult with the department head or designee for approval of exceptlons, However, no sueh use
of devices shall accur where the department head has determined and communicated to ermployees
that there |5 a need to refrain from the use of such devices due to safety, sectrity concerns or negative
public perceptlon.
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16,11 Drug and Alechol Testing Polley

Tha policy attached and incorporated Into this Agreement as Appendix A and labeled “Drug and Alcohal
Testing Policy” Is hereby made a part of this Agreement.

ARTICLE 17 — TRAINING

17.1  Department Trairing

The Juvenile Detentton Division shall develop a specific tralning policy for continuing aducation. The
policy shall define for each classification annual limits for paid time off, annual limit for tuitlon, other
expense relmbursements, specific conditions whick may IImit the employse’s freadom of cholce and a
process for approval of an employee’s trating plan which shalt include required certification, When
establishing Division policy on training ang contineing education, the Division shall seek employee input.

172 Job Enhancement Tralning

{a) Job enhancement trainfog need not be provided or time off granted If an employee has used |
his/her defined share of training as per Diviston policy and/or because of aperational need. However, by
mutual agreement, the Division and the employee may agree to provide time off with or without pay,
tuition, ar other expenses for tralning or education which enhances an employee’s Job skils,

{3)] Tralning opportunitias shall be offered equitably within a classification within the Divisfon.

fc Joh enhancement training, funded by the County, may be contingent on continuous service with
the County, :

{d) Overtime pay shail not be provided for classroom attendance on voluntary training, unless due
to the nature of the Division’s need for continuous watch, operatlonal needs to the facllity require the
employee complete his/her workweek, thus placing the employee over thelr forty (40) hour work week,

17.3 Mandated Training

Tralning which Is required by the County will be provided by the County. The exception Is for continuing
education unlts which are required to maintain a current ficense for FLSA nrofessional classtficatlons,
certificatlon trainihg, or continuing education.

ARTICLE 18 - SAVINGS CLAUSE AND FUNDING

18.1  Savings Clause

Should any Article, Section, or portion thereof of this Agreement be held unlawful and unenforceabla by
any couit of competent jurlsdiction, such declsion of the court shall apply only to the specific Article,
Sectlon or portion thereof directly specified in the deciston, or should any Article, Sectlon or portion
thereof of this Agreement be unlawful, unenforceable, or made ilegal through state or federal law, the
partles agree Immediately to negotlate a substitute, If possible, for the invalidated Article, Section, or
portlon thereod,
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18.2  Funding

The parties recognlze that revenue needed to fund wages and henefits provided by the Agreement must
be approved annually by established budget procedures and in certain clrcumstances by vote of the
cltizens of County. Ali sueh wages and benefits are therefore contingent upon sources of revenue and,
where applicable, voter budget approval. County has no Intention of reducing the wages and benefits
specifled in this Agreement because of budgetary limitations, but cannot and does not guarantee any
level of employment in the bargaining unit covered by this Agreement, County agreas to include in its
annual hudget request amounts sufficlent to fund wages and henefits provided by this Agreement, but
makes no guarantee as to passage of such budget requests purstant to established budget procedure.
This sectlon and County actlon thereunder shall not be sublect to Artlcte 13,

ARTICLE 19 ~ FILLING DF VACANCIES

191  Flling of Vacancies

When a job opening occurs within the bargaining unit, other than a temporary {30 days or iess) position
inany existing Job classification, a notice of such opening shall be posted for at Jeast 5 working days.
Durlng this perlod, employees who wish to apply for the open position or job, including employees who
may be on layoff, may do so, The application shall be in writing and shalf be submitted to the Human
Rexsources office.

19,2 tateral Transfer Within the Same Classification

{a) t shall be the policy of the County to notlfy employees of vacancies and allow both Inter and
Intra departmental transfers within the same classification. Approval is subject to the determination of
the department head in his or her sole judgment that the current employee applying for the transfer fs
well-qualified for the vacant position and that the transfer is in the best Interests of the amployee and
the County, When twe or more eurrent employees qualify for a lateral transfer, the transfer wilt be
awarded to the employee deemed best quallfied by the department head.

)] An interview will be afforded to any applicant for lateral transfer who meets the rminkmum joh
gualifications,

{c) Trial perlod for Inter-depariment transfers, An empioyee who Is awarded a lateral fransfer
hetween depariments shall serve a trial period in the position as defined in Article 14.4 (Probation In
Promotlonal Posltion). The length of the trial period shall be set by mutual agreement hetween the
depariment head Into which the employee Is transferring, the department head from which the
empioyee Is transferring, and the transferring employee In consuitation with a unlon representative,
The trlal pertod shall not be less than 15 days or longer than six months, In the event the employes Is
unsuccessful In the trial service perlod, the supervisor shall notlify the employee in writing of the reasons
for failure to successfully complete the trlal service period.

(d) Department Deafinition. For purposes of Article 18,4, a department s definad as an entity In
which employees ultimately report to a Department Head who In turn reports to the Cotmty
Adminlstrator, or In which employees ultimately report to an elected ofiflclal,
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{e)  ‘Trial pariod for Intra-department transfers. When an employee transfers within a department,
salct emnloyee shall serve a trial perlod In the positlon as defined In Article 44.4 {Probatlon In
Promotional Position). The langth of the trial service pertod shall be determined hy the department
head, subject to the 15-day minlmunt period and the si-meonth maxlmum pertod.

{f} Voluntary Reclassification to a Lower Chssification [VRLC). An employee may apply fora
posltion In a lower classificatlon, The process for application, selection, and determination of the trlal
servica perlod for & VRLC shall be the same as for a Jateral transfer as noted In sections 18.4 a. through
iB4 e

{2) Use of process. This process shall not be used as a substltute to the regular disciplinary pragess
to terminate employees.

ARTICLE 20— BURATION

{a) This Agreement shall be effective as of , or the first day of the pay perlod
following executlon, whichaver is latar and shall remaln in full force and effect unll June 30, 2020, or
until a successor agreement Is reachad. Notice to bargaln @ new contract shall be provided by both
partigs prlor fo fanuary 31 of the explring year.

{h) This Agreement was ratified for County by the Board of Commisstonars.

FOR YC)XWA FOR THE COUNTY:

ERIC iMIAH, President NIARY STARRETT, Chair

c% -:7:@ Z—/ /410%?,// L CD,,/\«W\

Bargafnlng team member
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, Bargaining tean member

APPROVED AS TO FORM:

CHRISTIAN BOENISCH

Yamhill County Legal Cotnsel
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LAURA TSCHABOLD, County Administrator

Accepied by Yamhill County
Roard of Hommissioners on
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APPENDIX A — DRUG AND ALCOHOL TESTING POLICY

As provided in Sectlon 16,11 of this Agreement, the followIng pollcy shall apply to all bargaining unit
rembers: YAMHILL COUNTY DEPARTIMIENT OF COMMUNITY JUSTICE

DRUG AND ALCOHOL TESTING POLICY
Section L PHILOSOPHY

iR County believes its cltizens are entitled toa professional juvenite detentlon division with staff
who are alert and free from drugs or alcohol while on duty. County also belleves County emplovees are
entitled to a safe wark environment, To ensure staff are alert and free from drugs or alcehol while on
duty, and that a safe work environment exists, ali employees, during working hours, must be free from
any substance, whether filegal or legal, that can adversely affect Job performance or place the heaith
ahd safety of co-warkers or the public at risk,

2. This policy is a critical step In estabiishing and maintatning an efficlent and safe work force and
will be applled In conjunctlon with alf established County policies, procedures and programs, County will
vigorously pwrsize the enforcement of this policy while protecting the privacy of Its employees to the
greatest extent possible. It is the Intent of this poficy to encourage and sunport employae recovery from
substance abuse through the Employee Assistance Program {EAP) unless the EAP provas ineffective for
that employee.

Section il VOLUNTARILY SEEKING HELP

1. The primary objectives of this drug and alcohal poliey are to malntain employee performance
and good health, and a safe work environment, 1, prior to a requirement by County that the employee
submit to any of the tests In this policy, the employee notifies & supervisor that the employee has a drug
or alcohal preblem that requires treatment, then [ that event the employee shall immediately submit
to & medical avaluation by a qualified drug and alcohol medical provider selected and pald by County. i
recommended by the qualified drug and alcohol medical provider, the employee shall enroll in a
rehabilltative treatent program, While in the treatment program, the employee will be granted an
unpald feave of absence, The employee Is responsible for costs of the treatiment program.

2, if an employee has previously enrolled In voluntary rehabilitative treatment descrithed inthis
section and subsequently agaln volunteers for such treatment In advance of being regulved to submit to
any of the tests specifted in this policy, then the em ployee shall fmmediately submit to @ medical
avaluatlon by a qualified drug and alcohol medical provider selacted and pald by County and shall
successfully complete the treatment program recommended by the qualifled drug and alcohol medical
provider. While in the treatment program, the employee will be granted an unpaid leave of absence.
The employee Is responstble for costs of the treatment program. & the employee falls to complete the
treatment program successfully, the employee shall be terminated,

Sectlon il PRESCRIPTION PRUGS AND OVER-THE-COUNTER DRUGS,

1. The usa of madically preseribed or over-the-counter drugs during working hours is approved,
provided there Is no medical impediment or slde effect which prevents the employee from performing
the employee’s job safely and effectlvely. if there are any slde effects which could prevent the
employee from performing In a safe and effectlve manner, the employee Is requirad to notify a
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supervisor via email. An employee may not work under the influence of a drug without the permission
of a supervisor, even if the drug Is a prescription drug or an over-the-counter drug.

2, Assoclation members must report to thelr supervisor their use of any medication that may cause
any impalrment of physical or mental faculties.

Saction iV. DEEINITIONS  The folfowing definlttons apply to terms used in this policy:

“ALCOHOL” - means any alcoholle beverage containing more than one-half of one percent atcohol by
volume,

4BLOOD TEST” - means a chemical test of a person’s bleod by a qualified laboratory to meastire the
lavels of a drug or its metabolites.

“BREATH TEST” - means a chemical test of a persan’s breath to determine blood alcohol content
conducted with equipment recognized as adequate for use by certified law enforcement officers to
anforce the provislons of ORS Chapter 813.

HCONTROLLED SUBSTANCE” - means a drug or its immediate precursor as defined in ORS 475.005, 2007
replacement part. Under this policy, marijuana is also a controlled substance. “Marlluana” has the
reaning given In ORS 475.005{16} (2007 replacement part).

“BIRECTOR” - means the Yamhill County Director of Coramunity Justice.
#INTOXICANTS” - means alcohol or a drug,

MNTOXICATED" - means to excite or stupefy by alcohot or a drug especlally to the polat where physical
and mental control is markedly diminished.

# AST CHANCE AGREEMENT” - means an agreament between the Director, the Assoctation and the
employee governing the conditions of the employee's relnstatement to work following satisfactory
completion of a treatment plan. A last chance agreement may notrem ain In effect for a periad longer
than one year.

" EGAL DRUG” - means controlled substances prescribad by persons authorlzed to prescribe drugs
under Oregon law and over-the-counter drugs which have been fegally obtained and are being used for
their intended purpose or as presciibed.

"MANAGEMENT REPRESENTATIVE” - means the Director or a supervisor appolnted by the Director to
administer this policy.

“p\EDICAL EVALUATION” - means an evaluation by a qualified drug and alcohol medical providerto
determine whether an employee should be referred to a rehabititative treatment program.

TpOSITIVE ALCOHOL TEST” - means a Breath Test, Blood Test or Urine Test as defined in this section that
results In a determination that the blood alcohol content of the parson tested is 0.02% BAC or greater.

“pOSITIVE DRUG TEST” - means a Blood Test or Urine Test as deflned in this sectlon that resultsina
determination that the blood or utlne specimen contalns lavels of a drug or Jts metabofites In excess of
- the “AGC/MS Conflrmation Threshold Levels” {the “Threshold Matrix’) set forth In the most recent
Threshold Matrix published by the United States Food and Drug Administration.
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“QUALIFIED DRUG AND ALCOHOL MEDICAL PROVIDER” - means a physician board-certified In addlction
medlcing; or a suhstance abuse treatment counselor meeting the requirements of QAR 415-051-
0055(3)(a) or 415-51-00573); or a state licensed therapist who has at least 60 contact hours of
acadetnlc or continuing profassional educatlon in the freatment of alcohol and drug-related disorders.

“QUALIFIED LABORATORY” - means a labaratory gualified to conduct tests to determine the presence

of glvan levels of diugs and thelr metabolites within a blood or urine spacimen. A gualified laboratory
must be certified by the Natlonal Institute on Drug Abuse {NIDA}. Any change In the quallfled laboratory:
selected by the parties on Implementation of this Agreement shall be made by mutual agreement.

AREASONABLE SUSPICION” - means that a person holds a belief that Is reasonable under the fotality of

the circumstances exlsting at the time and place the person acts as authorized by this pelicy. By way of

example, but not by limitation, a reasenable susplcion sufficlent to allow a Management Representative
to order a test undey this pollcy may exist under the following circumstances.

i. Erratic job performance or behavior Indlcated by slurred speech, odor, stumbling, physical
appearance o? bloodshot eyés,

2. An employee Is Involved in a signlficant Job-related accldent or Incident that either Injures or
threatens to injure any worker, the employee or a third pasty, or causes or threatens to cause property
damage. Belng In an aceident, in and of ltself, does not estabiish veasonahle suspicion to test. Belngln
ah accldent may be considered, along with alf the facts and circumstances of the accldent, to determine
whether there is reasonable suspiclon fo test,

“REHABILITATIVE TREATMENT PROGRAM" - means a substance abuse treatment program approved by
the Oregon Office of Mental Health and Addiction Services to provide treatment services under OAR
Chapter 415, Division 051 and listed in the most recent “Oregon Alcohol & Other Drug Services
Directory” published by the Oregon Department of Human Services.

ATESTING” - means the testing method authorlzed or required by this pollcy. In general, testing Is the
analysls of urlne, blood, or breath to determine chemical content.

A{NDER THE INFLUENCE” - means that a person's physical or mental faculties are adversely affected by
the use of alcohol or a controlied substance or an over-the-counter drug to a noticeable degree. "Under
the influence” includes not only the well-known and easily recognlzed conditions and degrees of
Intoxtcation, but alse any abnarmal mental or physical condition that results from consumption of
alcohol or a controlled substance and that noticeably deptives the person of that clearness of intellect or
control that the person would otherwise possess.

#RINE TEST” - means a chemical test of a person's urlne by a qualified laboratory to measure the fevels
of a drug or Its metabolites,

SectionV. PROHIBITED CONDUCT, The following conduct Is prohiblted:

1 The buying, selling, providing, OI; possesston for the purpose of buying, seliing or providing
Controlled Substancas, Including marjjuana while on County property ot in County vehicles or
etipment or during work hours, lincluding paid/unpald rest and meal periods,
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2. Belng at work under the inflience of alcoholic Intoxicants, or consuming aleahollc intoxtcants
while in County vehicles or equipment at any time or on County property during work hours, inctuding
pald/unpaid rest and meal periods.

3. Being at work with a blood alcohol content that reaches or exceeds .02% by weight of alcohol in
the blocd.
4, Possession of any Controled Substance, including marijuana {but excluding any substance

lawfully preseribed for the employee’s use which has not heen obtained for the purpose of abuse}, while
on Caunty property or in County vehicles or equipment at any time during work hours, Including
paid/unpald rest and meal perlods. However, this excludes substances that have been legally prescribed
for an employee’s owin use.

5, Belng at work under the Influence of any alcoho! or a Contralled Substance, including martjuana,
or having a Controlled Substance “present In the body” {excluding any substance lawfully prescribed for
the employee’s use which has not been obtalned for the purpose of abuse) while on County property or
in County vehicles or equipment at any time during work hours, including pafd/unpaid rest and meal
perlods. An employee has a Controlled Substance “present in the body” when the employee tests
“positive” In any Blood Test or Urine Test adminlstered.

An employze shall be deemed to test “positive” for cannabinoids (marljuana or hashish} if the
employae’s Urine Test indicates 50 or more nanograms THC metabolites/ml,

B, Abuslng any substance which Is lawfully prescribed by regularly taking It In excessive quantitles
or by unlawfully obtaining it for purposes of abuse.

Section VI, CAUSE FOR DISCHARGE FROM EMPLOYMENT. In additlon to grounds set forth inthis
Agreement, the following violatlens shall be cause for discharge from employment:

1. An employee engages In prohiblted conduct deseribed In Sectlons V1 and V4.

2. An employee who previously recelved a Positive Drug Test o Positlve Alcohol Test th ereafter
tecelves 2 Positive Drug Test or Positive Alcohol Test.

3. An employee fails to comply with a rehabilitative treatment plan recommendation after notlce
and epportunity o cure the noncompliance,

4, An employee fals to satisfy any condition of a last chance agreement.

5, An eraployee breachas of any condition of & last chance agreement,

6, An employee whe previously refused to submlt to an order by a Management Representative

for a Breath Test, Blood Test or Urine Test refuses te submit to an order by a Management
Representative for a Breath Test, Blood Test or Urlne Test in a different case.

Sectlon Vi DRUG AND ALCOHOL TESTING; PROCEDURE; WHEN ALLOWED
L GENERALLY.
a. If allowed by this sectlon, the Management Representative may order an employee to submit to

a Blood Test or Urlne Test to determine whether there exists within the employee's system amounts of
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a drug or fts metabolites in excess of the “GC/MS Confirmatlon Threshold Levels” {the T hrashold
Matrix”) set forth in the most recent Threshold Matrlx published by the United States Food and Drug
Administration.

b. If allowed by this section, the Management Representative may require an employze to submlt
to a Breath Test, Blood Test or Urine Test to determine whether the employee's blood alcohol cantent is
(.02% oy greater,

2, PROCEDURE, The employee shall give consent to a Blood Test, Urine Test or Breath Test by
slgnlng a consent form. The form shall contain the followlng information:

a. Employee’s consent {o release test results to County;

b. The procedure for eonfirming an Initial positive test result fora Controlled Substance, Including
marijuara;

c The consequences of a conflrmed positive test result for a Controfled Substance, including
marijuana;

d. The consequences of a positive test for alcohol, including one at or above 0.2%;

e Alisting provided by the employee of [egally prescribed and over-the-counter medications
which may be in the employee’s body;

L. The right to explain a confirmed positive test result for a Controlled Substance, including
marfjuana, or a positive test for alcohol;

£, Tha consequences of refusing to consent To the bloed, urine or intoxilyzer test;

h. In the case of a Positive Alcoho! Test of a Positive Drug Test, the employee’s authorization for

the qualified drug and alcohol medical provider to release a copy of the evaluation and recommended
treatment plan to the Management Representative upon completion.

3 TESTING FOR REASONABLE SUSPICION,

a The Management Representative may order a County employee to undergo drug or alcohol
sesting when the Management Representative has a reasonable suspicion that an employes has violated
any of the prohibitlons stated in Sectlon V of this palley. In the case of a viglatlon related to alcohol, the
amployee will submit to a Breath Test upon notlce by the Management Representative, Inthe case ofa
violation related to drugs, the Blood Test or Urine Test will not be administered sooner than 2 hours
following notice to the employee by the Manageraent Representative that a testing order ray be
issted.

h, In the case of & Breath Test related to aleohal, the testing will take place at @ place deslgnated
by the Management Representative, inthe case of a Blood Test or Urine Tast related to drugs or
alcohol, the testing will take place at a Qualifled Laboratory,

c, County will pay all expenses of the Breath Test. If the employee desires a Blood Test In addltion
to the Breath Test, the employse will have reasonable opportunity, upon reguest, for an additional
chemical test for blood alcohol content to be performed at the employee’s own expense at a Qualified
Lahoratory,
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d. County will pay all expenses of the Inltial Blood Test or Urine Test for testing related to drugs. i
the emplovea deslres a second Blood Test or Urine Test, the employee will have reasonable opportunity,
upon request, for an additlonal chemical test to he performed at the employee’s own expense ata
Qualifted Laboratory.

4, TESTING ON LAST CHANCE AGREEMENT. The Management Representative may require an
employee then on a fast chance agreement to be tested at any time with or without cause, The
Management Representative shall confidentlally arrange for the testing of the employee at a Qualifled
Laboratory. County shall pay all expenses of testing. Testing shall accur within 2 hours of an order for
testing, The employee shall be entitled to see the resuits of the festing,

5. POST-TESTING REQUIREMENTS. Sectlen IX applies to any testing performed under this section.
6. MISCELLANEOUS TESTING REQUIREMENTS.
a, ‘The Management Representative will recelve test results and notify the Director. No test results

shall appear In an employee's personnel file except as necessaty to substantiate the basis for @ discharge
or suspensicn from employment. '

h. In the event that the Blood Test or Urine Test results are positlve for Controlled Substance(s),
inchuiding marijuana, County shall require that a second confirmatory test from the same sample ba
conducted, using gas chromategraphy mass spectrograph technlques or equivalent, which also must be
positive before concluding the employee has such substance(s} present in their body.

¢, If a Blood Test or Urine Test is positive, County wlll Instruct the laboratory to retain the blood or
urine sample for a perlod of not less than 30 calendar days from the date the tests are complete for the
purpose of ajlowlng the employee to conduct an independent test at the employee’s own expenseat a
Quaiified Lahoratory approved hy County.

d The pracadure foliowed under this poilcy to obtain, ha ndle and store bload and urlne samples
and to condust lahoratory tests shall be documented to establish procedural Integrity and chaln of
evidence, Such procedures shall be administerad with due regard for the employee’s privacy and the
need to rmaintaln the conflidentiality of test results to an extent which Is not inconsistent with the needs
of this policy. The employee shall be notified of the resulis of all tests conducted pursuant to this palicy,

Section VI, REFUSALTO SUBMIT TO DRUG OR ALCOHOL TEST.

1, Whenever the Management Representative has authority under this policy to require an
emplayee to submit to a drug o alcohol test and the employea refuses to submit to the test after being
so directed, the employee will be presumed to have tested positive.

2. EIRST REFUSAL. In a case in which the entplovee had not previously refused an order for testing,
the employee will be granted an unpaid leave of absence and directed to participate in an alcohol and
drug abuse evaluation arranged and pald for by County and conducted by a quaified drug and alcohot
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medical provider. Sections [X and X govern the rights of the employee and County after a qualified drug
and alcohol medical provider has conducted the evaluation.

3. SUBSEQUENT REFUSALS. Tn a vase in which the employee had previously refused an ardet for
tasting and thereafter refuses an order for testing a subsequent time, the employee is subject to
immediate discharge from employmaent,

Section IX, CONSEQUENCES OF TEST RESULTS.

1. Tast results which do not positively establish that the employee has engaged in prohibited
conduct as described In thls poltcy shall result in no further action against the employee related to an
alleged viokation of those secttons. The employae shall ba informed of such test results.

2. if the result of & Management Representative’s order for testing of an Employee Is a Positlve
Alcohel Test or Positive Drug Test, the employee shall submit to a medical evaluation by a qualified drug
and ajcohol medical provider selacted and pald by County, if recommended by the quallfled drug and
alcohol medical provider, the employee shall enroll In a rehabllitative treatment program. While in the
treatrnent program, the employee will be granted an unpald leave of absence, The employeeis
responslble for costs of the treatment program. '

3, Section X goverhs the employee’s return to work after treatment §s recornmended under
subsection {2} of this section,

Section X. PROCEDURE FOR RETURN TO WORK AFTER TREATMENT ORDERED UNDER SECTION IX.

1 GENERALLY. Anemployee wil not be disciplined solaly for receiving a Positive Aleohol Test or
Positive Drug Test that resulfs in the first recommendation by a qualifled drug and alcohol medical
provider to eproll In 8 rehabilitative treatment prograrn so long as the empiovee enrolls ina
rehabllitative treatment program. The employee 1s eligible to return to work as provided In this section
after successiully complaeting the rehabliltative treatment program.

2. &t such time the rehabilitative treatment program provider has determined that the employee
is currently capable of parforming the employee’s Job, the employee will be raturned to work with back
pay so long a5 the employee agrees to ablde by further treatment recommended by the provider. If the
employee does not agree to abide by further treatment recommended by the provider, the employee
will not be relnstated and will not be pald back pay.

3 Except for County’s obligation to pay for a medical evaluation by a quallfled drug and alcohel
medical provider, all costs of Initial and future treatment shall be at the expense of the employee.

4, The Managaeiment Reprasentative shall monitor the employee's treatment progress and report
noncomphance to the Director for further action,

Saction Xk SEARCH AND INVESTIGATION,

1. In order to meet the objectives of this Policy, County reserves the right to carry out reasonable
searches of individual employees and thelr personal effects when employees are on County property or
in a County vehicle. If an employee refuses to cooperate In the search, the refusal will be consldered
gross insubordination.
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2. Searches which do not reveal the presence of alcohol oy Controlled Substances shall result I no
further action against the employee related to an alleged violation of Sectlon V. The employee shall be
informed of such search resulis, '

3. Searches which reveal the presence of aleohol or Controlled Substances {hut excluding any
substance lawfully prescribed for the employee’s use which has not heen obtained for the purpose of
abuse) shall result In those consequences specifled In Sections VI, IX and X as though a positive Blood
Test or positive Urine Test had been administered.

SectionXil.  APPLICATION OF GRIEVANCE PROCEDURE.  The Assotlation may submit any dlspute
arising under this testing policy to the Grievance Procedure established in this Collective Bargalning
Agreement between the parties, '

Saction Xill.  LAST CHANCE AGREEMIENT. A model last chance agreement will be approved by
COUNTY and Associatlon bargaining teams in due course after this Agreement goes Into effect.
Individual last chance agreements will be approved by the County and Assoclation modifted to Include
treatment plans or other matters pertalning o a partlcular case,
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APPENDIX B
GARRITY WARNING FOR COMPELLED STATEMENT

If the County elects to compei a statement under Article 12, the superdsor shall glve the following
warning to the employee;

This Interview [s an officlal inquiry under Article 12, Disciptine and Discharge, of the labor agreement.
This Interview [s belng conducted because of allegations or inforrnation that you may have engaged In
misconduct or Impropet performance of officlal dutles, and your actions or involvement may have
constituted criminal conduct,

This inqulry pertains to (state the general nature of the inguiry).

The purpose of this interview s to obtain Information which will asslst In the determination of whether
disciplinary action under Article 12 is warranted,

You will ba asked a number of specific questions regarding the performance of your offlcial duties. You
are being compelled to answer these questions for this interview, Disciplinary action, including
dismissal, may be underiaken if you refuse to answer or fail to reply fully and truthfully,

Your answers and any Information or evidence gained hy reason of your answers cannot be used against
you In any crimlinal proceeding nor provided to any law enforcement agency unless mandated by law or
court order, The notes and information obtained from this interview are considered confidential
hetween the employer, Assoclation and employee. 1f you knowlngly and willfully provide false
statements or jnformation In your answers, you may be disciplined up to and Including discharge. The
answers you furnlsh and any information or evidence resufting from false testimony may be used in the
course of disclplinary proceedings undar Artlele 22,

You are hereby advised of your right to have an Association Labor Representative present during this
interview.

Slghature of Superviser or lnvestigator Signature of Employea

Date: Date:
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GARRITY WARNING FOR VOLUNTARY STATEMENT

It the County elects to seek & voluntary statement under Article 12, the supervisot shall give the
fellowing warning to the employee:

You are belng contacted seeking your cooperation in an Inguiry regarding Information pertalning to or
allegations of misconduct or improper performance of officlaf dutles,

The matter under investigation could also constitute a violation of law which could result in crinina
prosecution of responsibte ndividuals,

This inquiry concerns (state the general nature of the matter)

You have the right to remain silent if your answers may Inctiminate you. If you decide to answer
questions or make a statement, vou may stop answering at any time,

Althaugh you would normaily be expected to answer questions regarding yout officlal duties in this
instance, you are not required to do so. This is a voluntary meeting. Your refusal to answer on the
ground that the answers may incriminate you will not subject you to discipiinary action by the County.,

Any statement you furnlsh may be used as evidence agalnst you, or others, In any future ¢riminal
proceeding or discipllnary proceeding, or both,

WAIVER

I understand these warnings and sssuranses stated ahove, | also have been advised of my right to have
ah Assoclatlon Labor Reprasentative present during this Interview.

I knowngly and voluntarily answer questions or make a statement concerning this matter,

Slgnature of Suparvisor or Investigator Slgnature of Employee

Date: Da tef

[END OF 2017-2020 AGREEMENT]
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