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1. I NTRODUCTION 

I.I. Prea mble 

1.1.1. 111is Agreement is made and entered into by and between the Board of Pacific County Commissioners ("Board") and the Pacific 
County Sheriff ("Sheriff" ) on behalf of the County of Pacific, Washington ("Employer"), and the Chauffeurs, Teamsters & Helpers Union 
Local No. 252 ("Union") to meet the requirements set forth in Chapter 41.56 of the Revised Code of Washington. 

1.1.2. Whenever words denoting gender are used in this Agreement, they are intended to apply equally to either gender. 

2. RECOGNITION 

2.1. Authority 

2.2. 

2.1.1. All collective bargaining with respect to wages, hours, and other working conditions of employment shall be conducted by 
authorized representatives of the Union and authorized representatives of the Employer. 

Scope of the Bargaining Unit 

2.2.1. The Employer recognizes the Union as the sole and exclusive collective bargaining representative for all full-time and part-time 
employees (defined in Section 5) of the Pacific County Sheriff's Office, excluding employees filling unclassified positions authorized by 
RCW 41.14.070, law enforcement officers (defined in RCW 41.26.030), and emergency appointed employees. 

3 . UNION SECURITY 

3.1. Employment 

3.1.1. All eligible members shall be included in the bargaining unit represented by the Union, and shall be given the opportunity to 
become members in the Union, or to be a non-member of the Union and pay only a representation fee as determined by the Union. If an 
employee is a member of the Union, or consents to pay a representation fee as a non-member, such fees or membership dues shall be 
collected as a payroll deduction. 

3.1.2. 111e opportunity to join the Union shall include, but is not limited to, the County providing a minimum of thirty (30) minutes of 
" reasonable access" to new employees during their first ninety (90) days of employment. This may occur at an employee orientation 
session or another mutually agreed presentation, and shall take place during the employees' regular work time. Attendance at such 
minimum reasonable access shall be a condition of employment for all elig ible employees. 

3.1.3. 111e Union and the employee agree to indemnify and hold hannless the Employer for any loss or damage arising from the 
operation of this provision. 

4. MANAGEMENT RIGHTS 

4.1. Customary Functions 

4. 1.1. Except as limited by an express provision of this Agreement and subject to RCW 41.14 and the Pacific County Civil Service 
Rules, the Employer shall retain the right to exercise the customary functions of management so long as any adjushnents do not constitute a 
uni lateral change in wages, hours and/or working conditions. These rights include directing the activities of the Sheriff's Office, 
determining the levels of service and methods of operation including the introduction of new equipment, the right to h ire, lay off, transfer, 
promote and discipline, and to detennine work schedules, assign work and detennine time and location of an employee's work shift. 

4.1.2. 111e parties hereby recognize that delivery of services in the most efficient, effective and courteous manner is of paramount 
importance to the Employer and, as such, maximized performance is recognized to be an obligation of employees covered by this 
Agreement. In order to achieve this goal, the parties hereby recognize the Employer's right to detennine the methods, processes and means 
of providing services, to increase, diminish, or change equipment, including the introduction of any and all new, improved or automated 
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4.2. 

4.3. 

methods or equipment, and the assignment of employees to specific jobs within their respective job classifications within the bargaining 
unit. 

4.1.3. The parties agree that due to possible budge1a1y restrictions during the life of this Agreement there may be reductions in force. 
Should the reduction in force cause an emergency situation to exist, the Employer may require specific bargaining unit members to work 
outside of their nonnal civil service classifications for a period not to exceed thirty (30) calendar days. The burden of proof shall be upon 
the Employer to justify that an emergency exists. No bargaining unit employee shall suffer a loss or a gain in pay for working out of 
classification during the tenn of the "emergency". Use of this provision in excess of the thirty (30) calendar day period or an alleged 
misapplication may be addressed through whatever legal recourse is available. 

Contracting of Services 

4.2.I. Contracting of services shall be permitted based upon mutual agreement between the Employer and the Union. If the Sheriff and 
the Union cannot mutually agree to such proposal, the proposal shall be submitted to a three (3) person arbitration panel for resolution. The 
Sheriff and the Union shall each pick one (I) member of the panel and the two (2) members so picked shall pick the third presiding 
member to hear the issue at hand. The Sheriff and the Union will present their positions to the arbitration panel. 1l1e panel may meet to 
privately d iscuss the proposal and shall render a written decision which shall be final and binding on both parties unless such decision 
violates any federal or state laws or local civi l service rule, in which case the decision of the panel would be subject to review. 

4.2.2. In consideration of the aforementioned provision, all such contracts entered into during the term of this Agreement shall contain a 
proviso whereby the contract entered into shall be tenninated by the Sheriff with not more than sixty (60) calendar days' notice to the 
contractor. The contractor shall be notified of the pending contract termination at the same time bargaining unit employees are notified of a 
pending layoff or reduction of employment hours. Following the cancellation of the contract, all hours made available by such 
cancellation(s) shall be offered to qualified bargaining unit employees during the duration of a lay off or reduction of employment hours. 

Hiring Authority 

4.3.I. Subject to written confirmation by the Board that authorized vacancies exist, the Sheriff shall have the authority to hire from 
certified registers provided by the Pacific County Civil Service Commission. 

5. EMPLOYEE DEFINITIONS 

5.1. General Classifications 

5.1.1. Within each general type defined below, employees will be further classified as full-time, part-time, or casual depending upon the 
hours that they are regularly scheduled to work on a continuous basis. 

5.2. 

a) Full-time refers to an employee regularly scheduled to work forty (40) hours or more within a designated work week. 

b) Part-time refers to an employee regularly scheduled to work at least eighty (80) hours a month, but less than forty (40) hours 
within the designated work week. 

c) Casual refers to an employee not regularly scheduled to work or scheduled to work less than eighty (80) hours a month. A 
Casual employee who works eighty (80) hours or more in each of two (2) consecutive calendar months shall be deemed to be a 
probationary or temporary employee, as applicable and shall be provided benefits accordingly. Casual employees do not accrue seniority 
for application under the terms and conditions of this agreement. 

Probationary Employee 

5.2.l. An employee appointed by the Sheriff from a ce1tification list provided by the Pacific County Civil Service Commission who has 
not yet completed twelve ( 12) consecutive months of employment. A probationaiy employee may be disciplined or tenninated without 
recourse to the grievance procedure. When applicable, time spent in the basic corrections or communications academies is exclusive of an 
employee's twelve ( 12) month probationa1y period. 

5.2.2. An employee promoted to a higher paying classification shall be considered a probationary employee for another six (6) month 
probationary period in the new classification. Failure to perform satisfactorily in the new classification shall result in the employee 
returning to the classification previously held. 
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5.3. 

5.4. 

S.S. 

Regular Employee 

5.3.1. An employee appointed from a certification list who has satisfactorily served the full probationary period. 

Temporary Employee 

5.4.1. An employee appointed to fil l a vacant Civil Service classification for a temporary period of time as determined by the rules and 
regulations of the Pacific County Civil Service Commission. 

5.4.2. Temporary employees may be disciplined and/or tenninated without recourse to the grievance procedure. 

5.4.3. The date of hire as a temporary employee shall not establish the employee's hire date for the purpose of seniority nor shall the 
employee receive credit for probationary time served should the employee subsequently be hired as a regular employee. 

5.4.4. Temporary employees shall be covered by the terms and conditions set forth in this Agreement 

Emergency Appointed Employee 

5.5.1. An employee appointed on an emergency basis in accordance with the Pacific County Civil Service Rules. An employee filling 
an emergency position shall be exempt from Union membership and benefits set forth in this Agreement. Contributions required by the 
health and welfare Subscribers Agreement as a result of an eligible employee appointed on an emergency basis shall be made by the 
Employer in accordance with Section 7.1. 

6. COMPENSABLE HOURS 

6.1. Hours of Work 

6.1.1. The nonnal work week for full-time employees shall be fo1ty (40) hours within a seven (7) day period, and consisting of five (5) 
eight (8) hour workdays with two (2) consecutive days off, or in the alternative, four ( 4) ten ( I 0) hour workdays with three (3) consecutive 
days off. 

a) Alternate schedules may be adopted by mutual agreement between the Employer and the employee, provided that such 
arrangement does not adversely impact the bargaining unit or violate employment law. 

b) Non-consecutive days off may be utilized based upon mutual agreement between the Employer and the employee. 

c) Employees shall be provided a minimum of sixty two (62) hours (4/ 10) or thirty eight (38) hours (5/8) off-duty from the end of 
their last regularly scheduled work shift to the commencement of their next regularly scheduled work shift. 

d) The nonnal reporting period shall be Sunday through Saturday. 

6.1.2. The Sheriff or designee is permitted to make temporary adjustments, for up to thirty (30) calendar days, to seniority bid shifts 
and/or work hours; provided that the employee whose shift/hours are being adjusted is advised, in writing, a minimum of seven (7) 
calendar days in advance as to the duration of the temporary shift/hours adjustment. 

a) If the temporary adjustment is due to employee academy attendance, the aforementioned thirty (30) calendar days may be 
exceeded for the duration of the academy. 

b) If extraordinary circumstances are present, the m1111mum seven (7) day notice period may be waived. Extraordinary 
circumstances shall not include Employer scheduling errors, or the Employer's burden associated with the payment of overtime 
provided that overtime appropriation exists. 

c) The seven (7) day advance notice may also be waived by mutual agreement between the Employer and the employee being 
adjusted. 

6.1.3. Employees shall work non-rotating shifts which shall be re-bid not less than once each twelve (12) month period. Separate shift 
schedules shall be made available for each classification in each division. 
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6.2. 

a) Each shift schedule shall be bid based upon semonty within the division's classifications with the exception of the 
Communication Division's Communications Supervisor, designated "shift leaders" or corrections sergeants. 

b) Work shift(s) are specially designated for the Communications Supervisor or "shift leaders" and will be held out of the regular 
seniority non-rotating shift bidding process for Communications Division employees. The Communications Division employees who 
volunteered to serve as "shift leaders" and are specially designated by the Sheriff as such shall bid those special designated non­
rotating shifts by seniority. The other available non-rotating Communications Division shifts would be bid by seniority by the 
remaining eligible employees. Hours of work shall be established at the sole discretion of the Employer. 

c) It is understood that the Employer may post a "vacation rel ief schedule" as part of the Corrections Division shift bidding process. 
The employee who bids this shift shall work a shift which rotates to cover open vacation shifts. 

d) With prior approval by management, c ivil and secretarial clerks may have the ability to adjust their daily schedule. Adjustments 
can be no more than two (2) hours in a shift. 

6.1.4. Vacancies created by termination, voluntary resignation or long tenn disabilities shall be re-bid by seniority at the ti111e the 
vacancy is filled. 

6.1.S. Shift Differential: For those employees who are working a graveyard shift (6 pm to 6 am) shall be paid a flat rate of six dollars 
($6.00) per each graveyard shift worked as defined by management. An employee must work at least four (4) hours of graveyard shift to 
qualify for shift differential pay. There will be no pro-rating of this flat rate pay. 

Overtime 

6.2.1. Compensable time in excess of forty (40) hours per any designated work week shall be paid at one and one-half (1.5) times the 
employee's regular hourly rate of pay. 

a) "Regular rate", for the purpose of establishing an hourly rate of pay for the calculation of overtime, shall include Longevity 
(Section 7.9) and, when applicable, Working Out of Classification (Section 6.5.) and Special Assignment Premium (Section 7. 13.). 
During regular shift rotation, forty (40) hours per designated work week will be the determining factor on whether an overtime 
liability has been incutTed by the Employer. 

b) An employee's hourly rate of pay shall be calculated by dividing the employee's monthly salary, including any qualifying 
compensation by one seventy three point three ( I 73.3). The employee's hourly "regular rate" shall be multiplied times 1.5 to calculate 
the employee's hourly overtime rate of pay. 

6.2.2. Additional work hours shall be made available to Union-represented employees as overtime based upon seniority within each 
division, except that a part-time employee may be utilized to fill work vacancies at his or her straight time rate of pay prior to assignment of 
employees on overtime. Such part-time employee must be recognized by the Civil Service Commission for an authorized position 

a) Available overtime work shall initially be offered as a "full shift" by seniority prior to breaking the available hours down to 
smaller blocks of time provided such offering would not allow an employee to work a "double" shift. If a "doubling" situation occurs, 
the available overtime may be broken down to an amount which would constitute no more than fifty percent (50%) of a full shift. 

b) For the purposes of this specific provision a ''full shift" shall be defined as the overtime block of contiguous time that is available 
for assignment. 

c) An employee who accepts the available work assignment shall not be pennitted to break his or her overtime shift assignment into 
smaller blocks of time and offer such work to other employees unless such work is offered to other employees in order of seniority. 

d) The Employer shall maintain a mandated overtime roster. The least senior employee mandated to work overtime shall not be 
required to work the next mandated overtime. The seniority roster shall be used in reverse order until such time as all employees, 
within his or her applicable work division, has worked mandated overtime. Employees who have worked at least sixteen ( 16) hours of 
overtime in a work week (for any reason, except incidental overtime) shall not be required to work the next mandated overtime shift 
within that work week, unless there are no other employees available to perfonn such work. The Employer shall be considered to 
have exhausted all available means to fi ll this time if they have attempted to contact all available employees though use of a call out 
list. 

6.2.3 . It shall be the Sheriff's or his designee's responsibility to notify, track and schedule employees for overtime seniority 
assignments, except when special qualifications are needed for the work to be perfonned or in the followi ng circumstances: 
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6.3. 

6.4. 

6.5. 

a) Incidental Overtime: Overtime which falls into this category shall not require the assignment of work available on a seniority 
basis; provided that such work is relative to an employee's on-duty assignment and such time is worked contiguous with his or her 
regular scheduled shift. Incidental overtime does not apply to pre-scheduled vacancies. Incidental overtime is further intended to be 
a temporary assignment until an assignment on a seniority basis can be reasonably initiated. 

b) Emergency Overtime: Overtime which falls into this category shall not require the assignment of the work avai lable on a 
seniority basis; provided that an emergency assignment is a practical necessity and a subsequent delay may seriously impact the 
Employer's ability to deliver the services required in a timely fashion. 

6.2.4. Casual and non-Civil Service authorized employees shall be prohibited from perfo1ming bargaining unit work until such work 
has been offered to all qualified bargaining unit employees. 

Meal & Rest Breaks 

6.3.l An employee shal l be permitted during the course of his or her eight (8) or more hour work shift to take a thirty (30) minute meal 
break and two (2), fifteen (15) minute rest breaks. 

a) Employees unable to take their thirty (30) minute meal breaks shall be compensated at their overtime rate of pay for the thirty 
(30) minute meal period. 

b) Failure to take the fifteen ( 15) minute rest breaks, for whatever reason, shall not result in any additional compensation. 

c) The Sheriff or designee shall attempt to make reasonable accommodations to provide meal and rest breaks for each employee. 

6.3.2. With the consent of the Sheriff or applicable designee, an employee's eight (8) or more hour work shift may be extended to 
provide for an unpaid and unrestricted meal break of at least thirty (30) minutes at or near mid-shift. Only if such employee is denied their 
meal break because they have been directed to remain in active status or to remain near their assigned work station will the employee be 
compensated for the additional time worked as overtime. 

6.3.3. An employee working beyond his or her regularly scheduled work shift for three (3) or more hours shall be allowed an additional 
thirty (30) minute paid meal period. 

6.3.4 Employees shall have access to a refrigerator, microwave oven and cooking utensils for personal meal preparation. The 
employee shall be required to maintain the cleanliness of the area used for personal meal preparation. 

Call Out 

6.4.1. An employee who is called into service by his or her Supervisor shall be guaranteed a minimum of two (2) hours of 
compensation at the employee's regular hourly rate of pay. 

a) The two (2) hour minimum shall not apply when such time is worked consecutive with the employee's regularly scheduled hours 
of work. 

b) The employee shall not be required to remain in active service for the full duration of the minimum set fo1th above. 

c) If an employee is called out repeatedly during a two (2) hour period, the subsequent call outs shall not require additional 
compensation. 

6.4.2. Contact Calls: Unless the infonnation being solicited should have been passed on at the conclusion of an employee's shift in the 
form of written correspondence or computer mail, an employee who is contacted at home to solicit infonnation which is beneficial to the 
Employer shall be compensated a minimum of thirty (30) minutes at the employee's regular hourly rate of pay. Repetitive contacts during 
a thirty (30) minute period shall not warrant additional compensation. Contact calls for offering overtime work assignments are exempt 
from payment under this provision. 

Working out of C lassification 

6.5.1. An employee working out of classification in an exempt or non-exempt position with a higher rate of pay at the request of the 
Sheriff or des ignee for an entire shift shall be compensated for all hours worked at that higher classification's lowest level rate of pay that 
constitutes an increase in the employee's salary of not less than ten percent ( I 0%) or top of the wage scale for the out-of-class position, 
whichever is less. It shall be the employee's responsibility to notify the Employer of a claim for this pay by means of applicable time cards. 
This provision shall apply to all classifications unless the Employer invokes Section 4.1.3. in which case the payment of working out of 
classification shall be temporarily waived. 
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7. EMPLOYEE BENEFITS 

7.1. Health & Welfare 

7.1.1. Medical, Dental & Vision: Effective January I, 2020, based upon the previous month's hours, the Employer shall contribute the 
sum required to Washington Teamsters Welfare Trust for medical, dental and vision coverage for each full-time or part-time employee 
[appointed to a .75 full time equivalent (FTE) or higher] covered by this Agreement who was compensated for eighty (80) hours or more in 
the preceding month. The premium payments shall be made to the Trust office in Seattle, Washington by the I 0th day of each month. 

Program Premium as of 01/01/2020 Employer Employee 
Payment Payroll 

Deduction 

Medical - Plan B $1,268.00 $1,017.84 $ 250.1 6 
Life and A D & D Plan A $8.60 $8.60 $ 
Time Loss Plan C $6.00 $6.00 $ 
Disability Waiver $11.40 $11.40 $ 

Dental - P lan "A" $120.50 $120.50 $ 
Vision - "Extended" Plan" $ 17. 10 $ 17.10 $ 
County Life Insurance $7.60 $7.60 $ 
VEBA Contribution $75.96 $75.96 $ 
Monthly Totals $1 515.16 $1,265.00 $250.16 

7.1.2. Medical, Dental & Vision: Effective January I, 2020, based upon the previous month's hours, the Employer shall contribute the 
sum required for the insurance plans to Washington Teamsters Welfare Trust for medical, dental and vision coverage for each part-time 
employee [appointed less than 0.75 full-time equivalent (FTE)] employee covered by this Agreement who was compensated for eighty (80) 
hours or more in the preceding month. The premium payments shall be made to the Trust office in Seattle, Washington by the tenth ( I 0th) 

day of each month. Part-time employees shall be entitled to a health benefit contribution in relation to their full-time equivalent (FTE) 
appointment. For example, if the County health benefit contribution is $1,000 for full-time employees, an employee working 0 . 7 FTE 
would receive a $700 contribution from the County. 

Proe:ram Premium as of 01/01/2020 

Medical - Plan Z $1,196.00 

Life and A D & D Plan A* $8.60 
Time Loss Plan D $3.00 
Disabilitv Waiver $ 11.40 

Dental - Plan "C" $41.55 
Vision - "Extended" Plan" $17. 10 
Monthly Totals $1,277.65 

7.1.3 . Maintenance of Benefits. The trustees of the Washington Teamsters Welfare Trust may modify benefits or eligibility of any 
plan for purpose of cost containment, cost management, or changes in medical technology and treatment. If premium increases are 
necessary to maintain the current benefits or e ligibility, or benefits or eligibility as modified by the trustees, the Employer shall pay a 
maximum monthly premium cap of $1,265 for calendar year 2020, $ 1,295 for calendar year 2021.The parties recognize that the 
aforementioned caps set forth the total Employer contribution to the Health and Welfare plans listed above, as well as the County provided 
Life Insurance Plan referred to in Section 7.3. The County is making a flat rate contribution, not a cost share percentage split between the 
employer and employee. By December I st of each calendar year, the Union will notify the County how they have elected to apply the 
County's flat rate contribution to their total health benefits for the upcoming calendar year. Any payments required in excess of the caps 
shall be funded by the employee via a payroll deduction. 

7.1.4. Payments. The Employer will be responsible for paying to Northwest Administrators its monthly contributions and those 
withheld from employees' wages on or before the tenth ( I O'h) day of the month. Upon Union request, copies of all transmittals pe11aining 
to benefits under this Section shall be posted on the Union bulletin board. 
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7.2. 

7.3. 

7.1.5. Delinquency. If the Employer is delinquent in payments, the Employer shall be liable for the payment of any claims incurred by 
employees or dependents during such delinquency. 

7.1.6. Trust Agreement. The Washington Teamsters Welfare Trust Agreement shall be incorporated herein and deemed part of this 
Agreement as though fully set fo1th. 

7.1.7. The Employer shall be required to provide premium contributions for the aforementioned health and welfare plans during such 
time as an employee is on an unpaid leave in accordance with the terms and conditions of the Family and Medical Leave Act unless 
premiums are waived pursuant to the WTWT weekly disability income/premium waiver process. 

7.1.8. If during the term of this Agreement health and welfare benefits provided herein are subject to mandatory modification by state 
or federal regulation, the parties shall enter into negotiations regarding such required modifications; provided, that any modified health and 
welfare plan agreed upon pursuant to such negotiations shall provide benefits equivalent to those currently required under this Article to the 
extent possible. Any reduction in the total premiums paid by the Employer as a result of such modifications shall be added to the wages of 
the employees in the bargaining unit or, if the parties so agree, utilized to obtain supplemental benefits for bargaining unit employees. 

a) In the event of a dispute between the parties concerning whether the Employer has complied with the preceding paragraph, the 
matter shall be submitted to final and binding arbitration pursuant to the grievance and arbitration procedures of this Agreement. 

Disability 

7.2.1. Jn accordance with State law, all non-LEOFF I employees will receive Workers' Compensation benefits as provided by the 
Washington Depatiment of Labor and Industries. 

a) After three days, employees el igible for Workers' Compensation benefits because of a job-related injury or illness shall be paid 
the difference between their regular pay, including longevity, and the amount paid by the State's Workers' Compensation program. 
However, such employees shall not continue to accrue vacation or sick leave hours during the first six (6) months of any such 
disability leave. If the employee remains disabled on the 14'" day, either on time loss, or loss of earn ing power (LEP), and are entitled 
to compensation from L&l for the fi rst three days, the employee will be credited for any sick hours taken in the first three days 
following the date of the injury. 

b) If the length of absence exceeds six (6) months, the Employer 's pro-rated share will be charged against the employee's leave 
accruals unti l they are exhausted. 

c) Should the Department of Labor and Industries not recognize the employee's claim for on-the-job injury or illness the 
aforementioned benefits shall cease; however, the employee may begin using his or her qualified accrued leave benefits to replace loss 
wages and benefits. If the employee prevails on the appeal, the employee's accrued leave benefits shall be reinstated and the 
employee shall be made whole on wages and benefits up the limits provided under this provision. 

d) Denial of a Workers' Compensation claim and the exhaustion of all employee appeals, or failure of an employee to file an appeal, 
shall constitute grounds for termination of this extended benefit. 

7.2.2. No employee shall return to work from a disability injury or illness covered by the Workers' Compensation program until the 
ability of the employee to perform his or her assigned work has been verified in writing by the employee's Labor and Industries assigned 
physician and, if necessary, rehabilitation has been conducted. 

a) The Employer may request written verification from the employee's Labor & Industries assigned physician that the employee can 
pe1fonn the assigned work. 

b) If the degree of disabi lity of an employee does not limit their ability to fully perform the activities of another position, an 
employee may, with the approval of the Employer and the employee's Labor & Industries physician, be temporarily reassigned to an 
acceptable position until fully rehabilitated to perform his or her regular job. 

7.2.3. At the conclusion of the aforementioned six (6) month period, the disabled employee shall proceed to utilize his accrued leave 
benefits provided herein until such leave is exhausted. 

Life Insurance 

7.3.1. Effective January I, 2014, each employee shall be provided life insurance coverage in the amount of forty eight thousand dollars 
($48,000) through a bona fide insurance can-ier. Such coverage shall be provided through a group life insurance policy. The monthly 
premiums for such coverage shall be paid by the Employer. An employee shall be permitted to purchase additional life insurance, via 
payroll deduction, to the maximum allowable by the provider for the employee and/or eligible dependents. 
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7.4. Holidays 

7.4.1. The following ten ( I 0) days shall be designated as legal holidays: 

Designated Holidays Date/Day Observed 

New Year's Day January 1st 
Martin Luther King's Birthday 3rd Monday in January 
Presidents' Day 3rd Monday in February 
Memorial Day Last Monday in May 
Independence Day July 4th 
Labor Day First Monday in September 
Veterans' Dav November 11th 
Thanksgiving Day 4th Thursday in November 
Day After Thanksgiving Day After Thanksgiving 
Christmas Day December 25th 

7.4.2. An employee scheduled to work on a designated holiday shall be compensated at a premium rate equal to one and one-half ( 1.5) 
times the employee's regular hourly rate of pay for all holiday hours worked. Such time shall be based upon the actual twenty-four (24) 
hour day of the holiday. 

7.4.3. An employee scheduled to work on a designated holiday may request either the designated holiday off or the day that other 
county offices and faci lities are closed in observance of that holiday. If the request is granted by the Sheriff or his/her designee, the 
equivalent number of holiday hours shall be debited from the employee's vacation bank. 

7.4.4. The Employer agrees that employees scheduled to work a designated holiday shall not be denied the ability to work as scheduled. 

7.4.5. Any day proclaimed a legal holiday in addition to the holidays listed above by proclamation of the Board shall be a designated 
holiday. 

7.5. Vacation 

7.5.1. An employee shall accrue vacation in accordance with the following schedule. 

a) Vacation leave is accrued but may not be taken until an employee has completed six (6) consecutive months of employment. 

b) Regular days off shall not be debited from the employee's accrued vacation hours while an employee is on vacation. Actual 
accrual shall be made on a monthly basis. 

c) Part-time employees shall be entitled to vacation and accrue hours in relation to their full time equivalent (FT£) appointment 
factor; e.g. a 0.6 FTE employee with 60 months of service would accrue I 0.40 hours each month. 

d) Full-time employees who are compensated for any hours in a calendar month shall receive full vacation accrual credit for that 
month; except, upon separation of service, such employees will have the final month or portion thereof prorated. 

Month of Service Hours Accrued Per Month 

0-48 15.33 
49 - 72 17.33 
73 - I 08 19.33 
109 - 192 21.33 
193 - on 23.33 

7.5.2. An employee may only accumulate up to a maximum of two hundred forty (240) hours of vacation. Accrued vacation time in 
excess of the aforementioned maximum shall be cashed out, hour for hour, at the employee's regular hourly rate of pay annually on the 
December end of the month paycheck. 

7.5.3. Vacation boards shall be utilized for those employees wishing to utilize seniority for vacation bidding purposes. 
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7.6. 

a) A vacation board shall be developed for each unrelated duty section (e.g. Corrections, Communications, Food Services, etc.). 
Vacation times selected by seniority must be bid in minimum blocks of one (I) nonnal work week and shall not exceed three (3) 
weeks scheduled during the initial bid period. 

b) Blocks of less than a nonnal work week may not be bid by senioiity. 

c) Employees not wishing to bid on vacation by seniority shall initial and pass the board to the next senior employee. Once the 
board has been passed to an employee, said employee shall not unduly delay the selection process by delaying their decision on their 
desired selection. 

d) Seniority bidding must be completed not later than January 31st of each calendar year. 

e) The Sheriff or designee may detennine "restricted t imes" wherein vacation time off may not be scheduled; provided, that the 
restricted times shall be so noted on the vacation board published each year; and further, that the Sheriff or designee may allow 
exceptions on a case by case basis. 

f) Dispatch supervisors bid their vacations with the Director, not dispatch staff. 

7.5.4. After January 31st each year vacation time requested may be granted by the Sheriff or designee on a "first come, first serve" 
basis. 

7.5.5. All vacation requests shall be approved or denied by the Sheriff or his/her designee as soon as practical but in no instance more 
than twelve (12) calendar days of receipt of the request. A denial of requested vacation time off shall be based upon a "bona fide business 
necessity''. 

7.5.6. With pennission of the Sheriff, employees may cash out accrued vacation hours at one hundred ( I 00%) percent of their current 
hourly rate of pay provided the following conditions have been met: 

a) An employee must have taken or have scheduled to take a minimum of three (3) blocks of forty ( 40) hours of accrued vacation 
prior to the below listed cash out dates. Vacation blocks of less than forty (40) hours do not count towards the eligibility requirements 
for cash out purposes. 

b) Written cash out requests must be submitted to the Sheriff prior to December 15th of each calendar year. Cash outs requested 
and approved shall be made available at the next regular payroll period, excluding lag/draw payments. 

7.5.7. Once a vacation has been approved and scheduled, an employee's vacation shall not be changed or canceled without mutual 
agreement between the Employer and employee or unless an emergency exists. The tenn "emergency" shall not include Employer 
scheduling errors or payment of ove1time to fill vacant shifts. 

a) In the event the Sheriff determines an emergency exists and subsequently cancels an approved and scheduled vacation without 
the employee's consent, the Employer shall reimburse the employee for all non-refundable expenses which were declared as part of 
the employee's vacation request and subsequently lost by the employee as a result of having an approved vacation canceled. 

b) An employee who is subpoenaed to court or required to work during an approved scheduled vacation shall not be debited any 
vacation on the day of the court appearance or the day of required work regardless of the amount of time spent in court or required to 
work. As a premium, the employee shall be compensated at one and one-half ( 1.5) times the employee's regular hourly rate of pay for 
all hours in attendance of said court or for the hours required to work. The aforementioned compensation premium shall also apply to 
the employee's regularly scheduled days off designated by the Employee as part of his/her vacation at the time of request. The 
minimums set forth in the Civil, Municipal & Superior Court Time and Call Out provisions of this agreement shall be applicable. 

7.5.8. An employee who has not taken or scheduled a minimum of three (3) forty (40) hour blocks of vacation by September I st of each 
calendar year shall have the required blocks scheduled by the She1iff. Note - The forty (40) hour blocks denoted are intended to be 
reflective of an employee's regular number of hours worked during their nonnal work week. Employees whose nonnal work weeks are 
less than fo1ty (40) hours shall utilize their "nonnal" work week as the established minimum for application under this provision. 

Sick Leave 

7.6.1. With each month of continuous employment with the Employer, s ick leave with pay shall be accrued by each ful l-time employee 
at the rate of eight (8) hours a month. Sick leave may be accrued to a maximum accrual of nine hundred sixty (960) hours. 
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7.7. 

7.8. 

a) Part-time employees shall be entitled to sick leave and accrue hours in relation to their full time equivalent (FTE) appointment 
factor; e.g. a 0.6 FTE employee would accrue4.80 hours each month. 

b) Sick leave may be used in one ( 1) hour increments. Accrued sick leave shall be debited in accordance with actual time of 
absence. 

7.6.2. Accrued sick leave benefits may be utilized on a prorated basis when used in conjunction with benefits received from an 
industrial injury or illness as set forth in Section 7.2. 

7.6.3. An employee may take sick leave for illness in their immediate family requiring the employee's attendance. "Immediate family" 
shall include only persons related by blood, marriage or legal adoption in the degree of consanguinity or grandparent, parent, spouse, 
brother, sister, child or grandchild. An employee may use sick leave credits for parental purposes. Any absence for an illness, sickness, 
disability (as allowed by law), or parental purposes shall constitute a debit against accrued sick leave. 

7.6.4. Upon the expiration of an authorized leave of absence with pay, the employee shall return to the same j ob as was held by the 
employee prior to the leave of absence. 

7.6.5. Familv and Medical Leave Act: An employee shall be entitled to the benefits under the titled federal legislation. The benefits 
provided under this act are set forth in the Pacific County Personnel Policies and Rules as adopted by Resolution 2016-021. 

7.6.6. The first two hundred forty (240) hours of unused sick leave shall accumulate into a sick leave bank and be available to the 
employee solely for the purposes specified in this provision. There will be no severance pay for accumulated and unused sick leave, except 
for that converted into additional vacation hours. 

a) Sick leave accumulated and unused between two hundred forty (240) hours and nine hundred sixty (960) hours may be 
converted into additional vacation hours during January and July each year. The standard rate of conversion will be one ( 1) hour 
vacation for every: 

I) four (4) hours accumulated sick leave over seven hundred twenty (720) hours, or 

2) three (3) hours accumulated sick leave over four hundred eighty (480) hours through seven hundred twenty (720) 
hours, or 

3) two (2) hours accumulated sick leave over two hundred forty (240) hours through four hundred eighty (480) hours. 

b) Sick leave hours accumulated and unused over nine hundred sixty (960) hours will be converted into vacation hours every month 
and added to the employee's bank at the rate of one (I) hour of vacation for every four ( 4) hours accumulated sick leave. 

c) In the year of retirement and upon submission of a \\ll"itten notice of such, an employee may convert their entire bank of 
accumulated and unused sick leave into additional vacation hours according to the above schedule, except that the first two hundred 
forty (240) hours of accumulated sick leave may also be converted at the rate of one (I) hour of Vacation for every two (2) hours of 
accumulated sick leave. 

Bereavement Leave 

7.7.1. Bereavement leave shall be granted to an employee for the death of an employee's immediate family member. Employees shall 
be allowed to utilize a reasonable amount of time as detennined by the Employer. 

7.7.2. For the purposes of this provision, immediate family shall include the employee's spouse, or the employee's or the employee's 
spouse's, parents, sister, brother, child, grandchild, grandparent, aunt or uncle, or a dependent living in the employee's household. Such 
leave wi ll not be allowed to an employee to attend a funeral of a cousin or a relative of more distant lineage unless pem,ission is granted by 
the Employer. 

Quartermaster System 

7.8.1. Employees shall be provided with all Unifonns (including footwear) and Equipment required by the Employer. In addition to 
duty required uniforms and equipment, all employees who carry a firearm as pa1t of their duty assignment shall be provided with a gun safe 
for use at their residence. It is understood that the Employer shall replace all items which are damaged or worn out due to nonnal wear and 
tear. 
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7.9. 

7.8.2. Co1Tections Officers shall be issued and shall wear a protective/ballistic vest while on duty. The protective/ballistic vest shall 
meet or exceed the minimum requirements set forth in the National Institute of Justice standards. Protective/ballistic vests shall be 
reconditioned and/or replaced based upon the manufacturer's recommendations. 

7.8.3 At the Sheriffs discretion, the employer will provide designated employee county-issued cell phone(s). Use of the cell phone is 
governed by the Pacific County Internet, E-mail, Telephone and other Electronic Equipment and Media Use Policy. 

Longevity 

7.9.1. A regular or part-time employee shall be eligible to receive monthly longevity compensation in accordance with the following 
schedule at whichever rate is greater: 

Months of Service Monthly Percentage of 
Employee's Base Wage 

61 to 120 1.5% 
121 to 180 2.5% 
181 to 240 3.5% 
241 plus 4.5% 

7.10. Severance Pay 

7.10.1. An employee who is involuntarily laid off and subsequently agrees to terminate his or her employment within six (6) months of 
the lay-off date shall receive three (3) months of base salary plus longevity as severance pay. 

7.11.2. An employee who is involuntarily laid off and subsequently agrees to terminate his or her employment between seven (7) and 
twelve ( 12) months of the lay-off date shall receive two (2) months of base salary plus longevity as severance pay. 

7.10.3. An employee who is involuntarily laid off and subsequently agrees to terminate agrees to terminate his or her employment 
between thirteen ( 13) and eighteen ( 18) months of the lay-off date shall receive one (I) month of base salary plus longevity as severance 
pay. 

7.10.4. Acceptance of severance pay shall signal the fonnal tem1ination from the Pacific County Sheriffs Office. An employee 
tenninated for just cause shall not be eligible to receive severance pay. 

7.11. Special Skills and/or Qualifications 

7.11.1. Employees who possess or obtain special skills or qualifications which the She1iff determines to be beneficial to the Sheriffs 
Office may be afforded monthly supplemental compensation or an allowance. 

7.11.2. Foreign Language: Employees who are fluent in foreign languages and dialects common to the service area (i.e. Spanish, Laotian, 
Vietnamese, Cambodian, or Chinese) shall qualify for additional compensation equivalent to two percent (2%) of the employee's base 
salary for the initial language and one-half percent (0.5%) for additional languages up to a maximum of three and one half percent (3.5%). 

7.11.3. Post-Secondary Education: Employees who have attained or possess post-secondary education from an accredited college or 
university approved by the Sheriff will qualify for supplemental compensation. In order to qualify for the educational incentive, employees 
must provide the Sheriff copies of their diploma and/or transcripts showing completed hours. The amount to be afforded that employee 
shall be as follows: 

a) Those employees who have obtained an AA/AS degree from an accredited college or university, or the equivalent number of 
credits from a four year accredited institution approved by the Sheriff, shall qualify for an education incentive equivalent to two 
percent (2%) of the employee's base sala1y. The number of credits required to complete an Associate's degree will depend upon 
the state mandate and the program of study. Typically, this degree requires sixty (60) semester hours or ninety (90) quarter 
hours. 

b) Those employees who have obtained a BA/BS degree from an accredited college or university approved by the Sheriff shall 
qualify for an education incentive equivalent to four percent (4%) of the employee's base salary. 

c) Those employees who have obtained a MA/MS degree from an accredited college or university approved by the Sheriff shall 
qualify for an education incentive equivalent to six percent (6%) of the employee's base salary. 
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7.11.4 Special Assignment 

To better respond to the unique circumstances associated with the twenty four (24) hours per day operations of the Corrections 
and Communications Divisions, the Sheriff, or designee, is allowed to specially assign certain tasks to an individual employee(s) that are 
related in nature, but supplemental to the employee's(s') regular duties. If an employee(s) is so specially assigned, the employee shall 
receive additional compensation as follows: 

a) Three percent (3%) of base salary for an employee assigned as GIS Specialist. 

b) Three percent (3%) of base salary for an employee assigned as Spillman Specialist. 

c) Three percent (3%) of base salary for employee assigned as Tenninal Agency Coordinator (Communications Division) 
except when assigned as Shift Lead or Communications Supervisor. 

d) Three percent (3%) of base salaiy for employee assigned as Protection Order/Warrant Entry Specialist. The employee 
assigned as Protection Order/Warrant Entry Specialist shall receive this compensation for the entire shift when perfonning 
said duties. This compensation is only for time spent entering the orders, not for checking/proofreading orders that have 
been previously entered. 

e) Seven percent (7%) of base salary for "Shift Lead". When there is no one assigned as Communications Supervisor, this 
specialty pay is increased to Ten percent (10%) of base salary. 

f) One dollar and fifty cents ($1.50) per hour for the OJT, while so engaged in this capacity, except when assigned as Shift 
Lead or Communications Supervisor. 

g) Field Training Officer (FTO) for Corrections: An employee assigned by management duties ofFTO shall qualify for special 
assignment compensation equivalent to three percent (3%) of the employee's base salary for hours working in this capacity. 
With the understanding that any part of a week shall qualify for one (I) week FTO pay and any assignment longer than one 
( 1) week shall qualify the employee for one ( 1) month FTO pay. 

h) Training Instructor/Coordinator for Corrections and Dispatch: Employee shall qualify for special assignment compensation 
equivalent to five percent (5%) for hours spent providing approved training or other approved activities directly related to 
training, while so engaged on an hourly basis. 

i) Jail Cook-Working Split Shift-For Jail Cook(s) working split shift specialty pay in the amount of seventy dollars ($70) per 
calendar month will be provided. For cooks working a split shift and working less than full time (temp, casual or part time) 
the specialty pay will be pro-rated to a daily rate. The daily rate is two dollars and thirty cents ($2.30) per day 
($70 x 12 months=$840/365 days=$2.30 per day. 

7.11.5 The supplemental duties and responsibilities of the special assignment shall be furnished to the employee(s) in writing before, 
or at the time, an assignment is made. The employee(s) shall be responsible for fulfilling the supplemental duties and responsibilities of 
the special assignment. 

7.11.6 The removal of the special assignment(s) made under this section shall be at the sole discretion of the Sheriff or his/her 
designee. Any such special assignment removal action is not subject to the grievance procedure set forth in this Agreement. 

7.12. Civil, District, & Superior Court 

7.12.1. An employee required to attend a court hearing or proceeding emanating from the performance of the official duties of the 
employee shall be paid at one and one-half (1.5) times his or her regular hourly rate of pay with a minimum of two (2) hours. For an 
employee required to attend court on his or her scheduled day off, the minimum shall be increased to three (3) hours. 

7.12.2. The t\vo (2) hour minimum only applies when an employee is attending and/or participating in couit related activities outside the 
employee's regularly scheduled hours of work. The two (2) hour minimum does not apply when an employee attends and/or participates in 
court related activities during the employee's regular scheduled hours of work. 

8. WAGES 

8.1. Employee Classifications & Salary Ranges 
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8.1.1. The employee classifications and salary schedules shall be attached to this agreement as an appendix. 

8.1 .2. An employee who is promoted to a higher paying job classification shall not suffer a reduction of wages due to the advancement 
and shall be placed in the new range at a step which constitutes at least a ten percent (10%) base wage increase; however, the increase shall 
not be greater than the top step of the assigned salary range. 

8.1.3. An employee, within his or her respective classification, shall advance through the pay steps on their employment and/or 
reclassification anniversary date in accordance with the schedule's designated time frame unless modified by another section of the 
Agreement. 

(a) For employees hired after January I, 2017, if an employee's date of hire is from the first ( I st) through the fifteenth day ( I 5'h) 
of the month, step increases. longevity, and leave accrual adjustments shall be effective the first ( I ") day of the month. For employees 
hired from the sixteenth ( l 61h) day of the month through the last day of the month, step increases, longevity, and leave accrual adjustments 
shall be effective the first ( I") day of the subsequent month. 

8.1.4. Hourly rates of pay wil I only be instituted for the purpose of computing wages and do not modify any existing contract language 
regarding the hours of work. 

8.1.5. The Sheriff shall have the authority to start a newly hired employee, depending upon his or her qualifications, commensurate 
with those qualifications and in accordance with the Employer policy. 

8.1.6. An employee, working in the Correction facility, shall be provided, upon request, the same breakfast, lunch and dinner meals 
prepared for the inmates at approximately the time as served to the inmates; provided that no employee shall receive more than one ( 1) 
meal per standard work shift. An employee receiving this benefit agrees to forfeit his or her meal period compensation as provided for in 
Section 6.3. 

8.2. Pay Day 

8.2.1. PAY METHOD AND DA TE: The salary of employees represented by this Agreement for services rendered for a 
given month will be paid via electronic direct deposit to the employee(s). If there is an unforeseen incident out of 
the employer's control, the deposit will be made within three (3) to five (5) working days. Prior to implementation 
of a new pay date, the parties shall meet and bargain the impacts of this change in pay date. 

Effective January 2021, pay dates will be changed to the 121
h of each month, with a draw of up to fifty percent 

(50%) of pay on the 261h of each month. 
• Employees will be paid on December 31, 2020 per current schedule. 
• On January 15, 2021 , employees may take a draw, and lag payroll for December 2019 will be paid. 

o There will be no draw on January 26, 2021 - draw is allowed early on January 15, 2021. 
• For one time only, in the first pay period of fiscal year 2021, an employee may "cash out" a maximum of 

eighty (80) hours of aggregated (annual and/or paid sick) leave, with the following conditions: 
o A maximum of forty ( 40) hours of paid sick leave may be used, so long as the employee retains at 

least forty ( 40) hours of paid sick leave in their battle. 
o A maximum of eighty (80) hours of annual leave may be used, so long as the maximum 

aggregated (annual + paid sick) leave being cashed out does not exceed eighty (80) hours 
• For example, if the employee chooses to cash out the maximum allowable forty (40) 

hours of paid sick leave as outlined above, the maximum amount of allowable annual 
leave that may be used will be forty (40) hours, giving the employee a grand total of 
eighty (80) hours of aggregated leave. 

• Leave cash out would be paid on the last working day of January 2021 . 
• On February 12, 2021, employees will be paid for the month of January. 
• On February 26, 2021, employees may take a draw of up to fifty percent (50%) of their pay. 

Change in pay date is contingent on agreement by other collective bargaining units, management and elected 
officials. 

Pacific County Sherifrs Office (Non-Commissioned & Non-Law Enforce ment Officers) 
2020-2021 
Collective Bargaining Agreement 13 



9. SENlORITY 

9.1. Vested Tenure 

9.2. 

9.1.1. Seniority shall be equa l to the employee's length of continuous service with the Employer beginning with the date the employee 
is eligible for bargaining unit representation, however an employee, excluding a casual employee, who changes from one job classification 
to another shall retain their orig inal date of hire for benefit accrnal purposes only and shall obtain a new seniority date beginning with the 
first date of service in the new classification. Such seniority and benefit accrual dates shall be reflected in an appendix. Completion of the 
employee's probationary period shall signal the vesting of seniority rights and the application of same under this Agreement. 

9.1.2. An employee on an authorized leave of absence of six (6) months or less shall have no seniority adjustment. An employee on a 
leave of absence of more than six (6) months shall have his/her respective seniority date adjusted to equal the duration of the leave of 
absence. 

9.1.3. Vacant full-time positions which may become available during the tenn of this Agreement shall be filled by the most senior 
eligible prut-time employee, provided the position available is within the same Civil Service job classification. 

Reduction in Force 

9.2.1. The Employer retains the right to lay-off or reduce the number of work hours of employees during the tenn of this Agreement 
due to budgetary constraints. In the event a lay-off takes place the following guidelines shall be utilized: 

a) The affected employee(s) shall be provided with sixty (60) calendar days advance written notice of the pending layoff or 
reduction in hours. 

b) Within the affected divisions, emergency and temporary employees shall be laid off prior to the lay-off of regular full-time or 
part-time employees. 

c) An employee recalled from layoff shall not have his or her seniority date adjusted; however, probationary employees shall not 
have time on layoff credited towards such employee's designated probationary period. 

d) Individuals participating in any State or Federal retraining program shall not be permitted to continue training and/or working 
with the Employer when a bargaining uni t employee is on active lay-off status. 

e) An employee shall be pennitted to remain on active lay-off status for not more than eighteen ( 18) consecutive months. If an 
employee is not recalled from lay-off status within his or her eighteen (I 8) consecutive months, the employment relationship with the 
Pacific County Sheriff's Office shall be tenninated. Such employee shall no longer be eligible for recall under the provisions of this 
Agreement. 

t) An employee shall be laid off in reverse order of seniority within his or her division assignment as set forth in Section 9.2.5. An 
employee laid-off shall be recalled to his or her division and classification in reverse order of his or her lay-off, i.e., last laid off, first 
to be recalled. All available work within an employee's classification shall be offered to the most senior employee working less than 
full-time, then to the most senior employee on lay off status prior to offering the work and/or increase in hours to non-bargaining unit 
personnel. 

9.2.2. An employee who voluntarily waives his or her seniority rights during the course of a lay-off and accepts a layoff outside of 
proper seniority application shall have no right to request an early return to work whereby such return would negatively impact another 
employee. An employee's seniority rights shall not be fully restored until such time that they are officially recalled from lay-off status. 

9.2.3. An employee on layoff status shall be given priority consideration for placement in other classifications which become or are 
open during a pe1iod of layoff, provided he or she is both qualified per civil service standards and testing and eligible to fill the vacant 
position. This provision is not intended to circumvent an employee's recall to the classification from which he or she was laid off. 

9.2.4. Hours Reduction: The Sheriff shall have the authority to reduce the hours of the most junior employee within each division by 
classification such that the j unior employee may be scheduled to work less than forty (40) hours per week. Further, the junior employee 
within their specific classification may be avai lable on an unscheduled basis to work unfilled shifts or half shifts in his or her work area, or 
any work area the junior employee is both qualified and eligible to work. Said employee may, for good cause, refuse to work the 
unscheduled shift; at which point, the Sheriff, after offering the unscheduled work shift to senior bargaining unit member(s), may utilize a 
non-bargaining unit member to fill the vacant shift(s). The Sheriff shall ensure that all available bargaining unit work is offered to 
qualified individuals within the bargaining uni t, provided that once a vacant shift is offered to a non-bargaining uni t person, that person 
shall be entitled to work the entire shift. 
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9.2.5. This Agreement' s recognized divis ions shall include the following classifications: 

Division Assignment: Employee Classifications 

Corrections Corrections Officer, Corrections Sergeant 
Food Services Cook 
C lerical A Clerk/Secretary 
Clerical B Civil Clerk 
Communications Telecommunicator, Communications Supervisor, 

Communications Clerk/Secretary 

9.2.6. TI1ese classifications are reflective of the classifications in existence at this time and are not intended to preclude newly created 
classifications. Additional classifications may require additions, deletions and/or modifications of the division assignment. 

10. EM PLOYMENT POLICIES 

10.1. Resignation 

10.1.1. An employee wishing to leave the Sheriff's service in good standing shall, at least two (2) weeks before leaving, file with the 
Sheriff a written statement containing the effective date of the resignation. The time limit of the resignation may be waived at the 
discretion of the Employer. The Employer shall forward a copy of the resignation to the personnel file of the employee. 

10.2. Legal Liability Protection 

10.2.1. Where the employee has acted in good fa ith and within the scope of employment and has not willfully or intentionally committed 
acts and omissions which are wrongful, the Employer shall provide legal representation for the employee and the employee's marital 
communi ty in any action filed against an individual employee for job related civil actions. If the above sentence applies, the employee and 
employee's marital community shall be held hannless for any expenses connected with the defense, settlement or monetary judgment 
arising from an action(s) filed. 

10.3. Training 

10.3.1. TI1e Sheriff shall be pennitted to conduct in-house training sessions and/or direct the attendance of an employee at such training 
session(s) or other school or training, and such employee shall attend any and all school and training sessions as directed by the Sheriff. 

10.3.2. The Sheriff or designee shall schedule each employee for a minimum of thirty two hours (32) hours of training, excluding 
fiream1s qualifications, annually. Such training shall be inclusive of in-house training as well as training taken outside of the department. 
The aforementioned minimum shall not be inclusive of travel time to and from such training. An employee attending any such training 
shall repo1t such training to the Sheriff's designated training officer. The thirty two (32) hour minimum may be restricted due to budgetary 
limitations and staffing levels. 

10.3.3. An employee attending Employer-mandated training sha ll be compensated at the employee's applicable rate of pay including time 
for an employee commuting to training outside the employee's nonnal portal to po1tal travel. 

10.3.4. The Sheriff shall pay for tuition or registration fees and reasonable expenses incurred incident to such mandated training 
attendance. 

10.3.5. Voluntary attendance at and travel to and from any non-required trammg courses for the purpose of individual career 
advancement or enhancement shall not be considered compensable work time in accordance with the Fair Labor Standards Act. Upon 
request of the employee, an educational reimbursement program is available with the Sheriff's advance approval. 

10.4. Policy and Procedure Manual 

I 0.4.1. The Employer has adopted LEXJPOL's standardized policies and procedures. The policies and procedures shall be readily 
available on the Department's computer system. Additional Departmental Policies and Procedures not covered by LEXIPOL shall be 
available in applicable worksites. 
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10.4.2. Such manual shall be readily accessible to the employees. Employees shall be permitted to make copies of any portion of such 
manual. An electronic version of the Departmental Polices and Procedure Manual shall also be accessible to a department employee from 
the department's computer system. It shall be the responsibility of the supervisors to insure that the manuals are kept up to date. The 
section supervisors shall also be required to insure that all employees within their assigned duty section are advised of policy updates or 
changes. An employee may be required by the Sheriff to acknowledge that he or she has read the manual in its entirety. 

10.4.3. All new policies and/or policy updates shall be provided to the employees impacted by such policy and the Union prior to 
implementation. 

10.4.4. The Sheriff recognizes that changes and/or modifications of policies which impact wages, hours or working conditions are 
mandatory subjects of bargaining. 

10.5. Use of Volunteers 

10.5.1. It is agreed that volunteers are only to be used to supplement the work force rather than supplant the work force unless such 
volunteer is duly certified by the Pacific County Civil Service Commission as a temporary or emergency appointment. 

10.6. Labor/Management Meetings 

10.6.1. Labor/management meetings may be held as needed upon the mutual agreement of the Employer and the Union. The purpose of 
such meetings is to facilitate communication between the Employer and the Union on matters relating to non-monetary collective issues 
and concerns affecting the Employer and the bargaining unit. 

10.6.2. These meetings are not intended to supplant or replace the grievance procedure, to circumvent the contract provision negotiations 
procedure, or to air individual employee concerns. 

10.6.3. Only the Union's Business Agent and two (2) bargaining unit members shall be present for the purpose of representation of the 
Union's position. No more than three (3) Employer representatives shall be present for representation of the Employer's position. 

10.7. Equipment 

10.7.1. The Employer agrees that every effort will be made to insure that all equipment and vehicles will be maintained to meet 
acceptable safety standards and that all vehicles shall be maintained in proper running order. An employee shall report defective 
equipment and/or vehicles to the Sheriff or designee as soon as practical after the defect is noted so that repairs may be promptly 
completed. 

10.8. Union - Employer Liaisons 

10.8.1. A Shop Steward shall be permitted to serve as a liaison between the Union and the Employer without reprimand, provided that 
such services do not unreasonably disrupt nonnal work schedules. The Shop Steward shall not suffer a loss of compensation for liaison 
services. 

10.8.2. The Shop Steward and two (2) other bargaining unit members shall be pennirted 10 participate in negotiations. The Shop 
Steward shall be pern1itted to participate in grievance hearings and Union meetings without the loss ofregular compensation. Employees 
directly involved in grievance hearings may do so without the loss of regular compensation. The Union shall strive to conduct its affairs 
with the least amount of impact to the Employer. 

10.9. Jury Duty 

10.9.1. When an employee is called upon for ju1y service in any municipal, county, state or federal court, said employee shall advise the 
Employer upon receipt of such notification. If taken from his or her work for such service, the employee shall be reimbursed as provided 
herein for any loss of wages while actually perfonning such service. The amount the employee is to be reimbursed shall not exceed the 
employee's regular rate of pay. In cases where an employee has not had adequate time off for rest due to serving on jury duty, the 
Employer will consider requests for sick, vacation or other accrued leave time off 
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10.10. Leave Transfer 

10.10.1. An employee may transfer accrued vacation leave in accordance with County Resolution No. 2004-032 to assist an employee 
who has suffered a medical or other emergency and has exhausted all of his or her accrued leave time. 

11. EMPLOYEE DISCIPLINE 

11.1. Purpose of Disciplinary Action 

11.1.l. All employees shall conduct themselves in a manner that will be consistent with established rules and regulations. Disciplinary 
action is not primarily intended to be punitive, but rather to infonn the employee of and to provide compliance with required improvements 
and to maintain the efficiency of day-to-day operations, and in keeping with sound principles of Employer - Employee relations in 
providing County services. 

11.2. Just Cause for Disciplinary Action 

11.2.1. Any disciplinary action including, but not limited to, suspension, demotion and tennination which is taken against an employee 
shall only be for just cause; provided, however, this provision shall not apply during an employee's probationary period, during which time 
the employment status shall be strictly "at will". 

11.3. Degree of Progressive Discipline 

11.3.1. The degree of discipline administered depends on the severity of the infraction. It is the responsibility of the Sheriff or designee 
to evaluate thoroughly the circumstances and facts as objectively as possible. There are several types of disciplinary actions which may be 
applied to discourage detrimental behavior or actions as set forth in Section 11.4. Unless expressly waived by the employee and Union a 
meeting shall be held between the Sheriff or designee and the employee prior to a decision being made on the appropriate discipline to be 
applied, if any. Provided that such disclosure is not precluded by State or Federal regulations, the Employer should notify the employee at 
the onset of a non-criminal investigation which may lead to disciplinary action even though the employee may not immediately be 
interviewed relative to the allegations. An employee has the right of Union representation at each step of the discipline procedure. 

11.3 .2. Disciplinary meetings regarding non-criminal allegations of misconduct or policy violations which may result in some fo1m of 
disciplina1y action being taken against an employee, excluding oral warnings shall be preceded by written notification to the employee at 
least seventy two (72) hours in advance of said meeting. The written notification shall advise the employee of: 1) the allegations which 
have been made; 2) the specific policies alleged to have been violated, if applicable; and 3) the employee's right to Union representation. 
The Sheriff or designee shall respond within seven (7) calendar days following the disciplinary meeting with his or her written decision on 
the matter. The detennination shall include whether the allegations were founded, unfounded or unsubstantiated, the reasons for his or her 
detennination, and his or her disposition of the issue at hand. 

11.3.3. Nothing within this provision shall be construed to limit the Employer's ability to impose administrative leave with regular 
compensation as a precursor to possible disciplinary action. 

11.3.4. Whenever possible, the Sheriff or designee agrees to con-ect, counsel or discipline an employee(s) in private. The results of an 
employee con-ection, counseling or discipline shall not be intentionally posted on Employer/employee bulletin boards or any other location 
that employees may have access to. 

1 l.4. Types of Discipline 

11.4.1. Oral Warning: This type of discipline should be used for infractions of relatively minor degree. The Sheriff or designee should 
at all times infonn the employee, in private, that it is an oral warning and that the employee is being given an opportunity to con-ect the 
infraction. If the infraction is not con-ected, the employee may be subject to more severe disciplinary measures. "Oral" warnings that are 
documented by the Employer for his/her personal reference shall not be placed in the employee's personnel file or provided to the 
employee, nor shall copies of such "personal" notations be distributed to other employees, unless required per RCW 42.56. If the County 
receives a request under the Act to inspect or copy the information and the County detennines that release of the infonnation is required by 
the Act, the County's sole obligation shal l be to notify the employee of the request and the date that such information will be released to the 
requestor unless the employee obtains a court order to enjoin the disclosure pursuant to RCW 42.56.540. If the employee fails to timely 
obtain a court order enjoining disclosure, the County will release the requested infonnation on the date specified. 

11.4.2. Written Warning: This form of discipline may be utilized by the Sheriff or designee in the event the employee disregards an oral 
warning or if the infraction is severe enough to wan-ant a written record in the employee's personnel file. Written warnings shall remain in 
the employee's personnel file for a maximum of e ighteen ( 18) months following the date of issuance. Following this eighteen ( 18) month 
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period, such written warning(s) shall be not be considered for further cumulative discipl inary action and shall be removed from the 
personnel file at the employee's request. 

11.4.3. Demotion: This form of discipline may be utilized when the employee's act ions or inactions have continued or reoccurred after 
being advised of misconduct, or failure, or after commission of a serious act of misconduct, or when unable to adequately perfonn the 
responsibilities of the position held. 

11.4.4. Suspension: This form of discipline may be utilized as a result of: 

a) A significant infraction; or 
b) A repeat violation after the employee has received a written warning and has not adequately improved or con·ected perfonnance. 

The original signed copy of the suspension notice will become part of the employee's permanent personnel file. A copy of such notice shall 
be provided to the employee. 

11.4.S. Discharge: This fonn of discipline results in tennination of employment. Prior to the tennination of an employee, the Sheriff 
must be certain of all facts influencing the decision to terminate and should be objective in the evaluation of the circumstances being 
considered. A pre-tennination hearing in which the employee is advised of the basis for discharge and provided an opportunity to respond 
to the allegations shall be conducted prior to a discharge. 

12. GRIEVANCE PROCEDURE 

12.1. Purpose 

12.1.1. The paities recognize that the most effective accomplishment of the work of the Sheriff requires prompt consideration and 
equitable adj ustment of employee grievances. It is the desire of the parties to adjust grievances informally whenever possible, and both 
management and employees are expected to make every effort to resolve problems as they arise. However, there may be instances where a 
grievance can be resolved only after a procedural review. Accordingly, the following procedures are established to process such disputes 
as fairly and expeditiously as possible. 

12.2. Grievance Definition 

12.2.1. A grievance shall be defined as a dispute which may arise from the misapplication and/or misinterpretation of the tenns and 
conditions of this Agreement. 

12.3. Procedure 

12.3.1 Initial Action: As soon as possible, but in no case later than fifteen (15) days after an employee has been made reasonably aware 
of a grieve able dispute, the employee shall submit a written summary of the grievance to the Union for detennination of merit. The 
employee may infonnally discuss the alleged grievance with the Sheriff prior to submitting it in writing to the Union. 

12.3.2. Union initiated grievances shall be submitted in w1iting directly to the Sheriff for resolution. 

12.3.3. Written Grievance to Sheriff: Upon the detennination of meiit by the Union or if the grievance is not infonnally resolved, the 
grievance shall be submitted to the Sheriff for resolution. The written grievance shall set forth the detailed facts concerning the nature of 
the grievance, contractual provisions allegedly violated, if applicable, and the relief sought. An investigation shall be conducted into the 
allegations, and the employee and the Union shall be notified of the Sheriff's decision, in writing, within a reasonable time period after 
actual receipt of the written grievance. Failure of the Sheriff to respond within a reasonable time period shall pem1it the Union to process 
the grievance to Section 12.4., Arbitration, if applicable. 

12.3.4. If the giievance is not resolved to the satisfaction of both parties, as set forth in the foregoing paragraphs, the grievance may be 
submitted to the Pacific County Civil Service Commission or to grievance arbitration as set forth in Section 12.4. unless the processing of 
such grievance is limited by Section 12.3.6. Tiie Union or the employee may uti lize one resolution process, but shall be prohibited from 
utilizing both processes for the same grievance. Nothing contained in this section shall be construed as to prevent a Civil Service appointed 
position from seeking resolution to a non-property loss disciplinary action in front of the Civil Service Commission without Union 
representation. 

12.3.5. Grievance mediation may be used as an alternative resolution process based upon mutual agreement of the Union and rhe Sheriff 
prior to proceeding to the fonnal resolution processes listed above. 
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12.3.6. Disciplinary action, other than property loss, (i.e. accrued sick leave or vacation debit, suspension, demotion, or discharge) shall 
not fmmediately proceed to arbitration or to a Civil Service Hearing if such grievance is not resolved with the Sheriff. Such action shall be 
held in abeyance and be subject to resolution by arbitration or the Civil Service Commission only if such prior discipline is being relied 
upon by the Sheriff in the case of a subsequent disciplinary action, in which case, the grievance which was held in abeyance will be 
adjudicated at the arbitration or Civil Service hearing prior to the adjudication of the discipline imposed. 

12.4. Arbitration 

12.4.1. A request for arbitration shall be in writing and shall be submitted to the other party within fifteen (15) calendar days following 
the date that final resolution is not reached or not responded to under the aforementioned grievance procedure. Said appeal shall identify 
the previously filed grievance and set forth the issue(s) which the moving pa1ty seeks to have arbitrated. 

12.4.2. The Public Employment Relations Commission shall be requested to provide a list of eleven (11) arbitrators from the Public 
Employment Relations Commission (PERC) or the Federal Mediation Conciliation Service (FMCS). The moving party shall complete the 
necessary paperwork required by PERC or FMCS for providing of a list of arbitrators. If a list is requested, the striking order shall be 
dete1mined by a coin flip. Striking shall continue until one arbitrator remains. 

12.4.3. The arbitrator shall be limited to detennining whether the Employer or the Union has violated, erroneously interpreted, or failed 
to apply properly the terms and conditions of the Agreement. The arbitrator shall have no power to destroy, change, delete from, add to or 
alter the tenns of th is Agreement. 

12.4.4. The arbitration hearing shall be convened as soon as possible after the appoinhnent or selection process is completed. PERC 
rules and regulations shall govern the hearing if a PERC assigned arbitrator is utilized. 

12.4.5. The pa1ties agree that the decision of the arbitrator shall be final and binding and implemented within thirty (30) calendar days 
following the rendering of the decision. 

12.4.6. Each party shall bear the cost of the preparation of its own case. 

12.5. General Grievance Provisions 

12.5.1. The tenn "employee" as used in th is provision shall mean an individual employee, or group of employees, accompanied by a 
Union representative. 

12.5.2. A Union representative and/or an aggrieved patty shall be granted time off, without loss of pay, to process a formal grievance 
after the written grievance has been submitted to the Sheriff; however, consideration should be given for the lost time that the Employer is 
required to bear to process the grievance. Preparation and filing of a written grievance shall be completed on the Union Representative's 
and/or employees' own time. Any investigations undertaken by the Union upon the work site shall be conducted so as not to disturb the 
work of other employees and only after advance notice to the Sheriff. 

12.5.3. Grievances on behalf of an individual employee may be initiated or pursued by the Union without the employee's consent when 
the lack of pursuit of the issue would adversely affect the rights ofother bargaining unit members. 

12.5.4. The time limits within which action must be taken or a decision made as specified in this procedure may be extended by mutual 
written consent of the parties involved. A statement of the duration of such extension of time must be signed by both parties. 

12.5.5. Any grievance shall be considered settled at the completion of any step if all parties are satisfied or if neither paity presents the 
matter to a higher authority within the prescribed period of time. 

13. SEVERABILITY 

13.1. Savings Clause 

13.1.1. If any provision of this Agreement should be held invalid by operation of law, or by any tribunal of competent jurisdiction, the 
balance of this Agreement shall continue in full force and effect. The provision held invalid shall be modified as required by law or by a 
tribunal of competent jurisdiction, or shall be re-negotiated for the purpose of an adequate replacement. 
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14. DURATION OF AGREEMENT 

14.1. This Agreement shall be deemed effective January I, 2020, and will continue in effect through December 31 , 2021. Specific 
provisions of this Agreement may be opened fo r further negotiations upon mutual written agreement of the parties to the Agreement. 

14.2. THIS AGREEl\olENT IS EXECUTED THIS 2611' day of December, 2019, by the authorized agents and representative of the 
parties hereto. 

BOARD OF COUNTY COMMISSlONERS 
PACIFIC COUNTY, WASHINGTON 

✓t!A//7£.lf 

Commissioner 

1ilr..# ¥ 
/µ/:~ 

PACIFIC COUNTY SHkRIFF 

Attest: 

l~~-----1,.J.,,LJ-~~/ ­
<::,,. 

TEAMSTERS LOCAL UNION NO. 252 

Approved As To Form: 
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15. APPENDfX A - WAGES 

IS.I. 2020 Salary Schedule 
The below listed salary schedule shall become effective January I , 2020 
(represents a five percent (5.0%) increase over 2019 wages) 

Position 1-12 Mo. 13-24 Mo. 25-36 Mo. 
Step I Step 2 Step3 

Corrections Sergeant $4,291 $4,436 $4,633 

Communications Supervisor* $3,924 $4,051 $4,191 

Corrections Officer $3,555 $3,673 $3,838 

Telecommunicator $3,412 $3,522 $3,644 

Civil Clerk $3,347 $3,459 $3,574 

Clerk/Secretary $3,134 $3,238 $3,347 

Jail Food Manager/Lead Cook $3,053 $3,147 $3,224 

Cook $2,576 $2,672 $2,747 

37-48 Mo. 49-60Mo. 60+ Mo. 
Step4 Step 5 Step 6 

$4,737 $4,891 $5,058 

$4,331 $4,476 $4,628 

$3,924 $4,056 $4,191 

$3,766 $3,892 $4,024 

$3,694 $3,820 $3,946 

$3,460 $3,574 $3,694 

$3,315 $3,411 $3,507 

$2,841 $2,934 $3,032 

*Communications Supervisor's monthly salary for each step is fifteen percent ( 15.0%) above the monthly salary of a Telecommunicator. 

15.2. 2021 Salary Schedule 
The below .listed salary schedule shall become effective January 1, 2021 
(represents a two (2%) percent increase over 2020 wages) 

Position 
1-12 Mo. 13-24 Mo. 25-36 Mo. 37-48 Mo. 49-60 Mo. 60+ Mo. 

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 

Corrections Sergeant $4,377 $4,525 $4,726 $4,832 $4,989 $5,160 

Communications Supervisor* $4,004 $4,132 $4,275 $4,419 $4,566 $4,721 

Corrections Officer $3,627 $3,747 $3,915 $4,003 $4,138 $4,275 

Telecommunicator $3,48 1 $3,593 $3,717 $3,842 $3,970 $4,105 

Civil Clerk $3,414 $3,529 $3,646 $3,768 $3,897 $4,025 

Clerk/Secretary $3,197 $3,303 $3,414 $3,530 $3,646 $3,768 

Jail Food Manager/Lead Cook $3,115 $3,2 10 $3,289 $3,382 $3,480 $3,578 

Cook $2,628 $2,726 $2,802 $2,898 $2,993 $3,093 

* Communications Supervisor's monthly salary for each step is fifteen percent (I 5.0%) above the monthly salary of a Telecommunicator. 
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16. APPENDIX B - Seniority Listing 

16.1. This seniority listing is reflective of an employee's original date of hire with the Employer in accordance with established Civil 
Service rules and regulations. In some cases an employee's "benefit accrual date" may be different than an employee's date of hire. This 
seniority list is limited to those employees employed by the Pacific County Sheriff's Office upon ratification of this Agreement and shall be 
updated in subsequent Agreements. 

16.2. TI1e "benefit accrual date" may not be util ized for any other purpose but to establish a date to compute certain benefit level accruals, 
e.g. vacation, longevity, etc. The "benefit accrual" date may not be utilized for layoff, recall, or bidding purposes within an employee's 
employment classification. 

16.3. This seniority listing includes employees of the Pacific County Sheriffs Office currently working in "appointed" non-union positions. 
The "appointed" employee's seniority dates remain unaffected by the duration of the appointment and are subject to application under the 
terms and conditions of this Agreement whenever their "appointment" is withdrawn by the Sheriff. 

Corrections 

Name Position Date of Hire Benefit Accrual Date 

Corey Flynn (a) Corrections Sergeant 05-01-2008 Same 

Sean Mark Patterson (b) Corrections Sergeant 06-01-2009 Same 
--- -

Tom G. Rutherford Corrections Officer 10-01-1990 Same 
-

Edward Heffernan, Jr. Corrections Officer 12-02-1996 Same - ,-
Lawrence Baker Corrections Officer 05-05- 1997 Same 

Dylan Turner Corrections Officer 07-05-2016 Same 
--- --

Shawn Fuller Corrections Officer 04-01-2019 Same 

Patricia Rojas Corrections Officer 05-07-2019 Same 

Nikolo Granato Corrections Officer l0-0 l -2019 Same 
- - - . 

Leanne Strozyk Corrections Officer I 0-01-2019 Same 

Devyn McCarty Corrections Officer 10-0 1-2019 Same 

(a) Corey Flynn originally hired on May I, 2008 as Co1Tections Officer; pro moted to Sergeant effective October I, 20 I 0. 

(b) Sean Mark Patterson originally hired on June I, 2009 as Corrections Officer; promoted to Sergeant effective January I, 2014. 

Food Services 

Name Position Date of Hire B enefit Accrual Date 

Terri Karnas (c) Food Services Manager/ Lead Cook 05-14-1992 Same 

Joy Zielesch (d) Cook 10-1 1-2016 Same 

Susan Westerback Cook (Casual) 04-25-2011 Same 

(c) Terri Karnas' Benefit Accrual Date established the same as her hire date even though she served in a casual status until May I, 1996. 

(d) Joy Zielesch originally hired on October 11, 2016 as Casual Cook; promoted to Cook effective September I, 2018. 
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Clerical A 

Name Position Date of Hire Benefit Accrual Date 

Marcelina Medina Clerk/Secretary 09-02-2015 Same 

Sheila Didion Clerk/Secretary 05-14-2019 Same 

Caitlin Ochoa (e) Communications Clerk/Secretary 10-01-2019 04-03-2016 

( e) Caitlin Ochoa originally hired on Apnl 3, 2019 as Telecommumcator; transferred to Commumcat1ons Clerk/Secretary effective 
October I , 2019. 

Clerical B 

Name Position Date of Hire Benefit Accrual Date 

EvaKanick Civil Clerk 03-23-2011 Same 

Hollie Billeci (f) Civil Clerk 10-01 -2014 03-08-2007 

(f) Hollie Billeci was hired as clerk/secretary on March 8, 2007 and promoted through civil service to civil clerk on October I, 2014. 

For purposes of seniority in the civil clerk classification, her date of hire will be the date of her promotion (October I, 2014). 

Her benefit accrual date remains her original date of hire (March 8, 2007). 

Communications 

Name Position Date of Hire Benefit Accrual Date 

Heidi Harvill (g) Communications Supervisor I 0-03-1999 Same 

Amber Rye Telecommunicator 10-04-2007 Same 

Jaime Souvenir Telecommunicator 05-19-2008 Same 

Jared Capps Telecommunicator 07-13-2009 Same 

Jamie Moseley Telecommunicator 08-03-2009 Same 

Janis Vanderpool Telecommunicator 12-13-2012 Same 

Vanessa Samplawski Telecommunicator 06-07-2015 Same 

Roberta Pulsifer Telecommunicator 06-07-2015 Same 

Mandy Hardy Telecommunicator 11-13-2016 Same 

Jamiee Boggs Telecommunicator 08-01 -2017 Same 

Caitlyn Mayfield Telecommunicator 02-01-2018 Same 

(g) Heidi Harvi ll hired on October 3, 1999 as Telecommunicator; promoted to Communications Supervisor effective February I , 2019. 
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