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This Agreement is made pursuant to the provisions of RCW 41.56 by and between the Board of County
Commissioners of Douglas County, hereinafter referred to as County, and Teamsters, Food Processing
Employees, Public Employees, Warehousemen and Helpers, Local No. 760, hereinafter referred to as
Union.

ARTICLE 1 - RECOGNITION

1.1 The County agrees to recognize the Union as the sole collective bargaining agent for the
Bargaining Unit composed of the following:

Included: All regular full-time employees of Transportation & Land Services in the Maintenance
Technicians, Spray Operators, Leadmen, Mechanics, Service Techs, and Facilities Maintenance
classifications. (Note: Facilities Maintenance |, Il, & Ill once vacated will be moved to AFSCME
bargaining unit).

Excluded: The County Administrator, County Engineer, Planning & Economic Development
Director, Assistant County Engineer, Facilities Maintenance Manager, County Surveyor,
Accounting Manager, Area Supervisors, Fleet Systems Manager, Development Services
Manager, Capital Programs Manager, Transportation Programs Manager, Sign Supervisor, these
positions are listed as covered in Teamsters ProTech CBA, section 1.1, and / or other Collective
Bargaining Agreements classifications and confidential employees as defined by RCW 41.56,
temporary employees and all other employees of the County.

ARTICLE 2 - PURPOSE

2.1 The purpose of this Agreement is to ensure true collective bargaining in respect to wages, hours
and working conditions, to promote and ensure harmonious relations, cooperation, understanding
between the County and its said employees, to encourage economy of operation, elimination of
waste, cleanliness of facilities, protection of County property, safety of employees, and to that end
the County pledges itself to give its employees considerate and courteous treatment, and the
employees in turn pledge themselves to render the County loyal and efficient service, and the
parties each agree to treat the other with proper courtesy and respect.

ARTICLE 3 - DISCRIMINATION

3.1 The provisions of this Agreement shall be applied equally to all employees in the Bargaining Unit
without discrimination as to age, sex, marital status, race, color, creed, national origin, genetic
information, political affiliation, or the presence of a sensory, mental, or physical handicap, unless
based upon a bona fide occupational qualification. The Union and the County shall share equally
the responsibility for applying this provision of the Agreement.

3.2  All references to gender (him, her, his, hers, etc.) in this Agreement shall be construed as the
employee(s).

3.3  The Union recognizes its responsibility as bargaining agent and agrees to represent all employees
in the Bargaining Unit without discrimination, interference, restraint, or coercion.

ARTICLE 4 - MANAGEMENT RIGHTS

4.1 All of the core management rights shall remain in the exclusive control of the County. It is
expressly agreed by the parties that such core management rights, powers, authority, and
functions shall be exercised by the County without having to bargain about the decision nor about
the effects of such decisions. Examples of such exclusive core management rights are as follows:
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4.1.1 The right to full and exclusive control, management, and operation of Transportation &
Land Services affairs.

4.1.2 The right to determine the scope of activities and services.
4.1.3 The right to determine the business to be transacted.

4.1.4 The right to determine the work to be performed, the hours of work and work schedules,
as well as the methods for efficient and productive performance of such work.

4.1.5 The right to determine the equipment to be used for any and all services.

4.1.6 The right to determine the number of employees per classification needed to perform
services and work.

4.1.7 The right to determine the processes and procedures to be used to carry out the work.
4.1.8 The right to fix the standards for work to be performed.

4.1.9 The right to hire, select and train employees the way the County deems best for the
organization.

4.1.10 The right to discipline employees by oral reprimand, written reprimand, suspension without
pay and discharge for just cause.

4.1.11 The right to assign employees to work sites, work locations and assignments.
4.1.12 The right to promote, demote, retire and transfer employees.
4.1.13 The right to determine the budget.

4.1.14 The right to mandate overtime when the County determines it is necessary to provide
services.

4.1.15 The right to lay off employees by classification when the County determines such action to
be necessary, provided that thirty (30) calendar days’ written notice to both the Union and
the affected employee.

4.1.16 The right to determine what constitutes an emergency and to determine any and all actions
necessary to provide services during such emergency.

4.1.17 The right to exclusive decision making authority regarding “light or limited duty” work
assignments after consulting with attending physician to make the following determinations
as outlined below:

a) If any “light or limited duty” work exists;

b) Duration of “light or limited duty” assignments.



4.2

4.3

4.4

4.5

4.6

5.1

5.2

5.3

The County and the Union agree that the above statement of management rights is for illustrative
purposes and shall not be construed as restrictive or interpreted so as to exclude those
prerogatives not mentioned which are inherent to management.

In matters not covered specifically and expressly within the Agreement, the County shall have the
full and unlimited right to make decisions in such areas, and such decisions shall not be subject
to the grievance procedure nor to any court or agency of competent jurisdiction.

It is expressly agreed by the parties that in the following cases, County management personnel
has the right to perform limited Bargaining Unit work:

4.41 For the purposes of training Bargaining Unit personnel;
4.4.2 After other reasonable and practicable options have been investigated and documented to
accomplish such tasks with Bargaining Unit personnel (e.g., use of full-time employees

temporarily transferring from one area to another or use of temporary employees).

4.4.3 For emergencies based on time constraints or budget requirements that would prevent
hiring additional workers.

4.4.4 Management personnel may not perform Bargaining Unit work for the sole purpose of
reducing or eliminating overtime.

Past Practices: If the County chooses to change past practice, the County shall provide seven
(7) calendar days notification, except in the event of an emergency (in which case practical notice
is advised), to the Union and shall provide the Union with an opportunity to negotiate the County’s
proposed change to past practice. The notification and opportunity to negotiate shall not impede
nor adversely affect the County’s right to implement changes(s) to past practices(s). The
notification to the Union will contain a proposed date for negotiation of the change with the Union
as well as the approximate date for implementation of the County’s change to past practices(s).

If an employee’s driver’s license/CDL is revoked or suspended for any reason and if the employee
does not have adequate accrued leave to cover time loss, it is at the sole discretion of the County
to determine on a case by case basis if other work, which may or may not be paid at the
employee’s present rate of pay, is available during this time period. “Other work” is defined as
work not requiring a valid driver’'s license/CDL. In the event that "other work" is offered, the
Employer will keep the Union informed of the change to the employment relationship. The
Employer’s decision is not a grievable issue.

ARTICLE 5 - UNION MANAGEMENT RELATIONS

All collective bargaining with respect to wages, hours, and working conditions shall be conducted
by authorized representatives of the Union and Board or their authorized representative.

Agreements reached between the parties to this Agreement shall become effective only when
signed by the Representative of Teamsters, Food Processing Employees, Public Employees,
Warehousemen and Helpers, Local No. 760, and the Board of County Commissioners.

On January 1 of each year, the Union shall submit to the Board of County Commissioners a written
list of Union Officers, Stewards and negotiating committee. The Board shall be notified of any
changes that occur during the year within one (1) week after such changes are made.



5.4

6.1

6.2

6.3

6.4

6.5

6.6

6.7

6.8

When possible, the employer will make every effort to notify the union thirty (30) calendar days in
advance of a RIF/Layoff notice

ARTICLE 6 - UNION MEMBERSHIP

Joining the Union: All employees in this bargaining unit have the right to voluntarily join the Union.
The Union as the Exclusive Bargaining Representative agrees to carry out its responsibilities
under RCW 41.56.080.

Questions About Union Membership: If an Employee has questions about Union membership, the
Employer will remain neutral and direct the employee to discuss this topic with a Union Staff
Representative. The Union’s Staff Representative shall address the employees’ inquiry as soon
as possible.

Signed Dues Deduction Authorization: Current union members and those who choose to pay
monthly dues via a signed payroll deduction authorization will have their dues deducted once each
month from their pay by the Employer. The signed payroll deduction authorization may be
submitted electronically or by paper in writing and must be presented to the Employer's Human
Resource Department. The deduction will begin in the payroll period after submission of the dues
deduction authorization card or as soon as administratively possible if not submitted with enough
time to make the next payroll period. If the Employee chooses to discontinue union membership
and payment of dues, said Employee must provide notification to the Union and the Employer.
Such discontinuance shall be effective in the next payroll period after notification. The Employer
is not a party to the authorization for payroll deduction as that is between the employee and the
Union.

Amounts Deducted: The amounts to be deducted shall be certified to the Employer by Teamsters
Local 760 and the aggregate deductions shall be remitted to Teamsters Local 760 together with
an itemized statement including the employee’s name, department, hours worked, monthly base
wage and the amount of union dues deducted, after such deductions are made. If an employee
terminates his/her employment on or before the 15" of the month, dues will not be deducted for
that month; if the termination is after the 15", dues will be deducted.

New Employee Orientation: These provisions shall be carried out in conformity with RCW
41.56.037. The Employer agrees to notify the Union Representative by email of any new
employee orientation date within a reasonable period of time. The Employer shall provide the
name of the employee, corresponding job title, and Department. A Union official shall be granted
up to thirty minutes to provide each new employee with a basic overview of the employees’ rights
and responsibilities regarding Union membership and dues authorizations.

Defense, Hold Harmless and Indemnification: The Union agrees to defend and hold harmless the
Employer from all claims, demands, lawsuits, orders or judgments, etc. brought or issued which
may arise from the Employer making a good faith effort to administer the provisions of this Article.

The County agrees that during working hours, on the County’s premises, Local Union
representatives shall be allowed to consult with the employee, his/her Representative or Local
Union Officers; provided that no conferences or meetings between the employees shall in any
way stop, hamper or obstruct normal flow of work.

No overtime or leave reimbursement will be given to Shop Stewards who attend bargaining
sessions.



6.9

6.10

6.11

6.12

7.1

7.2

7.3

7.4

7.5

7.6

i
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7.9

There shall be no soliciting of current employees for Union membership during working hours;
exception is Article 6.5. Any employee who does so shall be subject to disciplinary action.

County facilities, vehicles and equipment shall not be used for Union activities unless specifically
approved by the Administrator.

The County shall provide a bulletin board at each work site for purposes of posting Union notices
and materials authorized by Teamsters Local 760. Such bulletin boards shall be placed at
locations approved by the Administrator. The Administrator shall receive copies of all information
to be posted on the bulletin boards prior to posting. The Union shall not post political and/or any
other notices and materials which are critical of the County, management, employees and the
public. The Union postings shall be professional in nature and shall be on Union letterhead and
signed by the Union officials. There shall be no anonymous postings.

The Job Stewards shall be permitted reasonable time to investigate, present, and process
grievances, and perform incidental union business on County property without interruption to the
County’s operation. Upon mutual agreement, Stewards will be allowed to leave their work areas
to investigate and process grievances, and to perform such incidental Union business as
authorized by the Union.

ARTICLE 7 - DEFINITIONS

Anniversary Date means last date of entry into County service as adjusted by leave without pay
or break in service.

Department: section inside an organization dealing with a particular function and having a
specific responsibility (Roads, ER&R, Spray Operations, and Sign Shop).

Division: small unit within an organization with independent decision-making (Facilities and
Facilities Maintenance, Maintenance, Service Tech, Mechanics, Sign Shop Tech).

Employee means any person covered by the terms and conditions of this Agreement as
recognized in Article 1.

Regular Full-Time Employee is an employee who is regularly scheduled to work forty (40) hours
per week or two thousand eighty (2,080) hours per year, receives benefits and has successfully
completed a probationary period with no break in service.

Regular Part-Time Employee is an employee who is regularly scheduled to work less than forty
(40) hours per week but more than twenty (20) hours per week. Such employees are entitled to
pro-rated benefits.

Class: One or more positions sufficiently similar with respect to duties and responsibilities within
a range, as determined by Employer.

Classification: The assignment of an individual position to an appropriate class on the basis of the
work, as determined by the Employer.

Position means a group of duties and responsibilities normally assigned to an employee. Such
position may be filled or vacant, regular full-time or regular part-time.



7.10

7.11

7.12

713

7.14

7.15

7.16

717

7.18

Probationary Period for New Hire: A twelve (12) month trial period of employment following the
date of initial hiring. If the Employer determines that the employee is not satisfactorily fulfilling the
probationary period, the employee is subject to termination/discharge without just cause and
without any recourse to the grievance procedures.

Probationary Period for Existing County Employee Moving to Different Position and Different
Department: A twelve (12) month trial period of employment following the date beginning working
in a different position in a different department, with a different supervisor. If the Employer
determines that the employee is not satisfactorily fulfilling this probationary period, the employee
is subject to termination/discharge with just cause.

Promotion: When an employee is elevated from one class to a higher class having a higher pay
rate within the same division, with the same supervisor. The probationary period for promoted
employees is three (3) months. If the Employer determines that the employee is not satisfactorily
fulfilling this probationary period, the employee will be bumped back to their original position. If
the employee decides they cannot meet the requirements of the promoted position within the three
(3) month period, said employee has the option to bump back to their original position. The
Employer may determine that the employee is fulfilling the probationary period prior to the three
(3) month period, and the Employer may modify the employee's status from probationary to
regular employment status. If the Employer determines the employee is fulfilling the probationary
period prior to the three (3) month period, the Employer can proceed with filling the vacated
position immediately upon the employee being placed in regular employment status.

Lateral Transfer: an employee performing the same job in the same division in a new location
would have no bump-back option, and no probationary period.

Temporary Employee: is an employee who performs work during a peak work load which is cyclic
in nature, has an end in sight and normally lasts for less than six (6) consecutive months. For
temporary sign technicians, flaggers, and inspectors, the six (6) months may be extended to nine
(9) consecutive months. It is understood that temporary employees will not receive the full range
of benefits normally accruing to full-time employees. Any temporary sign technician, flagger, or
inspector who works for nine (9) consecutive months or maintenance employee who works for six
(6) consecutive months and returns to service after an approved layoff will, at the discretion of the
Administrator, be rehired as a full-time employee. Temporary employees are not covered by any
of the terms and conditions of this Agreement with the exception of this provision.

Crew: means the group of employees within a specific classification (e.g. mechanics) who perform
specific functions within a full-time classification such as all mechanics located in any of the three
(3) area locations being a crew.

Qualifications: in addition to those listed in each job description will be determined by the
supervisor and then finalized by the Administrator based on interview scores, application/resume,
disciplinary records, training history, overall experience, certifications, driving and accident
history, and annual performance evaluations. These standards will be applied consistently and
fairly and only if there is a question as to who is the most qualified employee in cases of new hires,
transfers, and position postings.

Working days: shall mean the regular and normal business days of Douglas County, which are
Monday through Friday excluding holidays

Work Week:

8s: Schedules working eight (8) hours, five (5) days a week,
8



8.1

9.1

10.1

10.2

10s:  Schedules working ten (10) hours, four (4) days a week.

Work week starts at midnight Saturday night to 11:59 pm the following Friday.

ARTICLE 8 - NO STRIKE, NO LOCKOUT

It is mutually agreed that neither the Union nor any employee(s) shall engage in any strikes,
picketing, sick outs, slowdowns, cessation of work or any other interference with the carrying out
of services and work. If the Union and/or employee(s) participate in any of these activities, said
employee(s) shall be subject to temporary replacement and disciplinary action up to and including
discharge. The County agrees not to engage in any lockouts.

ARTICLE 9 - NEGOTIATIONS

Either party to this Agreement may select for itself such negotiator or negotiators for purposes of
carrying on conferences and negotiations under the provisions of law, as such party may
determine. No consent from either party shall be required to name such negotiator or negotiators.

ARTICLE 10 — DISCIPLINE

Purpose of Discipline.

All disciplinary action shall only be for just cause; provided, however, this Article and any related
provisions in other Articles and Sections of this CBA shall not apply during an employee'’s
probationary period, during which time the employment status shall be strictly “at will” and the
employee is subject to discharge without just cause and without recourse to the grievance
procedure.

All employees shall conduct themselves in a manner that is consistent with established laws,
policies, procedures, work rules and regulations. All employees, regardless of status or length of
service, are required to meet and maintain County standards for job performance and behavior.
Minor disciplinary events are not primarily intended to be punitive, but rather to inform the
employee of, and provide time for compliance and/or improvement with established laws, policies,
procedures, work rules and regulations. However, in the case of serious misbehavior(s),
misconduct(s) and/or violation(s), of established laws, policies, procedures, work rules and
regulations, disciplinary actions may be applied punitively for the additional purpose of
discouraging such misbehavior(s), misconduct (s) and/or violation(s).

Progressive Discipline.

The Employer may discipline any employee for just cause. If the Employer has a reason to
discipline an employee, it shall take reasonable measures to carry out the discipline in a manner
which will least embarrass the employee if possible. The Employer shall have the right to
implement the following forms of discipline:

Oral reprimand.

Written reprimand; minimum of one year.

Delayed salary step increases.

Demotion.

Disciplinary transfers.

Suspension without pay; disciplinary action remains in personnel file for the same number

MmO Om e
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of years as the number of day(s) of suspension without pay. (Ex. 2 days suspension equals
2 years disciplinary letter remains in file; 3 days suspension equals 3 years disciplinary
letter remains in file, so on).

G. Discharge or termination.

The employer retains the discretion to deviate from the progressive discipline standard and apply
differing (including higher) levels of discipline (e.g. suspension without pay, demotion and/or
discharge) where there are serious misbehavior(s), misconduct(s) and/or violation(s) of
established laws, policies, procedures, work rules and regulations. In exercising this discretion to
deviate from progressive discipline, the Employer shall take into account the severity of the
misbehavior(s), misconduct(s) and/or violation(s) as well as any mitigating factors such as the
employee’s work record and performance. However, in some cases of serious misbehavior(s),
misconduct(s) and/or violation(s), there will be instances where work record and performance will
not mitigate the disciplinary action.

10.3 Investigation Process.

A. The Employer has the authority to determine the method of conducting investigations of
alleged employee misbehavior(s), misconduct(s) and/or violation(s) subject to the terms
and conditions set forth in this CBA.

B. If and when the Employer (or a consultant hired by the Employer) determines an interview
of an employee is necessary, the Employer may choose to document the interview. The
employee shall be allowed to review the document and shall sign the statement indicating
they have seen the statement but the signing shall not constitute an agreement as to the
truth or validity of its contents.

C. At the conclusion of the investigation, the employee who is the subject of an investigation
shall, upon request, receive a copy of the investigation. The copy will be redacted as
required by applicable law (e.g., whistleblower, harassment, hostile work environment
investigations.)

10.4 Work Assignment.

An employee accused of misbehavior(s), misconduct(s) and/or violation(s) will not be removed
from his/her existing work assignment during the period of an investigation unless the Employer
determines the employee’s presence would have an adverse impact on work performance,
efficiency or productivity or the Employer has a reasonable belief that there are safety/security
concerns.

10.5 Investigatory Interview.

A. The Employer is not obligated to conduct an interview of an employee suspected of
misbehavior(s), misconduct(s) and/or violation(s). If the Employer does elect to conduct an
investigatory interview which could potentially result in disciplinary action, the Employer will
inform the employee of the nature of the allegation(s) before the interview. Upon request, an
employee has the right to a Union Representative at an investigatory interview called by the
Employer, if the employee reasonably believes discipline could result. If an employee requests
a Union Representative, the Employer will not schedule the interview until at least seven (7)
calendar days except for exigent circumstances after the employee is informed so that the
employee may contact the Union Representative of his/her choice to be present at the
interview. However, if the requested representative is not reasonably available, the employee
must select another representative who is timely available. Employees seeking representation
are responsible for contacting their own representative. The role of the representative is to
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provide assistance and counsel to the employee. The representative shall not answer for the
employee.

B. Employees have a duty to fully cooperate with an Employer’s investigation and to answer all
relevant and material questions which relate to the employee’s alleged misbehavior(s),
misconduct(s), violation(s). Except as modified by this CBA, employees retain the rights
afforded to them by the Constitution of the United States and the State of Washington.
Employees will answer all questions fully and honestly.

C. If the misbehavior(s), misconduct(s) and/or violation(s) could result in felony criminal charges
and an Employer requires the employee to fully answer questions, the employee will be
provided his/her Garrity rights. If the misbehavior(s), misconduct(s) and/or violation(s) could
result in felony criminal charges and the employee is provided his/her Garrity and the
employee refuses to answer any questions relating to the misbehavior(s), misconduct(s),
violation(s), the employee will be subject to immediate discharge of employment.

10.6 Pre-Disciplinary Action Meeting (Loudermill Meeting).

After the completion of an investigation and prior to imposing discipline, except for verbal and
written reprimands, the Employer will inform in writing the employee of the reasons for the
contemplated discipline at least three (3) working days prior to an Employer established pre-
disciplinary action meeting and provide a copy of the investigation report, if not already provided.
Upon request, an employee may have a Union representative in attendance at a pre-disciplinary
action meeting, if held. Employees seeking representation are responsible for contacting their own
representative. The role of the representative is to provide assistance and counsel to the
employee. The employee will be provided an opportunity to respond to questions and to make
statements at the pre-disciplinary action meeting.

10.7 Grievance Processing.

11.1

All disciplinary actions, except for documented verbal reprimands, are subject to the grievance
procedure set forth in Article 11.

ARTICLE 11 - GRIEVANCE PROCEDURE

A grievance is defined as any dispute involving the interpretation, application or alleged violation
of any provision of this Agreement.

STEP 1 - Within fifteen (15) calendar days from its occurrence, or the date on which the employee
first became aware of it, the aggrieved employee shall first submit the complaint in writing to the
employee's non-union supervisor. If the matter is resolved through informal discussion, no further
action shall be taken. If the employee fails to discuss the matter within fifteen (15) calendar days
from the date of the occurrence, the grievance shall be waived and forever lost. The non-union
supervisor shall have up to thirty (30) calendar days or fifteen (15) calendar days in cases of
termination in which to either answer grievance in writing or refer the grievance to Step 2 to be
answered by the Administrator.

STEP 2 - If the matter is not resolved at STEP 1, it shall be submitted by the employee in writing
on a Union-approved grievance form to the Administrator along with a statement containing the
circumstances giving rise to the grievance, the article(s) allegedly violated, and the specific
remedy requested. Submission of such employee's written grievance must be presented to the
Administrator within thirty (30) calendar days or fifteen (15) calendar days in cases of termination
of the response from the non-union supervisor at STEP 1 of this process. The grievance form
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12.2

must be initialed by a Steward or Bargaining Unit Representative prior to being sent to the
Administrator. If the employee fails to timely submit the written grievance, then said grievance
shall be forever waived and lost. The Administrator shall have up to thirty (30) calendar days in
which to render any answer in writing.

STEP 3 - If the grievance is not resolved at STEP 2, the Union or the Employer may submit the
grievance to arbitration. The party submitting the grievance to arbitration must notify the other
party, in writing, within thirty (30) calendar days of the decision issued at Step 2 or the grievance
is forever waived and lost. Submission to arbitration by the Union or the Employer shall be in
accordance with 11.2 below.

If the parties cannot mutually agree on an arbitrator, either party may request PERC to provide a
list of eleven (11) arbitrators from which the parties may alternately strike one (1) person from the
list until only one name remains, who shall be the arbitrator.

The arbitrator shall not have jurisdiction nor authority to add to, detract from, or alter in any way
the provisions of this Agreement. Any decisions within the jurisdiction and authority of the
arbitrator shall be final and binding upon the parties. The expenses and fees incident to the
services of the arbitrator shall be equally shared by the County and the Union. Each party shall
be responsible for their own attorney’s fees, costs, and expenses. If either party wants a court
reporter present for a verbatim record, both parties shall equally share the fees of the reporter for
reporting, transcribing, and copying the record.

Nothing in this Grievance Procedure shall prevent the aggrieved employee from presenting the
grievance at STEP 2, and have such grievance adjusted without the intervention of the exclusive
Bargaining Representative, if the adjustment is not inconsistent with the terms of the Collective
Bargaining Agreement then in effect, and if the exclusive bargaining representative has been
given the opportunity to be present at any initial meeting called for the resolution of such
grievance.

Grievances must be presented within the time frames provided; otherwise the Union, the County
and the employee agree that the grievance is forever waived.

ARTICLE 12 - SENIORITY

Seniority shall mean an employee's continuous length of service within the Transportation & Land
Services from the last date of hire except in the case of layoffs as provided below. Seniority shall
not apply until the employee has completed the probationary period as defined in ARTICLE 7 -
DEFINITIONS. Upon satisfactory completion of the probationary period, the employee shall be
credited with seniority from the most recent date of hire except in the case of layoffs as provided
below. All employees will be classified as regular employees upon completion of their probationary
period and will receive wages, benefits and working conditions as set forth in this agreement.

The Employer has the exclusive right to determine whether a layoff is necessary. In addition, the
Employer has the exclusive right to determine, in a layoff situation, which classification(s) will be
affected by the layoff. The layoff within a classification may be based on the least senior employee
within the affected classification being the first laid off unless the Administrator determines that a
junior employee is more qualified based on the criteria in section 7.9. If the Administrator
determines (in case of a layoff by classification) that position such as Spray Operator, Leadperson,
or any other position(s) requiring a special certification or license and is critical to the operation of
the department, then seniority shall not be applicable when determining layoff order.
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12.2.1 Displaced employees within an affected classification who have seniority in a lesser
classification may exercise their seniority if they have prior experience in the lesser
classification and if they are presently qualified and have the required skills, abilities,
experience, performance and quality of work to perform the work as determined by the
Administrator to perform the work in that lesser classification. If the Administrator
determines that a junior employee in the lesser classification is more qualified based on
the criteria in Section 7.16 then the Administrator has the right to keep the less senior
employee and lay off the more senior employee.

12.2.2 Those employees displaced as a result of the above layoff procedures will be placed on a
recall list for a period not to exceed twelve (12) months.

12.2.3 If the Employer decides to re-hire, employees who are on the recall list may be re-hired if
the recall is within twelve (12) months of the layoff and provided they have kept their
necessary training, certifications and other job requirements current as well as taking into
consideration the provisions of section 7.16.

During the probationary period a new employee:

a) Will not have seniority or other job rights or benefits; unless an employee is a current
employee who transferred or promoted to a substantially different position then the
seniority date of hire will remain the same date as the original date of hire.

b) May be laid off or terminated at the discretion of the County;

c) May be evaluated by the appropriate department head or supervisor to determine
proficiency for the job.

An employee's continuous service record shall be broken by voluntary retirement, resignation,
layoff for a period of twelve (12) months, discharge for just cause, if the employee fails to show
up for work without an excused absence for three (3) days, or if the employee fails to return to
work within five (5) calendar days after being notified to return to work and does not present a
satisfactory excuse. During a layoff period an employee will not accrue seniority or other benefits,
however, if the employee is recalled within twelve (12) months, the employee will not lose seniority
accrued before layoff but will be placed at the pay level and step reflective of actual time on the
job not including the layoff period.

Any employee who has refused a position shall not have the right to displace the holder of said
position.

Seniority will be given consideration in day-to-day job assignments.

ARTICLE 13- JOB POSTING

When a regular position opens in a job classification covered by this Agreement, it shall be posted
in all shops/offices for forty (40) working hours and emailed to the Union Business Representative
and Shop Stewards prior to being posted to the public, unless otherwise approved by Union
Business Representative. All regular employees covered by this Agreement shall be eligible to
apply by submitting an application and resume. The Department Supervisor, after consulting with
the Administrator, shall select the employee and/or applicant to be awarded the vacancy and, in
doing so, shall first give consideration to senior employees who meet the qualifications based on
section 7.16 regarding the position. The Administrator’s decision shall be final and binding. For
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transfer positions an employee may sign the job description stating their interest. No application
or resume is required for transfers.

EXCEPTION: Leadman job postings are excluded from County-wide posting requirements. Only
employees working in the affected area are eligible to apply for leadman postings.

The Employer has the right to select any of the following options for filling an open position:

13.2.1 Employer has the right to approve a request for a lateral transfer from another employee
within the same job classification.

13.2.2 Employer has the right to select an employee in another job classification, in the affected
area if the employee meets the qualifications outlined in section 7.16 for the position.

13.2.3 Employer has the right to select an employee in other job classifications, in other areas if
the employee meets the qualifications outlined in section 7.16 for the position.

13.2.4 Employer has the right to select an employee by recruiting applicants from the public who
meet the requirements for the position provided that existing qualified employees with
seniority are guaranteed an interview and given due consideration.

The immediate supervisor in each area and the Administrator have the right to refuse an employee
a transfer from one area to another based on the operational need of that area and shall not
include any favoritism or otherwise disparate treatment.

If, at any time after a position has been posted, advertised and filled, any further vacancy that
occurs in the position posted or a similar position within six (6) months of the posting, the Employer
shall post in-house for forty (40) hours first and if no one applies, then the County shall pull from
the original application pool within the 6-month period.

In the event an employee accepts a job bid to a new classification (e.g. maintenance to
engineering) and, in spite of conscientious effort, fails to meet job standards or decides he/she
does not want to continue in the position within a three (3) month trial period, the employee will
revert to his/her former position without prejudice on the part of either party. The employee has
the right to waive, in writing, the entire three (3) months or shorten the bump-back timeframe. The
Employer also has the ability to bump back the employee into their original position within a three
(3) month trial period.

However, an employee who transfers from one area to another area within the same job
classification is not eligible for the three (3) months bump-back procedures above.

An employee who is on Disability Leave (L&l) due to an on-the-job injury is eligible to apply for a
position transfer or upgrade prior to being released for work by his / her physician; provided,
however, he / she is released without restrictions and capable of filling the position within thirty
(30) days of the date the position is awarded.

In the event of a newly created position or a reclassification request within the Agreement, the
County shall provide written notice to the Union concerning the proposed rate of pay and the
rationale for the new position or reclassification fourteen (14) calendar days prior to posting the
position.
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When an open position in the Agreement is posted for an extended period of time and there is a
lack of qualified applicants the Employer may seek a reclassification of the position for a market
analysis adjustment. The County will notify the Union of the proposed rate of pay and rationale for
the market reclassification, in which the union has fourteen (14) calendar days to comment. Then
the market reclassification will proceed to the Personnel Committee for review and
recommendation to the Board of Commissioners.

ARTICLE 14 - HOURS OF WORK, OVERTIME

The normal workday shall be eight (8) consecutive hours or ten (10) consecutive hours excluding
meal periods. The normal workweek shall be forty (40) consecutive hours Monday through Friday.
A four (4) day, ten (10) hour day work week may be instituted by the County for a department or
individual where its application would be more congruent with County operations.

A two (2) week notice shall precede changes in work schedule. However, unusual/emergency
circumstances may require shorter notice.

The normal working day shall start at the local crew headquarters and shall end at the local crew
headquarters. That is not to say the crew headquarters cannot change periodically due to
workload or project needs. Example; Area 3 is in need of additional paving crew. Area 1 Crew will
begin the day at Area 1 headquarters and transport to Area 3 in Employer vehicle/equipment.

Work in excess of eight (8) hours per day, ten (10) hours per day, or forty (40) hours per week is
payable at the time and one-half (1 1/2) rate. Overtime must have prior approval.

A Call-out is defined as a request by the Employer for an employee to report back to work for an
unforeseen task, either prior to the start of the regular shift, or after the employee has completed
their regular shift and left work. Employee Call-out shall be granted three (3) hours of Call-out pay
at time and one-half (1 72) plus time worked at time and one-half (1 ’2) Reference Appendix C for
examples.

14.5.1 Winter Operations Call-out
During winter season operations (November 15t through April 15!), each Area Supervisor
will monitor weather forecasts and provide as much notice as possible prior to the end of
the shift for the next day’s shift in the event that schedules need to be modified for snow
removal or inclement weather.

14.5.2 Voluntary Overtime:
During spring, summer and fall the employer may offer voluntary overtime in order to
complete necessary projects. Employees who agree to voluntary overtime will only receive
overtime in accordance to Article 14.6 and Article 16.2. In the event of voluntary overtime,
employees will not be eligible for Call-out pay.

If a regular full-time employee is placed on an hourly status vs. a monthly salary as per Article
16.2, that employee may only be eligible for compensatory time or overtime if the employee has
worked more than forty (40) hours in a seven (7) day consecutive work week. See Article 16.2.

In the event of layoff during the work week, the employee shall be paid for those hours worked.
Thirty (30) calendar days’ notice of a layoff shall be given except in unusual circumstances as
determined by Management. If the County determines that unusual circumstances exist, then the
County will provide as much notice as is permissible under the circumstances.
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Adjustments in the normal working hours of the employees for the convenience of the County
shall not be construed to be in conflict with this Agreement.

It is intended that overtime be distributed among employees reasonably consistent giving
considerations to qualifications, availability and location.

Compensatory Time - In lieu of overtime payments, when requested by an employee,
compensatory time off at a one and one-half (1 1/2) to one (1) basis may be granted at the
supervisor’s discretion if the work load allows the taking off of such time without restricting the
County’s ability to meet necessary work requirements. Compensatory Time must have prior
approval, the same manner as overtime (Ref. 14.4).

14.9.1 Supervisors may deny the accrual of compensatory time during the months of May through
September based on work load and the availability of personnel to fulfill necessary crew
sizes, as determined by the Employer.

The maximum compensatory hours that may be accumulated at any one time is eighty (80) hours,
after which time the employee will not be allowed to accrue additional compensatory time until the
accumulated hours drop below the eighty (80) hour limit. Overtime is the only option if or when
the employee’s compensatory balance reaches the maximum eighty (80) hours.

As of November 30th of each year, an employee’s compensatory balance must be reduced or
scheduled to be reduced to zero (0) hours. Employees may schedule compensatory time through
November 30" or choose to receive a cash buyout by November 30th. Buyouts will be applied on
December 5™ payroll.

a) Use of compensatory leave shall be in compliance with section 14.12.

b) No compensatory time is to be accrued between October 31t and November 30" for
employees that are maxed out in comp time.

The use of compensatory time leave will be subject to the same rules and procedures as any

other leave, for example:

a) Written request for leave authorization must be submitted at least 3 days prior to the
absence;

b) Leave must be approved by the employee’s supervisor prior to using it;

c) The employee must get their supervisor's approval to work the additional time before
working it.

Compensatory time must be used in the following manner: One half (1/2) hour minimum.

Compensatory time may be used in place of annual leave or sick leave. In this case, employees
may combine different kinds of leave to total any amount necessary over one (1) hour, e.g., four
(4) hours of annual leave and four (4) hours of compensatory time to equal eight (8) hours of
leave.

Accrued compensatory time shall be used before annual leave. Compensatory time may be used

in the month accrued. If leave requested is more than earned available compensatory time then
annual leave will be applied.
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14.16 All employees' work schedules shall provide for a fifteen (15) minute rest period during each one-

14.17

15.1

15.2

half (1/2) shift. The rest period shall be scheduled at the middle of each one-half (1/2) shift,
provided such rest period shall not disrupt work to be accomplished and provided such rest
periods shall be taken at the job location.

Fifteen (15) minute rest periods will be taken approximately half-way through each one-half shift
and shall not be combined into a single break period, nor shall rest periods be combined with any
other leaves. Rest periods must be taken separately. Lunch periods are to be taken as close to
12:00 noon each workday as possible (8- or 10-hour shifts).

Employees must be allowed a meal period when they work more than five hours in a shift. A meal
period must be at least 30 minutes long and start between the second and fifth hour of the shift.

Employees can waive their meal break requirement if both management and employee agree.
Submittal of “Meal Break Waiver Request” must be filed with immediate supervisor.

The Employer has the right to institute and implement the use of time clocks for record-keeping
purposes provided that fourteen (14) calendar days’ notice is provided to all employees and the
Union, and is implemented on a uniform basis.

ARTICLE 15 - SAFETY AND HEALTH

Both parties of this Agreement hold themselves responsible for mutual cooperative enforcement
of safety rules and regulations of W.I.S.H.A., O.S.H.A. and L&l.

All employees shall wear traffic safety apparel provided by and selected by the Employer (except
footwear) when working on foot adjacent to traveled portions of the roadway and in other areas
where there is vehicular traffic or where construction/maintenance equipment is operating.
Footwear shall consist of boot-like non-slip soles with leather tops or other materials equal in
protection and quality (as per WAC 296-155-212). All employees shall wear safety hard hats or
hard caps and orange shirts or approved safety vests when working under the following
conditions:

a) When flagging around vehicular traffic or where construction/ maintenance equipment is
operating;

b) Where there is danger of head injury from impact, falling or flying objects;

c) Where there is danger of contact with a high voltage electrical source;

d) When installing or removing traffic counters.

Bump caps may be used by shop mechanics but are not authorized for use in lieu of hard hats or
caps as prescribed above. Violations of this provision shall be subject to disciplinary action, which
may include suspension or discharge in accordance with Article 10 of this Agreement.

The County is concerned for each employee's safety; therefore, all employees, and Mechanics in
particular, are required to wear approved protective eyewear while working on any piece of
equipment or any time they are working where the potential for danger exists. Employees desiring
protective eye wear should request such protective eye wear from their supervisor. Failure to do
so may result in disciplinary action.
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The County will pay for prescription safety glasses according to the Safety Glasses Policy,
Appendix “A”.

Employees shall participate in all County required first aid training programs at a level sufficient
to maintain first aid certification.

Each employee is responsible for the upkeep, cleanliness, and general maintenance of any
equipment or work area to which the employee may be assigned, whether permanent or
temporary. It shall be the duty of the employee to anticipate and/or perform normal repairs and
maintenance needed and report such to the Supervisor or Mechanic on a form provided by the
County. The Employer reserves the right to instruct the employee to perform normal repairs and
maintenance for example, oil and fluid changes, filter changes, misc. lights, etc.

In accordance to WAC 357-37-200 the employer can require an employee to submit to a
drug/alcohol test while on duty when the employee is involved in an accident where the employee
seeks medical attention or is involved in a motorized accident that is not a mechanical malfunction,
unless obviously impaired.

ARTICLE 16 - CLASSIFICATIONS, WAGES

Employees shall be compensated in accordance with the classification and wage schedules
attached to this Agreement and marked Appendix "B". The attached schedules shall be
considered a part of this Agreement. NOTE: Overtime pay shall be computed on two thousand
eighty (2,080) hours per year or an average of one hundred seventy-three point thirty-three
(173.33) hours per month instead of actual hours worked per month.

Any full-time employee covered by this agreement that is on leave without pay status shall remain
on an hourly rate of pay until such time that the employee has accrued at least forty (40) hours of
annual leave and/or compensatory time in their leave bank(s) to the end of the pay period when
verified by the Employer. Salary status will then commence the following pay period after 40
hours is verified by the Employer. See Article 14.6.

Special Licenses and Certification

All fiscal changes are effective beginning in the payroll period following signature by the last
signing party. The County has identified key licenses and certifications that are essential to the
efficient and cost-effective operation of the department. As a result, the acknowledged license
holder will be eligible to receive a set dollar increase per month as long as the employee continues
to perform the needed service. These licenses and certifications include, but are not limited to:

a) Pest and Weed Spray Application License

b) Leadperson

c) Acting Leadperson

d) Distributor Operator (Additional $250 during the months of operation)

e) Winter Night Shift (Additional $250 per month during winter)

f) Advanced skills and expertise in a job-related field as determined by the County.

NOTE: This increase may be granted subject to prior approval of the Douglas County
Commissioners and does not apply to a Combination Driver's License (CDL) or Demolition
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License. The employee must be performing the licensed function or associated services at least
50% of the year to be eligible for the increase (except for acting appointments).

NOTE: This increase to the employee's monthly salary does not affect the employee's placement
in the salary system and will be added to the base salary after any general wage increase.

Combination Driver's Licenses (CDL), Physicals and Endorsements all fiscal changes are effective
beginning in the payroll period following signature by the last signing party.

16.4.1 The County will contribute the actual cost of a required CDL physical up to two hundred twenty-
five dollars ($225.00), to include renewals every year or every other year as required by DOL.

The County agrees to reimburse the actual cost of a CDL License or renewal when required
as part of the job description.

All assignments to any positions which may require a special license, a certification(s) and/or
special assignment(s) are done in writing and the affected employee(s) serve in this capacity at
the pleasure of the Employer for a defined term as specified by the Employer. The Administrator
has the sole discretion to terminate such add-on responsibilities and/or special assignments as
well as any and all pay associated with such add-on responsibilities, special license(s),
certification(s) and/or special assignment(s) insofar as the discretion exercised is not arbitrary or
capricious, by providing thirty (30) calendar days’ written notice to the affected employee(s). This
includes, but is not limited to, assignments such as Leadmen, etc.

An employee who is temporarily assigned by a Department Head to a higher classification for 40
hours or more will be paid at the rate of pay assigned to the higher classification/position for all
time worked from the first hour in the higher classification. This sub-section only applies to
bargaining unit positions assigned to a higher paid bargaining unit position. A current bargaining
unit employee temporarily assigned to an excluded position for 40 hours or more will be paid at
the rate of pay assigned within that range, the step will be determined by the Administrator.

ARTICLE 17 - PAY CHECKS AND SCHEDULE

Subject to the provisions below pertaining to electronic deposits, the County will distribute monthly
payroll electronically on the 5th of the month. New employees will receive their first month’s
paycheck in check form, all other payrolls will be done electronically. If the 5th day falls on Saturday
or Sunday, the checks will be electronically processed on the Friday prior to the 5th. Electronic
payment will not be issued early except when the holiday falls on a Friday or Monday, in which case,
the payment would be distributed the last regular working day (based on five (5) eight (8)-hour work
days).

Draw Pay (as per R.C.W. 36.17.040): Subject to the provisions pertaining to electronic deposits
below, all full-time salaried employees are eligible to receive up to forty percent (40%) of the
employee's earned salary through a draw pay. If an employee goes on leave without pay status
they will need to notify payroll to reinstate a specified draw pay, prior to the fifteenth (15%) of the
month. The County may discontinue issuing a draw pay for any employee if insufficient time has
been worked to meet the minimum requirements of this section.

The employee must submit a Draw Pay Request Form to the payroll clerk on or before the 12th
day of the month. Draw pay checks are distributed on the 20th of each month unless the 20th falls
on a Saturday or Sunday, in which case, the checks would be disbursed on the same basis as
regular monthly pay checks. The minimum amount of draw pay that can be requested is one
hundred dollars ($100.00) (per Douglas County Auditor's memo dated October 15, 1991). This
draw provision does not apply to any employee other than regular full-time employees.
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Electronic Direct Deposit: All employees shall be paid by way of electronic direct deposit into the
employee’s personal account of the financial institution of the employee’s choice. All employees’
electronic earnings statements are available online via the Douglas County payroll system. Draw
pay and regular paycheck electronically deposited to an employee's personal account will be
ready for use the same day as the direct deposit.

If any employee starts on any date between the first and the fifteenth of the month, the first of the
month they are hired shall be their anniversary date for step increases. However, if any employee
starts on any date between the sixteenth and the end of the month, the employee’s anniversary
date shall be the first of the following month for step increases. This rule applies for payroll
eligibility purposes only and an employee’s seniority for other purposes is based on other contract
provisions.

ARTICLE 18 - HOLIDAYS

The following shall be paid legal holidays:

All fiscal changes are effective beginning in the payroll period following signature by the last
signing party.

New Year's Day January 1

Martin Luther King, Jr. Birthday Third Monday of January
Presidents' Day Third Monday of February
Memorial Day Last Monday of May
Juneteenth June 19

Independence Day July 4

Labor Day First Monday of September
Veterans' Day November 11

Thanksgiving Day Fourth Thursday of November
Day after Thanksgiving Fourth Friday of November
Christmas Day December 25

Floating Holiday Pursuant to leave request provisions

The Floating Holiday must be used prior to the end of the calendar year or the day will be lost as
a holiday per RCW 1.16.050 and WAC 357.31.060. The floating holiday is non-compensable
upon termination and is not carried forward from year to year.

In addition to the above paid holidays, full-time employees shall be entitled to any other day that
is designated as a holiday by the Board of County Commissioners.

Eligible employees shall receive one (1) day's pay for each of the holidays listed above on which
they perform no work.

To be eligible for holiday pay the employee must work the scheduled workday before and the
scheduled workday after the paid holiday, unless on approved sick or annual leave. Employees
who are on leave without pay, lay-off or other leaves of absence shall not be eligible for holiday
pay. Employees who are not at work due to an L & | injury and who are receiving L & |
compensation are not eligible for holiday pay unless they are buying back their leave time with L
& | time loss reimbursements.

Whenever a holiday falls within an annual leave period, or during a period when an employee is
on sick leave or taking compensatory time, annual or sick leave will not be charged for such
holiday.
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When one of the above holidays falls on Saturday, the preceding Friday shall be observed when
working an eight (8) hour day or the preceding Thursday shall be observed when working a ten
(10) hour day. When one of the above holidays falls on Sunday, the following Monday shall be
observed.

Whenever an employee is required to work on a holiday, the employee will receive payment at a
rate of one and one-half (1 1/2) times the employee's basic hourly rate in addition to the
employee's regular holiday pay.

ARTICLE 19 - ANNUAL LEAVE

Annual leave is earned by a regular employee pursuant to the schedule listed below and may be
accumulated to a total of three hundred twenty (320) hours. Changes are effective beginning in the
payroll period following signature by the last signing party.

YEARS OF EMPLOYMENT HOURS EARNED PER MONTH
1st through 2nd 96 8.00
3rd through 4th 112 9.33
5th through 9th 124 10.33
10th through 14th 132 12.00
15th through 19th 152 13.00
20th through 24" 180 15.00
25+ 216 18.00

During the probationary period the employee shall be allowed to use leave as it is accrued.

Upon termination or death all unused accrued annual leave shall be paid to the employee or the
employee's estate. Buyout hours are not counted towards hours worked or benefits.

Schedules shall be granted that will least interfere with functions of the county. Prior to leave being
granted employees must complete leave request form and update timecard.

e Use of annual leave on an hourly basis can be approved by supervisor at any time once
paperwork is completed.

e Use of annual leave for more than one day will need to be requested on appropriate form
three (3) days prior to leave.

e When requesting leave for a week or more at a time, Leave Request form shall be submitted
at a minimum of a week in advance. (During harvest employee may request knowing dates
may vary).

e Supervisors may approve last minute daily leave request if coverage is available.

e Management has the ability to deny leave due to projects or lack of coverage.

Annual Leave Pay - The rate of annual leave pay shall be the employee's regular straight time
rate of pay in effect for the employee's regular job on the pay day immediately preceding the
employee's annual leave period.

If a holiday occurs during the calendar week in which an annual leave is taken by an employee,
no annual leave time shall be charged for the holiday.

Any employee who is laid off, discharged for just cause, retired or separated from service prior to
taking his/her annual leave, shall be compensated for unused annual leave which the employee
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has accumulated at the time of separation. For retirement purposes, annual leave payoff shall be
limited to three hundred twenty (320) hours.

Regular part-time employees working on a regular schedule of duration not less than one (1) year
shall be entitled to that fractional part of the annual leave that the total number of hours of
employment bears to the total number of hours required for full-time employment.

The minimum amount of annual leave time which may be taken is one-half (1/2) hour.

Regular employees are granted annual leave at a rate based on years of employment. The
employee begins to accrue the leave time during the first month of employment provided the
employee has worked at least eighty-seven (87) hours that month. Conversely, as long as a
terminating employee has worked eighty-seven (87) hours during the employee's last month of
employment, the employee will also be credited for the employee's annual leave for that month.

If the Administrator determines that an employee has not used a reasonable amount of the
accumulation of annual leave, then the Employer will not allow a pay out of leave accumulated
over and above three hundred twenty hours (320) hours as of October 315! of each year. If the
Administrator determines that the employee had used a reasonable amount of accrued annual
leave during the year, then the Administrator would provide for pay out of annual leave above the
three hundred twenty hours (320) hours accumulation as of October 315t of each year to be
compensated in November of each year, and at no other time.

ARTICLE 20- SICK LEAVE WITH PAY

Sickness shall be reported at the beginning of any period of sick leave to the non-union supervisor
or designee by the employee at least one (1) hour prior to the beginning work hour. Upon return
to work the employee shall submit a written statement to the employee's supervisor on a Request
for Leave of Absence Form, and request approval for the leave so taken. The minimum amount
of sick leave with pay which may be taken is one-half (1/2) hour. A doctor’s “Certification of lliness”
may, at the County’s request, be submitted by the employee at the time the employee returns to
work when the employee is absent because of iliness for more than three (3) days.

Regular full-time employees shall accrue sick leave at the rate of eight (8) hours per month. Sick
leave shall accrue after eighty-seven (87) hours of paid time during the month. Sick leave shall
not accrue in excess of one thousand one hundred fifty-two (1152) hours.

An employee who has total accrued sick leave in excess of nine hundred sixty (960) hours as of
December 31 of each year may elect to cash out the excess hours earned during that calendar
year. The election must be made on or before January 15. The cash out shall be on a fifty percent
(50%) basis at the employee’s rate of pay when accrued. The sick leave hours cashed out shall
be deducted from the employee’s accrued sick leave. (As an example, if an employee has 1000
hours of accrued sick leave as of December 31 and earned all 40 excess hours in that calendar
year, the employee may elect to cash out the excess 40 hours by January 15. If the election is
made, then the employee will be paid for an amount equal to 20 hours at the pay rate when the
excess hours were accrued. The 40 excess hours will be deducted from the employee’s accrued
sick leave.)

The Employees subject to this Agreement may elect by unanimous vote to have sick leave

compensation be directed to the employee’s VEBA account. The vote must be done by January
20" of each year for the decision to be effective January 1 through December 31 of that year.
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Terminating employees do not receive sick leave credit for the month in which they terminate
unless they work or are on paid leave for at least eighty-seven (87) hours in that month.

All accumulated sick leave may be restored when a previously separated employee is re-
employed within one (1) year on a regular basis. Sick leave may also be transferred between
County departments.

Sick leave with full pay on account of iliness or injury may be allowed to all employees working on
a regular monthly basis at the rate of one (1) eight (8) hour workday, for each completed month
of service from the time of employment.

Upon separation from County employment, except for just cause, a regular employee shall be
paid a lump sum payment, based on the rate of pay and work scheduled on the last day of active
employment, equal to accrued sick leave in excess of seven hundred twenty (720) hours, but less
than nine hundred sixty (960) hours, which is a maximum payment equal to two hundred forty
(240) hours. Any accrued sick leave in excess of nine hundred sixty (960) hours shall be forfeited.
Upon the death of an employee in regular pay status, his or her estate shall be paid for accrued
sick leave in accordance with this section. Buyout hours for sick leave are not counted towards
hours worked or benefits.

An employee may use accrued sick leave for absence due to any one or more of the following:

(a) an absence resulting from the employee's mental or physical iliness, injury, or health
condition; to accommodate the employee's need for medical diagnosis, care, or
treatment of a mental or physical illness, injury, or health condition; or the employee's
need for preventive medical care;

(b)  to allow the employee to provide care for a family member with a mental or physical
illness, injury, or health condition; care of a family member who needs medical diagnosis,
care, or treatment of a mental or physical illness, injury, or health condition; or care for a
family member who needs preventive medical care;

(c) when the County’s operations have been closed by order of a public official for any health-
related reason, or when the employee's child's school or place of care has been closed for
such a reason;

(d) because of the birth of a child and in order to care for such child or because of placement
of a child with the employee for adoption and in order to care for such child; or

(e) quarantine in accordance with health regulations.

For the purposes of subsection (b), a “family member” includes:

i. A child, including a biological, adopted, or foster child, stepchild, or a child to whom
the employee stands in loco parentis, is a legal guardian, or is a de facto parent,
regardless of age or dependency status;

ii. A biological, adoptive, de facto, or foster parent, stepparent, or legal guardian of an
employee or the employee's spouse or registered domestic partner, or a person who
stood in loco parentis when the employee was a minor child;

iii. A spouse;

iv. A registered domestic partner;

v. A grandparent;

vi. A grandchild; or

vii. A sibling.

By mutual agreement between the employee and the employee's supervisor, annual leave may
be used as sick leave. Sick leave may not be used as annual leave.
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20.10 Should an employee be involved in a work-related injury or iliness; the employee must file an

20.11

20.12
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20.14

20.15
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20.17

20.18

application for Industrial Insurance Compensation in accordance with state law. The employee
must also file a departmental /ncident/Accident report the day said employee returns to work.

Disability Leave: Any employee injured on the job and receiving sick leave pay who is eligible for
time loss payments under the Workman's Compensation Law shall, for the duration of such
payment, receive only that portion of the employee's regular salary which together, with said
payments, will equal the employee’s regular salary. In order not to work an undue hardship on the
employee caused by the time lag involved in time loss payments, the employee shall be paid sick
leave accrued to equal full salary and upon receipt of time loss payments shall endorse said
payments to the County. Said employee shall be charged with sick leave only for that portion of
the employee's regular salary for which the County has not been reimbursed by the Workman's
Compensation (refer to Section 18.3).

Sick leave pay shall be integrated with any health and welfare plan, income benefit or State
Workman's Temporary Disability Compensation, schedule of benefits so that the sum of the daily
sick leave allowance thereunder, and the aforesaid health and welfare plan and accident and
sickness income benefit or state disability benefits shall not exceed one hundred percent (100%)
of the regular daily rate of pay for any one (1) day.

An employee on leave without pay shall not accrue annual leave or sick leave or be eligible for
County paid holidays or health and welfare benefits except as otherwise provided by law.

Until eligibility for workmen’s' compensation is determined by the Department of Labor and
Industries, the County may pay full sick leave, provided that the employee shall return any
subsequent overpayment to the County.

Should any employee apply for time loss compensation and the claim is then or later denied, sick
leave and annual leave may be used for the absence in accordance with other provisions of this
rule.

A doctor's certificate releasing the employee to return to work and the extent of any limitation may
be required prior to the employee returning to work, following any work related injury, significant
injury outside the work place, extended iliness or surgery that affects the employee's ability to
perform the duties of the job, or the Employer otherwise has information or reason to believe the
absence could affect a safety sensitive position.

It is the responsibility of the employee to notify the County prior to the beginning of any shift if he
or she is using any medication prescribed by a physician or purchased over the counter that
indicates the medication may cause side effects affecting the employee's ability to perform his or
her job or that may jeopardize the safety of the public or fellow employees. In the case of
prescription medication, the employee must submit a doctor's release to work while using the
prescription drug.

The County’s approval of FAMILY MEDICAL LEAVE is subject to the request conforming to the
applicable statutory provisions. Eligibility for Family Medical Leave is subject to the employee
having a bona fide qualifying condition recognized under the FMLA.

Refer to the adopted Douglas County Personnel Policy 4.13 covering Family Medical Leave
(FMLA)

Fitness for Duty:
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20.19

a) The Employer may require an employee to undergo a Fitness for duty examination if it
determines such examination is necessary to ascertain whether the employee can perform
the essential functions of the job. Typically, a fitness for duty assessment becomes necessary
in an incident or event specific setting, or where a pattern of significant sick leave usage or job
performance causes the Employer to have a reasonable belief that the employee may not be
fit for duty, which may include but is not limited to an injury or a health or psychological
condition that reveals itself while the employee is on duty and interferes with the employee
performing the work of the position.

b) On any occasion when the Employer believes that a fithess for duty examination is necessary
with respect to an employee, the Employer will notify the employee of Employer’s belief in
writing, and the Employer will also explain in writing the basis for its belief in this regard as set
forth in paragraph a) above. At the employee’s sole discretion, he/she may wish to provide the
Employer with a patient’s waiver of medical information or a release from the physician specific
to the employee’s immediate condition, for the purposes of acquiring necessary information
from the medical provider to ascertain whether an employee can perform the essential
functions of the job.

c) Upon notice by the Employer of the required fitness for duty examination, the employee will
make an appointment with his/her provider/physician to perform such examination, at the
Employer’'s expense. The employee shall be placed on paid administrative leave pending the
results of said examination. The employee will provide the examining physician with a copy of
the most recent job description or with other equivalent information.

d) If the examination raises fitness for duty issues, information necessary to inform the Employer
of the nature of any fitness for duty issues as they would relate specifically to the employee’s
ability to perform the essential functions of his or her job will be released to the Employer.

e) If nofitness for duty concerns are raised by the examination, the Employer will be informed by
the physician that the employee is fit for duty subject to the provisions in section f) below.

f) Either party shall have the right within no more than ten (10) calendar days of receipt of the
result of the initial fitness for duty examination to give notice that the party is seeking a second
opinion about fitness for duty issue(s) from a physician of the party’s choice at the expense of
the party seeking the second opinion (if insurance does not cover the cost). The second
opinion must be completed within thirty (30) calendar days from the notice unless the
physician’s schedule requires further time. If neither party seeks a second opinion, then the
results of the initial fitness for duty examination shall be binding.

In case the first and second medical examination/fitness for duty opinions conflict (meaning one
indicates fit for duty and the other indicates unfit for duty), the parties will seek a third opinion from
a mutually agreed upon physician to perform a final fitness for duty examination at the expense
of the Employer. If the third examination confirms that the employee is fit for duty, then the
employee will be returned to duty. If the third examination confirms that the employee is unfit for
duty, then it is binding.

Bereavement Leave: Upon notification, a Department Head shall grant an employee
bereavement leave with pay in the event of death in the immediate family of the employee. The
number of working days leave shall be three (3), except that when the death occurs at a distance
beyond 500 miles, or circumstances arise that additional time off is needed additional time of two
(2) additional working days or more may be granted to attend the funeral and to make necessary
arrangements. If the employee is the personal representative or is the trustee of the estate of the
deceased, the Department Head may grant additional days of bereavement leave. The term
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“‘immediate family” shall include spouse, parents, parent in-laws, children, siblings, grandparents
and employee pregnancy related losses. Leave granted for death of other relatives is subject to
approval by the Department Head. An employee may use accrued annual leave, sick leave
and / or compensatory time off in lieu of unpaid leave.

ARTICLE 21 — PAID FAMILY AND MEDICAL LEAVE

Eligible employees are covered by Washington’s Family and Medical Leave Program, RCW
50A.04. Eligibility for leave and benefits, which begins January 1, 2020, is established by
Washington law and is therefore independent of this Agreement. Effective January 1, 2019
premiums for benefits are established by law and for the period ending December 31, 2020, will
total four-tenths of one percent (0.4%) of employees’ wages (unless otherwise limited by action
of the State). Employees will pay through payroll deduction the full cost of the premiums
associated with the medical leave benefits, as determined under RCW 50A.04.115. Employer will
pay the remaining premium amounts.

Reference the Revised Code of Washington 50A.04 Family and Medical Leave.

ARTICLE 22 - DOMESTIC VIOLENCE

See Douglas County Personnel Policy section 4.11.040

ARTICLE 23 - JURY & CIVIL LEAVE WITH PAY

Any necessary leave will be allowed by the Administrator to permit any employee to serve as a
member of a jury. Each employee who is granted such leave and who, for the performance of the
jury duties involved received any compensation (per RCW 2.36.150), shall be paid by the
department for the time the employee is absent.

ARTICLE 24 - MILITARY LEAVE

An employee who is a member of the Washington National Guard or of the Army, Navy, Air Force,
Coast Guard, or Marine Corps reserve of the United States, or of any organized reserve or armed
forces of the United States shall be entitled to and shall be granted military leave of absence from
such employment for a period not exceeding twenty-one (21) days during each year beginning
October 1st and ending the following September 30th in order that the person may report for
required military duty, training, or drills including those in the national guard under Title 10 U.S.C.,
Title 32 U.S.C., or state active status. Such military leave of absence shall be in addition to any
vacation or sick leave to which the employee might otherwise be entitled, and shall not involve
any loss of efficiency rating, privileges, or pay. During the period of military leave, the employee
shall receive from the Employer, his or her normal pay. The employee shall be charged military
leave only for days that he or she is scheduled to work for the Employer. (RCW 38.40.060).
Verification of military orders may be required. The employee shall, in advance, provide an official
copy of his military orders, if available.

ARTICLE 25 - LEAVE OF ABSENCE WITHOUT PAY

Leave of absence without pay may be allowed any employee for specific periods, for any reasons
applicable for leave with pay in writing by Supervisor, for any periods beyond those covered by
permissible leaves with pay. Leave of absence without pay will not be authorized in any case
where such leave would negatively impact the department's services.
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No leave without pay will be granted to an employee until the employee has first taken advantage
of all the employee's usable earned annual leave credits. Such leave will not be granted for the
purpose of the employee gaining personal advantage or profits.

Employees who are on leave without pay are not eligible to receive payment for holidays or the
County’s portion of health and welfare benefits. Except when on approved FMLA the county will
continue to pay health benefits.

ARTICLE 26 - ABSENCE WITHOUT DULY AUTHORIZED LEAVE

No leave of absence whether with or without pay, shall be allowed unless authorized in advance
in writing by employee and approved by Supervisor. Absence not on duly authorized leave shall
be treated as leave without pay and, in addition, may be grounds for disciplinary action.
Unauthorized absence from duty for three (3) consecutive days constitutes separation from
service. The leave form shall be used in applying for any leave and notification of return to duty
by filing through the immediate supervisor.

ARTICLE 27 - HEALTH AND WELFARE

Enrollment in the employee health care is mandatory in all areas. Employees cannot waive medical
coverage even if they have other qualifying coverage. Based on the preceding month’s paid hours
(eighty (80) minimum to qualify for benefits), the County agrees to make available to eligible
employees the Inland Empire Teamsters Trust Composite Plan A for all eligible employees who have
worked at least eighty (80) compensable hours in the preceding month, subject to the following
provisions.

Effective, beginning in the payroll period following signature of this CBA by the last signing party, the
County will contribute monthly, up to one thousand dollars ($1000.00) toward the premium for Inland
Empire Teamsters Trust Composite Plan A with the optional orthodontia benefit. Any amounts in
excess of the County contribution per month necessary to pay the full premium for medical insurance
for the Composite Plan A with the optional orthodontia benefit shall be the sole responsibility of the
employee and shall be paid by payroll deduction. Effective January 1, 2026 the County will contribute
monthly up to one thousand sixty-seven dollars and fifty cents ($1067.50) towards the premium for
Inland Empire Teamsters Composite Plan A with the optional orthodontia benefit.

The Union and the employees will indemnify and hold the County harmless from any and all claims
made and/or attempted to be made against the County regarding Teamster Trusts and their
insurance plans/ programs relating to any and all disputes, disagreements, complaints and/or
lawsuits involving or relating to any and all Teamster Trusts and Insurance Plans/Programs as
relates to Trusts, Insurance Plans and Programs claims and/or coverages.

Disputes regarding benefit levels, premium structures, insurance claims and/or coverages are
solely between the Teamster Trusts-Teamster Insurance Plans/Programs and the employees.
None of these disputes are grievable by the Union and the employees under the contract
grievance procedure nor can the Teamsters Trust Teamsters Insurance Plans/Programs and the
employees bring any lawsuit(s) against the County based on these disputes.

The responsibility of the County is limited to paying up to the contributions set forth in sections
27.1 through 27.2 above. Under no circumstances is the County responsible for direct payment
of coverages and benefits. Direct payment for coverages and benefits to employees is the sole
responsibility of the Teamster Trusts and Insurance Plans/Programs. The County will notify the
employees of any changes in premiums or benefits by posting the notification from the Trust on
Union bulletin boards.
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The County will contribute one hundred twenty-six dollars ($126.00) per month for each eligible
employee covered by this Agreement towards the HRA-VEBA Medical Savings Plan.

Based on the preceding month’s hours (eighty (80) paid hours to qualify for benefits), the County
will contribute monthly, one percent (1%) of the employee’s base monthly salary into a County
approved Deferred Compensation Plan on a non-matching basis.

ARTICLE 28 - SOCIAL SECURITY

The County shall continue to provide FICA coverage during the term of this Agreement for eligible
employees.

ARTICLE 29- WORK RULES

The County agrees to post a copy of all existing rules as they become effective and email a copy
to the Union Representative. New employees shall be provided with a copy of the rules at the time
of hire.

Employees shall comply with all existing and new rules that are not in conflict with the terms of
this Agreement, provided the rules are uniformly applied and uniformly enforced.

Any unresolved complaint as to the reasonableness of any new or existing rule, or any complaint
involving discrimination in the application of new or existing rules, shall be resolved through the
grievance procedure.

ARTICLE 30- SAVINGS CLAUSE

Should any Article, section or portion thereof in this Agreement be held unlawful and
unenforceable by any court of competent jurisdiction, such decision of the court shall apply only
to the specific Article, section or portions thereof directly specified in the decision. Upon the
issuance of such a decision the parties agree immediately to negotiate a substitute for the
invalidated Article, section or portion thereof.

ARTICLE 31- EMBODIMENT

The parties acknowledge that during the negotiations which resulted in this Agreement, each
had the unlimited right and opportunity to make demands and proposals with respect to any
subject or matter not removed by law from the area of collective bargaining, and that the
understanding and agreements arrived at by the parties after the exercise of that right and
opportunity are set forth in this Agreement. Therefore, the parties, for the life of this Agreement,
voluntarily and unqualifiedly waive the right, and each agrees that the other shall not be
obligated to bargain collectively with respect to any subject or matter referred to or covered in
this Agreement.
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ARTICLE 32- TERM OF AGREEMENT

32.1 Allfiscal and language changes shall be effective beginning in the first full payroll period
following signature of the CBA by the last signing party for a duration to December 31, 2027.
The Union will present its proposals for any changes for 2028 it desires in this Agreement on
or before August 15, 2027, and negotiations shall begin no later than one hundred twenty
(120) days prior to the anniversary date.

FOR THE EMPLOYER: BOARD OF T STER UNION NO. 760
COUNTY COMMISSIONERS Kd : ADZ ga}q 8.8.2¢%
Richard A. Salinas Date
Secretary Treasurer

ORIGINAL

ATTEST:

ﬂ)ww( V\aﬂw

Carlye Bhitgly, Clerk(of the Board

|_ 726 [2¢

Administrator Date
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Appendix “A”

Douglas County
Transportation & Land Services
SAFETY GLASSES POLICY

Douglas County will reimburse Maintenance and Mechanic employees for the purchase of prescription
safety eyeglasses in accordance with the conditions outlined below. The County will pay up to the
maximum limits specified plus tax for the items below:

Fitting fee-if required $15.00
Frames $55.00
Occupational Lenses
single vision $45.00
bifocals $58.00
trifocals $108.00
Abrasion resistant coating $12.00
ADDITIONAL CONDITIONS:

1. THIS POLICY DOES NOT APPLY TO THE FOLLOWING ITEMS:
0 OVERSIZE LENSES
0 EDGE POLISHING
0 TINTING
0 PHOTOCHROMICS
0 NON-PRESCRIPTION SUNGLASSES
2. THE COUNTY WILL ONLY REPLACE GLASSES AND/OR FRAMES IF THEY ARE BROKEN ON
THE JOB OR WHEN A CHANGE IN PRESCRIPTION IS REQUIRED. IN EITHER CASE THE
COUNTY WILL ONLY REPLACE ONE PAIR OF GLASSES IN A THREE YEAR PERIOD.
3. ALL PURCHASES OF PROTECTIVE EYE WEAR REQUIRES PRIOR APPROVAL BY THE
ADMINISTRATOR.

Please remember that it is your responsibility to wear protective goggles and/or safety glasses when
welding, grinding or where the potential for flying objects or debris exists.
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Appendix “B”

UNION PAY INCREASES

Effective beginning in the first full payroll period following signature of the CBA by the last signing party.

2025 — A ONE TIME LUMP SUM OF $680 LESS NORMAL DEDUCTIONS

The employer will restructure current pay plan regarding range scale from 8 steps to 6 steps applying a 3% increase to
step three and applying a 3% between steps up to step 6. Steps 1 and 2 shall be removed. Employees in step one or
two will be moved to step three and all future step increases will occur on January 1st of the next year until they have
reached top step. All decisions regarding this restructuring and eligibility shall be determined by the employer. There
shall be no grievances regarding this new pay plan and its process.

2026 WAGES. A GENERAL INCREASEE OF 1%.
2027 WAGES. A GENERAL INCREASE OF 1%.

RANGE 1: FACILITIES MAINTENANCE TECH NIGHTS

RANGE 2: FACILITIES MAINTENANCE TECH Il -DAYS

RANGE 3:

RANGE 4: MAINTENANCE TECH; SIGN SHOP TECH; SPRAY OPERATOR
RANGE 5: SERVICE TECH

RANGE 6: MECHANIC

Old | New Range 1 Range 2 Range 3 Range 4 Range 5 Range 6
Step 2025 2025 2025 2025 2025 2025
3 1 $ 3,433 $ 3,811 $ 4139 $ 5,009 $ 5318 | § 6,033
4 2 $ 3,536 $ 3,925 $ 4,263 $ 5,159 $ 5478 | $ 6,214
5 3 $ 3,642 $ 4,043 $ 4391 $ 5314 $ 5642 | $ 6,400
6 4 $ 3,751 $ 4,164 $ 4,523 $ 5473 $ 5811 | $ 6,592
7 5 $ 3,864 $ 4,289 $ 4659 $ 5,637 $ 5985 | § 6,790
8 6 $ 3,980 $ 4418 $ 4,799 $ 5,806 $ 6,165 | $ 6,994
2026 - 1%
1% Range 1 Range 2 Range 3 Range 4 Range 5 Range 6
Step 2026 2026 2026 2026 2026 2026
1 $ 3,467 $ 3,849 $ 4,180 $ 5,059 $ 5371 | $§ 6,093
2 $ 3,571 $ 3,964 $ 4,306 $ 5211 $ 5533 | § 6,276
3 $ 3,678 $ 4,083 $ 4,435 $ 5,367 $ 5698 | $ 6,464
4 $ 3,789 $ 4,206 $ 4,568 $ 5528 $ 5869 | § 6,658
5 $ 3,903 $ 47332 $ 4,706 $ 5,693 $ 6045 | § 6,858
6 $ 4,020 $ 4,462 $ 4,847 $ 5,864 $ 6,227 | $ 7,064
2027 - 1%
1% | Range 1 Range 2 Range 3 Range 4 Range 5§ Range 6
Step 2027 2027 2027 2027 2027 2027
1 $ 3,502 $ 3,887 $ 4222 $ 5110 $ 5425 | § 6,154
2 $ 3,607 $ 4,004 $ 4,349 $ 5263 $ 5588 | $§ 6,339
3 $ 3,715 $ 4124 $ 4,479 $ 5,421 $ 5755 | § 6,529
4 $ 3,827 $ 4,248 $ 4614 $ 5,583 $ 5928 | § 6,725
5 $ 3,942 $ 47375 $ 4,753 $ 5,750 $ 6,105 | § 6,927
6 $ 4,060 $ 4,507 $ 4,895 $ 5,923 $ 6289 | § 7,135
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All fiscal changes are effective beginning in the payroll period following signature by the last

signing party

LONGEVITY PLAN
5 — 9 yrs. of service - $35.50 per month
10 - 14 yrs. of service - $71.00 per month
15 - 19 yrs. of service - $106.50 per month
20 - 24 yrs. of service - $142.00 per month
25 - 29 yrs. of service - $177.50 Per month
30 yrs + of service - $300.00 per month

Spray Operator’s Add-on

$175.00 add-on for new Spray Operators, subject to successful completion of certificates and performance
reviews by the Area Supervisor and the Road Superintendent with the concurrence of the County
Administrator.

On the Spray Operator's 2" Anniversary, he/she will be eligible for an additional $50.00 add-on totalling
$225.00 per month.

On the Spray Operator’s 3rd Anniversary, he/she will be eligible for an additional $50.00 add-on totalling
$275.00 per month.

Leadman Equity Add-on

$250 add-on for new Leadman, subject to successful completion of certificates and performance reviews by
the Area Supervisor and the Road Superintendent with the concurrence of the Administrator.

On the Leadman’s 2" Anniversary, he/she will be eligible for an additional $50.00 add-on totalling $300 per
month.

On the Leadman’s 3rd Anniversary, he/she will be eligible for an additional $100.00 add-on totalling $400.00
per month.

After 3 years employed as a Leadman, the Employee will receive a $400.00 total add-on.

Mechanics

New hire mechanics will receive a one time $600 tool allowance in the first pay period of their Date of
Hire.

Current mechanics will receive an annual tool allowance in their January paycheck. If employment is
terminated or the employee resigns before the end of the year, the employee is responsible for
repaying $50 for each month not worked during that calendar year.

It is the employee’s responsibility to follow the IRS guidelines for non-taxed income if the tool allowance
is claimed per IRS regulations for Employee Business Expense Reimbursement.

32



APPENDIX C

Employee’s regular shift is 6 am to 2:30 pm

Employee is told the night before they leave work to come in at 4 am Employee agrees and
works until 12:30.

No overtime or Call-out pay is earned because employee agreed a day prior to leaving end of
shift and only worked 8 hours the next day

Call-out: None
Regular shift: 8 hours (winter)
Overtime: None

Supervisor requests Employee to start their next day’s shift early,
employee accepts early start, and is entitled to work the entire regular shift

Employee is told the night before they leave work to come in at 4 am

Employee accepts early start

Employee works until 2:30 PM end of regular shift

The scope of work will be determined by the supervisor

No Call-out pay is earned because employee agreed a day prior to leaving end of shift
Employee will earn two (2) hours of overtime at time and one-half (1 ’2)

Call-out: None
Regular shift: 8 hours (winter)
Overtime: 2 hours overtime

Employee regular shift is 6 am to 2.30 pm

Employee is CALLED at home by supervisor in the evening to come in at 4 am not 6 am
Employee agrees and works until 12:30 pm an eight (8) hour shift

Employee earns Call-out pay - three (3) hours at time and one-half (1 72) no additional overtime
was earned because employee only worked an eight (8) hour shift

Had this employee worked until 2:30 pm the employee earns called out pay - three (3) hours at
time and one-half (1 %2) , and two (2) hours of overtime at time and one-half (1 ) for working a
ten (10) hour shift

8 hour Reqgular Shift:

Call-out: 3 hours @ one and one-half (1 %)
Regular Shift: 8 hours (winter)

Overtime: None

10 hour shift:

Call-out: 3 hours @ one and one-half (1 /%)
Regular Shift: 8 hours (winter)

Overtime: 2 hours @ one and one-half (1 %2)
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Weekend Call-Out

Employee is called out to Plow a drifted in road and works three (3) hours on the weekend
Employee earns Call-out pay - three (3) hours at time and one-half (1 2), and earns overtime
pay for three (3) hours worked outside of regular shift.

Call-out: 3 hours @ one and one-half (1 %)
Regular Shift: None
Overtime: 3 hours @ one and one-half (1 72)

Called back after get home

Employee worked a regular shift and went home at 2:30 pm then is CALLED Back to work at
9:30 pm to open a drifted road and it takes 2 hours to open the road up.

Employee earns Call-out pay - three (3) hours at time and /2, and overtime for two (2) hours at
time and 72

Call-out: 3 hours @ one and one-half (1 /%)
Regular Shift: 8 hours
Overtime: 2 hours @ one and one-half (1 '2)

Weekend prior notice schedule change

Crew is blading roads or chip sealing and on 5/8’s or 4/10’s schedule. On Thursday or Friday
depending the schedule and PRIOR to the crew leaving the last day of their regular shift, and
employees volunteer or are required to work the weekend due to an emergency, ideal weather
conditions, or necessary project completion.

OR

Supervisor asks for volunteers to work an regular scheduled day off blading roads. Four (4) crew
members agree and work from 6 am to 4 pm or 9 2 hours with %2-hour lunch.

Overtime at time and one half (1%) is applied for nine and half (9 2) hours. CALL-OUT does not
apply as the work had been scheduled and agreed to prior to the crew leaving for the day even
though the work is being done on a weekend.

Volunteer or Agree to additional overtime:

Call-out: None
Regular Shift: None (weekend)
Overtime: Hours worked @ one and one-half (1 2)
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