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ST]BJECT: Recommendation to approve collective Bargaining Agreements with the
washoe county Employees Association (wcEA) for the Non-supervisory
and Supervisory bargaining units for the two (2) year period July l, 2016
through June 30, 2018, and ratiff szrme: including cost of living adjustments
in base wages of 3%retroactive to July l, 2016 lrY rcln estimated fiscal
impact $3,552,9691; and 3.5% beginning July 1, 2017 FY 17ll8 estimated
fiscal impact $4,259,3641; and updated agreement language regarding
salaries, holiday pay, sick leavey'bereavement calculations, unifomr
allowances and health plans. [Total estimated fiscal impact is $7,812,333.]
(All Commission Districts.)

SUMMARY

Washoe County and the WCEA have engaged in extensive negotiations for successor
Agreements since February 2016. The Board has approved two extensions of the existing
Collective Bargaining Agreements (CBAs) which will expire on September 30, 2016. These
CBAs with the Non-Supervisory and Supervisory bargaining units are for the two (2) year
period July 1,2016 through June 30,2018; and include cost of living adjustments (COLAs)
of 3o/o retroactive to July 1 , 2016 and 3 .5% effective July I , 2017 . Both the Non-
Supervisory and Supervisory CBAs include updated agreement language regarding salaries,
holiday pay, sick leave (bereavement) calculations, uniform allowances and health plans.
Health plan language reflects our proactive approach to reduce the values of Washoe County
health insurance plans to avoid the "Cadillac Tax," an excise tax which will be imposed on
health plans that exceed federally defined values, scheduled to be implemented in calendar
year 2020.

Washoe County Strategic Objective supported by this item: Legal obligation to comply
with our statutory mandate to engage in collective bargaining prnsuant to NRS Chapta 288.

PREYIOUS ACTION

On August 23,2016 the Board approved a32-day extension of existing Collective
Bargaining Agreements beyond the August 29,2076 expiration date to September 30,2016
as it affects NRS 288.

AGENDA ITEM # }5^



Washoe County Commission Meeting of September 13,2016
WCEA Collective Bargaining Agreements (Non-supervisory & Supervisory)

Page2 of4

On June 21,2016 the Board approved a 60-day extension of the existing Collective
Bargaining Agreement beyond the June 30,2016 expiration date to August 29,2016 asit
affects NRS 288.

On September 22,2015 the Board ratified the WCEA Labor Agreements for the period July
1,2015 through June 30, 2016 and approved cost of living base wage adjustments, updated
language regarding job classification, pay grades and out of class assignments; and modified
language to the Terms of Agreement.

BACKGROT]ND

The parties reached Tentative Agreements on all issues. (See Attachments A and B) The
Association has voted and ratified the Agreements. Following is a summary explanation of
the substantive changes to the Agreements (unless specifically noted, the changes apply to
both the Supervisory and Non-supervisory Agreements):

Term

The term of the Agreements is two years: July l, 2016 through June 30, 2018

Article 8 - Salaries of Personnel

Amended paragraph A.2.to indicate the3Yo cost of living adjustnent (COLA) in base wage
effective July l, 2016, and the 3.5% COLAin base wage effective July 1,2017.
Amended paragraph 6 to clariff that any employee whose employment is terminated after
June 30, 2018, but before a successor agreement is reached, shall not be entitled to receive
retroactive pay or benefits.

Added paragraph E to allow for Field Training Officer (FTO) pay for the following job
classifications: Medicolegal Death Investigator/Technologist Supervisor, Sheriffsupport
Specialist Supervisor, Supervising Communications Specialist, Sheriff Support Specialist
(Field and Booking/Cental Control/Property Crimes), Communications Specialist and
Forensic Investigator II.

Article 15 - Holiday Pay

This article was re-written for formatting and clarification purposes. The only substantive
changes were to allow employees to be compensated at l%times their rate of pay for all
hours worked on the actual traditional holiday, and to clariff that "holiday pay" shall be
defined as an increment of pay equal to the work hours of the employee's regularly
scheduled shift.

Article 17 - Sick Leave

Paragraph G.4. was added to allow that the use of sick leave for attending the funeral of a
family member including favel to and from, and attending to any family related business
matters (bereavement leave) will not count towards the total sick leave usage when
calculating personal leave. This change is effective December 26,2016.
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Article 19 - Health Plan

Paragraph A adds lnsurance Negotiating Committee (INC) agreement language seeking a
proactive approach to reduce the values of the Washoe County health insurance plans to
avoid the "Cadillac Tax" which, if plan designs are left unchanged, will significantly impact
the County n2020.

Paragraph B.4. was added, which requires new employees (hired or rehired on or afterJuly
1,2016) to enroll in the County's High Deductible Health Plan for a minimum of two years.
As with all other health plans, the County will pay 100% of the employee's coverage and
50% of their dependent coverage, if applicable.

Paragraph D.5 and Appendix D added Washoe County medical premium subsidy rate
schedules for post 97198 retirees, both over and under age 65,to replace the previously
utilized PEBP non-state retiree subsidy schedule. Effective January l,2019,these subsidy
rates shall be adjusted using the CPI Medical lndex.

Article 25 - Uniform. Equioment and Utilities
The last paragraph in this article was added to provide for the issuance of standard vests for
uniformed civilian SheriffOffice employees as part of a five year cycle rotation. In lieu of
the standard issue vest, employees may receive reimbursement for the current cost of the
standard issue vest to use toward the purchase of a Level II or Level III ballistic vest not to
exceed $1,100 per vest.

FISCAL IMPACT

The annual FY 16117 fiscal impact associated with these recommendations is estimated at
$3,552,969 and is broken out as follows:

$1,703,083 for Supervisory
$1,657,422 COLA

$45,661 FTO Pay

$ 1,849,886 for Non-Supervisory
$1,817,986 COLA

$31,900 Vest Allowance

These cost increases may necessitate a budget augmentation during the fiscal year. The
Budget Office will monitor the budget status related to these contracts and propose
necessary budget adjustments as needed.

The annual FY 17l18 fiscal impact is estimatedat$4,259,364 andis broken out as follows:

$2,056,01 I for Supervisory
s2,008,752 COLA

$47,259 FTO Pay

$2,203,3 53 for Non-Supervisory
$2,203,353 COLA

These cost increases will be included in the FY l7l18 budget.
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RECOMMEI\DATION

It is recommended that the Board of County Commissioners approve Collective Bargaining
Agreements with the Washoe County Employees Association (WCEA) for the Non-
Supervisory and Supervisory bargaining units for the two (2) year period July l, 2016
through June 30, 2018, and ratifu same: including cost of living adjusfinents in base wages
of 3Yo retroactive to July 1,2016IFY 16117 estimated fiscal impact $3,552,9691; and3.5%
beginning July 1, 2017 [FY 17ll8 estimated fiscal impact $4,259,364]; and updated
agreement language regarding salaries, holiday pay, sick leave/bereavement calculations,
uniform allowances and health plans. [Total estimated fiscal impact is $7,812,333.]

POSSIBLE MOTION

Should the Board agree with stafPs recommendations a possible motion would be:

Move to approve Collective Bargaining Agreements with the Washoe County Employees
Association (WCEA) for the Non-Supervisory and Supervisory bargaining units for the two
(2) year period July l, 2016 through June 30, 2018, and ratiff same: including cost of living
adjustments in base wages of 3%o retroactive to July 1,2016IFY 16117 estimated fiscal
impact $3,552,9691; and 3.5% beginning July 1,2017 [FY l7l18 estimated fiscal impact
$4,259,364]; ana updated agreement language regarding salaries, holiday pay, sick
leave/bereavement calculations, uniform allowances and health plans. [Total estimated fiscal
impact is $7,812,333.1



ATTACHMENT A

AGREEMENT

BETWEEN

THE COUNTY OFWASHOB
STATE OF NEVADA

AI\D THE
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NEGOTIATING UNIT
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THEWASHOE COUNTY
EMPLOYEES ASSOCIATION
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This Agreement made and entered into this 1't day of July 2015, by and between the

Board of County Commissioners of Washoe County, hereinafter refened to as the County, and

the Non-Supervisory Negotiating Unit of the Washoe County Employees Association, hereinafter

referred to as the Association.
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ARTICLE 1 - PREAMBLE

WHEREAS, the County and the Association are engaged in furnishing public services
essential to the health, safety and welfare of the residents of the county; and

WHEREAS, the County, its employees and the representatives of its employees have a high
degree of responsibility to the general public; and

WHEREAS, the parties to this Agreement and the employees covered by this Agreement
recognize their responsibility to provide the services for which they are involved without
interruption; and

WHEREAS, the parties understand that the Board of County Commissioners is charged by
law with the duty and responsibility of operating and providing County Government services and in
carrying out those duties and responsibilities in employing County Employees in its operation. The
Terms and Conditions of employment of employees and County regulations and rules affecting
the employment of those employees are matters of mutual concern to the County and the
Association. !t is the intent and purpose of this Agreement to assure sound and mutually beneficial
economic and employment relations between the parties hereto; to attempt to provide an orderly
and peaceful means of conducting negotiations, exchanging communications and views and
resolving any misunderstandings or grievan@s and to set forth herein article form of this
Agreement between the parties covering rates of pay, wages, hours of work and other conditions
of employment;

NOW, THEREFORE, the parties enter into this Agreement as a means of maintaining a
harmonious relationship and fostering a responsible and peaceful labor relations policy.

ARTICLE 2 - RECOGNITION

ln accordance with the provisions of NRS 288, the County has recognized and does recognize
the Association as the exclusive collective bargaining representative of those employees in the
classifications set forth in Appendix A. This recognition is granted for the period during which the
Association qualifies as the exclusive representative of those employees under the provisions of
NRS 288.

The County shall provide monthly to the Association the name, classification and department
of each new hire by the County who would be eligible for inclusion within the unit. All information
fumished is for the exclusive use of the Association and shall not be used for another purpose or
be given to any other person or organization without the express written approval of the employee
involved.

This recognition does not include temporary seasonal employees, temporary full or part-time
employees who have worked less than six (6) consecutive months, intermittent hourly employees,
and Site Supervisors and Activity Leaders working less than 20 hours per week on a regular
basis.

Further, this recognition does not include individuals who are in the job classifications set forth
in Appendix A if the individual is an unclassified employee pursuant to Chapter 5.093 of the
Washoe County Code.
(Revised 74-A1l

ARTICLE 3 - NON-DISCRIMINATION

A. Employee Rights
1. !t is a prohibited practice for The County or its designated representative willfully to:

(a) lnterfere, restrain or coerce any employee in the exercise of any right guaranteed
under Chapter NRS 288.

1



(b) Dominate, interfere or assist in the formation or administration of any employee
organization.
(c) Discriminate in regard to hiring, tenure or any term or condition of employment to
encourage or discourage membership in any employee organization.
(d) Discharge or othenryise discriminate against any employee because he/she has signed
or filed an affidavit, petition or complaint or given any information or testimony under this
chapter, or because he/she has formed, joined or chosen to be represented by any
employee organization.
(e) Refuse to bargain collectively in good faith with the exclusive representative as
required in NRS 288.150. Bargaining collectively includes the entire bargaining process,
including mediation and fact-finding, provided for in this chapter.
(0 Failto provide the information required by NRS 288.180.

2. Any complaint alleging a violation of this subsection shall be submitted to the Local
Government Employee-Management Relations Board and shall not be subject to the
Grievance Procedure, Article 32.

B. Non-Discrimination
1. The parties hereto agree not to willfully discriminate against any employee because of
race, color, religion, sex, sexual orientation, age, protected disability, national origin, or
because of political reasons or affiliations.
2. Any complaint alleging a violation of this subsection shall be submitted to the appropriate
administrative agencies having responsibility for enforcing state and federal laws goveming
non-discrimination in employment and shall not be subject to the Grievance Procedure, Article
32.

(Revised 7-01-01)

ARTICLE 4 - DUES DEDUCTION

1. The County shall deduct dues from the salaries of Association members and pay over to
the proper officers of the Association the money so collected. Provided, however, that no
deductions shall be made except in accordance with a deduction authorization form
individually and voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall specify any Association restrictions on the employee's right
to terminate his/ her dues deduction authorization.
2. The Association shall indemnify and hold the County harmless against any and all claims,
demands, suits and all other forms of liability, which shall arise out of or by reason of action
taken or not taken by the County at the request of the Association under the provisions of
Section I above.
3. The Association shall certify to the County in writing the cunent rate of membership dues.
The County will be notified of any change in the rate of membership dues thirty (30) days prior
to the effective date of such change.
4. The County will continue to honor existing dues deduction authorizations currently on file.

ARTICLE 5 - EMPLOYEE REPRESENTATIVES

The County recognizes and agrees to deal with accredited employee representatives of the
Association on all matters covered by this Agreement.

The selection of employee representatives is the responsibility of the Association, provided,
however, that the total number of accredited employee representatives shall not exceed thirty
(30). This number shall include employee grievance representatives, the Board of Directors of the
Association (which includes the officers of the Association), and the members of the Association

2



negotiating team. Employee representatives shall be selected in such a manner as to provide
representation for each major County facility.

The Association shall provide the County with a list of accredited employee representatives
and maintain its curency.

Release time for Board members, employee grievance representatives, and/ or members of
the Association's negotiating team shall be limited for the purpose of (1) attending County
functions/meetings, including negotiations (which term shall encompass statutory impasse
procedures), which have a direct impact upon the Association, (2) attending in accordance with
the provisions of Article 32, Grievance Procedure, to matters relating to grievances arising out of
alleged violations of this Agreement and (3) to attend training conferences or conventions.
lncluded within this release time procedure is the authorization for each member of the
Association's negotiating committee and/or Executive Board to have a maximum of t hour per
week for meetings of the Association's negotiating committee and/or Executive Board during
weeks when the Association and the County have or are going to have one (1) negotiating
session. ln the event that the County and the Association meet for negotiations for more than one
time per week, then the above described release time limit will be increased by one (1) hour for
each such session in excess of one (1) session.

Release time requires the advanced approval of the concerned employee's supervisor.
Employees being contacted can be contacted during working hours only after obtaining approval
of the appropriate supervisor. Approval of requests for release time under this Article shall not be
unreasonably withheld.

When attending to the duties provided in this Article during work hours, employee
representatives shall be on compensated release time up to a total of 440 hours per year. To the
extent that the release time units above are exhausted, release time will be allowed with the
Association being responsible to reimburse the County for all straight time hours utilized by
employee representatives in excess of the total compensated release time above.
(Revised 7-1-08)

ARTICLE 6 - MANAGEMENT RIGHTS

The County has the right and is entitled without negotiation to:
(a) Hire, direct, promote, transfer, or assign employees;
(b) Suspend, demote, discharge, or take other disciplinary action against any employee
forjust cause;
(c) Lay off any employee because of lack of work or lack of funds;
(d) Determine staffing levels, establish job classifications, work performance standards,
the content of the workday, and workload factors;
(e) Determine the quality and quantity of services to be offered to the public and the
methods, means and personnel by which its operations are to be conducted;
(0 Maintain the efficiency of its governmental operations; and
(g) Take whatever actions may be necessary to carry out its responsibilities in emergency
situations.

Unless specifically modified by this Agreement, all rights and responsibilities of the County
shall remain the functions of the County. lt is further understood and agreed that these
management rights shall not contravene either the terms of this Agreement or the duty to
negotiate over those subjects set forth in NRS 288.150, subsection 2.

ARTICLE 7 - CONSULTATION

The parties hereto will use their best efforts to consult with one another on matters of
personnel policies and practices, wages, hours and conditions of employment.

3



ARTICLE 8. SALARIES OF PERSONNEL

A. Salaries of Personnel
1. The Schedule of Salary ranges of all personnel covered by this Agreement is set forth in
Appendix B, with the appropriate effective dates. The salary schedules listed in the
Appendices to this Agreement are subject to change during the term of the Agreement as a
result of changes to the retirement contribution rate provided for under NRS 286.421,3, (a),
(2). ln adopting the Schedule of Salary ranges, the parties recognize and agree that the
percentage differential between entry salary and maximum salary for a given grade is not and
should not be the same for all grades, and herein abandoned the previously agreed to uniform
differential of 35o/o from entry salary to maximum for all grades.
2. The parties agree the following salary adjustments shall be made during the term of this
agreement:

a. Effective July 1 ,201646., the County agrees to provide a cost of living allowance to all
positions covered by the WCEA contract in the amount of 3.00%
a=b.Effec{ive Julv 1.2017 the Countv ao to orovide a cost of livino allowance to all
oositions coyered bv Lhe WCEA c-sntragt in th.e Ar:nount sf 3.50%.

3. The grade for each class represents the range of pay rates for fulltime biweekly
employment unless the compensation plan specifically states othenryise. Unless otherwise
indicated in the compensation plan, rates of pay set forth represent the base total
compensation in every form except for overtime compensation. Reimbursement of an
employee for expenses incuned in operating the employee's private motor vehicle for the
convenience of the County shall not be deemed to be a part of totalcompensation.
4. Each employee in the classified service shall be paid within the salary range in the grade
for the appropriate class.
5. An employee who works a fixed variable proportion of the established workweek, such as
one-half time, one-quarter time, or hours as needed shall be paid for the actual hours worked.
6. The County shall pay retroactive pay to all employees who retired and began drawing
PERS, and to the family of employees who died between July 1, of the applicable contract
year and the date the WCEA contract is approved by the Washoe County Commissioners.
This term shall sunset and expire effective September 14, 2016 and will be replaced with the
followinq term: Emplovees whose emolovment is terminated after June 30, 2018, but before
a successor agreement is reached, if applicable, shall not be entitled to receive retroactive
pav or benefits even if the successor aqreement orovides for retroactive increases in pav
andior benefits. This provision shall applv reqardless of the reason an emplovee's
emplovment has been terminated.

(Revised 7-OHA141

B. Merit Salary lncrease
1. The amount of the merit salary adjustment paid pursuant to the Washoe County Merit
Personnel Ordinance shall be 5%.
2. lf giving the full merit salary adjustment would result in a salary exceeding that maximum
amount, the employee shall be given a reduced adjustment, which would result in a salary
equal to the maximum amount of the employee's salary range. However, if a merit increase
brings an employee within 112 percent of the top of the range, the employee shall be paid at
the maximum salary for the range.
3. Authorized leave without pay for 30 days or less shall not result in a new anniversary date.
Authorized leave without pay in excess of 30 days shall establish a new anniversary date
commencing with the employee's return to active service.
4. An employee shall be eligible for a merit salary increase upon:
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(a) Each anniversary date of the employee's employment in such job classification
annually thereafter until the maximum salary is reached in that job classification. The
anniversary date is normally considered to be that date an employee commences work in
that job classification to which the employee has been most recently appointed.
(b) An employee who is not given a merit salary increase on the employee's annual merit
review date is eligible to receive the merit salary increase at any later pay period withinr the
immediately succeeding annual review period. Granting a delayed merit salary increase in
any succeeding pay period shall not affect the employee's anniversary date, and will not
extend the annual merit review date.

5. Within the employ of each County department, the procedures used to evaluate an
employee shall be uniformly and consistently applied in accordance with the guidelines
established by the Human Resources Department. ln the event a merit increase is not
granted, the employee will be informed in writing of the specific reason(s) for denial and may
within seven (7) days of such notification, request a review before the employee's supervisor
and the department head or the employee's designee to discuss the reason for the denial.
The reason for the denial may be reviewed by the department head and Association repre-
sentative. Upon request of the employee or the supervisor, a representative of the Human
Resources Department may be present. lf no resolution is reached and the employee files a
grievance as provided for in this Agreement, the issue of whether the department acted
arbitrarily and capriciously in denying the merit increase may be submitted to arbitration,
6. For purposes of determining eligibility for merit salary increases, employees shall be rated
standard or better, and upon meeting such requirements shall then be eligible for a merit
increase. lf an employee does not receive the employee's performance evaluation within
ffieen (15) days after the employee's anniversary date, the merit increase shall be granted
retroactive to the date it was due. !f an employee is unavailable for the supervisor to give the
evaluation because the employee was on leave, or unavailable to meet, following their
anniversary date, the fifteen (15) days shall be extended for the period the employee was on
leave or othenryise unavailable.

C. Salary Adjustments
\tr/hen an eror is discovered in an employee's compensation calculation, the Human

Resources Department shall make the appropriate adjustment retroactive, not to exceed one year
from the date the error is discovered.
(Revised 7-1-05)

When the merit salary adjustment is delayed solely through administrative or clerical error, the
adjustment shall be made effective as of the date it was properly due.
(Added 7-1-10)

D. Hazard Duty Pay
For employees in the job classifications of Forensic lnvestigator, Sewer System Workers,

Environmental Health Specialist Supervisor, Sr. Environmental Health Specialist, or
Environmental Health Specialist who are assigned to a drug laboratory response, or other
similarly hazardous situations requiring specialized hazardous materials training shall, on the
approval of the supervisor or designee, receive a five percent (5olo) differential during the actual
period of time they are being utilized during an employee's working hours. The hazard pay
differential rnust be recorded on an hour for hour basis or major fraction thereof.
(Revised 7-1-15)

5
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A deoartm head or desionee mav emolovees in the iob of

Support Specialist (Bookino/Central ContrguPrqpellv Crimes). Communications Specialist and
Forensic lnvestiqator ll to qerform Es Fiel.d lrpiEino Officerg (fTO's). Such -emplovees shall
receive, in addition to their normal bgile hoyrlvJatg of pry,gt additionalfive pslcent (5%) of Fase
qalarv as a differential oav dudnq the actual period=oltlme the emplovee ix performi[g FTOCutieS
dgrinq an emplovee's normal workinq lpurs, The FTQ pay {ifferqntial muqt be recordpd sn an
hour for hour basis or lnaior fradlgr]jther"ggf. Tlls.pav diff"erential is intended to compensate th.e
employPe for anv special traininq, exp.erience, and/or qualifications fequired to perform the duties
of a Figld Trainins Officer.
(Added 7-01-16)

ARTICLE 9 . MEAL PERIOD/REST BREAKS

All employees shall be allowed at least a one-half (112) hour meal period scheduled
approximately in the middle of the employee's workday. This period of time shall be considered
the employee's time and not hours worked except as provided herein.

All employees shall be granted two fifteen (15) minute rest periods during the shift, which shall
not be combined except as provided below. Such breaks shall not be taken within one (1) hour of
the employee's starting time, quitting time, or meal breaks, and may not be accumutated or used
to supplement meal breaks, anive at work late or leave work early except as provided herein.

Employees who are required to work shifts of eight (8) straight hours without a designated
meal period may request to have the two (2) rest breaks combined into a one-half (1/2) hour mea!
period. Under these circumstances, the meal period shall be considered as hours worked.

Rest periods shall be taken without loss of pay and the employee shall not be required to
make up such time.

Employees who are required to work four (4) or more hours beyond their regular shift shall be
granted a fifteen (15) minute rest period. To afford employees an opportunity for a mealduring
such extended work schedules, employees may request that this additional rest period be
combined with an earlier rest period to create a one-half (112) hour meal period, which shall be
considered as hours worked.
(Revised 7-1-01)

ARTICLE 10 . STANDBY TIME AND CALLBACK

Standby time is defined as time, other than normal working hours, when an employee is
required by the employee's appointing authority or designee to notify the employee's department
of the employee's exact location or is required to carry an electronic pager so that the employee
may be immediately contacted. Employees are expected to report to work within forty-five (45)
minutes to one (1) hour from the time a call is received. This provision does not apply to Park
Rangers or Roads Supervisors who reside at County provided residences. An employee
assigned standby will be paid $5.00 per hour with a guaranteed minimum payment of $50.0Ofor
each standby assignment, except as provided for herein.

An assignment consists of a period of consecutive hours during which an employee is on
standby. For example, if an employee is assigned to standby between 5:00 p.m. and 12:00
midnight that same day, the employee shall be paid $50.00 for the seven (7) hours standby time
(one assignment). lf an employee is assigned to standby between 5:00 p.m. Friday and 8:00 a.m.
Monday, the employee shall be paid $315.00 for sixtythree (63) hours standby time (one
assignment). Except in an instance where an employee voluntarily consents; standby time
between 5:00 p.m. Friday until 8:00 a.m. the following Monday shall be assigned as one
continuous assignment. Absent the voluntary consent of an employee, no standby time
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assignment, during said sixtythree (63) hour time period shall be for less than the entire said time
frame. Employees working a nontraditional workweek who are placed on standby on times other
than 5:00 p.m. Friday through 8:00 a.m. the following Monday shall be paid the standby rate for
the actual hours of such assignment, subject to the guaranteed minimum payment refened to in
this Article.

lf an employee is called to work during a standby assignment, standby pay shall stop during
the period when the employee is working. ln this instance the employee shajl only be'paid for
actual hours on standby and shall not be guaranteed a minimum of $50.00 for each standby
assignment.

Any employee who is called back to work during a time when the employee is not regularly
scheduled to work, shal! be paid for the actual time spent at work with a guaranteed minimum of
two (2) hours of work-time regardless of having worked less than two (2) hours except as provided
herein. lf an employee is called back to work more than once during the same offduty period, the
employee shall not receive the guaranteed minimum of two (2) hours callback if the subsequent
callback period is within the hours for which the employee has already been compensated. H the
subsequent callback is beyond the hours for which the employee has already been compensated,
another two (2) hour minimum callback shall apply. Examples: lf an employee is called back to
work at 9:00 p.m. and works until 9:30 p.m., the employee will be credited with two (2) hours of
work-time or as if the employee actually worked until 11:00 p.m. lf that employee is subsequently
called back to work at 10:00 p.m. that same evening and works until 10:30 p.m., the employee will
be credited with one-halt (112) hour work-time for the second callback, or a total of two and
one-half (2-112) hours for both callbacks. lf the second or third callback occurs at 2:00 a.m., the
employee will be credited with an additionaltwo (2) hours callback.

lf an employee is on standby and receives a work call and is not required to report to the
workplace but rather performs actual work at home, such time shall be considered as time
worked. Said work-time shall be rounded to the nearest fifteen minutes using normal round off
rules. lf an employee is compensated for work-time at home, standby pay shall cease for any hour
or portion thereof which the employee is compensated as hours worked. Such work time is not
considered callback and the two (2) hour minimum does not apply.

lf an employee is called in to work early, and works continuously through the beginning of the
employee's regularly scheduled work hours, the two (2) hour minimum does not apply.

The rate at which these hours are to be compensated shall be in accordance with the overtime
provisions under Article 13. The employee's work time shall start when the employee actually
reports to work and ends when the employee is released from work. Travel time from an
employee's home or non-work location to work and back shall not be considered as work time.
(Revised 7-1-05)

ARTICLE 11 - REPORTING PAY/SUITABLE WORK PLACE

The County shall provide a safe and suitable work place, which shall include, but not be
limited to, the promulgation and enforcement of regulations prohibiting work place violence and
restricting employees from having a firearm in the employee's possession inside the work place or
in a County vehicle or piece of equipment, except where such possession is permitted (1) in the
performance of the employee's essential functions, (2) where a judge is a permittee authorized to
carry a concealed firearm and carries a concealed firearm in the courthouse or courtroom
presided over by the judge or while traveling to and from the courtroom of the said judge, (3)
where a judge authorizes a permittee authorized to carry a concealed weapon and canies a
concealed firearm in the courthouse or courtroom presided over by the judge or while traveling to
and from the courtroom of said judge, or (4) where a prosecuting attomey of an agency or potitical
subdivision of the United States or of this state is a permittee authorized to carry a concealed
weapon and carries a concealed firearm in a public building. For purposes of this Article, the
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regular workday for full-time employees shall be considered to be eight (8) hours. A full-time
employee reporting for work and no work is provided due to such factors as inclement weather, or
a breakdown of a heating unit or other factor causing the closing of a building to the public or
causing discontinuance of a major unit of a project, said employee shall receive four (4) hours of
pay at the employee's regular rate of pay. ln the alternative, the County may require the affected
employee work at another building in the same department and at the same grade.

lf after four (4) hours an employee is released from duty for reasons as described above, the
employee shall not be required to report to another location and shall be paid for eight (8) hours of
work.

A part-time employee who reports to work and is released from duty as described above, shall
have the reporting pay prorated based upon the employee's regularly scheduled hours for the day
in question. Part-time employees may also be reassigned to another location under the same
conditions described above for full-time employees.
(Revised 7-1-99)

ARTICLE 12. SHIFT DIFFERENTIAUSHIFT BIDDING

A. Shift Differential
All shift work performed between the hours of 6:00 p.m. and 6:00 a.m., shall be considered

night work. Payment for night work, in addition to regular compensation, shal! be made at the rate
of six percent (6%) of base salary for those hours worked between 6:00 p.m. and 6:00 a.m.,
except as provided herein. lf an employee works a shift of which at least fifty percent (50%) of the
hours are between 6:00 p.m. and 6:00 a.m., the employee shall be paid the differential for the
entire shift. No night shift differential shall be paid for overtime worked at either the beginning or
the end of a shift unless the regular shift hours qualify for the night shift differential. The shift
differential will not apply during the periods of time when the employee is on sick and annual
leave, holidays and other leaves with pay, even though the employee is stillformally assigned to a
qualifying shift.
(Revised 7-01-04)

An employee who, at the direction of management for reasonable and articulable operational
needs, is reassigned from a bid shift eligible for the differential to a shift which is not eligible for the
differential shall continue to receive night shift differential for the remainder of the shift bid. There
shall be no cttnyover of night shift differential on a non-qualifying shift from one shift bid to another
shift bid.
(Added 7-01-05)

B. Shift Bidding

WC SHERIFF'S OFFICE:
Due to the nature of work being performed in the Sheriffs Office, it is recognized that certain

classifications covered by the agreement work in shifts. These classifications are: Sheriffs
Support Specialist - Booking/Central/Property, Sheriff Support Specialist - Field Services, Office
Assistant ll (working in Inmate Property), Communications Specialist Trainee, Communications
Specialist, and lnmate Work Program Leader. For the purposes of this agreement, shift bidding
shall be applied as follows:

Sheriffs Support Specialist (all options) - Employees in these classifications shall bid for
shifUdays off, by option within the classification, on the basis of seniority within the classification.
Bidding shall occur every four (4) months. An employee shall be allowed to continue on the same
shift until such time as he/she is bumped by a senior employee. An employee may not be
bumped from one option by a senior employee and may only transfer from one option to another
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option in the Sheriff's Support Specialist classifications when there is a vacancy in that option and
they are certified as proficient in that option by management. lf an employee transfers to another
option and fails the required training program in the new option, he/she will return to the
employee's previous option. The parties recognize that employees desiring to move from Sheriffs
Support Specialist - Field Service, to Sheriffs Support Specialist - Booking/Central Control must
follow the selection process applicable for promoting to another classification.

Office Assistant ll (lnmate Propertv) - Employees in this classification shall bid for shifUdays
off by classification, on the basis of seniority within the classification. Bidding shall occur every
four (4) months. An employee shall be allowed to continue on the same shift until such time as
he/she is bumped by a senior employee.

Communications Specialist Trainee and Communication Specialist - Employees in these
classifications shall bid for shifUdays off by classification, on the basis of seniority within the
classification. Bidding shall occur every four (4) months.

lnmate Work Prooram Leader - Employees in this classification shall bid for shift/days off by
classification within their perspective work units (inside or outside) on the basis of seniority within
the classification. Bidding shall occur every six (6) months. An employee shall be allowed to
continue on the same shift until such time as the employee shall be bumped by a senior
employee. Notwithstanding the single classification, employees desiring to change work units
must follow the selection process applicable for promoting to another classification.

General Provisions
The bid will be posted for at least seven (7) days before the date of bidding. The awarded

shift schedule shall be posted not less than fifteen (15) days prior to its effective date, which shall
be defined as the first day after the cunent schedule end date. The Sheriff may, for reasonabte
and articulable operational needs, reassign employees who hold shift bids.

lf a shift bid results in an employee being scheduled to work two consecutive shifts, employee
shall work one-half of the required shift and shall be paid administrative leave for the remaining
one-half shift.
(Revised 7-1-131

Seniority for bidding shall be determined by the employee's last continuous appointment date
within the classification within the Sheriffs Department. ln the event of a tie, seniority shall be
determined by the last continuous appointment date to any classification within the bargaining unit
of the Sheriffs Department. !f there is still a tie, seniority shall be determined by the rank on the
eligibility list in the classification for which bidding is occurring and, then by a drawing of lots if
there are identical rankings on the eligibility list.

ANIt\4AL SERVICES:
Lead Animal Control Officers. Animal Control Officers. Caretakers. KennelAssistants, Animal

Service Assistants and Veterinarv Technicians - Employees in these classifications shall bid for
shifUdays off by classification, on the basis of seniority within the classification. The department
shall establish the shifUdays off for the bid, and bidding shall occur every six (6) months. The
schedule shall be posted not less than fifteen (15) days prior to its effective date.

The Department may, for reasonable and articulable operational needs, reassign employees
who hold shift bids.
(Revised 7-01-13)

ARTICLE {3 . OVERTIME, WORK DAY, WORKWEEK
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Except as provided herein, overtime means any time worked in excess of forty (40) hours in a
week. Workltreek in this Article shall mean those hours worked between 12:01 a.m. Monday and
ending 12:A0 midnight Sunday.

An employee shall only be paid for actual hours worked. For the purpose of computing
overtime, however, except for time paid while on sick leave, time paid for but not worked including
vacation, compensatory time, holidays, and personal leave shall be considered as time worked.

With the exception of normal "home-to-work" travel time, all travel time that is part of a one-
day assignment outside of the normal work area or travel time that takes an employee away from
home overnight is considered hours worked regardless of when the actual travel time occurs. For
example, if an employee returns to Reno on an airplane at 1 1:00 p.m., after a four (4) hour flight,
the employee will be credited with four (4) hours of work time, even though the flight occurred
after 5:00 p.m. Upon anival at the airport, the traveltime it takes the employee to arrive home is
not considered hours worked but rather normal "home-to-work" travel time. ln addition to the
actual travel flight-time, when an employee is attending mandatory training which is away from
home ovemight, layover time and time spent awaiting a flight is considered hours worked,
provided, such time shall not exceed three (3) hours total per round-trip.

An employee whose position is budgeted for less than fulltime shall not be deprived of
additional work hours beyond the budgeted hours through the use of temporary or seasonal
employees under the following condition: temporary or seasonal employees shall not be utilized to
perform the duties of the permanent part-time employee during the period of temporary layoff of
the permanent parttime employee.

No employee shall be required to take time off during the workweek in lieu of overtime.
The County has the right to schedule employee hours and to order overtime, but in scheduling

employees' hours, shall endeavor to give an employee two (2) consecutive days off in a work
week as defined above in this article. ln exercising the right to schedule employee hours, the
County agrees to consider employee requests for alternative work schedules, provided,
establishment of such schedules is at the sole discretion of management. Except for
emergencies, in the event management elects to change an employee's regular work schedule,
management shall provide reasonable notice to the employee prior to the effective date of the
schedule change. ln the event an employee works an assigned schedule that does not contain
two (2) consecutive days off in the work week, said employee shall be paid a differential of five
percent (5%) above the employee's base pay for all hours worked in that work week, except as
provided herein. Failure to receive two (2) consecutive days off in a workweek as a result of
overtime is not considered part of an assigned schedule and shall not qualify an employee for the
additional five percent (5%) differential.
(Revised 7-01-05)

Employees in the Non-Supervisory Unit shall receive overtime pay at the rate of one and one
half (1-112) times their regular rate of pay. Such compensation shall be in the form of a cash
payment or compensatory time off. Compensatory time off shall be limited to a total accumulation
of two hundred forly (240) hours, except for the job classification of Communications Specialist
Trainee, and Communications Specialist or any other classification or job title that qualifies under
FLSA regulations may accumulate up to four hundred eighty (480) hours of compensatory time.

The decision as to whether compensation for overtime work shall be made in cash or time off
shall be made at the time it is worked and shall be solely the decision of the employee. lf an
employee who has accumulated overtime credit terminates County employment before
accumulated time has been taken or compensated for, all accumulated overtime shall be
compensated for by the employing office or department at the time of termination.

Nothing in this Article shall require payment for overtime hours not worked. Overtime shall not
be paid more than once for the same hours worked. Except for that overtime which is required as
a result of emergency conditions, all oveffme must have previous authorization of the department
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head or person acting on behalf of the department head, if compensation therefore is to be
effected.
(Revised 7-01-08)

ARTICLE 14 . CAREER INCENTIVE

All employees covered hereunder who have completed a total of five (5) years or more of
full-time service with the County and who have been rated standard or better pursuant to the
applicable performance evaluation program shall be entitled to longevity pay as shown in the table
below calculated at the rate of one hundred dollars ($1001 per year of service up to a maximum
annual payment of three thousand dollars ($3,000) for thirty (30) years or more of service.
Employees who have worked or are now working in a permanent parttime position are eligible for
Career lncentive after having worked or after having been in a paid leave status the same number
of hours equivalent to a fulltime employee.

An employee's seniority for career incentive shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or unless an emptoyee who separates is reemployed within
one (1) year and then works a minimum of one (1) year upon reemployment.

The period of time an employee is on leave without pay in excess of thirty-one (31) calendar
days shall not count as qualifying time for career incentive.

An employee's eligibility for longevity pay shall be reviewed as of June I and December I of
each year with payment to be effected in equal semiannual installments payable on the flrst
payday of June and December immediately following a determination of eligibility. ln order for an
employee not to receive a semiannual longevity payment, the employee must have received a
below standard performance evaluation during the six-month period immediately preceding the
semiannual eligibility review date.

For qualifying employees retiring or resigning before the due date of any semiannual
increment, the amount of the payment shall be prorated.

TotalYears of Annual Longevity
Full-Time Service Payment

Amount of Semi-Annual
lnstallments

5- 6
6-7
7- I
8- I
9-10

10- 11

11- 12
12- 13
13- 14
14 -15
15- 16
16- 17
17-18
18- 19
19-20
20-21
21-22

$500.00
600.00
700.00
800.00
900.00

'1,000.00

1,100.00
1,200.00
1,300.00
1,400.00
1,500.00
1,600.00
1,700.00
1,800.00
1,900.00
2,000.00
2,100.00

$250.00
300.00
350.00
400.00
450.00
500.00
550.00
600.00
650.00
700.00
750.00
800.00
850.00
900.00
950.00

1,000.00
1,050.00

11



22- 23
23- 24
24-25
25-26
26-27
27-28
28-29
29- 30
30- or more

(Revised 7-1-94)

2,200.00
2,300.00
2,400.00
2,500.00
2,600.00
2,700.00
2,800.00
2,900.00
3,000.00

1,100.00
'1,150.00

1,200.00
1,250.00
1,300.00
1,350.00
1,400.00
1,450.00
1,500.00

ARTICLE 15 - HOLIDAYS

A. Recoqnized Holidavs: The followino official leqal holidavs witl be observed bv the Countv
and its emolovees in accordance with NRS 236.015 and the Nevada PERS Official Policies
Q86.025\:

1. Januarv 1 (New Yea/s Dav)
2Th Mondav in Januarv (t\tlartin I uther . Jr.'s Birthdav)
3 Third t\Iondav in Fehrrrarv s Dav'l
4 Last Mondav in Mav Dav)
5 .htlv 4 (lndeoendence Dav)
6. First Mondav in September (Labor Dav)
7. Last Fridav in October (Nevada Dav)
8. November 11 Dav)gF ourth Thursdav in November no Dav)

10. Day afterThanksqivino (Familv Dav)
'11 December 25 (Christmas Dav)

Anv other dav declared as a State holidav bv the Govemor of the State of Nevada. or bv the
Pf=esident of the United States to be a leqal national holidav or dav of mourninq when public
offices are closed or added to NRS 236.015 shall also be recoqnized as a Countv halidalr.

Employees workinq other than the standard Mondav throuoh Fridav worlweek are entitled to the
same number of holidavs as emplovees workino a standard Mondav throuqh Fridav workweek.

ComDensation for "holiday paV' hours (not worked) can onlv be taken as cash. Emplovees have
a choice of takinq "holidav worked" or "holidav overtime' hours. at the time it is worked. as either
cash or compensatorv time as outlined below:

B. Weekend Holidavs: lf Januarv 1. Julv 4. November 11. December 25 or anv other dav
declared as a new recoonized State or National holidav falls uoon a Saturday. the Fridav
precedino must be observed as the leqal holidav: if anv of these same holidavs fall upon a
Sundav. the Mondav followinq must be observed as the leqal holidav. Emolovees required bv
their department to work on an actual January 1, Julv 4, November 11. or December 25
traditional holidav when this holidav falls on a Saturdav or Sundav will be compensated at one
and one-half (1 %) times the emolovees hourlv rate of pav for all hours worked on the actual
traditional holidav.

C. Holidav Elioibilitv: ln order to be glioible for holidav pav. an emplovee must be in a oaid
status both the scheduled work dav before and the scheduled work dav after the holidav.
Emplovees on leave without oav (LWOP) are not elioible for holidav pav benefits except for
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those emplovees called to militarv dutv and on a militarv leave without pav. Emplovees who
are off-dutv on worker's compensation shall be considered on paid status and shall receive
holidav oav. Emplovees hired on a holidav or hired the dav after a holidav are not eliqible to
be oaid for that holidav. Emplovees leavino Countv service in a oay period that contains a
holidav will not be paid for the holidav unless he/she is in a oaid status both the scheduled
work dav before and the scheduled work dav after the holidav.

D. Holidav Pav: For purposes of this Article. dependent on an emplovee's reoularlv
assiqned/bid work dav. "holidav pav" (Code 0005) shall be defined as an increment of pav
eoual to the work hours of the emplovee's reoularlv scheduled shift (i.e. eioht (8). orten (10)
hours) at an emplovee's reqular. straiqht time hourlv oav rate and can onlv be taken as cash
except as provided herein:

a. Part-time emplovees shall be entitled to.a prorated number of holidav hours based
upon the ratio of the number of hours in their reqularlv scheduled workweek to a
normal fortv (40) hour workweek rounded to the nearest 1S-minute increment.

b. When a holidav of less than a full dav is appointed. parttime benefit eliqible
emplovees will be entitled to the fractional equivalent time off. That is. an emolovee
who reoularlv works four (4) hours per dav will be oiven two (2) hours off for a four (4)
hour holidav.

c. Non-benefited temporarv. seasonal and intermittent hourlv emolovees are not elioible
for holidav oav. Time worked on a holidav would be considered reqular hours.

d. Emplovees temporarilv re-assiqned for a week or lonqer to an assiqnment that is less
than his/her normal reqularlv scheduled hours (i.e. workinq five (S)/eioht (8) hour davs
vs. a normal four (4)/ten (10) hour davs) durinq a workweek containinq a holidav shall
onlv be entitled to holidav pav at the lower temporarv schedule (i.e. 8 hours vs.. 10
hours).

e. Emplovees on a liohtdutv assiqnment durinq a week which contains a holidav shall
receive holidav pav in accordance to his/her liqht dutv work schedule.

f. Holidav Pav hours mav fluctuate from holidav to holidav due to where the Holidav. as
defined bv this article. occurs within an emplovee's assiqned work schedule (i.e.
emplovee workino an 8. 8. 12. 12 schedule mav sometimes receive an I hour holidav
or a 12 hour holidav dependinq on the dav the Holidav falls).

q. Under no circumstances should work schedules be arbitrarilv chanoed durinq a
holidav week, unless assiqned and approved bv manaoement.

1. Holidav Not Worked: lf a holidav. as defined bv this article. falls on the emplovee's
regularlv scheduled work dav and the emplovee does not report to work and instead has
the dav off then the emplovee shall receive holidav pav. taken as cash onlv. at their
reoular. straiqht time hourlv pav rate for the amount of hours that the emplovee would
have normallv worked. Part-time benefit eliqible emplovees are oro-rated for the holidav,
as defined above.

2. Holidav Off (RDO): lf a holidav. as defined bv this article. falls on the emplovee's reoular
dav off (RDO). then the emplovee shall receive eiqht (8) hours of holidav pav (Pav Code
0005). taken as cash onlv. at their reqular. straiqht time hourlv pav rate. These holidav pav
hours count towards the 4O-hour workweek for overtime purposes as defined in Article 13

- Overtime. Work Dav. Work Week. Part{ime benefit elioible employees are pro-rated for
the holidav. as defined above.
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3. Holidav Worked: lf an emplovee works on a holidav. as defined bv this article. he/she
shall be compensated for workino the holidav bv receivino 1.5 times his/her reqular, hourlv
pav rate for each hour or maior fraction worked on that holidav up to a maximum of his/her
reoularlv scheduled shift. in addition to receivinq holidav oav. The decision as to whether
compensation for "holidav worked' hours shall be in cash and/or compensatorv time shall
be made at the time it is worked and shall be solelv the decision of the emplovee.
Compensation for "holidav pav" hours (Pav Code 0005) must be taken as cash.

4. Holidav Overtime: lf a full-time emplovee works over the maximum of his/her reqularlv
scheduled shift on a holidav or a part-time benefit elioible emolovee works over eiqht (8)
hours on a holidav. as defined bv this article. he/she shall be compensated bv receivino
2.5 times his/her reoular. hourlv pav rate for each hour or maior fraction worked on that
holidav. in addition to receivino holidav worked pav and holidav oav. The decision as to
whether compensation for "holidav overtime" hours shall be in cash and/or comoensatory
time shall be made at the time it is worked and shall be solelv the decision of the
emplovee. Comoensation for'holidav paf hours (Pav Code 0005) must be taken as
cash.

5. Holidav Durinq Leave: lf a holidav. as defined bv this article. occurs durinq an
emplovee's scheduled vacation. sick. compensatorv. personal or other paid leave. that
holidav shall be charqed as "holidav oaf and not be charqed as leave.

6. Holidav Reoortins: The emplovee's shift schedule determines when and if an emolovee
should reoort holidav hours on a recoqnized holidav. as defined bv this article. Emplovees
must report all applicable holidav hours on the dav their shift beqins or in accordance to
the cunent oractice set bv manaqement.

(Revised 7-1 -1 6: Effec'tive 1 0-28-1 6)
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ARTICLE {6 . VACATION

A. Vacation Accrualfor Full-time Employees
1. On the first day of the pay period following the completion of six (6) months continuous
County seryice, each employee who is employed full-time shall be entitled to forty-eight (48)
hours vacation leave.

Thereafter, employees shall accrue vacation credit at the biweekly equivalent of the nates
established below.

Annual Vacation Earning Rate
Years of Continuous Seruice Hours Earned

Less than three (3) years 96 hours

Three (3) but less than five (5) years 136 hours

Five (5) but less than ten (10) years 152 hours

Ten (10) but less than ffieen (15) 176 hours

Fifteen (15) but less than twenty (20) 192 hours

Twenty (20) years or more 200 hours
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2. For the purpose of computing credit for vacation, each employee shall be considered to
work not more than forty (40) hours each week.

B. Vacation Accrualfor Part-time Employees, Employees Holding More than One Position
1. On the first day of the pay period following completion of six (6) months' of continuous
County service, and thereafter, each parttime employee shall be allowed vacation credit
prorated on the basis of the rates established in Section A for full-time employees. \Men an
hourly paid employee works in excess of forty (40) hours per week, the excess hours shall not
be credited for purposes of computing vacation with pay.
2. An employee who holds two or more part-time positions in the County service may
combine the time in both positions for purposes of computing credit for vacation with pay.
Combined part{ime positions with the County shall not aggregate more than eight (8) houis
per day total work time for vacation purposes. Author2ed overtime shall not be credited for
purposes of computing vacation with pay.

C. General Provisions
1. An employee's seniority for vacation accruat shalt include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of
a layoff in which case bridging will be authorized if the employee is reemployed in a
permanent position in accordance with Article 24, or unless an employee who separates is
reemployed within one year and then works a minimum of one year upon reemployment.
2. Vacation credit shall accrue only while an emproyee is in a paid status.
3. The time when vacation is to be taken shall be determined by the appointing authority after
considering the needs of the service and the seniority and wishes of the employees. Vacation
leave shall be charged on an hour for hour basis or major fraction thereof, if an employee has
worked less than forty (40) hours in a week. Vacation credit may be accumulated from year to
year not to exceed two hundred forty (240) hours. Amounts in excess of two hundred fortv
(240) hours as of the end of the biweekly pay period encompassing December 31't, shall be
forfeited as of that pay period, PROVIDED HOWEVER, if an employee:

(a) On or before October 15, requests permission to take annual leave; and
(b) The employee's request is denied for any reason; the employee is entitled to payment
for any annual leave in excess of two hundred torly (240) hours which the employee
requested to take and which the employee would otherwise forfeit as the result of the
denial of the employee's request. The payment for the employee's unused annual leave
must be made to the employee not later than January 31. Vacation leave shall not be
granted in excess of the vacation credit earned. Vacation taken during a biweekly pay
period shall be charged before vacation earned during that pay period is credited.

4. Except as othenrvise provided in this Article, upon separation from service for any cause,
an employee shall be paid a lump sum payment for any unused or accumulated vacation
earned through the last day worked. lf this date is earlier than the last day of the pay period,
the vacation shall be prorated.
5. Once an employee's use of vacation hours has been approved by the appointing authority
or his designee, the employee shall be allowed to take the vacation hours as approved unlesi
the operational needs of the County require that vacation leave approval be rescinded. ln the
event that a rescission of approval occurs, the County shall reimburse the emptoyee for any
actual and reasonable non-refundable fees and costs incurred in connection with scheduling
of the vacation at the previously approved time. Requests for reimbursement of the non-
refundable fees and costs shall be submitted to the appointing authority, together with the
supporting documentation and receipts, and forwarded to the Comptroller for reimbursement.

(Revised 7-1-99)
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ARTICLE 17. SICK LEAVE

A. Sick Leave Accrual
Each employee in the service of the County for less than ten (10) years shall be credited with

sick leave at the rate of one and one-fourth (1-114) working days for each month of full-time
service, which is cumulative from year to year.

Part-time employees shall be allowed prorated sick leave on the basis of one and one-fourth
(1-114) days of credit for each equivalent month of fulltime service.

Each employee in the service of the County for ten (10) or more continuous years of service
shall be credited with sick leave at the rate of one and one-half (1-112) working days for each
month of full-time service, which is cumulative from year to year.

Sick leave credit shall be earned only while the employee is in a paid status.
An employee's seniority for sick leave accrual shall include all periods of service from the

employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or unless an employee who separates is reemployed within
one (1) year and then works a minimum of one (1) year upon reemployment.

B. Sick Leave Accrualfor Employees Holding More than One Position, Hourly Paid Employees.
The provisions of Article 16 (Vacation) shall likewise apply to the earning of sick leave for such

employees described in that Article.

C. Sick Leave Accrual and Payment on Separation.
An employee separated from the service shall earn sick leave only through the last working

day for which he/she is entitled to pay. lf this date is earlier than the last day of the pay period, the
sick leave with pay shall be prorated for that pay period. Upon death, retirement, or permanent
disability, or upon termination of an employee after ten (10) years of full-time employment, or its
equivalent if the employee has not served as a fulltime employee, for reasons other than for just
cause under Articles 31 and 33 hereof, an employee shall be compensated for the accumulated
sick leave in excess of three hundred (300) hours at the rate of one (1) hou/s pay at the
employee's regular hourly rate for every hrvo (2) hours of sick leave accrued up to a maximum
payment of eight hundred (800) hours. There shall be no payment for sick leave accrual balances
of three hundred (300) hours or less.

An employee, who is laid off and is reemployed under the provision of Article 24 of this
Agreement, shall have the employee's previously uncompensated accrued sick leave at time of
layoff restored.
(Revised 7-1-13)

D. Use of Sick Leave
Sick leave shall be charged on an hourly basis for each full hour or major fraction thereof if an

employee has worked less than forty (40) hours in a workweek.
An employee is entitled to use accrued sick leave only:

When incapacitated to perform the duties of the employee's position due to sickness,
injury, or adoption. When incapacitated to perform the duties of her position due to pregnancy
or childbirth. The use of sick leave for adoption is limited to the following conditions: (a) both
parents may use sick leave for the specific legal process involved in obtaining an adoption;
and (b) a female employee may use up to a total of six (6) weeks of sick leave, inclusive of the
amount of sick leave used in (a) above, if the adoption involves a newborn infant. This six-
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week period coincides with the length of time a female is normally incapacitated after giving
birth to a child.

When quarantined;

when receiving required medical or dental service or examination; or

Upon illness in an employee's immediate family where such illness requires the
employee's attendance. For this purpose, "immediate family" means the employee's spouse,
parents (including step and foster), children (including step or foster), and conesponding
relations by affinity to the above, brothers and sisters, and if living in the employee's
household, includes grandchildren, and domestic partners pursuant to NRS 122A.
(Revised 7-1-10)

ln the event of a death in the employee's immediate family, the employee may use accrued
sick leave in the amount of five (5) days for aftending the funeral and travet to and from, and
attending to any family related business matters. For this purpose "immediate family" is defined as
the employee's spouse, parents (including step and foster), children (including step and foster),
brothers, sisters, grandchildren, grandparents, aunts, uncles, nie@s, nephews, or coresponding
relation by affinity, or domestic partner as defined by NRS 122A. Should additional leave be
necessary, the Department Head may authorize the use of existing accrued leave credits or
authorized leave without pay.
(Revised 7-1-10)

E. Approval and Substantiating Evidence for Sick Leave
The appointing authority shall approve sick leave only after having ascertained that the

absence was for an authorized reason. For absences in excess of 3 days, or cases of apparent
abuse, he/she may require the employee to submit substantiating evidence, including but not
limited to a physician's certificate.

F. Transfer of Vacation Leave
Employees shall be allowed to voluntarily transfer up to a maximum of eighty (80) hours of

their accumulated vacation leave during any calendar year to another employee who has less
than eighty (80) hours of combined sick leave, vacation and compensatory leave, but who is
otherwise eligible to take paid sick leave in accordance with the provisions of this section.

An employee's donation of vacation leave shall be in increments of four (4) hours. Donated
vacation leave will be logged into the potential credit of the recipient employee in the order in
which such donated time is received. Such time shall be transfened to the recipient employee in
blocks of up to eighty (80) hours to cover a biweekly pay period in the order in whiclr such
donated time is received. When the donated vacation leave is transfened, it shall be converted
into money at the hourly rate of pay of the recipient employee. ln the event that the recipient
employee no longer requires the use of any donated vacation leave, the vacation leave thai has
not been transferred to the recipient employee shall be retumed to the donor employee.

The maximum number of hours that may be transfened to a recipient employee pursuant to
this Article is four hundred eighty (480) hours in any calendar year.

G. Personal Leave
1. Personal Leave will be earned on a semi-annual basis as described herein:

(a) Pay Period #01-#13 Personal Leave Credit - July
Employees who use between 0 - 16.00 hours of sick leave during the start of pay period
#01 and as of the last day in pay period #13 in each calendar year shall receive twelve

18



(12-hours) of Personal Leave credit at the end of the first full pay period in July of that
calendar year. Employees who use between 16.01 - 20.00 hours of sick leave during
the start of pay period #01 and as of the last day in pay period #13, in each calendar
year, shall receive four (4-hours) of Personal Leave credit at the time specified above.
(b) Pay Period #14 -#26 or #27: Personal Leave Credit - January
Employees who use between 0 - 16.00 hours of sick leave during the start of pay period
#14 and as of the last day in pay period #26 (or in the event of a 27h pay period in a
calendar year, pay period #27), shall receive twelve (12-hours) of Personal Leave credit
at the end of the first full pay period in January of the next calendar year. Employees
who use between 16.01 - 20.00 hours of sick leave during the start of pay period #14
and as of the last day in pay period #26 (or in the event of a 27h pay period in a calendar
year, pay period #27), shall receive four (4-hours) of personal leave credit at the time
specified above.

2. Personal Leave earned in July and January of each calendar year must be used by the
end of pay period #26, or in the event ol a 27b payroll paid in a calendar year, pay
period #27, and if not used will be forfeited. Under no circumstances will there be any
cash payment or cash value for Personal Leave credit that is not used. ln order to
receive this Personal Leave benefit, an employee must be in a pay status (either working
or on paid leave) for all of the pay periods within the noted semi-annual period.

3. Permanent parttime employees shall receive a prorated amount of Personal Leave at
the same ratio as their regular work hours relate to a full-time work schedule. Part{ime
regular work hours will be reviewed as of PP#13 or PP#26 or PP#27 using the weekly
working hours encoded in an employees Planned Working Time record.

(Revised 7-1-14) (Effective January 1,2015)
4. The use olsick,lgavq for attendinq the funeral of a familv and lravel to and from, and

attendino tgany family relAted business matters as described in paraqraph D above
shall not count towardq thg-slcK leave usgqe when calculatinq personal leave. as outlined
in oaraoraoh G.1. above. (Added 7-1-16) (Effective December 26. 2016\

H. Disability Retirement
An employee who applies for disability retirement under the Nevada Public Employees

Retirement System (PERS) shall be removed from the payroll and placed on disability retirement
no later than sixty (60) days from approval of said disability retirement by PERS. Employees hired
prior to September 17, 1997, who are incapable or restricted in the performance of their position
for health reasons, who pursue either regular or disability PERS benefits, may apply for up to
three years credit towards reaching the next plateau for payment of their health insurance
premium upon retirement. Such application shall be to the Director of Human Resources who
shall have discretion to grant or deny said request after review of all submitted health records and
consultation with the employee and appointing authority.
(Revised 7-01-04)

L The County agrees to continue efforts with PERS to gain authorization for the County to make
the payment for accrued sick leave, per the qualifications and formula contained in this
agreement, vacation and compensatory leave directly to PERS to purchase retirement credit on
behalf of any employee who so elects, and the parties agree to implement said policy and
incorporate it into the agreement upon such approval by PERS.
(Added 7-01-05)

Following ratification of the July 1, 2005 labor agreement, the parties agree to form a committee
of management and association representatives to study options relating to issues surrounding
sick leave usage, sick leave incentive programs, paid time off, and other concepts and best
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practices utilized in these areas. The determination of the feasibility of implementation of such
programs shall be reserved to negotiations of the successor labor agreement unless mutually
accepted, ratified and approved by the respective employee associations and the Washoe
County Board of County Commissioners.
(Added 7-01-05)

ARTICLE {8 . LEAVES OF ABSENCE

1. A leave of absence may be granted to any employee occupying a permanent position. A
leave of absence shall be granted only to an employee who desires to retum therefrom to the
County service and who at the time the leave is granted has a satisfactory service record.
2. Leaves of absence for thirty (30) working days or less in any calendar year may be
granted upon the approval of the appointing authority. Leaves for a longer period and up to
one (1) year may be granted upon the recommendation of the appointing authority and the
approval of the County Manager or his or her designee.
3. Upon request of the appointing authority and approval of the County Manager or his or her
designee, a leave of absence may be granted to an employee who desires to attend school or
college or to enter training to improve the quality of the employee's service, who is temporarily
incapacitated by illness or is pregnant, who is loaned to another govemmental agency for the
performance of a specific assignment, or for some other reason equally satisfactory. A leave
of absence shall not be granted to an employee who is accepting another position in the
classified service or who is leaving the County service to accept other employment, except as
provided in this subsection.
4. A leave of absence with pay must be granted to any County employee who is required by
law to appear and/or serve as a witness or juror for the Federal Government, the State of
Nevada, or a political subdivision thereof. The employee must be paid the employee's regular
salary while on leave of absence, but must remit to the employee's department head, for
deposit in the County general fund, all fees, which he/she may receive as a witness or juror.
The employee shall retain reimbursements for mileage and per diem. Court leave must not be
charged against the employee's vacation credit.
5. The Board of County Commissioners, upon the recommendation of the County Manager,
may grant leaves of absence without pay in excess of one year for the purpose of attending
extended courses of training at a recognized college or university, accepting a position in the
unclassified servioe, and for other purposes deemed beneficialto the public service.
6. Employees taking authorized educational leaves may elect to use accumulated annual
leave at their option.
7. Leaves of absence with pay may be granted by the appointing authority to allow
employees time off to vote, pursuant to the provisions of NRS 293.463.
8. Leaves of absence with pay shall be granted to an employee, whether in the classified or
unclassified service, to act as a volunteer fireman or any regular organized and recognized fire
department for the protection of life or property during working hours or fractions thereof which
should otherwise have been devoted to County employment. Further, any employee whose
absence from the job is for the purpose of aiding in a public emergency as a volunteer
reserve member of a police department or sheriffs office may be relieved from the
employee's duties, without the loss of compensation, upon request and approval of the
employee's appointing authority, and with the approval of the County Manager/Board.
9. The parties recognize that Washoe County has addressed, on a discretionary basis,
employees called to active duty in any of the armed services of the United States or
Nevada, and where determined appropriate by the County, such employees have been paid
the difference between the employees regular County compensation and the employees
military compensation if the military pay is less than their County compensation. The County
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shall continue, at the request of the Association or an individual, to consider all such
requests, and shall provide a determination within 21 days of application for such pay; such
payment shall be at the discretion of the County.
10. Any employee who is an active member of the United States Army Reserve, the Uniled
States Air Force Reserve, the United States Naval Reserye, the United States Marine Corps
Reserve, the United States Coast Guard Reserve, the United States Public Health Service
Reserve or the Nevada National Guard shall be relieved from the employee's duties, upon
request to the employee's appointing authority, to serue under orders on training duty without
loss of the employee's regular compensation for a period not to exceed fifteen (15) working
days in any one calendar year. Any such absence shall not be deemed to be such employee's
annual leave provided for by this Agreement.
11. The provisions of this article do not apply to any leave of absence that is govemed by the
Family and Medical Leave Act.

(Revised 7-1-13)

ARTICLE 19 - HEALTH PLAN

A. Julv 1, 20'16 lnsurance_Nsrgtiati0o Committee (lNC) Aqreement

- The 2017 Washg_e Countv plaua,tesi &r the HMO and PPO are at the thresholC tha.t would
triooer the Affordable 9are Act'e.(ACAg) "Cadillac Ta{, an excise tax which will be inlgosed _on
healthJlans that excegd federAllLdgfined values beoinninq in calendar vear 2020, Eor the
calendar vear- 20?0. those vglues-.are $10.200 for individuals and $27.500 for non-indiyidual
plans.

The Parties hereto recoonize and aoree th oavino the excise tax is not in the interest of
either p?dv_and aqree to engase in efforts at the lnsurance Neootiation Coqrmittee (lhlC] tq
chanoe plan desiqns_.to prevent the application of the tax on Washoe Countv health plqns.

The Parties also recoonize and aoree due to increasino health costs the INC must
aoree to olan desiqn chaE[es bgsinninqin plan vear 2017, and continuinq into subpgquent plan
vears, to avoid drastic cuts which will otherwise be reouired in 2020 when the excise tax will first
be imposed. This proactive approagh to plan desiqn will also allow the plans to absorb the
proiected double diqit increagss in health care costs from now to 2020 and bevond.

lf the INC successfullv reduces the values of Washoe Countv health olans to an amount
below the threshold values at which the excise tax would be imposed for plan vears 2017 and
2018. the Countv will quantjfv the savinqs to the Health Benefits Fund and develop a 50/50
formula for sharinq the savinqs amount with emplovees.

ln the event the INC does not successfullv reduce the values of Washoe Countv Health
Plans to an amount below the excise tax threshold values for plan vears 2017 and 2018, the
Parties aqree to meet and neqotiate the impact. if anv, the "Cadillac Tax" will have on the
persons covered bv this Aqreement and, if aopropriate, what action(s) to take to minimize or
eliminate such excise tax.
AQ-lnsurance Negotiating Committee:

1. Establishment, Purpose and Effective Date
The Association and the County agree to the establishment of an lnsurance Negotiating

Committee composed of representatives of the County and each recognized employee
bargaining unit.

The purpose of the Committee is to recommend to the Washoe County Commission any
benefit changes in the County's medical, dental, vision and life insurance plans. This
Committee shall also serve as the Oversight Committee for the Retiree Health lnsurance
Program.

This Commiftee shall become effective upon approval or ratification of the groups listed in
Paragraph 2 below.
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2. Composition of Committee
The Committee shall consist of one (1) voting memberfrom each of the following groups:

(1) Washoe County District Attorney lnvestigator's Association - Non-supervisory
Unit
(2) Washoe County District Attorney lnvestigato/s Association - Supervisory Unit
(3) Washoe County Public Attorneys Association
(4) Washoe County Sheriffs Supervisory Deputies Association
(5) Washoe County Sheriffs Deputies Association
(6) Washoe County Employees Assn. - Supervisory-Admin. Unit
(7) Washoe County Employees Assn. - Non-supervisory Unit
(8) Washoe County Nurses Association - Non Supervisory Unit
(9) Washoe County Nurses Association - Supervisory-Adminiskative Unit
(10) Management
(11) Any other bargaining unit that may be formed during the term of the Agreement

The Associations may have an expert attend the insurance committee meeting and provide
input to the committee
(Revised 7-1-10)

ln addition, one retired employee shall serve as a nonvoting member to provide input on
the effects of proposed changes upon retirees. The name of a retiree may be nominated by
any voting member. The retiree employee shall be selected by majority vote of the Board of
Directors of the Association and shall thereafter serve at the pleasure of the said Board of
Directors.

(Revised 8-15-00)

The Committee Chairperson and Vice Chairperson shall be appointed by the County
Manager and will not have a vote on the Committee.

The voting member of each bargaining unit, upon conferring with its association as
necessary, shall have the authority to bind said bargaining unit to any modification in benefits
agreed to by a majority vote of the Committee. Such modifications shall then be presented to
the County Commission, and if so approved by the County Commission, shall be binding upon
each bargaining unit.

lf the Committee recommendation is rejected by the County Commission, the Commission
shall define their objections and parameters and the lnsurance Committee shall, within fifteen
(15) days of being notified of the Commission's objections and parameters, meet and attempt
to redefine plan modifications which meet the Commission-established parameters. lf the
Committee is successful, the plan modifications shall be resubmitted to the Commission for
approval. lf the Committee is unable to determine acceptable modifications for submission to
the Commission, the County and lnsurance Committee agree to resolve any resulting
differences by submitting the dispute to expedited final and binding interest resolution which
shall be binding upon the County and the bargaining units.

Binding lnterest Resolution Process: When the lnsurance Committee first convenes in
any plan year, no later than January 31, they shall notify the County Manager of their
designated representative(s) who shall represent the lnsurance Committee in selecting an
experienced insurance neutral and scheduling a timely hearing should it be necessary. Within
five (5) days of notification of the Committee's representative(s), said representative(s) and the
County Labor Relations Manager shall meet and designate an experienced insurance neutral
to hear such dispute should it become necessary. lf the parties are unable to agree on the
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neutral, they shall obtain a list of five (5) experienced insurance individuals, from the Nevada
lnsurance Commissioner with in-depth knowledge of public sector insurance systems who are
not associated with Washoe County or with the Washoe County Association bargaining units,
and altemately strike from the list to select the neutral and the mediator. The right to strike the
first name from the list shall be determined by the toss of a coin. They shall immediately
contact the neutral and advise him/her of their selection should a hearing become necessary
and the conditions for a decision which shall include: 1) the hearing shal! be scheduled for
two (2) consecutive days, with each party having one (1) day to present their position on the
merits of the dispute; 2) the neutral may keep a record of the hearing and the parties will retain
a court reporter to transcribe and provide a real time transcript of the hearing; 3) each party
shall have five (5) days following the hearing to submit any brief they intend filing; 4) the
neutral shall render a decision within fifteen (15) days of when the briefs are due; and 5) the
neutral's authority shall be restricted to either selecting the plan design submitted by the
Committee or the plan design submitted on behalf of the County Commission. The lnsurance
Committee representative(s) and the County Labor Relations Manager shall also be advised
of the lnsurance Committee schedule and shall set a date with the neutral in advance of any
known dispute in order to insure a timely decision in the event the resolution process is
necessary. ln the event the resolution process hearing is not necessary, County shall pay any
cancellation fees. Each party shall be responsible for their costs of presenting their case to
the neutral and any of his/her fees shall be split equally with the lnsurance Committee
(Associations) paying half and County paying half.

Mediation Process: lf an impasse occurs prior to going to binding interest resolution, the
parties agree to contact the selected individual from the forgoing list of insurance neutrals to
mediate the dispute. Should mediation not resolve the dispute an expedited hearing with the
selected neutral shall occur.

Any insurance committee member shall be granted time off from their assigned duties with
Washoe County to attend the hearing at the County's expense. No overtime costs shall be
paid to any employee attending the hearing.
(Revised 7-1-10)

3. Health Benefit Premiums
The County agrees to pay one hundred percent (100%) of the premium attributable to the

employee coverage.
ln the event an employee elects dependent coverage, the County shall pay fifty percent

(50%) of the premium for such coverage.
4. Emolovees Hired or red On or After Julv 1 . 2016

Fmnlovees h ired or rehired on or after Julv 1 2016 will be automaticallv enrolled into the
Hiqh Deductible Health Plan (HDHP) and will remain in the plan for a minimum of two (2) full
plan vears. The Countv aorees to pav one hundred percent (100%) of the premium
attributable to emplovee coveraqe. and in the event an emplovee elects deoendent coveraqe,
the Countv shall pav fiftv percent (50%) of the premium for such coverage.

(Revised 7-1-16\

&q-Medical Claims Review:
Should there be a dispute over a medical claim under the County's self-funded health plan, it

shall be resolved in the following manner. The lnsurance Appeals Committee shallfirst attempt to
resolve the dispute. lf the dispute remains unresolved, it shall then be referred to the separate
arbitration procedure that has been established under the County's self-funded health plan. The
aggrieved employee and the County shalleach pay one-half (112) of the cost of arbitration.
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I go-netiree Health lnsurance:
1. For those individuals employed by the County between May 3, 1977 and January 13,
1981, the following provisions apply:

(a) The County will pay 50% of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the employee
has at least a totalof ten (10) years of full-time County employment.
(b) The County will pay 75o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the employee
has at least a total of ffieen (15) years of full-time County employment.
(c) The County will pay 100% of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the employee
has at least a total of twenty (20) years of fulltime County employment.

The payments specified in a, b, and c, above, will be made in accordance with and are subject
to all applicable laws in effect at the time of the employee's retirement, and are contingent upon
the employee being medically eligible to be reinstated into the County's Retiree Health lnsurance
Program if there has been a break in coverage under the County's Health Plan.

2. Forthose employees hired on orafterJanuary 13, 1981, the provisions listed in Section
C.1. above, are applicable except that in order to receive the retiree health insurance benefits
an individual must be an employee of Washoe County immediately prior to drawing retirement
benefits.
3. The parties recognize that the cost of retiree health insurance should be considered a
cunent benefit eamed and paid for during an individual's employment with the benefrt simply
being defened until retirement. Based upon this, the parties further recognize that the funding
of the retiree health insurance program must be addressed during the period of employment of
active employees in order to try and ensure the fiscal integrity of the program in the future and
in order to try and ensure that the benefit upon retirement can be provided. Additionally, the
parties recognize that the prefunding of the service cost of this program, which is addressed
below, only represents a portion of the funding obligations of this program and that the parties
will address the unfunded liability portion of this program in the future. At the point in time
when the retiree health insurance program is fully prefunded, with no unfunded liability
remaining, the retiree health insurance program will be fully considered a cunent benefit
earned and paid for during an individual's employment with the benefit simply being defened
until retirement. With those mutual recognitions and understandings, the parties herein agree
to prefund the program annually at the actuarially determined service cost amount attributable
to this bargaining unit beginning July 1, 1996. The amount of the service cost attributable to
this bargaining unit will be a percentage of the number of employees represented by the
bargaining unit compared to the number of employees covered under the County's Health
Benefit Program.
4. For those employees hired on or after September 17,1997 through June 30, 2010, the
County will pay the portion of the medical insurance premium associated with State PEBP
Retiree Health lnsurance plan for non-state employees. The parties recognize the 2003
Nevada Legislature passed legislation (A8286) that affords public employees of Nevada
political subdivisions the opportunity to enroll, upon their retirement, in the Public Employees
Benefit Program (PEBP) health insurance plan. The 2003 legislation also obligated public
employers of said retiree who enrolled in the plan to pay a portion of the medical premium on
the retiree's behalf. ln recognition of this statute, the County agrees, in lieu of making said
payment to PEBP, which option is currently not open to County retirees, to provide the
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payment on the retiree's behalf towards their Washoe County retiree medical insurance
premium owed, with Medicare becoming primary and Washoe County becoming secondary
upon Medicare eligibility, should they elect to remain in the County Retiree Health Plan. ln
order to receive the retiree health insurance benefits an individual must be an employee of
WashoeCountyimmediatelypriortodrawingretirementbenefits.@

5".Washoe Qognty will provide a mg-r.rthlv subsidv to the emplovges referencedjn paraoraph 4
at th.e followino Jates o.rovided in- Appendix D basgllgn ygar:s gf ggqntv service priof. to
fgtirgmgnt frgn thg 9ounty, with-g minimum of five (5) v.eers of se,ryice qId maximum of
tw-entv (2.Q) vearg of seryice. EffErctive Janugrv 1, 2019, and.g.ach ve.ar,Jhereafier. thq
amounts in the sqh.gdule shall be adiusted slnuallv to reflect any chanE_u-sjlo .!he CPI
Mediqal lnglgx and sh.al!.bS "rounded to the nearest dollar.
6. For those employees hired after June 30, 2010, there will be no retiree medical health care
contribution by the Coung.

(RevisqdAdded 7-1 -1 6{€)

ARTICLE 20 - ON-THE-JOB.INJURY BENEFITS

Sick Leave, Vacation Leave, and Compensatory Leave Time when receiving lndustrial
lnsurance or Occupational Disease Benefits.

\A/hen a County employee is eligible at the same time for benefits under Chapter 616 or 617 ot
NRS (lndustrial lnsurance and Occupational Disease Acts) and for sick leave, vacation leave,
and/or compensatory time, he/she shall not be required to use accrued sick leave, vacation leave,
or compensatory time for the period during which Workers' Compensation lnsurance benefits are
being received.

Any employee who suffers a job-connected injury or illness in the course of the employee's
employment with Washoe County for which benefits are paid under Chapter 616 or 618 of NRS
may, at the option of the employee, apply for and receive accrued sick leave, vacation leave,
and/or compensatory time during the course of such disability. The amount of sick leave, vacation
leave, and/or compensatory paid to such employee for any pay period shall not exceed the
difference between the employee's normal salary and the amount of any sick, vacation, and or
compensatory time payment received, exclusive of reimbursement or payment of hospital or
medical expenses.

Any time that is charged to an employee's sick leave, annual leave, or compensatory time
used on the first day of a job-connected injury or illness which qualifies for disability benefits under
Chapter 616 or 618 of NRS shall be credited back to the appropriate leave bank.

An employee may elect to forego being involuntarily placed into vocational rehabilitation
pursuant to NRS Chapter 616C to afford themselves the opportunity to pursue other County
positions for which they are qualified and for which they can perform the essential job functions of
the position, with or without accommodation pursuant to the ADA. This shall not afford the
employee any rights to a position and they shall compete for such positions on the basis of merit.

An employee who is utilizing sick leave to attend to therapy or follow-up appointments due to a
job-related injury may request that they be allowed to flex their schedule to avoid using paid leave.
Management will consider such requests in good faith and shall then advise the employee if the
request can be accommodated. The parties recognize that the granting of such flex schedules at
the discretion of management. Employees may also request unpaid leave to attend such
appointments.

ln instances where an employee has to attend to therapy or follow-up appointments due to a
job-related injury where such appointments require travel in excess of 50 miles one way from the
employee's place of employment, then the employee shall be compensated pursuant to NRS
616C.477.
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(Revised 7-01-10)

ARTICLE 21 . ALLOWANCE FOR USE OF PRIVATE TRANSPORTATTON AND
REIMBURSEMENT FOR ADDITIONAL INSURANCE PREMIUM

ln the event an employee covered hereunder is required to use the employee's private
transportation for County business, the County will pay an allowance per mile equalto the amount
specified under NRS 281.160. However, if this amount is greater than the amount allowable under
lnternal Revenue Service Regulations for tax purposes, then the County shall pay the maximum
amount allowable by the lntemal Revenue Service.

Should gasoline rationing become a reality, the County will make every reasonable effort to
provide additiona! assistance within statutory limitations.

Washoe County shall reimburse employees for the additiona! insurance premium imposed by
required business use of personal vehicles. Employees requesting such reimbursement must
provide proof of additional business insurance premium to the appointing authority.
(Revised 7-1-97)

ARTICLE 22 . POSITION OPENINGS AND EXAMINATIONS

Position openings in the classified service which are announced on an open competitive or
county-wide promotional basis shall be posted by the County on the Human Resources website
for not less than ten calendar days.

Employees may be allowed to flex their schedule in order to avoid using annual, comp or
personal leave time when interviewing for another County position during their regularwork hours.
(Revised 7-01-13)

ARTICLE 23 - TRANSFERS

!f an employee is to be transfened by the County, he/she shall be given reasonable notice of
such transfer.

No employee may be transfened solely for the purpose of harassment.
ln the event of a protest of transfer under this article, the protest will be resolved in accordance

with Article 32, "Grievance Procedure."

ARTICLE 24 - REDUCTION IN FORCE - LAYOFFS . CONSOLIDATION REOPENER

A committee including supervisory and non-supervisory WCEA members has been formed to
study the classification series and make appropriate changes.

\Iy'henever the County reduces in force or lays off any employee having permanent status in a
County department because of lack of work or lack of funds the following procedure shall be used.
The layoff procedure for a reduction applies to the entire department.

1. The department head shall determine in what class series and in which classes within that
class series reductions in staff will have the least detrimental effect on departmental
operations and will specify layoff accordingly. A "class series," for purposes of layoff, is
defined as a normal line of progression from trainee, entry or preparatory levels to supervisory
or administrative levels within a job specialty. Within a class series, the minimum
qualifications, tests for fitness, duties and responsibilities are similar but different in level. The
List of Class Series is set forth in Appendix C.
2. VlIrthin the department and in the class series selected and the class specified, all
nonpermanent employees of the department shall be laid off before any permanent
employees and in the following order: Temporary, provisional and probationary. A person who
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attained permanent status but is serving a new probationary period because of a promotion is
considered a permanent employee for purposes of layoff. An employee, who has been
employed in a class series for a period of time equivalent to the minimum required to complete
a probationary period but, because of promotions within that class series, has never
completed a probationary period, shall be considered a permanent employee for purposes of
layoff.
3. Seniority within a class shall prevail as the determining factor for purpose of layoff and
right to rehire. An employee's seniority within a class for layoff and displacing purposes shall
include all periods of service within the class from the employee's last continuous permanent
County employment date except as provided herein. An employee who transfers or voluntarily
demotes from one class to another class shall be allowed to include all periods of service
within the former class from the employee's last continuous permanent County employment
date for determining seniori$. For these purposes, a "transfe/' is defined as the movement of
an employee from a position in one class to a position in another class having the same salary
grade. Periods of separation may not be bridged to extend service for purposes of class
seniority unless the separation is a result of a layoff in which case bridging will be authorized if
the employee is reemployed in a permanent position in the class within the period of the
employee's layoff eligibility.,

Periods of separation may be bridged to extend service for purposes of benefit accruals if the
separation is a result of a layoff in which case bridging will be authorized if the employee is
reemployed in a permanent position within the period of the employee's layoff eligibility.
NOTE: The parties recognize and agree that the foregoing language "all other conditions
being equal,' has been removed and is inapplicable for the period of this contract, and said
removal shall only be in effect through June 30, 2014).
(Revised 7-1-13)
4. A person laid off shall be entitled to displace to positions in the employee's department
under either of the following circumstances:

(a) to a position in a lower class in which he/she formerly held a permanent appointment
and in which there is an employee with less seniority, or
(b) to a position in a lower class within the class series, even though the person had not
previously held a permanent appointment within the lower class, and in which there is an
employee with less seniority. Within the class series, an employee's seniority in a higher
class shall count as seniority in the lower class for displacement purposes.

5. !n the event of interdepartmental transfers or promotions, an employee so transfened or
promoted and who is laid off shall have the right to displace an employee in the employee's
former department having less seniority in the class formerly occupied. This interdepartmental
displacement shall remain in effect until such time as the employee's seniority in the new
department exceeds that of the former.
6. Permanent part-time employees may displace only employees holding permanent
parttime positions.
7. A permanent full-time employee may displace a permanent part-time employee with less
seniority in the same class or in a lower class under the same conditions governing fulltime
permanent displacements.
8. The employee with the least seniority shall be displaced by the person who is laid off. The
employee displaced shall be considered as laid off for the same reason as the person who
displaced him/her and shall in the same manner be eligible to displace. lf two or more
employees have the same displacement seniority to a position in a class, the order of
displacement shall be determined by:
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(1) seniority as determined by continuous service from the employee's last continuous
permanent employment date with the "department" in the class of the layoff and in
classes having the same or higher maximum salary;
(2) if the order of the displacement is still not resolved by #1 above, the order of
displacement shall be determined by seniority as determined by continuous "count/
service from the employee's last continuous permanent County employment date.

When job classification seniority, permanent department employment in the same or higher
leveljob class(es), and County employment are still equal as provided above, Iayoff shall be
determined by drawing lots.
9. ln the event that a county program, service or function is discontinued or modified to the
extent that it results in the abolishment of a job family and/or job classification and subsequent
reclassification of all affected individuals in the job family or job class into a new job family
and/or new job class the County and the Association will, with due diligence, discuss an
agreement that preserves the seniority of the individual or group of individuals that have been
reclassified to a new job family or new job classification. ln the event the parties fail to come to
an agreement, either party may submit the issue pursuant to the grievance procedure set forth
in Article 32.
10. An employee shall first displace within the department in which he/she is currenfly
employed. ln the absence of an election by the employee to waive the employee'i
displacement rights, he/she shall displace in the highest class in which he/she has
displacement rights. lf he/she has displacement rights in two or more classes at the same
level, he/she shall displace in the class in which he/she has greater displacement seniority. lf
fe{she has displacement rights in the employee's highest class in more than one department,
he/she shall displace in the department in which he/she has the most displacement seniority.
lf the employee's department seniority is equal in two or more classes or departments, he/she
shall displace in that class or department in which the employee with the least seniority is
working.
11. All election and waivers of displacement rights by employees shall be made in writing.
12. When simultaneous layoffs occur in a class series, the layoff will occur first in the higher
class, followed by displacement to the lower class. When displacements in the lower class
have been completed, the layoff in the lower class will occur.
13. The names of permanent employees who have elected displacement or temporary
demotion pursuant to the provisions of this Article must be placed first upon the reemployment
list for the class or position involved, in reverse order of displacement or temporary demotion.
The employee who was last to displace or demote is the first on the reemployment list, and
must be given preference in rehiring. Each person on such a list retains eligibility for
appointment for an unlimited period of time except as provided for in Section 14 below.
14. AU permanent employees laid off shall be placed on a reemployment list for all positions in
their class series and which positions are not at a higher level than previously heid. All such
employees must be given preference for rehiring. Names of employees laid off shall remain on
the reemployment list for two (2) years except as provided for in Section 15 below.
15. Refusal of an employee to accept an appointment to a position in a class from which
he/she was laid off or elected displacement may result in the removalfrom the reemployment
list.
16. The Association will be informed of any pending reduction in force layoffs at least seven
(7) days prior to the official notification of employees affected thereby. This notification will
include the reasons for the layoffs, and the number and types of positions affected. At this
time, the Association may make its views and recommendations known to the Human
Resources Director concerning the implementation of such layoffs. All layoffs will be canied
out in strict compliance with applicable laws and regulations. Employees affected shall be
given thirty (30) days' notice of layoff.
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17. The County will cooperate with any employee who is laid off as a result of a reduction in
force-layoff and the State Employment Service (or equivalent agency) in determining the rights
to be afforded the separated employee(s) and will inform employees of the method and
procedures to follow in applying for any available benefits.
18. ln the event the County is evaluating contracting, selling, leasing or assigning any existing
County programs or responsibilities to a successor employer, the County agrees to notify the
Association of the options being evaluated and agrees to meet with the Association to allow a
reasonable opportunity to make their views and recommendations known conceming the
options. Following such discussions, should the County determine a successor employer will
be allowed to assume any County programs or responsibilities that would result in the layoff or
termination of employees covered by this agreement, the County shall attempt, in good faith,
first, to arrange for the placement of such employees within the County without negative
impact to their salary, and second, will attempt to relocate displaced employees within the
framework of any new delivery system with the successor employer. The parties recognize
the County's inability to absorb displaced employees or place them with the successor
employer is not subject to the grievance/arbitration provisions of this agreement.
19. The County agrees to notify the WCEA at such time as the County determines to pursue
the matter of consolidation of County services with another agency. ln such an event, the
parties agree to negotiate over the impact such consolidation may pose for members of this
unit as required pursuant to NRS 288.

(Revised 7-01-09)

ARTICLE 25 - UNIFORMS, CLOTHING, EQUIPMENT AND UTILITIES

The Employer shall provide any device, apparel or equipment necessary to protect employees
from injury in accordance with the practice now prevailing. Where special tools are required for
accomplishing work assignments, the Employer shall be responsible for supplying the same.
\Mere the tools customarily used in a trade or craft are now required to be supplied by the
employee, such requirement shall continue; where such tools are presently supplied, the practice
shall continue. The County shall replace all wom out or damaged hand tools used by Equipment
Mechanics on the job up to a maximum replacement value of Four Hundred Twenty-Five Dollars
($425.00) in a fiscal year. Where uniforms are required and for so long as they may be required,
the Employer shall furnish, maintain and replace the uniforms so required except as provided
herein. When replacement of any uniform is required as a result of an employee's negligence,
such replacement is at the employee's expense.

ln lieu of maintaining uniforms directly or through contract facilities, the County shall pay a
uniform maintenance allowance at the following monthly rates:

Class Gode Title Rate
2216 AnimalControl Officer $40.00
2204 lnmate Work Program $40.00
2230 Lead Animal ControlOfficer $40.00

16875 Park Ranger | $40.00
4017 Park Ranger ll $40.00
4018 Range Master (Parks) $40.00
2202 Sheriff Support Specialist Field $40.00

16526 Sheriff Support Specialist Field Trainee $40.00
16825 Animal Services Assistant $30.00
15054 AnimalServices Caretaker $30.00
15053 AnimalServices KennelAssistant $30.00
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15052
4002
4003

Veterinary Technician
Food Service Worker I

Food Service Worker ll

00
00
00

$30.
$20.
$20.

The following provision applies to the payment of utilities at County provided employee
residences:

ln lieu of the County paying for utilities, Park Rangers or other designated Park and Roads
employees who reside at County-provided residences shall be paid $150 per month.
(Revised 7-1-14)

.,,Uniformg-d Civillan Sheriff Office.employees. ag idgJrtified and approved bv thg Sheriff's
otfice, will be proyiCed standard issue vestg_ee pa(p[ a five (5) year cycJe rotatiot. in lieu ;i
the standard issge vest. thq erEglo,Lee Fay rggeive rgimbursement fo-r the current cost of the
ptandard issue yest to be used tgward thg purchasg oI..? lgv,gl ll or Level lll Ballistic Vesi issued
i,! Aqcordance tq thg cunent distribution prgcess in effegJ not to exceed eleveEthundred_dolliis
($1, 1 00.00) per ve-s-t,
(Added 7-1-16)

ARTICLE 26 - IN.SERVICE TRAINING

ln-service training that is required by the Employer is included in hours of work.

ARTICLE 27. BULLETIN BOARDS AND MEETING FACILITIES

Adequate bulletin boards shall be provided by Washoe County and designated for use by the
Association to communicate with departmental employees. Material shall be posted upon the
bulletin boards specifically as designated, and not on walls, doors, file cabinets or any other place.
The material posted on the bulletin boards shall not be obscene, defamatory or of a partisan
political nature, nor shall it pertain to public issues which do not involve the County or its
relationships with County employees. All posted material shall bear the identity of the sponsor,
shall be signed by a duly appointed representative of the Association, shall be neatly displayed,
and shall be removed as soon as no longer timely.

Use of County Facilities.

_ County meeting room facilities may be made available upon timely application for use by
County employees and the Association. Application for such use shall be made to the party under
whose controlthe facilities are placed.

For the purpose of communication of Association business, the County shall permit
reasonable use of the County's e-mail system by the Association and its members for
communications between the Association, its members and the appointing authority or his
designee in regards to the interpretation and enforcement of the parties collective bargaining
agreement and/or the management and operation of the Association. Such use shall be limited to
an employee's work breaks or non-working time whenever possible and shall not interfere with the
employee's assigned duties and responsibilities.
(Revised 7-1-99)

ARTICLE 28 - JOB CLASSIFICATION, PAY GRADES AND OUT OF CLASS ASSIGNMENTS

The parties have entered into a point factor job evaluation process in which a Job Evaluation
Committee (JEC) is hereby granted authority to determine the points assigned to classifications in
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the bargaining unit pursuant to the Hay job evaluation process. Established classifications, pay
grades and job titles in the Agreement are set forth in Appendix A, B and C. Changes may result
in classifications and titles when the JEC has reclassified a job or where classifications are added
or eliminated. The parties agree that setting pay grades, salary schedules and market pay
differentials for classifications are the exclusive responsibility delegated by the parties to Hay
Group, lnc. Further, the parties agree that appeals of classification or reclassification requests
shall first go back to the JEC and subsequent appeals shall be to Hay Group, !nc. and are not
subject to the grievance and arbitration provisions of the Labor Agreement.
(Revised 7-1-15)

Proposed duties and responsibilities or significant changes to existing responsibilities
assigned to a position shall be submitted to the JEC for a determination of the appropriate
classification. The JEC's determination of the points assigned to a new classification shall
determine the appropriate pay grade.

Nothing herein shall restrict management's right to assign and allocate responsibilities to
positions.
(Revised 7-01-15)

The parties recognize the County's right to assign and direct its employees. However, the
County will endeavor to keep employees working within their respective classifications.

A. Reclassifications
ln the event that there is a permanent assignment of duties, which the employee or the county

believes alters the classification of the employee's position, the employee or county may reiuest
to have the employee's position studied. Such request shall be submitted to the Human
Resources/Labor Relations Department, setting forth in writing, on the prescribed forms, the
reasons that form the basis for the review and the duties and responsibilities assigned to the
position or positions under review. Documented reason(s) for submitting reclassiflcation requests
and new or revised position description(s) shall be submitted to the JEC, which will determine
whether an existing classification is appropriate, or whether a new classification is necessary.

lf the employee or appointing authority disagrees with the results of the reclassification
request, they may request a further review by the JEC. If they still disagree, any subsequent
appeal shall be to Hay Group lnc., and are not subject to the grievance and arbitration provisions
of the Labor Agreement.

The effective date of a position(s) reclassified to a class having a higher salary grade shall be
either the date the reclassification was approved by the JEC or by Hay Group or ninety (90) days
after the request to study the position(s) was received in the Human Resources/Labor Relations
Department, whichever occurs first. The status of employees so reclassified shall be govemed by
the provisions of the Merit Personnel Ordinance. The effective date of a position(s) reclassified to
a class having a lower salary grade shall be the date the position(s) was studied. An employee in
a position so reclassified shall retain the employee's status in the lower classification, and if the
employee's salary is above the top of the salary range for the lower classification, shall have the
employee's salary frozen at their existing rate until the lower salary grade reaches the employee's
frozen rate.

B. Temporary Assignments
ln the event there is a temporary assignment of duties of a higher classification, the employee

shall be compensated according to the following policies and procedures:
1. Pay for work in a higher classification is a short-term remedy in those instances where
temporary replacement is required for an incumbent of a position who is not available to
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perform the duties of the position or when there is a vacant position in a higher classification
requiring the temporary assignment of duties prior to filling the position.
2. The department head will decide which employee will be assigned and request
authorization by submitting the prescribed forms, to the Human Resources/Labor Relaiions
Department which, in turn, will forward the request with a recommendation to the County
Manageds Office for final approval or disapprova!. ln making the assignment, the department
head shall assign the work to the next lower classification provided there are capable
employees available. Employees selected for the assignment are expected to meet the
minimum qualifications for the higher classification. Selection of persons not meeting the
minimum qualifications may be made only when a person who meets the minimum
qualifications is unavailable.
3. ln order to receive pay for work in a higher classification, the nature of the assignment
must be such that the employee in the lower classification becomes fulty responsible for the
duties of the higher classification and the assignment is for a period of at bast fifteen ('15)
consecutive calendar days. Assignment of the employee must be to a position presenfly
classified and allocated to the Basic Salary Schedule.
4. Higher pay will be applied retroactively to the first day of the assignment, provided that the
conditions listed above are met, and will be for a period not to exceed six (6) months. There
may be extensions of such periods upon submission of a new request form.
5. ln the event that a department head makes a higher classification assignment as provided
for above, and a request for pay for work in a higher classification is not submitted, a
grievance may be filed under Article 32. lf it is determined that such assignment was made
under the conditions set forth above, higher pay will be applied retroactively to tne first day of
the assignment, notwithstanding the time limits contained under Article 32, provided, however,
that higher pay will in no instance be applied retroactively for a period of more than six (6)
months from the date the grievance was filed. This exception to the time limits contained
under Article 32, will only apply to situations where grievances are filed during the assignment
in question or within fourteen (14) days of the assignment ending. Any grievince thaiis filed
after fourteen (14) days of the assignment ending will not be accepted as timely.6 The rate of pay for the assignment will be determined by the higher classiiication in which
the employee is working and application of the rules of salary on promotion in the Merit
Personnel Ordinance (Section 5.119). Any incentives and special differentials accruing to the
employee in the employee's permanent position shall continue at the permanent rate, except
for the five percent (5%) special increment provided for under Seciion 5.123 of the Meiit
Personnel Ordinance.
7. The employee's status in the employee's regular classification continues and their
anniversary and salary review dates are determined by the employee's regular classification.I lf overtime pay, shift differential and/or work location differential is allowable payment will
be made on the basis of the rate of pay for the higher crassification.
9: Pay for work in a higher classification shall terminate when the regular incumbent of the
higher position becomes available to perform the duties of the position or, if the position is
vacant, when the position is filled.

C. TrainingAssignments
An employee may be assigned to a higher classification without any additional

compensation as part of a formal training program established for the purpose of providing
qualifying experience to employees. Prior to such assignment, the appointing authority shall
prepare a formal training program which shall include the method for selection for tiaining
opportunities, method of instruction and evaluation standards for determination of qualifying
experience sufficient to satisfy the recruitment standards for the classification in which tney-are
training. The formal training program will be provided to the Association for revierrr and
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comment prior to adoption and the final program must have the approval of the Director of
Human Resources prior to assignment of any employees for training.

The parties further recognize that such training assignments may include participation by
non-supervisory employees in the existing Washoe County Core Supervisory Training Series of
classes.
(Revised 7-1-04)

ARTICLE 29 - PERSONNEL INFORMATION

An employee covered hereunder shall, on the employee's request and by appointment be
permitted to examine the employee's personnelfile, which shall be kept in the Human Resources
Department. An employee may be given a copy of any material in the employee's personnel file if
it is to be used in connection with a grievance or a personnel hearing.

No material derogatory to an employee covered hereunder shall hereafter be placed in the
employee's personnel file unless a copy of same is provided the employee. The employee shall
be given an opportunity to submit explanatory remarks for the record, which remarks shall be
placed in the employee's personnelfile.

Upon written request of an employee, disciplinary material that has been in the employee's file
for a period of six years will be removed from the employee's personnel file excluding those
materials referred to underArticle 33 as exceptions to the 18 month provision.

Disciplinary materials removed from an employee's personnel file may be maintained by the
Human Resources Department as historical records of discipline imposed and for the purpose of
providing a defense in any future employment litigation involving the County, provided, however,
in such event, the County shall not disclose the identity of an employee unless a court of
competent jurisdiction shall determine that such disclosure is relevant to the said litigation.
(Revised 8-15-00)

ARTICLE 30 . ACCESS TO INFORMATION

Upon written request of the Association, the County shall make available one copy of the
following for the Association's retention and record:

Tax rates
Classification information, including grade and step
Tenure information
Salary anniversary
Merit increase given to unit personnel
All budgetary information filed with the Nevada Tax Commission
Departmental budget requests as well as tentative and final appropriations
Monthly trial balances
Any other relevant material mutually agreed upon by the parties.

ARTICLE 3{ . DISCHARGE

A. The County shall not discharge a permanent, classified employee without just cause. The right
to protest a discharge pursuant to this Article shall be limited to non-probationary, classified
employees.

B. Before taking action to discharge an employee having permanent status in the classified
service, the appointing authority shall serve on the employee and the Association, either
personally or by certified mail, a Notice of Proposed Action, which shall contain the following:

1. A statement of the action proposed to be taken.
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2. A copy of the charges, including the acts of omissions and grounds upon which the action
is based.
3. lf it is claimed that the employee has violated a rule or regulation of the County,
department or district, a copy of said rule shall be included with the notice.
4. A statement that the employee may review and request copies of materials upon which
the proposed action is based.
5. A statement that the employee has seven (7) calendar days to respond to the appointing
authority either orally or in writing.

C. The employee or Association upon whom a Notice of Proposed Action has been served shall
have seven (7) calendar days to respond or protest to the appointing authority either orally or in
writing before the proposed action may be taken. Upon application and for good cause, the
appointing authority may extend, in writing, the period to respond.

D. An appointing authority may immediately suspend, without pay, an employee pending
discharge for gross misconduct or conduct which gives rise to a clear and present danger to
public health and safety. Notice of immediate suspension hereunder shall comply with the
provisions of Paragraph B above and be served on the employee and the Association either
personally or by posting by certified mail within twenty-four (24) hours of the effective time of
suspension.

E. An appointing authority, upon giving notice as provided in Paragraph B above, may
immediately suspend an employee against who there is pending a criminal charge and which
charge must adversely and directly affect the County service or conflict with continued
employment, or is seriously and substantially disruptive of department or County operations.
Pending criminal charges exist when an employee has been named a defendant in a criminal
complaint or indictment filed in any court.

F. ln any action to discharge an employee having permanent status in a position in the classified
service, after complying with the applicable requirements of Paragraphs A through E above and
having reviewed the employee or Association response, if any, given pursuant to Paragraph C
above, the appointing authority may order the discharge of the employee. Such order shall [1] be
in writing, [2] state specifically the causes for the action, [3] state the effective date of such action
which shall not be less than seven (7) calendar days from the date of such order, and [4] be
served on the employee and the Association, either personally or by certified mail, and [5] be filed
with the Human Resources Director.

G. Either the employee or Association may protest the discharge, which protest shall be an
appeal considered and processed in accordance with procedures of Article 32, Grievance
Procedure commencing at Level ll.
(Revised 8-15-00)

ARTICLE 32 - GRIEVANCE PROCEDURE

L General

A. Definitions
1. Grievance: A grievance is a dispute by one or more employees or the Association
concerning the interpretation, application or claimed violation of an expressed provision of
this Agreement.
2. Grievant:
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(a) A County employee who is covered by the provisions of this Agreement and who is
adversely affected by the matter being grieved.
(b) The Association on behalf of an employee or group of employees who are
covered by the provisions of this Agreement and who are adversely affected by the
matter being grieved.

3. Day: For purposes of this procedure, a day is defined as a calendar day.

B. Effect of a Grievance
The making or filing of a grievance shall not prevent the County, a department head, a

department supervisor, or other authorized person from taking action deemed appropriate, nor
shall it have the effect of suspending action previously taken even though the action may
involve or be a part of the subject matter of the grievance.

C. Written Submission of Grievance
The written grievance submission shall state the circumstances over which the grievant(s)

claims to be aggrieved, the specific Article(s) of this Agreement which are in dispute, how the
interpretation, application or claimed violation of this Agreement is affecting him/her to the
employee's detriment and the redress sought.

D. Copies
A copy of each official written communication on a grievance shall be filed with the

County Labor Relations Manager and with the Association Office for record purposes.

E. Conference Time
Association business conducted by non-employee representatives must be conducted

during the employee's work breaks or lunch period. Association business shall not interfere
with the employee's duties. Representatives must obtain permission from the employee's
immediate supervisor before entering the work area during working hours. Upon entering
during breaks or lunch periods, representatives must identify themselves and make
arrangements to meet with a particular employee.

F. Representation
A grievant(s) shall have the right to representation by one (1) Association representative at

each step of the grievance procedure.

ll. Procedure

Level l:
The grievant shall take up the grievance with the employee's department head within forty-five

(45) days of its occurrence. The department head shall attempt to adjust the matter at that time. lf
the grievance is not settled during the informal discussion, and the grievant wishes to pursue the
matter, the grievant shall submit it in writing to the employee's department head within seven (7)
days of the informal discussion. The department head shall render a decision in writing to the
grievant within seven (7) days after receiving the grievance.

ln departments with manager level divisions, a department head may require that the informal
discussion required at this level shall be with the division manager. lf not resolved at the informal
level, and the grievant wishes to pursue the matter, the written grievance shall be submitted to the
department head within seven (7) days of the notification of the employee by the division manager
that the informal discussion will not resolve the grievance.

Level ll
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lf the grievant is not satisfied with the decision rendered by the department head, the
employee may appeal the decision to the County Manager or his designee within seven (7) days
of receiving the decision by submitting the written appealto the County Labor Relations Manager.
The County Manager or his designee shall render a decision in writing to the grievant and to the
Association within seven (7) days of receiving the appeal.

Level !ll:
1. lf the Association is not satisfied with the decision rendered at Level ll, the Association
may within seven (7) days of receiving the decision, notify the County Labor Relations
Manager in writing that it wishes to submit the grievance to arbitration.
2. \Mthin seven (7) days of receiving the Association's written notice of submission to
arbitration, the County Labor Relations Manager or designee shall meet with the
Association's representative to select a mutually acceptable arbitrator. lf the parties are
unable to agree upon an arbitrator, a request for a list of names for seven (7) arbitrators
shall be made to the American Arbitration Association in the selection of an arbitrator. The
parties shall strike the names from said list with the order of striking determined by a toss
of a coin. The parties shall be bound by the rules and procedures of the American
Arbitration Association in the selection of an arbitrator.
3. The arbitrator so selected shall confer promptly with the parties, shatl hold further
hearings, and shall issue a report not later than thirty (30) days from the date of the
hearing which shall set forth the arbitrator's findings of fact, conclusions of law and
decision on the issues submitted. The arbitratods decision shall be consistent with the law
and the terms of this Agreement and shall be binding upon the parties.

(Revised 8-15-00)

lll. Condition
A. Failure to Act

lf the management response to a grievant at any level of the procedure is not appealed
within the prescribed time limits, said grievance shall be considered settled on the basis of the
last answer provided, and there shall be no further appeal, review or resubmission of said
grievance. Should management not respond within the prescribed time limits, the grievance
shall proceed to the next level.

B. Waiverof Time Limits
Any of the time limits contained in this procedure may be waived upon the mutualwritten

agreement of both parties, except that the waiver of any of the time limits contained in Level I

of this procedure can only be agreed to on the part of the County by the division or department
head.

C. Settlement of Grievance
No grievance settled by an employee in a classification represented by the Washoe

County Employees Association shall be accepted by the County unless said employee has
received concurren@ of the employee's division or department head on the settlement.

D. Arbitration
All hearings held by an arbitrator shall be in closed session and no news releases shall be

made concerning the hearing.
The arbitrato/s fees, costs and expenses and the costs of any court reporter and transcript

shall be borne equally by the parties. All other expenses incured by either party shall be
bome by the party incuring the expense.
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The arbitrator shall not have the authority to modify, amend, alter, add to or subtract from
any of the provisions of this Agreement. ln cases involving discharges, suspension, demotion
or other disciplinary actions, the arbitrator may determine whether the action taken was for just
@use, and, if not, what remedy would be appropriate under the circumstances, up to
reinstatement and full restoration of all wages and benefits with no loss of rights in order to
make the employee whole. ln case of immediate suspension pending discharge, the arbitrator
may, in the discharge protest, determine the validity of the suspension.

(Revised 7-1-99)

ARTICLE 33 - DEMOTION, SUSPENSION AND DISCIPLINE

The County shall not demote, suspend or take any other disciplinary action against an
employee without just cause. The County shall notify employees affected and the Association's
Grievance Committee in writing of all disciplinary actions taken. lf it is claimed that an employee
has violated a rule or regulation of the County, Department or District, the County must have
notified the employee in writing of such rule or regulation prior to taking disciplinary action. The
posting of rules or regulations on departmental bulletin boards shall be deemed sufficient
notification. The effective date of such rules or regulations shall be seven (7) days from the
posting on bulletin boards, or if individual copies are provided to employees, shall become
effective immediately upon receipt.

lf the County alleges that an employee's work performance has fallen below standard, said
employee's supervisor shall inform the employee promptly and specifically of such lapses before
issuing a warning letter or reprimand. The County may not take disciplinary action against an
employee if more than forty-five (45) days has transpired from the date the appointing authority
had knowledge of the occunence of the matter upon which the disciplinary action is being taken. lf
the County takes disciplinary action against an employee for a matter that exceeds the forty-five
(45) day time limit, the County must demonstrate extenuating circumstances as to why the time
limit had to be exceeded. Notification to an employee that is within the forty-five (45) day time limit
that a matter is being investigated will satisfy the time limit requirement even though the ultimate
disciplinary action taken occurs beyond the forty-five (a5) day time limit.

Nothing shall be used against an employee in a demotion, suspension or other disciplinary
action unless the employee has been notified in writing. ln the event that there has been such
notification, that notification shall not be used against an employee if it has been in the employee's
file for a period of eighteen (18) months, discounting periods of leaves of absence, provided that
there has been no notification for the same or similar conduct during that eighteen (18) month
period. This eighteen (18) month limitation does not apply 1)to any discipline rising to the level of
a suspension or demotion, or 2) to any disciplinary action taken against an employee arising out
of a matter covered under Title Vll of the Civil Rights Act of 1964. The purpose of the second
exception is to allow consideration of both the seriousness of the employee's proven offense and
the record of the employee with the County in determining the degree of discipline administered,
given the County's specific legal obligations under Title Vll.

An employee may appeal discipline, demotion, suspension or other form of discipline through
the grievance procedure of Article 32, which shall be the exclusive remedy for the appeal of
disciplinary actions.
(Revised 7-1-01)

ARTICLE 34 - BILINGUAL LANGUAGE SKILLS

Employees who are pre-identified and utilized by the County to provide bilingual languge skills,
which are not a minimum qualification for an employee's job classification, shall, on the approval
of the department head or designee and Human Resources, receive a five percent (5%)
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differential during the actual period of time that the bilingual skills are being utilized during an
employee's working hours. The bilingual pay differential must be recorded on an hour for hour
basis or major fraction thereof.
ln positions where employees are utilized by the County to use bilingual language skills in
providing County services to the public, where such bilingual skills are not a minimum
qualification for the individual's job classification or position, the employee's work assignments,
workload, and the expectations of the County as to the employee's performance in terms of
quantity of work shall be adjusted to reasonably reflect the employee's absence from their
regular duties to perform such bilingual role.
(Revised 7-1-13)

ARTICLE 35 - NOTICE OF ACCRUED SICK LEAVE AND VACATTON LEAVE

The County shall notify each employee, not less than quarterly, of the amount of the
employee's accrued and unused sick leave and vacation leave.

ARTICLE 36 - INCLINE DIFFERENTIAUREMOTE AREA PAY

Employees assigned at lncline Village and residing at lncline Village, Crystal Bay, Brockway,
Kings Beach, Tahoe Vista, Agate Bay, Carnelian Bay or Cedar Flats or Tahoe City, shall be paid a
differential of $250.00 biweekly.

Employees who are provided living facilities or are otherwise receiving living assistance from
the County are not eligible for this provision.

Employees assigned at Gerlach and Vya, Nevada shall be paid a remote area differential of
$75.00 biweekly except as provided herein.

Employees who are provided living facilities by the County are not eligible for this provision.
A committee of representatives from associations affected by this article has been formed to

address this issue. Subject to the approval of the Association and the County, the locations
affected and the amount of any such differential may be changed during the term of this
agreement.

Effective 2004, and each year thereafter, the foregoing amounts shall be increased at the
beginning of the first pay period in February equal to the annual percent increase in the Consumer
Price lndex- All Urban Consumers (CP|-U) for the prior calendar year. For February 2004, this
increase equals 1.9%. Employees in this bargaining unit shall begin drawing this rate effective the
start of the first full pay period in July 2004.

Effective the start of the first full pay period in July 2004, employees who are assigned at
lncline Village who do not reside there shall receive fifty dollars ($50.00) transportation allowance
per pay period. Provided, no transportation allowance shall apply or be paid to any employee who
has hired or accepts an assignment, which has as a condition of employment/assignment that
they have an obligation to reside in lncline Village. Effective 2009, and each year thereafter, the
foregoing amount shall be increased at the beginning of the first pay period in February equal to
the annual percent increase in the Consumer Price lndex-All Urban Consumers (CP!-U) for the
prior calendar year.
(Revised 711lOB)

ARTICLE 37 . PARKING ALLOWANCE

The County shall provide Fifteen Dollars ($15.00) per biweekly pay period parking allowance
for employees working in downtown Reno who are not provided free parking. At such time as the
County constructs a parking facility, employees receiving the allowance will be required to park in
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the County facility and pay the required fee to the County. The County's fee charged for the
employee shall not exceed the parking allowance set-forth in this Article.

The County agrees to continue to pay the biweekly parking allowance to employees working
in downtown Reno who are not provided free parking, if they utilize public transit, provided, the
employee must document their continued purchase of the RTC monthly transit pass.

The County agrees to continue to evaluate the parking situation and accept any policy the
Board adopts conceming parking reimbursements for WCEA.
(Revised 7-1-05)

ARTICLE 38 - PORTABLE TOILET FACILITIES

Where other sanitary facilities are unavailable to fieldwork crews, employees shall be
permitted to leave the worksite in a vehicle for the purpose of using public sanitary facilities at the
closest available location upon notifying their immediate supervisor. lf the County provides for
portable toilet facilities in the vicinity of the worksite, employees must use these portable toilets
and will not be permitted to leave the worksite for using other sanitary facilities.
(Revised 7-1-99)

ARTICLE 39 . PHYSICAL EXAMINATIONS REQUIRED BY COUNTY

Washoe County will provide free of charge to the employee any physical examination required
for job-related activities.

ARTICLE 40 - EDUCATIONAL FEES

Washoe County will reimburse Washoe County employees for job-related courses taken upon
satisfactory completion.

Courses taken under the provisions of this Article require prior approval by the County.
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ARTIGLE 4,| - COPY MACHINE USE

The County agrees to permit the use of County copy facilities by the Association. The
Association shall be charged quarterly for such use at County cost. Use of these facilities shall be
limited to five hundred (500) copies per month provided, however, that additional use may be
allowed upon approval of the County Manager.

ARTICLE 42 . LABOR MANAGEMENT COMMIfiEE

1. A Committee of the County and Association (not to exceed three (3) representatives of
each) shall meet monthly or more frequently when mutually agreed. The meetings will be held
at 4:00 p.m. on mutually agreed dates and shall be for the purpose of:

(a) Discussing the administration of this agreement;
(b) Exchanging general information of interest to the parties; and
(c) Giving the Association representatives the opportunity to share the views of their
members and/or make suggestions on subjects of interest to their members.

2. As a courtesy and to facilitate the adjustment of work schedules, the Association's
representatives will personally notify their immediate supervisors of the dates and times of
such meetings immediately upon the parties reaching mutual agreement as to the date of any
such meeting.
3. Association commiftee members shall not lose pay nor be eligible for any overtime
payment for time spent in any meeting authorized by the provisions of this Article.
4. The Labor Management Committee shall be advisory only.

ARTICLE 43 . GENERAL SAVINGS CLAUSE

It is not the intent of either party hereto to violate any laws, rulings, or regulations of any
governmental authority or agency having jurisdiction of the subject matter of this Agreement; and
the parties agree that, in the event that any provisions of the Agreement are finally held or
determined to be illegal or void as being in contravention of such laws, rulings, or regulations,
nevertheless, the remainder of the Agreement shall remain in full force and effect unless the parts
so found to be void cannot be separated from the remaining portion of this Agreement. The
parties agree that, if and when any provisions of this Agreement are held or determined to be
illegal or void, they will then promptly enter into lawful negotiations conceming the substance
thereof.

ARTICLE 44 - DISTRIBUTION OF CONTRACT

This Agreement shall be posted on the Washoe County Labor Relations website within thirty
(30) days of BCC approval.
(Revised 7-1-13)

ARTICLE 45 - CONTRIBUTION TO RETIREMENT FUND

Commencing July 1, 1975, the County shall pay the employee's eight percent (8%)
contribution to the Public Employees Retirement System.

Personnel who leave County employment between July 1 ,1975, and the date of execution of
this Agreement shall not be entitled to reimbursement from the County for their retirement
contributions.

It is understood by the parties that the contribution payment hereinabove set forth is paid in
lieu of cost-of-living increase for fiscal 1975-76.
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Commencing July 4, 1988, the County shall pay an additional one- half percenl (112%) to the
Public Employees Retirement System for the increased contribution attributable to the employee.

It is understood by the parties that this additional contribution payment hereinabove set forth is
paid in lieu of a cost-of-living increase for fiscal year 1988-1989 above the amount set forth in
Article 8 of this Agreement.

ARTICLE 45. PROFESSIONAL LICENSE FEES

The County shall pay for all professional license fees (e.9., Architect, Professional Engineer,
Professional Land Surveyor) that are required by law and as part of an employee's job
classification.
(Revised 7-1-13)

ARTICLE 47 . DISTRIBUTION OF COMPENSATION DUE A DECEASED EMPLOYEE

lf an employee dies while owed compensation by the County, the parties recognize and
agree that such compensation, to include wages, payment for accrued vacation leave, payment
for accrued compensatory hours, payment for sick leave cash out, payment for pro-rata
longevity pay, and payment for any reimbursable expenses due the employee shall be
distributed in an expedient and legal fashion pursuant to NRS 281.155.

ARTIGLE 48 - DURATION OF AGREEMENT@

30,
This Agreement shall take effect on July 1,2016:+5, and shall continue in force through June
20184€.

The Parties agree that new legislation, SB 241, went into effect in June of 2015. SB 241
encompasses'evergreen" clauses as they pertain to collective bargaining agreements. The
Parties remain on opposite sides of the new lau/s interpretation.

Washoe County asserts that the "evergreen' language in Article 4850 of the 2014-2015
Collective Bargaining Agreement, 'it shall automatically be renewed from year to year thereafter
unless either party shall notify the other in writing by such time as would permit the parties to
comply with collective bargaining schedule established under the Local Government Employee
Management Relations Act, NRS Chapter 288, i.e., February first of each yeaf immediately
after the dates describing the durations of the Agreement, is in contravention of SB 241, and is
therefore null and void pursuant to law and Article 43 of this Agreement. Washoe County
therefore will not agree to include the quoted language in the Agreement.

The Association asserts that SB 241 does not affect the quoted language in Article {95O
and seeks to continue to include that language in the Agreement.

ln the interest of concluding negotiations for this 201615201846 Agreement, the Parties
agree to abide by any legally binding decision concerning SB 241.

lf, after a legally binding decision, the Association and/or the County desire to discuss the
impact, they shall have the option to exercise the protocol set forth in Article 43 to negotiate the
ramification(s) 28 241has on the Agreement.

This Agreement may be amended at any time during its term only by the mutual written
consent of the parties. Such amendments shall be lettered or numbered, dated and signed by the
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parties and, together with the attached Appendices, shall constitute a part of this Agreement. The
parties hereto through their duly authorized officers or representatives and intending to be legally
bound hereby have hereunto set their hands and seals this lla Z2#day of Septemb-er, 20161€..

Washoe Cgunty lps -the right to_Lg.ppen this qollective baroainino aqree-ment for
renegPtlations under the cirqur"nstances, Cnd pursuant to the processes. described inNB$
288.150(4) and NFS 2L8.150(2Xw).

KITTYK.JUNGffi,CHAIR
WASHOE COUNTY BOARD OF COUNTY COMMISSIONERS

LORI DELANO, PRESIDENT
WASHOE COU NTY EM PLOYEES ASSOCIATION
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WCEA NON€UPERVISORY UNIT
Appendix A

CODE

........0312

........0311

........0320

........0173

........0023

........0617

........2229

........2216
16825
15054
15053
0340

......0328
....0329
....0704
....8104
....8107
....17475
....15800
....0499
....2105

TITLE

Account Clerk..
Account Clerk ll
Accountant 1..............
Administrative Assistant Trainee
Administrative Secretary ............
Air Quality Specialist I ................
Aircraft Mechanic
Animal Control Officer
Animal Services Assistant..
Animal Services Caretaker.
Animal Services Kennel Assistant......
Appraisal Assistant

Appraiser ll
Assistant Planner...
Auto Body nepairer... :....:.: :...:. :

Automotive Mechanic..
Automotive Mechanic Lead......
Basis Administrator I

Benefits Specialist...,
Building lnspector
Building lnspector Trainee
Building Permit Technician
Building System Controls Specialist
Carpenter..
Civil Engineer 1...............
Code Enforcement Officer 1............
Code Enforcement Officer !1...........
Collections Analyst
Communications Specialist
Communications Specialist Trainee
Community Health Aide ...........
CPS lntake Screener
Criminalist !........
Criminalist Trainee
Department Programmer Analyst..
Department Systems Specialist
Department Systems Technician
Deputy Clerk-County Commissioner
Deputy Commissioner of Civil Marriages...........
Deputy Coroner (lnvestigator)......... ..

FF

.2100

.2114

.81 34

.8126

.3015
15851

....0700

....6140

....2210

....2209

....0600

....6137
2259

....2258

....15175

....17600

....17651
15332

......0150

......2255

......0130Deputy County Recorder

g The code number listed under the Grade column can be found in Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.
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TITLE

Duplicating Equipment Operator I ............
Duplicating Equipment Operator ll ...........
Eligibility Certification Specialist I .......
Eligibility Certification Specialist 11 ......
Engineering lnspector
Engineering Technician......................
Environmental Engineer 1 ...................
Environmental Health Aide.................
Environmental Health Specialist Trainee I

Environmental Health Specialist Trainee ll
Equipment Parts Specialist .........
Equipment Services Worker I ...................
Equipment Services Worker ll .....................
Evidence and Property Control Clerk ..........
Facility Technician
Family Court lnvestigative Specialist
Family Support Specialist..
Forensic lnvestigator l.
Forensic lnvestigator 11.............
Forensic Medical Transcriber...
Geomatics Specialist..
Geomatics Technician
GIS Specialist ............
Grants Coordinator ..................
Grounds Equipment Mechanic.
Guardian Case Manager 11.......
Guardian Case Manager 1.................
Guardian Case Manager Trainee......
Health Educator I ................
Heavy Equipment Diesel Mechanic
Heavy Equipment Operator...

WCEA NON-SUPERVISORY UNIT
Appendix A

CODE

.............3025

....0612

....81 10

....8100

....8111

....0054

.... 8136

....15250

....1014
.2225
.2226
.0175
.16150

HH.
MM
KK...........
KK...........
11............
11..............
LL.
KK
il...

.......16132

.......0720

.......15153

....... 8102

.......0188

.......17951

.......17950

Horticulture Assistant
Human Resources Specialist I ............
Human Resources Specialist l! ...........
Human Services Support Specialist 1..
Human Services Support Specialist !1.
Hydrogeologist I .........
!maging Equipment Technician I .........
lmaging Equipment Technician 11 ........
lmaging Equipment Technician Trainee
I nmate Classification/l nm ate Assistance Specialist .. . ..
lnmate Work Program Leader.........
I nvestigative Assistant

g The code number listed under the Grade column can be found in Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.

...........0627
...8103
...8243
...0068
...0509
...0510
...6128
...6129
...3051
...0202

0203
0200
2241
2204
1013
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WCEA NON.SUPERVISORY UNIT

TITLE

lnvestigator I (PD)
lnvestigator ll (PD)
lrrigation Specialist..
Jail Cook
Laborer..
Latent Fingerprint Examiner..
Lead Animal Control Officer
Lead Custodia! Worker..
Lead Heavy Equipment Operator.........
Legal Secretary..
Legal Secretary Lead.
Library Aide................
Library Assistant I ......
Library Assistant !l .....
Library Assistant lll
Lube Truck Driver.
Maintenance Worker I

Maintenance Worker ll
Maintenance Worker - Facilities ........
Medicolegal Death I nvestigator/Technician
Medium Equipment Operator........
Mitigation Specialist
Natural Resources Planner
Office Assistant I ................
Office Assistant ll ...............
Office Assistant lll ..............
Office Support Specialist..
Painter.....
Park Planner
Park Ranger I

Park Ranger ll
PayrollTechnician I

Payroll Technician 11.....

Payroll/Personnel C|erk.........
Personal Property Field Representative......
Planner
Planning Technician
Plans Examiner..
Plans/Permits/Applications Aide..........
Property Inventory Clerk
Property Transfer Compliance Recorder
Public Administrator Estate lnvestigator................
Public Health lnvestigator 1...........

Appendix A

CODE

GG

1011
1015
4028
2242
8000
2260
2230
9007
8245
0101
0102
5000
5012
5014
5016
8108
8002
8003
17975
2254
8242
6145

M

.......16750
0014
0015

............... 0016

...............0017

...............8130

...............4036
16875

..............4017
0514
17451
0513
0341

KK.
KK.

..........0703
....2112
....0178

........ 0135
.... 0189
....15303

q The code number listed under the Grade column can be found in Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.
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WGEA NON-SUPERVISORY UNIT
Appendix A

CODETITLE

Public Health lnvestigator 11.............
Rangemaster ............
Records Management Technician l.
Records Management Technician ll E

......15304

......4018

......0056

......0055

......4011

......17476

......16125

......0133

......6127

......15839

......3031

......3032

......2205

......16525

......2202

......16526

Recreation Specialist
Safety/Training/EOC Coordinator - CSD
Security Electronics Administrator..........
Senior Deputy Recorder...
Senior Human Services Support Specialist.
Senior Technology Support Technician.......
Sewer Systems Worker l.
Sewer Systems Worker ll
Sheriff Support Specialist - Booking/Central/Property ............
Sheriff Support Specialist - Booking/Central/Property Trainee
Sheriff Support Specialist - Field Services....
Sheriff Support Specialist - Field Trainee.......
Sign Fabricator...........
Storekeeper
Supply Specialist..
Technology Network Engineer I .....
Technology Network Engineer ll ....
Technology Support Technician 1 ...
Technology Support Technician l! ..
Technology Systems Administrator I .........
Technology Systems Administrator I I

Telephone Technician.....
Utility Worker !.................
Utility Worker 11................
Veterinary Technician .....
Victim Witness Advocate.
Victim Witness Advocate - Sheriffs Office........ JJ........
Video Production Coordinator.
Volunteer Coordinator
Wastewater Collections Systems Supervisor
Water & Sewer Project lnspector

q The code number listed under the Grade column can be found in Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.

HH

F

8137
0400
2201
15836
15837
15726
15830
15831
15832

.,2314
3013
3014
15052
1025
15154
0179
16876
15827
3045
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Appendix B
WCEA NON€UPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA NON€UPERVISORY

* Effective: 07N1116+5

Salary
Grade

Hourly Range
Minimum Maximum

W AA
14J/9
14.52

48S
18.87

W BB
14$1
14.88

+8S5
19.30

W CC
4539
15.58

4€€8
20.25

W DD
15,13
16.43

%&7
21.35

W EE
17,A6
17.38

z*g
22.60

W FF
18€9
18.43

*#
23.94

W GG
4ASe
19.35

u#
25.13

W HH
M
20.40

w
26.52

W il
w+
2150

W
28.06

W JJ
?*5+
22.93

&#
29.79

W JK
Bffi
24.40

e+#
31.75

W KK
23S6
24.40

uJa
31.75

W KL
w
26.11

3330
33.92

W LL
w
26.11

33#
33.92

W LM
w
27.43

3532
35.67

W MM
26S3
27.43

3&92
35.67

W NN
284+
28.93

3€S4
37.62

W oo
30s8
30.63

3S++
39.83

Annual Range
Minimum Maximum
291669.gg
30,201.60

3€T€42-/€
39,249.60

3{)#g8€e
30,950.40

$39#16,99
40,144.00

u#2444
32,406.40

w36s4s
42.120.0A

33550=49
34,174.40

$4sp##
44.408.00

w4#
n6J5040

$Wffi
47.008.00

97$27,29
38,334.40

$4€p8.eo0
49,795.20

3e@s0
40,248.00

$5@A.9
52.270.40

W
42,432.00

g##,4
55.161.60

4A#gFgg
44,928.00

$67.pg400
58.364.80

W
47.694.40

$6e840$e
61.963.20

4q8[]6€g
50,752.00

ga/#,644+
66.040.00

4q836*e
50,752.00

$wAs
66.040.00

53133+20
54,308.80

$6W
70.553.60

ffi
9.308.80

$69*64.09
70,553.60#w

57.054.40
g7wffi
74,193.60

W
57,054.40

w+u1=4
74,193.60

5sp92$
60,174.40

$7@
78.249.60

q566=4e
63,710.40

$8@
82,846.40

" Refleds 3.00% COLA effective O7lO1l2O1g15 (as approved by the BCC onO9l1&21201_m5)
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Appendix B
WCEA NON€UPERVTSORY

SALARY SCHEDULE
REPRESENTED: WCEA NON-SUPERVISORY

* Effectivez 07 101?#112017{6

Salary
Grade

Hourly Range
Minimum IMa*:mm

W AA
914,10
15.03

w
19.53

W BB
$1,1,,15

15]i0
$+8.74
19.98

W CC
$+++3
16.13

91.g66
20.96

W DD
$1#
17.A1

$?sJ1
22.10

W EE
$16,87
17.99

$2144
23.39

W FF
$1?89
19,08

$?g24
24.78

W GG
${€J9
20.03

$2+44
26.01

W HH
$1e8+
21.11

WJE
27.45

W I
$2es7
22.36

g27e
29.04

W JJ
$w
23.73

$28S2
30.83

W JK
$23S8
25.25

$se3
32.86

W KK
92&59
25.25

$30s3
32.86

W KL
$25.35
27.02

w3
35.1 1

W LL
$2535
27.02

932S3
35.1 1

W LM
$26€3
28.39

$34$3
36.92

W MM
926.63
28.39

s34S3
36.92

W NN
$28,09
29.94

w
38.94

W oo
$zsJ4
31.70

ws7
41.22

Annual Range
Minimum Maximum
$2$,32&€g
31.262.4A

$38#45€s
40.622,40

$30s5ffi
32,032.00

$3&.97S*s
41.558.40

w+70JA
33.550.40

$40ss2€o
43.596.80

$€3476€g
35,380.80

*e;+&&
45p68.00

$35p8s€e
37,419.20

$45€35*s
48,651.20

837'217,29
39.686.40

$4€?339Js
il,a2.40

$epse*s
41,662.40

$ffi2-gg
54.100.80

g41Ag4,gA

43p0&80
$q56e€s
57.096.00

$43#+7+0
40508.80

$5ffi*2s
60,403.20

$4@€s
49,358.40

$6+153€s
64j26.40

$4927$20
52,520.40

$64.;1p,g,40
68.M8.80

$4gF?7+2e
52,520.00

$64r126,40
68,348.80

$52#28-oe
56.201.60

$6€#94,49
73.028.80

$@
56,201.60

$681494,49
73,028.80

$5ffi.4o
s9,051.20

$72p30,4O
76,793.60

$5#se4e
s9,051.20

$72r03O,49
76.793.60

$58;427,20
62,275.20

s75;961,60
80,e95.20

$61*59.20
65,936.00

$80,433€0
85,737.60* Reflects a 3.50% COLA effective 0//01/2017 (as aoproved bv the BCC on 09/13/2016)1=115g4

Reduetien) fer Regular pERS membere
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

ACCOUNT CLERK
Fiscal Compliance Officer
Principal Account Clerk
Account Clerk ll
Account Clerk

ACCOUNTANT
Accounting Manager
Senior Accountant
Accountant ll
Accountant I

ADMINISTRATIVE ASSISTANT
Administrative Assistant ll
Administrative Assistant I

Admin istrative Assistant Trainee

ADMINISTRATIVE SERVICES MANAGER

AIR QUALIW CONTROL
Air Quality Supervisor
Sr. Air Quality Specialist
Air Quality Specialist ll
Air Quality Specialist I

AIRCRAFT MECHANIC

ANIMAL SERVICES
Animal Services Manager
Animal Services Supervisor
Lead Animal Control Officer
Animal Control Officer
Animal Services Kennel Assistant
Animal Services Assistant
Animal Services Caretaker

APPRAISER
Chief Property Appraiser
Senior Appraiser
Appraiser lll
Appraiser ll
Appraiser I

Appraisal Assistant

ASSISTANT REGISTRAR OF VOTERS

Appendix G

CLASS CODE GRADE

0351
0314
031 1

0312

0321
0315
0318
0320

0163/S163
0174
0173

s16135

YNN
YJJ

WHH
WGG

YQQ
YPP
YNN
WLL

YLL
YKK
WKK

YPP

YOO
YOO
YNN
WLL

WKK

YQQ
YLL
WJJ
WI

WFF
WEE
wcc

YRR
YPP
YNN
WLL
WKK
WGG

YPP

0609
15900
0618
0617

15051
2217
2230
2216
15053
16825
15054

2229

0338
0331
0330
0329
0328
0340

19729

PERSONAL PROPERTY AUDITOR APPRAISER
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

AUTO BODY MECHANIC
Automotive Mechanic Lead
Automotive Mechanic
Auto Body Repairer

BASIS ADMINISTRATOR
Basis Administrator ll
Basis Administrator I

BEHAVIORAL HEALTH PROGRAM GOORDINATOR

BENEFITS SPECIALIST

BUILDING INSPECTION
Deputy Building Official
Plans Examiner Supervisor
Building lnspection Supervisor
Plans Examiner
Building lnspector
Building lnspector Trainee

BUILDING MAINTENANCE
Chief of Building Operations
Facilities Technician Supervisor
Facility Technician
Maintenance Worker - Facilities

BUILDING PERMIT TECHNICIAN
Permit Services Coordinator
Building Permit Technician
Plans/Permits/Appl ications Aide

BUILDING SYSTEM CONTROLS SPECIALIST

BUSINESS FACILITATOR

BUSINESS SYSTEMS ANALYST
Technology Project Coordinator
Senior Business Systems Analyst
Business Systems Analyst ll
Business Systems Analyst I

BUYER
Buyer

CARPENTER
Carpenter Supervisor
Carpenter

Appendix C

CLASS CODE GRADE

16127
2117
2111
2112
2105
2100

8123
8141
8136
17975

17475
8107
8104

15775
15800

17752

0499

WKK
WJJ
wlt

YOO
WNN

YRR

WKK

YOO
YNO
YNN

WLM
WLL
wil

YPP
YMM
WKK
wcc

YKK
WHH
WGG

WMM

YNN

YQR
YPP
YNN
YLL

2116
2114
0178

8134

17925

15825
0262
0261
0260

0412

8127
8126

YLL

YLL
WJJ
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

CIVIL ENGINEER
Senior Licensed Engineer
Licensed Engineer
Civil Engineer ll
Civil Engineer I

Engineering Technician

CLAIMS ANALYST

CLERICAL SERIES
Admin istrative Secretary Su pervisor
Administrative Secretary
Office Support Specialist
Office Assistant lll
Office Assistant ll
Office Assistant I

CLERK-COUNTY COMMISSIONERS
Marriage & Business Division Operations Manager
Administrative Clerk - County Commissioners
Deputy Clerk - County Commissioners

CODE ENFORCEMENT OFFICER
Code Enforcement Officer ll
Code Enforcement Officer I

GOLLECTIONS
Collections Supervisor
Collections Analyst

COMMUNICATIONS SPECIALIST
Supervising Communications Specialist
Communications Specialist
Communications Specialist Trainee

COMMUNITY HEALTH AIDE

COMMUNITY HEALTH NUTRITIONIST

COMMUNITY OUTREACH COORDINATOR

COUNTY GRANTS ADMINISTRATOR

GRIM E ANALYST/STATISTICIAN
Crime AnalysVGlS Specialist ll
Crime AnalysUGlS Specialist I

Appendix C

CLASS CODE GRADE

301 9

3017
3016
3015
3025

17452

0024
0023
0017

0016
0015
0014

0146
0168
15332

0700
15851

16800
6140

2207
2210
2209

0600

0607

15156

0169

16126
16826

YRS
YQR
YNO
WLL
WHH

YNN

YKK
WJJ
WHH
WGG
WEE
WDD

YLL
YKK
WI

WKK
WJJ

YKK
WI

YMM

WJJ
WGG

WEE

YNN

YNN

YPP

YOO
YLL
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WCEA - LIST OF CLASS SERIES
Appendix G

GLASS CODE GRADECLASS TITLE

CRIMINALIST
Supervising Criminalist
Senior Criminalist
Criminalist ll
Criminalist I

Forensic Chemist
Criminalist Trainee

CURATOR

CUSTODIAL
Facilities Contract and Services Supervisor
Lead CustodialWorker
Maintenance Worker I

DEPARTMENT PROGRAMMER ANALYST
Senior Department Programmer Analyst
Department Programmer Analyst

DEPARTMENT SYSTEMS SUPPORT
Department Support Supervisor
Department Systems Support Supervisor
Department Systems Support Coordinator
Department Systems Specialist
Department Systems Technician

MEDICOLEGAL DEATH INVESTIGATOR
Medicolegal Death lnvestigator Supervisor
Medicolegal Death lnvestigator/Technician
Deputy Coroner (lnvestigator)

DEPUTY COUNTY RECORDER
Recording Supervisor
Property Transfer Compliance Recorder
Senior Deputy Recorder
Deputy County Recorder I

DEPUTYTREASURER
Assistant Chief Deputy Treasurer
Deputy Treasurer

DETENTION OPERATIONS
Detention Operations Manager
Sheriff Support Specialist Supervisor

DETENTION SERVICES
Detention Services Manager
Detention Programs Coordinator

2253
2250
2252
2259
2251
2258

4010

9008
9007
8002

0430
15175

0440
17652
17650
17600
17651

16052
2254
2255

013/.
0135
0133
01 30

0319
0322

2223
2221

2222
'15331

YOR
YOQ
YNP
WLL
WLL
WKK

YLL

YLL
WFF
WCC

YNO
WLL

YOO
YOO
YNN
WKL
WJJ

YPP
\ 

^4M!\MM

YKK
wil

WHH
WGG

YMM
YLL

YOO
YKK

YOO
YMM
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

DEVELOPMENT OFFICER

E-GOV INFORMATION OFFICER

ELIG!BILITY WORKER
Eligibility Case Compliance Reviewer
Eligibility Supervisor
Eligibility Certification Specialist ll
Eligibility Certification Specialist I

EMERGENGY MEDICAL SERVICES
Emergency Medical Services Program Manager
Emergency Medical Services Coordinator

ENVIRONMENTAL ENGINEER
Senior Licensed Engineer
Senior Environmental Engineer
Environmental Engineer ll
Environmental Engineer I

ENVIRONMENTALIST
Environmental Health Specialist Supervisor
Senior Environmental Health Specialist
Environmental Health Specialist
Environmental Health Specialist Trainee ll
Environmental Health Specialist Trainee I

Environmental Health Aide

EPIDEMIOLOGIST
Senior Epidemiologist
Epidemiologist

EQUlPMENT MECHANIC
Equipment Services Superintendent
Equipment Seruices Supervisor
Heavy Equipment Mechanic Supervisor - GerlachA/ya
Heavy Equipment Diesel Mechanic
Grounds Equipment Mechanic
Equipment Services Worker ll
Equipment Services Worker I

EQUIPMENT PARTS WORKER
Equipment Parts lnventory Control Supervisor
Equipment Parts Specialist
Storekeeper

CLASS CODE

5008

7005

6147

6148
6150
6149

17675
0644

3019
3038
3041
3040

Appendix C

GRADE

YNN

YNN

YKK

WHH

YLL

wlt

YOQ
YNN

06'15

061 3

0614
0612
061 1

17450

15451
0648

8112
81 10
0400

YRS
YOP
YNO
WLL

YQQ
YOO
YNN
WLL
WKK
WFF

YPP
YOO

YRR
YMM
YLL
WKK
wlt

WFF
WCC

Yil
WGG
WEE

15200
81 09

8101
8103
8102
8111
8100
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

ESTATE INVESTIGATOR SERIES
Probate Estate Case Manager
Public Administrator Estate lnvestigator

EVIDENCE PROPERTY CONTROL GLERK

FAMTLY COURT INVESTIGATIVE SPECIALIST
Family Court lnvestigative Specialist ll
Family Court lnvestigative Specialist I

FAMILY SUPPORT SPECIALIST
Family Support Program Manager
Assistant Manager/Family Support
Family Support Supervisor
Family Support Specialist

FISGAL MANAGER/SHERIFF'S OFFICE

FORENSIG MEDICAL TRANSCRIBER

FORENSIC TECHNICIAN
Forensic lnvestigator ll
Forensic lnvestigator I

GEOMATICS TECHNICIAN
Geomatics Specialist
Geomatics Technician

GIS SPECIALIST
GIS Mapping Supervisor
GIS Specialist

GRANTS COORDINATOR

GUARDIAN CASE MANAGER
Supervising Guardian Case Manager
Guardian Case Manager ll
Guardian Case Manager I

Guardian Case Manager Trainee

HEALTH EDUCATOR
Health Educator Coordinator
Health Educator ll
Health Educator I

HORTICULTURE
Horticulturist
Horticulture Assistant

Appendix G

CLASS CODE GRADE

1023
1024
1012
1014

0187
0189

0054

17702
15250

YOO
WKK

WHH

YNN
WLL

YQQ
YOO
YKK
wil

YRR

WHH

WLL
WJJ

WMM
WKK

YLL
WKK

WLL

YOO
WLL
WKK
WI

YNN
YMM
WLL

YNN
wil

17653

0175

2226
2225

16150
16132

3004
0720

15153

01 90
0188
17951
17950

17625
0628
0627

0067
0068
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

HUMAN RESOURCES SPECIALIST
Human Resources Specialist lll
Human Resources Specialist ll
Human Resources Specialist I

HUMAN SERVICES SUPPORT SPECIALIST
Human Services Program Supervisor
Senior Human Services Support Specialist
Human Services Support Specialist ll
Human Services Support Specialist I

HYDROGEOLOGIST
Water Resources Program Manager
Senior Hydrogeologist
Hydrogeologist ll
Hydrogeologist I

IMAGING AND RECORDS MANAGEMENT
lmaging and Records Management Supervisor
lmaging Equipment Technician ll
Records Management Technician ll
Records Management Technician I

lmaging Equipment Technician I

lmaging Equipment Technician Trainee

INMATE CLASSIFICATION/INMATE ASSIST. SPECIALIST

INMATE PROPERTY
lnmate Property/Services Supervisor
Supply Specialist
Property lnventory Clerk

INMATE WORK PROGRAM LEADER
lnmate Work Program Supervisor
lnmate Work Program Leader

INVESTIGATIVE ASSISTANT
CivilSupervisor
I nvestigative Assistant

TNVESTTGATOR (PUBL|C DEFENDER)
Chief lnvestigator (PD)
lnvestigator ll (PD)
lnvestigator I (PD)

IRRIGATION SPECIALIST
lrrigation Specialist
Maintenance Worker ll

Appendix C

CLASS CODE GRADE

15333
051 0

0509

16075
6127
6129
6128

3053
3030
3052
3051

0201
0203
0055
0056
0202
0200

2241

2203
2201
0410

2206
2204

16326
1013

15525
1015

1011

4028
8003

YKK
WJJ
WHH

YPP
WI

WHH
WGG

YQR
YPQ
YNN
WLL

YPP
WGG
WEE
WDD
WCC
WBB

WJJ

YJJ

WFF
WEE

YJJ

WGG

YKK
WI

YPP
WLM
WKK

WGG
WFF
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Appendix C
WCEA _ LIST OF CLASS SERIES

CLASS TITLE

Maintenance Worker I

JAIL GOOK
Food Manager
JailCook

LATENT FINGERPRINT EXAMINER

LEGAL SECRETARY
Legal Secretary Supervisor
Legal Secretary Lead
LegalSecretary

LIBRARIAN
Senior Public Services Librarian
Librarian lll
Systems and Access Services Librarian
Librarian ll
I nternet Services Librarian
Librarian I

LIBRARY ASSISTANT
Senior Library Assistant
Library Assistant lll
Library Assistant ll
Library Assistant I

Library Aide

MANAGEMENT ANALYST

MENTAL HEALTH COUNSELOR
Mental Health Counselor Supervisor
Mental Health Counselor ll
Foster Care Training and Support Specialist
Mental Health Counselor I

MITTGATION SPECIALIST

NATURAL RESOURCES MANAGER

NNGTC INFRASTRUCTURE LIAISON COORDINATOR

NNCTC INTELLIGENGE ANALYST

PAINTER
Painter Supervisor
Painter

CLASS CODE

8002

9006
2242

2260

4104
0102
0101

GRADE

WCC

WHH

WLL

YKK
WJJ
WI

YOO
YOO
YOO
YNN
YNN
YKK

YJJ
WHH
WGG
WEE
WAA

YNN

YQQ
YPP
YPP
YNN

WLM

YRR

YPP

YQQ

YKK
wil

YLL

17300
5024
5028
5022

16900
5020

5018
5016
5014
50'12
5000

16501

6154
6153
16550
6152

6145

17101

16350

1617s
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

PARK RANGER
Parks Operations Superintendent
District Park Manager
Park Ranger ll
Parks Ranger I

PARKS MAINTENANGE
Parks Operations Superintendent
Golf Maintenance Supervisor
Parks Maintenance Supervisor
Senior Grounds/Parks Maintenance Worker
Maintenance Worker ll
Maintenance Worker I

Laborer

PAYROLUPERSONNEL CLERK

PAYROLL SUPERVISOR
County Payroll Supervisor
PayrollTechnician ll
PayrollTechnician I

PERSONAL PROPERW FIELD REPRESENTATIVE

PLANNER
Planning Manager
Senior Planner
Natural Resources Planner
Park Planner
Planner
Assistant Planner

PLANNING TECHNICIAN
Planning Technician

Plans/Permits/Applications Aide

PROGRAM GOORDINATOR
Program Coordinator
Program Assistant

PROJECT COORDINATOR - DA

PROJECT MANAGER
Project Manager
Project Coordinator - CSD

PROPERTY INVENTORY GLERK
Property I nventory Technician

Appendix C

CLASS CODE GRADE

4029
16137
16136
8023
8003
8002
8000

4029
'16130

4017
16875

0513

0317
17451
0514

0341

YRR
YOO
WKK
wil

YRR
YLL
YLL
YJJ

WFF
WCC
WAA

WHH

YLL
WJJ
WHH

wil

YRR
YOO
WNN
WNN
WNN
WJJ

WHH
WGG

YLL
YKK

YNN

0712
0706
16750
4036
0705
0704

0703

0178

0171
0172

17626

16701
3020

YQR
YNN
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Appendix C
WCEA - LIST OF CLASS SERIES

CLASS TITLE

Property lnventory Clerk

PROPERTY PROGRAM AND FISCAL CONTROL MANAGER

PUBLIC HEALTH EMERGENCY RESPONSE GOORDINATOR
Public Health Preparedness Manager
Public Health Emergency Response Coordinator

PUBLIC HEALTH INVESTIGATOR
Public Health lnvestigator ll
Public Health lnvestigator I

PUBLIC INFORMATION OFFICER

RANGEMASTER

RECORDS CLERK
Ad ministrative Services Manager
Sheriffs Office Records Manager
CivilSupervisor
Chief Records Clerk

RECREATION SPECIALIST
Recreation Coordinator
Recreation Specialist

REGIONAL COMMUNICATIONS COORDINATOR

REPROGRAPHICS SERIES
Print and Distribution Officer
Duplicating Equipment Operator ll
Duplicating Equipment Operator I

RISK MANAGEMENT ANALYST

ROADS MAINTENANCE
Roads Supervisor
Lead Heavy Equipment Operator
Heavy Equipment Operator
Medium Equipment Operator
Maintenance Worker ll
Maintenance Worker I

Laborer

SAFETY/TRAINING/EOC COORDINATOR - CSD

CLASS CODE

0410

8133

16325
0646

15304
15303

5006

4018

s16'135/16775
16134
16326
0103

GRADE

WEE

YOO

YOO
YOO

WLL
WKK

YLL

WJJ

YPP
YMM
YKK
Ylr

WGG

YQR

YLL
WGG
WDD

YNN

YLL
WJJ
wll

WGG
WFF
WCC
WAA

WKK

4031
4011

Ylt

17425

0205
0213
o212

2325

8352
8245
8243
8242
8003
8002
8000

17476

SEGURITY ELECTRONICS ADMINISTRATOR

58

16125 WNN



CLASS TITLE

SENIOR FINANCIAL ANALYST

SEWER SYSTEMS WORKER
Wastewater Collections Systems Supervisor
Sewer Systems Worker ll
Sewer Systems Worker I

SHERIFF SUPPORT SPECIALIST
Sheriff Support Specialist Supervisor
Sheriff Support Specialist - B/C/PC
Sheriff Support Specialist - Field Services
Sheriff Support Specialist - B/C/PC Trainee
Sheriff Support Specialist - Field Trainee

SIGN FABRICATOR
Sign Shop Supervisor
Sign Fabricator

SOCIAL SERVICES
Children's Services Coordinator Supervisor
Case Compliance Reviewer-CPS
Social Services Program Specialist
Social Services Supervisor
Foster Care Training and Support Specialist
Senior SocialWorker
SocialWorker lll
SocialWorker ll
Social Services Case Manager ll
SocialWorker I

SocialServices Case Manager I

CPS lntake Screener

STATISTICIAN

STOREKEEPER

TECHNOLOGY NETWORK ENGINEER
Technology Project Coordinator
Sr. Technology Network Engineer
Technology Network Engineer ll
Technology Network Engineer I

TECHNOLOGY SUPPORT TECHNICIAN
Sr. Technology Support Technician
Technology Support Technician ll
Technology Support Technician I

WCEA - LIST OF CLASS SERIES

CLASS CODE

16751

15827

3032
3031

2221

2205
2202
16525
16526

8138
8137

Appendix C

GRADE

YPP

WKK
WI

WGG

YKK
WHH
WHH
WGG
WGG

YJJ

WFF

6130
6138
6133
6136
16550
15335

6143
6142
15601
6141
15600
6137

YRR
YQQ
YQQ
YPP
YPP
YOO
YNN
YLL
YLL
YKK
YKK
WKK

15155

0400

15825
15838
15837
15836

15839

15830
15726

YNN

WEE

YQR
YPP
WLM
WKL

WKK
wlt

WHH
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

TECHNOLOGY SYSTEMS ADMINISTRATOR
Technology Project Coordinator
Sr. Technology Systems Administrator
Technology Systems Administrator Specialist
Technology Systems Administrator I I

Technology Systems Administrator I

TECHNOLOGY SYSTEMS DEVELOPER
Technology Project Coordinator
Sr. Technology Systems Developer
Technology Systems Developer ll
Technology Systems Developer I

TELEPHONE TECHNICIAN

UTILITIES
Utility Worker ll
Utility Worker I

VECTOR BORNE DISEASE
Vector Control Coordi nator
Vector Borne Disease Specialist

VETERINARY TECHNICIAN

VIGTIM WTNESS ADVOCATE

vrcTtM WTNESS ADVOCATE (SHER|FF.S)

VIDEO PRODUCTION COORDINATOR

VOLUNTEER COORDINATOR

WATER AND SEWER PROJECT INSPEGTOR
Water, Sewer and Civil Projects lnspector Supervisor
Water and Sewer Project lnspector
Engineering lnspector

WATER MANAGEMENT
Water Management Program Manager
Water Management Planner Coordinator
Water Management Planner

WG PROGRAM MANAGER

Appendix C

CLASS CODE GRADE

15825
15833

17900
15832
1 5831

15825
15840
15835
15834

2314

3014
3013

0616
16375

15052

1025

15154

0179

16876

17159
3045
3027

3053
3035
0723

YQR
YPP
YOO
WLM
WKL

YQR
YPP
YNO
YLL

WKK

WI
WGG

YQQ
YNN

WJJ

WJJ

WJJ

YNN
WLL
WLL

YQR
YPP
YNN

WI

WI

Updated OBlO1l2015
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Appendix D

WCEA NON.S UPERVISORY
SUBSIDY SCHEDULE

POST 97198 (Under Ase 6sl
RetiregYears of Servipe gubsidv

POST 929.8 (Under Aee 651

Retiree Yeafs of Service Subsidv
7 i

Years of
Servige

Subsidv

5 s108.8e

6 $t4L.3L
7 ittt.tl
8 $zoa.tq

9 s238.ss

L0 s270.98

Ll s303.40

L2 933s.81

13 S368.23

L4 s400.6s

15 5433.07

L6 $46s.48
L7 s497.90

18 SsEo.rz

19 SsGz.73

20 Ssgs.rs

YArS of

Serv!ce
Subsidv

5 s113.89

6 $Mt.tt
7 5180.73

g s2.14.!4

I 5247.s6

L0 S2qo.e8

LT S3L4.4o

L2 $tqt.at
13 $381.23
L! s414.6s

15 s448.48

1$ s481,48

L7 s514.90

18 Ss48.32

19 S581.73

20 s61s.15
EFor the 18 month period besinninq 7/1/2016 throush 12131/2017, the subsidv schedule has increased 50.50 per month oer vear of
service over the FY 15/16 subsidv rates
*r For the 12 month oeriod besinnins U1l2018 throueh 12131/2018. the subsidv schedule has increased S1.00 oer month per vear
of service over the orior vea/s subsidv schedule
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Appendix D

WCEA NON.SUPERVISORY
SUBSIDY SCHEDULE

POST g7lgg(OverAse 551

Retiree Years of S-ervice Subsidy
POST 97198 (Over Asg 651

Retiree Years of Sgrvice Subsidy
7rt

*For the 18 month period beeinnine 7112016 throueh 1213 1/20L7. the subsidv schedule has increaEqd 50.50 per month oer vear of
service over the FY 15/1.6 subsidv rates
t* For the 12 month oeriod beeinnina L/1/2018 thro-ush 1213112018. the subsidv schedule has increased S1.oo per month per vear
of service over the orior vear/s subsidv schedule

Years of
Service

Subsidv

5 ss7.s0

I s69.00

7 $ao.so
g ss2.00

9 s103.s0

L0 s11s.00

LL $rzo.so

L2 s13S.00

13 s149.s0

L4 s161.00

15 5L72.s0

t6 s184.00

L7 s19s.s0

18 s207.OO

L9 s218.s0

20 Szgo.oo

Yearlof
5qrvice

Subsidv

5 s62.50

6 575._0_o

7 587.s0

g s100.00

I 5LL2.50

10 s12s.00

LL $rgz.gl
L2 s1s0.00

L3 5L62.sO

L4 s17s.00

15 sL87.sO

L6 s200.00

t7 szL?.s0

1.8 sa?,s.O0

L9 s238.s0

20 s2s0.00
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ATTACHMENT B

AGREEMENT

BETWEEN

THE COUNTY OFWASHOE
STATE OF I{EVADA

AND THE

SUPERVISORY.ADMINISTRATIVE EMPLOYEE S

NEGOTIATING TNIT

OF

THE WASHOE COUNTY
EMPLOYEE S ASSOCIATIOI\

201645-2019{6

t86t

NTYutuAstt

o
( A.

z
o

m
7
4



This Agreement, made and entered into this 1"t day of July, 2015, by and between the Board

of County Commissioners of Washoe County, hereinafter refened to as the County, and the

Supervisory-Administrative Negotiating Unit of the Washoe County Employees Association,

hereinafter referred to as the Association.
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ARTICLE 1 - PREAMBLE

WHEREAS, the County and the Association are engaged in furnishing public services
essential to the health, safety and welfare of the residents of the County; and

WHEREAS, the County, its employees and the representatives of its employees have a high
degree of responsibility to the general public; and

WHEREAS, the parties to this Agreement and the employees covered by this Agreement
recognize their responsibility to provide the services for which they are involved without
interruption; and WHEREAS, the parties understand that the Board of County Commissioners
is charged by law with the duty and responsibility of operating and providing County
Government services and in carrying out those duties and responsibilities in employing County
Employees in its operation. The Terms and Conditions of employment of employees and County
regulations and rules affecting the employment of those employees are matters of mutual
concern to the County and the Association. lt is the intent and purpose of this Agreement to
assure sound and mutually beneficial economic and employment relations between the parties
hereto; to attempt to provide an orderly and peaceful means of conducting negotiations,
exchanging communications and views and resolving any misunderstandings or grievances and
to set forth herein article form of this Agreement between the parties covering rates of pay,
wages, hours of work and other conditions of employment;

NOW, THEREFORE, the parties enter into this Agreement as a means of maintaining a
harmonious relationship and fostering a responsible and peaceful labor relations policy.

ARTICLE 2 . RECOGNITION

ln accordance with the provisions of NRS 288, the County has recognized and does
recognize the Association as the exclusive collective bargaining representative of those
employees in the classifications set forth in Appendix A. This recognition is granted for the
period during which the Association qualifies as the exclusive representative of those
employees under the provisions of NRS 288.

The County shall provide monthly to the Association the name, classification and
department of each new hire by the County who would be eligible for inclusion within the
unit. All information furnished is for the exclusive use of the Association and shall not be used
for another purpose or be given to any other person or organization without the express written
approval of the employee involved.

This recognition does not include temporary seasonal employees or temporary full or part-
time employees who have worked less than six (6) consecutive months and intermittent hourly
employees.

Further, this recognition does not include individuals who are in the job classifications set
forth in Appendix A if the individual is an unclassified employee pursuant to Chapter 5.093 of the
Washoe County Code.
(Revised 7-1-01)

ARTIGLE 3 . NON-DISCRIMINATION

A. EMPLOYEE RIGHTS
1. lt is a prohibited practice for The County or its designated representative willfully to:

(a) lnterfere, restrain or coerce any employee in the exercise of any right guaranteed
under chapter NRS 288.
(b) Dominate, interfere or assist in the formation or administration of any employee
organization.
(c) Discriminate in regard to hiring, tenure or any term or condition of employment to
encourage or discourage membership in any employee organization.
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(d) Discharge or otherwise discriminate against any employee because he/she has
signed or filed an affidavit, petition or complaint or given any information or testimony
under this chapter, or because he/she has formed, joined or chosen to be represented
by any employee organization.
(e) Refuse to bargain collectively in good faith with the exclusive representative as
required in NRS 288.150. Bargaining collectively includes the entire bargaining process,
including mediation and fact finding, provided for in this chapter.
(0 Failto provide the information required by NRS 288.180.

2. Any complaint alleging a violation of this subsection shall be submitted to the Local
Government Employee-Management Relations Board and shall not be subject to the
Grievance Procedure, Article 32.

B. NON-DISCRIMINATION
1. The parties hereto agree not to willfully discriminate against any employee because of
race, color, religion, sex, sexual orientation, age, protected disability, national origin, or
because of political reasons or affiliations.
2. Any complaint alleging a violation of this subsection shall be submitted to the appropriate
administrative agencies having responsibility for enforcing state and federal laws governing
non-discrimination in employment and shall not be subject to the Grievance Procedure,
Article 32.

(Revised 7-1-01)

ARTICLE 4. DUES DEDUCTION

1 The County shall deduct dues from the salaries of Association members and pay over to
the proper officers of the Association the money so collected. Provided, however, that no
deductions shall be made except in accordance with a deduction authorization form
individually and voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall specify any Association restrictions on the employee's
right to terminate his/ her dues deduction authorization.
2. The Association shall indemnify and hold the County harmless against any and all
claims, demands, suits and all other forms of liability, which shall arise out of or by reason of
action taken or not taken by the County at the request of the Association under the
provisions of Section 1 above.
3. The Association shall certify to the County in writing the cunent rate of membership
dues. The County will be notified of any change in the rate of membership dues thirty (BO)
days prior to the effective date of such change.

!, The County will continue to honor existing dues deduction authorizations cunently on
file.

ARTICLE 5 . EMPLOYEE REPRESENTATIVES

The County recognizes and agrees to deal with accredited employee representatives of the
Association on all matters covered by this Agreement.

The selection of employee representatives is the responsibility of the Association, provided,
however, that the total number of accredited employee representatives shall not exceed thirty
(30). This number shall include employee grievance representatives, the Board of Directors of
the Association (which includes the officers of the Association), and the members of the
Association negotiating team. Employee representatives shall be selected in such a manner as
to provide representation for each major County facility.

The Association shall provide the County with a list of accredited employee representatives
and maintain its currency.
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Release time for Board members, employee grievance representatives, and/ or members of
the Association's negotiating team shall be limited for the purpose of (1) attending County
functions/meetings, including negotiations (which term shall encompass statutory impasse
procedures), which have a direct impact upon the Association, (2) attending in accordance with
the provisions of Article 32, Grievance Procedure, to matters relating to grievances arising out of
alleged violations of this Agreement and (3) to attend training conferences or conventions.
lncluded within this release time procedure is the authorization for each member of the
Association's negotiating committee and/or Executive Board to have a maximum of t hour per
week for meetings of the Association's negotiating committee and/or Executive Board during
weeks when the Association and the County have or are going to have one (1) negotiating
session. ln the event that the County and the Association meet for negotiations for more than
one time per week, then the above described release time limit will be increased by one (1) hour
for each such session in excess of one (1) session.

Release time requires the advanced approval of the concerned employee's supervisor.
Employees being contacted can be contacted during working hours only after obtaining
approval of the appropriate supervisor. Approval of requests for release time under this Article
shall not be unreasonably withheld.

When attending to the duties provided in this Article during work hours, employee
representatives shall be on compensated release time up to a total of 440 hours per year. To
the extent that the release time units above are exhausted, release time will be allowed with the
Association being responsible to reimburse the County for all straight time hours utilized by
employee representatives in excess of the total compensated release time above.
(Revised 7-1-08)

ARTICLE 6 . MANAGEMENT RIGHTS

The County has the right and is entitled without negotiation to:
(a) Hire, direct, promote, transfer, or assign employees;
(b) Suspend, demote, discharge, or take other disciplinary action against any employee
forjust cause;
(c) Lay off any employee because of lack of work or lack of funds;
(d) Determine staffing levels, establish job classifications, work performance standards,
the content of the workday, and workload factors;
(e) Determine the quality and quantity of services to be offered to the public and the
methods, means and personnel by which its operations are to be conducted;
(0 Maintain the efficiency of its governmental operations; and
(g) Take whatever actions may be necessary to carry out its responsibilities in
emergency situations.

Unless specifically modified by this Agreement, all rights and responsibilities of the County
shall remain the functions of the County. lt is further understood and agreed that these
management rights shall not contravene either the terms of this Agreement or the duty to
negotiate over those subjects set forth in NRS 288.150, subsection 2.

ARTICLE 7 . CONSULTATION

The parties hereto will use their best etforts to consult with one another on matters of
personnel policies and practices, wages, hours and conditions of employment.
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ARTICLE 8. SALARIES OF PERSONNEL

A. Salaries of Personnel
1. The Schedule of Salary ranges of all personnel covered by this Agreement is set forth in
Appendix B, with the appropriate effective dates. The salary sChedules listed in the
Appendices to this Agreement are subject to change during the term of the Agreement as a
result of changes to the retirement contribution rate provided for under NRS 2-86.421,3, (a),
(2). ln adopting the Schedule of Salary ranges, the parties recognize and agree tnat ine
percentage differential between entry salary and maximum salary for a given grade is not
and should not be the same for all grades, and herein abandoned the previously agreed to
uniform differential of 35% from entry salary to maximum for all grades.
2. The parties agree the following salary adjustments shall be made during the term of this
agreement:

a. Effective July 1, 20195, the County agrees to provide a cost of living allowance to all
positions covered by the WCEA contract in the amount of 3.00%.
+. b Effective Julv 1 . 2017. the Countv to orovide a cosf of livino allowance to

NS

3. The grade for each class represents the range of pay rates for full-time biweekly
employment unless the compensation plan specifically states othenryise. Unless othenrvise
indicated in the compensation plan, rates of pay set forth represent the base total
compensation in every form except for overtime compensation. Reimbursement of an
employee for expenses incurred in operating the emptoyee's private motor vehicle for the
convenience of the County shall not be deemed to be a part of total compensation.
! Each employee in the classified service shall be paid within the salary range in the grade
for the appropriate class.
5. An employee who works a fixed variable proportion of the established workweek, such
as one-half time, one-quarter time, or hours as needed, shall be paid for the actual hours
worked.

9=]t" County shall pay retroactive pay to all employees who retired and began drawing
PERS, and to the family of employees who died between July 1, of the applicable contract
year and the date the WCEA contract is approved by the Washoe County iommissioners.
fhis tgrm shall sunset and expire effective September 14. 2016 and will be replaced with the
followino term: Emplovees whose emplovment is terminate

if reem

emplovment has been terminated.
(Revised 7-01-161€)

Merit Salary lncrease
1. The amount of the merit salary adjustment paid pursuant to the Washoe County Merit
Personnel Ordinance shall be 5%.
2. lf giving the full merit salary adjustment would result in a salary exceeding that maximum
amount, the employee shall be given a reduced adjustment, which would result in a salary
equal to the maximum amount of the employee's salary range. However, if a merit increase
brings an employee within 1/2 percent of the top of the range, the employee shall be paid at
the maximum salary for the range.
3. Authorized leave without pay for 30 days or less shall not result in a new anniversary
date. Authorized leave without pay in excess of 30 days shall establish a new anniversary
date commencing with the employee's return to active service.
4. An employee shall be eligible for consideration for a merit salary increase upon:

B
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(a) Each anniversary date of the employee's employment in such job classification
annually thereafter until the maximum salary is reached in that job classification. The
anniversary date is normally considered to be that date an employee commences work
in that job classification to which the employee has been most recently appointed.
(b) An ernployee who is not given a merit salary increase on the employee's annual
merit review date is eligible to receive the merit salary increase at any later pay period
within the immediately succeeding annual review period. Granting a delayed merit salary
increase in any succeeding pay period shall not affect the employee's anniversary date,
and will not extend the annual merit review date.

5. Within the employ of each County department, the procedures used to evaluate an
employee shall be uniformly and consistently applied in accordance with the guidelines
established by the Human Resources Department. ln the event a merit increase is not
granted, the employee will be informed in writing of the specific reason(s) for denial and may
within seven (7) days of such notification, request a review before the employee's supervisor
and the department head or the employee's designee to discuss the reason for the denial.
The reason for the denial may be reviewed by the department head and Association repre-
sentative. Upon request of the employee or the supervisor, a representative of the Human
Resources Department may be present. lf no resolution is reached and the employee files a
grievance as provided for in this Agreement, the issue of whether the department acted
arbitrarily and capriciously in denying the merit increase may be submitted to arbitration.
6. For purposes of determining eligibility for merit salary increases, employees shall be
rated standard or better, and upon meeting such requirements shall then be eligible for a
merit increase. lf an employee does not receive the employee's performance evaluation
within fifteen (15) days after the employee's anniversary date, the merit increase shall be
granted retroactive to the date it was due. lf an employee is unavailable for the supervisor
to give the evaluation because the employee was on leave, or unavailable to meet, following
their anniversary date, the fifteen (15) days shall be extended for the period the employee
was on leave or otherwise unavailable.

C. Salary Adjustments
(a) When an eror is discovered in an employee's compensation calculation, the Human
Resources Department shall make the appropriate adjustment retroactive, not to exceed
one year from the date the error is discovered.

(Revised 7-01-05)

When the merit salary adjustment is delayed solely through administrative or clerical error,
the adjustment shall be made effective as of the date it was properly due.
(Added 7-1-10)

D. Hazard Duty Pay
For employees in the job classifications of Forensic lnvestigator, Sewer System Workers,

Environmental Health Specialist Supervisor, Sr. Environmental Health Specialist, or
Environmental Health Specialist who are assigned to a drug laboratory response, or other
similarly hazardous situations requiring specialized hazardous materials training shall, on the
approval of the supervisor or designee, receive a five percent (5%) differential during the actual
period of time they are being utilized during the employee's working hours. The hazard pay
differential must be recorded on an hour for hour basis or major fraction thereof.
(Revised 7-1-15)

E. Field Trainino Officer (FTO) Pav
A deoartment head or clesio nee mav 2l orize emolovees in the iob classification S of

Medicoleoal Death I ator/Technoloqist Suoervisor. Sheriff Suooort Specialist Supervisor,
and Supervisinq Communications Specialist to perform as Field Traininq Officers (FTO's). Such
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emplovees shall receive. in addition to their normal base hourlv rate of pav. an additional five
oercent (5%) of base salarv as a differential pav durinq the actual period of time the emplovee is
performino FTO duties during an gmplovee's normal workinq hours. The FTO pav differential
must be recordqd. on an hour for hour basis or maior fraction thereof. This pav differential is
intended to clunoensate tho emplovee for anv speQial t{"ajninq, experiencg, and/or oualifications
required to perform the duties ola Field Traininq Officer.
(Added 7-01-16)

ARTICLE 9 . MEAL PERIOD - REST BREAKS

All employees shall be allowed at least a one-half (112) hour meal period scheduled
approximately in the middle of the employee's workday. This period of time shall be considered
the employee's time and not hours worked except as provided herein.

All employees shall be granted two fifteen (15) minute rest periods during the shift, which
shall not be combined except as provided below. Such breaks shall not be taken within one (1)
hour of the employee's starting time, quitting time, or meal breaks, and may not be accumulated
or used to supplement meal breaks, arrive at work late or leave work early except as provided
herein.

Employees who are required to work shifts of eight (8) straight hours without a designated
meal period may request to have the two (2) rest breaks combined into a one-half (1/2) hour
meal period. Under these circumstances, the meal period shall be considered as hours worked.

Rest periods shall be taken without loss of pay and the employee shall not be required to
make up such time.

Employees who are required to work four (4) or more hours beyond their regular shift shall
be granted a fifteen (15) minute rest period. To afford employees an opportunity for a meal
during such extended work schedules, employees may request that this additional rest period
be combined with an earlier rest period to create a one-half (1/2) hour meal period which shall
be considered as hours worked.
(Revised 7-01-01)

ARTICLE 10 . STANDBY TIME AND GALLBACK

Standby time is defined as time, other than normal working hours, when an employee is
required by the employee's appointing authority or designee to notify the employee's
department of the employee's exact location or is required to carry an electronic pager so that
the employee may be immediately contacted. Employees are expected to report to work within
forty-five (45) minutes to one (1) hour from the time a call is received. This provision does not
apply to Park Rangers or Roads Supervisors who reside at County provided residences. An
employee assigned standby will be paid $5.00 per hour with a guaranteed minimum payment of
$50.00 for each standby assignment, except as provided for herein.

An assignment consists of a period of consecutive hours during which an employee is on
standby. For example, if an employee is assigned to standby between 5:00 p.m. and 12:00
midnight that same day, the employee shall be paid $50.00 for the seven (7) hours standby time
(one assignment). lf an employee is assigned to standby between 5:00 p.m. Friday and 8:00
a.m. Monday, the employee shall be paid $315.00 for sixtythree (63) hours standby time (one
assignment). Except in an instance where an employee voluntarily consents; standby time
between 5:00 p.m. Friday until 8:00 a.m. the following Monday shall be assigned as one
continuous assignment. Absent the voluntary consent of an employee, no standby time
assignment, during said sixty-three (63) hour time period shall be for less than the entire said
time frame. Employees working a non-traditional workweek who are placed on standby on
times other than 5:00 p.m. Friday through 8:00 a.m. the following Monday shall be paid the
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standby rate for the actual hours of such assignment, subject to the guaranteed minimum
payment refened to in this Article.

!f an employee is called to work during a standby assignment, standby pay shall stop during
the period when the employee is working. ln this instance the employee shall only be'paid foi
actual hours on standby and shall not be guaranteed a minimum of $50.00 for each standby
assignment.

Any employee who is called back to work during a time when the employee is not regularly
scheduled to work, shall be paid for the actual time spent at work with a guaranteed minimum of
two (2) hours of work time regardless of having worked less than two (2) hours except as
provided herein. lf an employee is called back to work more than once during the same off-duty
period, the employee shall not receive the guaranteed minimum of two (2) hours callback if the
subsequent callback period is within the hours for which the employee has already been
compensated. lf the subsequent callback is beyond the hours for which the employee has
already been compensated, another two (2) hour minimum callback shall apply. Examples: lf an
employee is called back to work at 9:00 p.m. and works until 9:30 p.m., the employee will be
credited with two (2) hours of work time or as if the employee actually worked until 11:00 p.m. lf
that employee is subsequently called back to work at 10:00 p.m. that same evening and works
until 10:30 p.m., the employee will be credited with one-hall (112) hour work time for the second
callback, or a total of two and one-halt (2-112) hours for both callbacks. lf the second or third
callback occurs at 2:00 a.m., the employee will be credited with an additional two (2) hours
callback.

lf an employee is on standby and receives a work call and is not required to report to the
workplace but rather performs actual work at home, such time shall be considered as time
worked. Said work time shall be rounded to the nearest fifteen minutes using normal round off
rules. lf an employee is compensated for work time at home, standby pay shall cease for any
hour or portion thereof which the employee is compensated as hours worked. Such work time is
not considered callback and the two (2) hour minimum does not apply.

lf an employee is called in to work early, and works continuously through the beginning of
the employee's regularly scheduled work hours, the two (2) hour minimum does not apply.

The rate at which these hours are to be compensated shall be in accordance with the
overtime provisions under Article 13. The employee's work time shall start when the employee
actually reports to work and ends when the employee is released from work. Travel time from
an employee's home or non-work location to work and back shall not be considered as work
time.
(Revised 7-1-05)

ARTICLE 11 . REPORTING PAY/SUITABLE WORK PLACE

The County shall provide a safe and suitable work place, which shall include, but not be
limited to, the promulgation and enforcement of regulations prohibiting work place violence and
restricting employees from having a firearm in the employee's possession inside the work place
or in a County vehicle or piece of equipment, except where such possession is permitted (1) in
the performance of the employee's essential functions, (2) where a judge 1s a permittee
authorized to carry a concealed firearm and carries a concealed firearm in the courthouse or
courtroom presided over by the judge or while traveling to and from the courtroom of the said
judge, (3) where a judge authorizes a permittee authorized to carry a conceated weapon and
carries a concealed firearm in the courthouse or courtroom presided over by the judge or while
traveling to and from the courtroom of said judge, or (4) where a prosecuting attorney of an
agency or political subdivision of the United States or of this state is a permittee authorized to
carry a concealed weapon and carries a concealed firearm in a public building. For purposes of
this Article, the regular workday for full{ime employees shall be considered to be eight (8)
hours. A full-time employee reporting for work and no work is provided due to such factors as
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inclement weather, or a breakdown of a heating unit or other factor causing the closing of a
building to the public or causing discontinuance of a major unit of a project, said employee shall
receive four (4) hours of pay at the employee's regular rate of pay. ln the alternative, the
County may require the affected employee work at another building in the same department and
at the same grade.

lf after four (4) hours an employee is released from duty for reasons as described above, the
employee shall not be required to report to another location and shall be paid for eight (8) hours
of work.

A part-time employee who reports to work and is released from duty as described above,
shall have the reporting pay prorated based upon the employee's regularly scheduled hours for
the day in question. Part-time employees may also be reassigned to another location under the
same conditions described above for full-time employees.
(Revised 7-1-99)

ARTICLE 12 - SHIFT DIFFERENTIAUSHIFT BIDDING

A. Shift Differential
All shift work performed between the hours of 6:00 p.m. and 6:00 a.m., shall be considered

night work. Payment for night work, in addition to regular compensation, shall be made at the rate
of six percent (6%) of base salary for those hours worked between 6:00 p.m. and 6:00 a.m.,
except as provided herein. lf an employee works a shift of which at least ffiy percent (50%) of the
hours are between 6:00 p.m. and 6:00 a.m., the employee shall be paid the differential for the
entire shift. No night shift differential shall be paid for overtime worked at either the beginning or
the end of a shift unless the regular shift hours qualify for the night shift differential. The shift
differential will not apply during the periods of time when the employee is on sick and annual
leave, holidays and other leaves with pay, even though the employee is stillformally assigned to a
qualifying shift.
(Revised 7-01-04)

An employee who, at the direction of management for reasonable and articulable operational
needs, is reassigned from a bid shift eligible for the differential to a shift which is not eligible for the
differential shall continue to receive night shift dffierential for the remainder of the shift bid. There
shall be no carryover of night shift differential on a non-qualifying shift from one shift bid to another
shift bid.
(Added 7-01-05)

B. Shift Bidding

WC SHERIFF'S OFFICE:

Due to the nature of work being performed in the Sheriffs Office, it is recognized that certain
classifications covered by the agreement work in shifts. These classifications are: Sheriffs
Support Specialist - Booking/Central/Property, Sheriff Support Specialist - Field Services,
Office Assistant ll (working in lnmate Property), Communications Specialist Trainee,
Communications Specialist, and lnmate Work Program Leader. For the purposes of this
agreement, shift bidding shall be applied as follows:

Sheriffs Support Specialist (all options) - Employees in these classifications shall bid for
shifUdays off, by option within the classification, on the basis of seniority within the classification.
Bidding shall occur every four (4) months. An employee shall be allowed to continue on the same
shift until such time as he/she is bumped by a senior employee. An employee may not be
bumped from one option by a senior employee and may only transfer from one option to another
option in the Sheriffs Support Specialist classifications when there is a vacancy in that option and
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they are certified as proficient in that option by management. lf an employee transfers to another
option and fails the required training program in the new option, he/she will retum to the
employee's previous option. The parties recognize that employees desiring to move from Sheriffs
Support Specialist - Field Service, to Sheriffs Support Specialist - Booking/Central Control must
follow the selection process applicable for promoting to another classification.

Office Assistant ll (lnmate Propertv) - Employees in this classification shall bid for shifUdays
off by classification, on the basis of seniority within the classification. Bidding shall occur every
four (4) months. An employee shall be allowed to continue on the same shift until such time as
he/she is bumped by a senior employee.

Communications Specialist Trainee and Communication Specialist - Employees in these
classifications shall bid for shifUdays off by classification, on the basis of seniority within the
classification. Bidding shall occur every four (4) months.

lnmate Work Prooram Leader - Employees in this classification shall bid for shifUdays off by
classification within their perspective work units (inside or outside) on the basis of seniority within
the classification. Bidding shall occur every six (6) months. An employee shall be allowed to
continue on the same shift until such time as the employee shall be bumped by a senior
employee. Notwithstanding the single classification, employees desiring to change work units
must follow the selection process applicable for promoting to another classification.

General Provisions:
The bid will be posted for at least seven (7) days before the date of bidding. The awarded

shift schedule shall be posted not less than fifteen (15) days prior to its effective date, which shall
be defined as the first day after the cunent schedule end date. The Sheriff may, for reasonable
and articulable operational needs, reassign employees who hold shift bids.

lf the shift bid results in an employee being scheduled to work two consecutive shifts,
employee shall work one-half of the required shift and shall be paid administrative leave for the
remaining one-half shift .

(Revised 7-1-13)
Seniority for bidding shall be determined by the employee's last continuous appointment date

within the classification within the Sheriffs Department. ln the event of a tie, seniority shall be
determined by the last continuous appointment date to any classification within the bargaining unit
of the Sheriffs Department. lf there is still a tie, seniority shall be determined by the rank on the
eligibility list in the classification for which bidding is occurring and, then by a drawing of lots if
there are identical rankings on the eligibility list.

ANITVIAL SERVICES:
Lead Animal Control Officers and, Animal Control Officers. Caretakers. Kennel Assistants.

Animal Service Assistants, and Veterinarv Technicians - Employees in these classifications shall
bid for shifUdays off by classification, on the basis of seniority within the classification. The
department shall establish the shift/days off for the bid, and bidding shall occur every six (6)
months. The schedule shall be posted not less than fifteen (15) days prior to its effective date.

The Department may, for reasonable and articulable operational needs, reassign employees
who hold shift bids.
(Revised 7-01-13)

lf a shift bid results in an employee being scheduled to work two consecutive shifts, employee
shall work one-half of the required shift and shall be paid administrative leave for the remaining
one-half shift.
(Revised 7-1-1O)
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ARTICLE 13 - OVERTIME . WORK DAY - WORK WEEK

Except as provided herein, overtime means any time worked in excess of forty (40) hours
in a week. Workweek in this Article shall mean those hours worked between 12:01 a.m. Monday
and ending 12:00 midnight Sunday.

An employee shall only be paid for actual hours worked. For the purpose of computing
overtime, however, except for time paid while on sick leave, time paid for but not worked including
vacation, compensatory time, holidays, and personal leave shall be considered as time worked.

With the exception of normal "home-to-work" travel time, all travel time that is part of a one-
day assignment outside of the normal work area or travel time that takes an employee away from
home overnight is considered hours worked regardless of when the actual travel time occurs. For
example, if an employee retums to Reno on an airplane at 11:00 p.m., after a four (4) hour flight,
the employee will be credited with four (4) hours of work time, even though the flight occuned
after 5:00 p.m. Upon arrival at the airport, the traveltime it takes the employee to anive home is
not considered hours worked but rather normal 'home-to-worK' travel time. ln addition to the
actual travel flight{ime, when an employee is attending mandatory training which is away from
home overnight, layover time and time spent awaiting a flight is considered hours worked,
provided, such time shall not exceed three (3) hours total per round-trip.

An employee whose position is budgeted for less than full-time shall not be deprived of
additional work hours beyond the budgeted hours through the use of temporary or seasonal
employees under the following condition: temporary or seasonal employees shall not be utilized
to perform the duties of the permanent part-time employee during the period of temporary layoff of
the permanent part-time employee.

No employee shall be required to take time off during the workweek in lieu of overtime.
The County has the right to schedule employee hours and to order overtime, but in scheduling

employees' hours, shall endeavor to give an employee two (2) consecutive days off in a work
week as defined above in this article. ln exercising the right to schedule employee hours, the
County agrees to consider employee requests for alternative work schedules, provided,
establishment of such schedules is at the sole discretion of management. Except for
emergencies, in the event management elects to change an employee's regular work schedule,
management shall provide reasonable notice to the employee prior to the effective date of the
schedule change. ln the event an employee works an assigned schedule that does not contain
two (2) consecutive days off in the work week, said employee shall be paid a differential of five
percent (5%) above the employee's base pay for all hours worked in that work week, except as
provided herein. Failure to receive two (2) consecutive days off in a workweek as a result of
oveffme is not considered part of an assigned schedule and shall not qualify an employee for the
additional five percent (5%) differential.

Employees in the Supervisory Administrative Unit in classifications designated with an
asterisk (.) in Appendix 'A' shall receive overtime pay at the rate of one and one-half (1-112)
times their regular rate of pay for all overtime worked without regard to whether any such
employee qualifies for the Fair Labor Standards Act statutory criteria for exemption from such
premium rate of pay.

Employees in classifications not designated with an asterisk (.) in Appendix "A' shall be
subject to the Fair Labor Standards Act statutory criteria to determine if said employees qualify
for an exemption. ln the event that any such employee shall satisfy the said exemption criteria,
such employee shall receive overtime at the employee's straight time pay for all overtime
worked, PROVIDED HOWEVER, any employee in a classification not designated by an asterisk
(*) who now is, or any time hereafter becomes, directly supervised by an employee who
receives overtime pay at the rate of one and one-half (1-112) times such employee's regular rate
of pay for all overtime worked, shall also be entitled to receive overtime pay at the rate of one
and one-half (1-112) times said employee's regular rate of pay for all overtime worked while said
supervisory relationship shall be in force and effect. ln the event that any such employee shall
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not satisfy the said exemption criteria, such employee shall receive overtime pay at the rate of
one and one-half (1-112) times the employee's regular rate of pay for all overtime worked.

Compensatory time off shall be limited to a total accumulation of two hundred forty (240)
hours, except for the job classification of Supervising Communications Specialist, or any other
classification or job title that qualifies under FLSA regulations, may accumulate up to four-
hundred eighty (480) hours of compensatory time. The decision as to whether compensation
for overtime work shall be made in cash or time off shall be made at the time it is worked and
shall be solely the decision of the employee.

lf an employee who has accumulated overtime credit terminates County employment before
accumulated time has been taken or compensated for, all accumulated overtime shall be
compensated for by the employing office or department at the time of termination.

Nothing in this Article shall require payment for overtime hours not worked. Overtime shall
not be paid more than once for the same hours worked. Except for that overtime which is
required as a result of emergency conditions, all overtime must have previous authorization of
the department head or person acting on behalf of the department head, if compensation
therefore is to be effected.
(Revised 7-01-08)

ARTIGLE 14 . CAREER INCENTIVE

All employees covered hereunder who have completed a total of five (5) years or more of
full-time service with the County and who have been rated standard or better pursuant to the
applicable performance evaluation program shall be entitled to longevity pay as shown in the
table below calculated at the rate of one hundred dollars ($100) per year of service up to a
maximum annual payment of three thousand dollars ($3,OOO1 for thirty (30) years or more of
service. Employees who have worked or are now working in a permanent part-time position are
eligible for Career lncentive after having worked or after having been in a paid leave status the
same number of hours equivalent to a full-time employee.

An employee's seniority for career incentive shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or unless an employee who separates is reemployed
within one (1) year and then works a minimum of one (1) year upon reemployment.

The period of time an employee is on leave without pay in excess of thirty-one (31) calendar
days shall not count as qualifying time for career incentive.

An employee's eligibility for longevity pay shall be reviewed as of June I and December I of
each year with payment to be effected in equal semiannual installments payable on the first
payday of June and December immediately following a determination of eligibility. ln order for
an employee not to receive a semiannual longevity payment, the employee must have received
a below standard performance evaluation during the six-month period immediately preceding
the semiannual eligibility review date.

For qualifying employees retiring or resigning before the due date of any semiannual
increment, the amount of the payment shall be prorated.

Total Years of
Full-Time Service

5-6
6-7
7-8
8 -9
I -10
10-11

Annual Longevity
Payment
$500.00

600.00
700.00
800.00
900.00

1,000.00

Amount of Semi-Annual
lnstallments

$250.00
300.00
350.00
400.00
450.00
500.00
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11-12
12- 13
13-14
14-15
15-16
16-17
17-18
18-19
19 -20
20 -21
21-22
22-23
23 -24
24 -25
25 -26
26-27
27 -28
28-29
29-30
30 or more

(Revised 7-1-94)

1,100.00
1,200.00
1,300.00
1,400.00
'1,500.00

1,600.00
1,700.00
1,800.00
1,900.00
2,000.00
2,100.00
2,200.00
2,300.00
2,400.00
2,500.00
2,600.00
2,700.o0
2,800.00
2,900.00
3,000.00

550.00
600.00
650.00
700.00
750.00
800.00
850.00
900.00
950.00

1,000.00
1,050.00
1,100.00
1,150.00
1,200.00
1,250.00
1,300.00
1,350.00
1,400.00
1,450.00
1,500.00

ARTICLE 15 - HOLIDAYS

A. Recoqnized Holidavs: The follgwino official leoal holidavs will be observed bv the Cgunty
and its emplovees in accordance with NRS 236.015 and the Nevada PERS Official Policigs;
Q86.025\:

1. Januarv 1 (New Yea/s Dav)
2, Third Mo,ndav in Januarv (Martin Luther Kinq. Jr.'s Birthdav)
3. Third Monday in Februarv (President's Dav)
4. Last Mondav in Mav (Memorial Dav)
5. Julv 4 (lndeoendence Dav)
6. First Mondav in September (Labor Dav)
7. Last Fridav in October (Nevada Dav)
8 Novem ber 11 (Veterans' Dav)
I Fourth Thursdav in November (Thanksoivino Dav)

'10. Dav after anksoivino (Familv Dav)
11 25 (Christmas Dav)

Anv other day declared as a State holidav bv the Governor of the State of Nevada, or bv the
President of the United States to be a leqal national holidav or dav of mourninq when public
offices are closed or added to NRS 236.015 shall also be recoonized as a Countv holidav.

Emplovees workinq other than the standard Mondav throuqh Fridav workweek are entitled to the
same number of holidavs as emplovees workinq a standard Mondav throuqh Fridav workweek.

Compensation for "holidav oav" hours (not worked) can onlv be taken as cash. Emplovees have
a choice of takinq "holiday worked" or "holidav overtime" hours, at the time it is worked, as either
cash or compensatorv time as outlined below:

B. Weekend Holidavs: lf January 1, Julv 4, November 1 1, December 25 or anv other dav
nized State or National holidav falls uoondeclared as a new re

12

a Saturdav, the Fridav



precedinq must be observed as the leqal holidav, if anv of these sjlme holidavs fall upon a
Sundav. the fi/ondav followino must be observed as the legal holidav. Emplovees reouired bv
their-department to work on an actual Janugry 1, Julv 4,. Ngvpmber 1 1, or December 25
traditiotig,l holidav wien this holidav falls94 a $aturdav qr gunday will be compensated at one
and pne-half (1 %).times the.emplovees- hourlv relg of pav for all hours workgd on the actual
traditional hslidav.

C. Holidav Elioibilitv: lE order to be- elioible fqI holiday_ pay. an employeeJnust be in a Eald
status bothilhe scheduled Work day- before And.Jhe scheduled work dav after the holiday.
Emplovees on leave without pav (LW-OP) arg ngt,eliqibjq for holiday pav benefits except fo-r
tho-ss emplovqes called to rnilltary du&juljJ gn.?.military leavq w,jlhout pav. Erplgyees who
are off-dutv on worke/s comoensgtion shall be considered on paid status and shall.rgpqiyg
holidav pav. Emplovees hired oLa holid?y gr hired the dav after a holidav are lgt ellgible to
be oaid for that holidav. Eqplov._ee. lpgving gguntv service in a pav period thgt cpntains a
holidav will not be paid for the hoJ&lgI unless.he/sh.e. is ir]-a paid status both the qgheduled
work dav before and the schedvled yqrk dey_dter the holidav.

D. Holidav Pav: For purposes of this _Article. deppndent on arl- emplovee's reglrlarlv
Assiqned/bid work dav, "holjday pav" (Code 0005) _shallbe defined as an incrgment of pay
equal to lhe work hours of th.e_emplovegls, [equlaflv scheduled, shift (i.e. eioht (8). or ten (10J
hours) at an emplpvee's reoular, stlahht ti.[ne hourly gey rate- and can onlv be taken as cash
except as provided herein:

?t-Part-time eliqible emplovees shall be erltitled. to a prorated. number of holidav hours
based upon the ratio of the nulnber oJ hours in their regularlv scheduled workweek to a
normalfortv (40)-ho.u(Jvorkweek roull&d. tg Lhe nearggt J5-minute increment.

b. When a holidav of less than a !Ul! dqv is appointed. part-time benefit eliqible
emplovees Wtll be entitled to thq frie!*ional equivalent time off. That is. an emplovee
who reoularlv works four (4) hours pgr. dav will be oiven two (2) hours off for a four (4)
hour holidav.

c. Non-benefited temporary, seasonal.and intermittent hourlv emplovees are noj eliqible
for holidav pav. Time worked on a holidav would be considered reoular hours.

d. Emplovees temporarilv re-assigned for a week or lonoer to an assionment that is less
than his/her normal reoularlv scheduled hours (i.e. workino five (S)/eiqht (8) hour davs
vs. a nornalfour (4 (10) hour davs) durino a workweek inino a holidav shall
onlv be entitled to holidav oav at the temoorarv schedule (i.e. 8 hours vs 10
hours).

e. Emplovees on a lioht-dutv assiqnment durinq a week which contains a holidav shall
receive holidav pav in accordance to his/her liqht dutv work schedule.

f. Holidav Pav hours mav fluctuate from holidav to holidav due to where the Holidav, as
defined bv this occurs within an emolovee's work schedule (i.e
emolovee workino an 8, 8, 12. 12 schedule may sometimes receive an 8 hour holiday
or a 12 hour holidav dependinq on the dav the Holidav falls).

q. Under no circumstances should work schedules be arbitrarilv chanqed durins a
holidav week, unless assioned and approved by manaoement.

1. Holidav Not Worked: lf a holidav. as defined by this article, falls on the emplovee's
reqularlv scheduled work dav and the emplovee does not report to work and instead has
the dav off then the emplovee shall receive holidav oav. taken as cash onlv, at their
reoular, straioht time hourlv pav rate for the amount of hours that the emplovee would
have normallv worked. Part-time benefit eliqible emplovees are pro-rated for the holidav,
as defined above.
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2. Hglidav Off (RDOI: lf a holidav, as defined by this article. falls on the emplovee's reoular
day off (RDO). then the emplovee shall receive eiqht (8) hours of holidav pav (Pav Code
0005). takqn gs cash onlv, at their reqular, straiqht time hourlv pav rate. These holidav oay
hours cqunt towards the 40-hgr{ workweek for overtime purposes as defined in Articlg 13
- Overtimq,,WoIk Dav, Work Wgek.- Part-time benefit elioible emploveggjare pro-rated for
thp holidav, as de-fined above.

3. Holidey Worked: lf an bv this a.rtiele. helshe
shdlEi compensated for wqrhintrthe hglidav bv receivino 1.5 times his/her reqJlar, hsurlv
p4Yjefe for each hour qf maior fraction worked on that holidav up to a maximum of.his{het
regularlv scleduled shift. in ruLditisn to receivino holidav pav. The degieio.E asjo whethgf
comoensetion for "holidav wgrked" hours shall be in cash and/or cgmpgrggtory time shall
be made at thg time it is--w.orked and shall be solelv the decisjgn .gf lhe employge.
Compensation.for'holidav pav'hours (Pav Code 0005) must be taken aS ca$.

4. H?lidav 9verti[0e: lf a,full-lime emplovee works over the maximun] of his/her resulgrlv
scheduled shift 9n a holidav or a part{ime benefit eliqible-employee wqIKs oJgI eioht (8)
hours on e hrrjl1av, as defined bv this article, he/she shall be gompgnsated bv receivinq
?,9 tirles hip/her reoular. hourlv pav rate foreach hour orlnais-[.fraction worked on,that
holidav, -A additisn to receivino holiday worked oav and holidav pav. T-he deeision ag tg
whether compensation for "holidav overtime" hours shall be in cash. andlor compen,satory
tlrJ€. shall be ryade at the time it is worked and shall be golelv the decision of the
emplov.e.e. Compensation for "holidav pa/ hours (Pav Code 000.5L must be taken as
cash.

5. Holi.dev- Durins Legye: lf a holidav. as defined bv this article* occurs d.uringL aE
emplovee's scheduled vacation. sick. compensatorv. personal or other paid leave, that
holidav shall be charqed as "holidav pav" and not be charoed as leave.

6. Holidav Reportino: The emplovee's shift schedule determines when and if an emplovee
should report holidav hours on a recoonized holidav. as defined bv this article. Emplovees
must report all apolicable holiday hours on the dav their shift beqins or in accordance to
the current practice set bv manaoement.

7-1-16: Effective 10-28-16)

Ce$nty and eftall be paid at eigh+ (8) trmes the empleyees heurly ra+e, Ernpleyees eligible fer

fellev€:

fhird Menday in Februarr (President's Day); t€st Menday in May (Merneria+ Day); July I
(lndependenee DayI First Menday in Sept€rnber (taber Day); tas+ Friday in edeber (Nevada

after Thanksgiving (Farrily Day); Deeember 25 (Ghristmas),

appei etreber as VeterarC Day,

14



lf a heliday fatls en a Sunday; the Merday fellewing shall be ebserved as the hgal heliday; if
preeeding shall be ebserved- ae the legal heliday,

Empteyees werking ether-ihar the standard werkweek (that ie, MenCay threugh Friday) are
entitled t+ the eame nunber ef helidays re emBleyees werkrng + standard werkweelc

upen the ratie.ef th€ number ef heurs in th€ir regularly seheduled weFkwek te a rerrral ferty
@

When a heliday ef lees than a fdl day ie appeint€d; Bennaner* part-t+{ne empreyees will be
entitled ts the fradieral-eguivalent time eff, That-is, an ernpleyee u#le regularly werks feur ( t)

a feur.(l) heur heliday, Ternperery and
ime Ret worked,

leave etatus; hekh€ will reee+ve-the ernBreyee's heliday Bay and.th€ day will pel be eharged

empleyees; the empleyee shall 'e€eive; in additien te th€ ernBleyee'e heliday pay, er€ and one

maxi hen***l , t*lid*'. o,"rtl"t""
for eaen neur er

ma heure- ln addifio
ef the ernpleyeeb depar.trnenFherd te work e+heth the ebserved arrd th€ kadrtbnal hofday shall

fsr tfie egeerveg flo

er .maier fraetien werked e+eaeh sueh day' up to +maxirnum ef eigf+ (8) hours-anC fer tirne
werked beyend eight (8) heurs s+ elther such day; an ernpreyee eha.H reeeive twe and ene, half (2-
4/2) ti'nes the ernpreyee'+heurly rate ef Bay fer-eaeh heur eprnajer fradien ryerked beyerd eight
(8) heurs, The-deeisie+ae te whetlrer Gompensatien fer + l^eliday werked sl"all be in 6ash er

emplsyee
An ern^leyee mue[ be irF+fay otatus both the dq' befere and the day after the heliday in

€evisee+-gl-g+)

ARTICLE 16 . VACATION

A. Vacation Accrualfor Full-time Employees
1. On the first day of the pay period following the completion of six (6) months continuous
County service, each employee who is employed full-time shall be entitled to forty-eight (48)
hours vacation leave.

Thereafter, employees shall accrue vacation credit at the biweekly equivalent of the
rates established below.

Annual Vacation Earninq Rate
Years of Continuous Service Hours Earned

Less than three (3) year 96 hours

Three (3) but less than five (5) years 136 hours

Five (5) but less than ten (10) years 152 hours
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Ten (10) but less than fifteen (15) 176 hours

Fifteen (15) but less than twenty (20) 192 hours

Twenty (20) years or more 200 hours

2. For the purpose of computing credit for vacation, each employee shall be considered to
work not more than forty (40) hours each week.

B. Vacation Accrualfor Part-time Employees, Employees Holding More than One Position:
L On the first day of the pay period following completion of six (6) monthg' of continuous
County service, and thereafter, each parttime employee shall be allowed vacation credit
prorated on the basis of the rates established in Section A for full-time employees. When an
hourly paid employee works in excess of forty (40) hours per week, the excess hours shall
not be credited for purposes of computing vacation with pay.
2. An employee who holds two or more part-time positions in the County service may
combine the time in both positions for purposes of computing credit for vacation with pay.
Combined parttime positions with the County shall not aggregate more than eight (8) hours
per day total work time for vacation purposes. Authorized overtime shall not be credited for
purposes of computing vacation with pay.

C. General Provisions
1. An employee's seniority for vacation accrual shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result
of a layoff in which case bridging will be authorized if the employee is reemployed in a
permanent position in accordance with Article 24, or unless an employee who separates is
reemployed within one year and then works a minimum of one year upon reemployment.
2. Vacation credit shall accrue only while an employee is in a paid status.
3. The time when vacation is to be taken shall be determined by the appointing authority
after considering the needs of the service and the seniority and wishes of the
employees. Vacation leave shall be charged on an hour for hour basis or major fraction
thereof, if an employee has worked less than forty (40) hours in a week. Vacation credit
may be accumulated from year to year not to exceed two hundred forty (240)
hours. Amounts in excess of two hundred forty (240) hours as of the end of the biweekly
pay period encompassing December 31"1, shall be forfeited as of that pay period,
PROVIDED HOWEVER, if an employee:

(a) On or before October 15, requests permission to take annual leave; and
(b) The employee's request is denied for any reason, the employee is entitled to
payment for any annual leave in excess of two hundred forty (240) hours which the
employee requested to take and which the employee would otherwise forfeit as the
result of the denial of the employee's request. The payment for the employee's unused
annual leave must be made to the employee not later than January 31. Vacation leave
shall not be granted in excess of the vacation credit earned. Vacation taken during a
biweekly pay period shall be charged before vacation earned during that pay period is
credited.

4. Except as otherwise provided in this Article, upon separation from service for any cause,
an employee shall be paid a lump sum payment for any unused or accumulated vacation
earned through the last day worked. lf this date is earlier than the last day of the pay period,
the vacation shall be prorated.
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5. Once an employee's use of vacation hours has been approved by the appointing
authority or his designee, the employee shall be allowed to take the vacation hours as
approved unless the operational needs of the County require that.vacation leave approval
be rescinded. ln the event that a rescission of approval occurs, the County shall reimburse
the employee for any actual and reasonable non-refundable fees and costs incurred in
connection with scheduling of the vacation at the previously approved time. Requests for
reimbursement of the non-refundable fees and costs shall be submitted to the appointing
authority, together with the supporting documentation and receipts, and forwarded to the
Comptroller for reimbursement.

(Revised 7-1-99)

ARTICLE I7 - SICK LEAVE

A. Sick Leave Accrual
Each employee in the service of the County for less than ten (10) years shall be credited

with sick leave at the rate of one and one-fourth (1-114) working days for each month of full-time
service, which is cumulative from year to year.

Parttime employees shall be allowed prorated sick leave on the basis of one and one-fourth
(1-1141days of credit for each equivalent month of fulltime service.

Each employee in the service of the County for ten (10) or more continuous years of service
shall be credited with sick leave at the rate of one and one-half (1-112) working days for each
month of full-time service, which is cumulative from year to year.

Sick leave credit shall be earned only while the employee is in a paid status.
An employee's seniority for sick leave accrual shall include all periods of service from the

employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or unless an employee who separates is reemployed
within one (1) year and then works a minimum of one (1) year upon reemployment.

B. Sick Leave Accrualfor Employees Holding More than One Position, Hourly Paid Employees
The provisions of Article 16 (Vacation) shall likewise apply to the earning of sick leave for

such employees described in that Article.

C. Sick Leave Accrual and Payment on Separation
An employee separated from the service shall earn sick leave only through the last working

day for which he/she is entitled to pay. lf this date is earlier than the last day of the pay period,
the sick leave with pay shall be prorated for that pay period. Upon death, retirement, or
permanent disability, or upon termination of an employee after ten (10) years of full-time
employment, or its equivalent if the employee has not served as a full{ime employee, for
reasons other than for just cause under Articles 31 and 33 hereof, an employee shall be
compensated for the accumulated sick leave in excess of three hundred (300) hours at the rate
of one (1) hour's pay at the employee's regular hourly rate for every two (2) hours of sick leave
accrued up to a maximum payment of eight hundred (800) hours. There shall be no payment for
sick leave accrual balances of three hundred (300) hours or less.

An employee, who is laid off and is reemployed under the provision of Article 24 of this
Agreement, shall have the employee's previously uncompensated accrued sick leave at time of
layoff restored.
(Revised 7-1-13)

D. Use of Sick Leave
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Sick leave shall be charged on an hourly basis for each full hour or major fraction thereof if
an employee has worked less than forty (40) hours in a workweek.

An employee is entitled to use accrued sick leave only:

When incapacitated to perform the duties of the employee's position due to sickness,
injury, or adoption. When incapacitated to perform the duties of her position due to
pregnancy or childbirth. The use of sick leave for adoption is limited to the following
conditions: (a) both parents may use sick leave for the specific legal process involved in
obtaining an adoption; and (b) a female employee may use up to a total of six (6)weeks
of sick leave, inclusive of the amount of sick leave used in (a) above, if the adoption
involves a newborn infant. This six-week period coincides with the length of time a female
is normally incapacitated after giving birth to a child.
When quarantined;

When receiving required medical or dental service or examination; or

Upon illness in an employee's immediate family where such illness requires the
employee's attendance. For this purpose, "immediate family" means the employee's
spouse, parents (including step and foster), children (including step or foster), and
corresponding relations by affinity to the above, brothers and sisters, and if living in the
employee's household, includes grandchildren and domestic partners pursuant to NRS
122A.
(Revised 7-1-10)

ln the event of a death in the employee's immediate family, the employee may use accrued
sick leave in the amount of five (5) days for attending the funeral and travel to and from, and
attending to any family related business matters. For this purpose "immediate family" is defined
as the employee's spouse, parents (including step and foster), children (including step and
foster), brothers, sisters, grandchildren, grandparents, aunts, uncles, nieces, nephews, or
corresponding relation by affinity, or domestic partner as defined by NRS 122A. Should
additional leave be necessary, the Department Head may authorize the use of existing accrued
leave credits or authorized leave without pay.
(Revised 7-1-10)

E. Approval and Substantiating Evidence for Sick Leave
The appointing authority shall approve sick leave only after having ascertained that the

absence was for an authorized reason. For absences in excess of 3 days, or cases of
apparent abuse, he/she may require the employee to submit substantiating evidence, including
but not limited to a physician's certificate.

F. Transfer of Vacation Leave
Employees shall be allowed to voluntarily transfer up to a maximum of eighty (80) hours of

their accumulated vacation leave during any calendar year to another employee who has less
than eighty (80) hours of combined sick leave, vacation and compensatory leave, but who is
otherwise eligible to take paid sick leave in accordance with the provisions of this section.

An employee's donation of vacation leave shall be in increments of four (4) hours. Donated
vacation leave will be logged into the potential credit of the recipient employee in the order in
which such donated time is received. Such time shall be transferred to the recipient employee
in blocks of up to eighty (80) hours to cover a biweekly pay period in the order in which such
donated time is received. When the donated vacation leave is transferred, it shall be converted
into money at the hourly rate of pay of the recipient employee. ln the event that the recipient
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employee no longer requires the use of any donated vacation leave, the vacation leave that has
not been transferred to the recipient employee shall be returned to the donor employee.

The maximum number of hours that may be transferred to a recipient employee pursuant to
this Article is four hundred eighty (480) hours in any calendar year.

G. Personal Leave
1. Personal Leave will be earned on a semi-annual basis as described herein:

(a) Pay Period #01-#13: Personal Leave Credit - July
Employees who use behryeen 0 - 16.00 hours of sick leave during the start of pay period
#01 and as of the last day in pay period #13 in each calendar year shall receive twelve
(12-hours) of Personal Leave credit at the end of the first full pay period in July of that
calendar year. Employees who use between 16.01 - 20.00 hours of sick leave during
the start of pay period #01 and as of the last day in pay period #13, in each calendar
year, shall receive four (4-hours) of Personal Leave credit at the time specified above.
(b) Pay Period #14 -#26 or#27: Personal Leave Credit - January
Employees who use behnreen 0 - 16.00 hours of sick leave during the start of pay period
#14 and as of the last day in pay period #26 (or in the event of a 27h pay period in a
calendar year, pay period #27), shall receive twelve (12-hours) of Personal Leave credit
at the end of the first full pay period in January of the next calendar year. Employees
who use between 16.01 - 20.00 hours of sick leave during the start of pay period #14
and as of the last day in pay period #26 (or in the event of a 27h pay period in a calendar
year, pay period #27), shall receive four (4-hours) of personal leave credit at the time
specified above.

2. Personal Leave earned in July and January of each calendar year must be used by the
end of pay period #26, or in the event of a 27n payroll paid in a calendar year, pay
period #27, and if not used will be forfeited. Under no circumstances will there be any
cash payment or cash value for Personal Leave credit that is not used. !n order to
receive this Personal Leave benefit, an employee must be in a pay status (either working
or on paid leave) for all of the pay periods within the noted semi-annual period.

3. Permanent part-time employees shall receive a prorated amount of Personal Leave at
the same ratio as their regular work hours relate to a full-time work schedule. Part-time
regular work hours will be reviewed as of PP#13 or PP#26 or PP#27 using the weekly
working hours encoded in an employees Planned Working Time record.

(Revised 7-1-14) (Effective January 1,2015)
4. The use of sick leave for attendino the neral of a familv and travel to and from. and

attendino to anv familv related husiness matters as described in oaraoraoh D ahove
shall not count towards the sick leave usa when calculatino oersonal leave. as outlined
in naraoraoh G 1. above ( Atlrlecl 7 -1-'16'l (Effective December?6 2O 6\1

H. Disability Retirement
An employee who applies for disability retirement under the Nevada Public Employees

Retirement System (PERS) shall be removed from the payroll and placed on disability
retirement no later than sixty (60) days from approval of said disability retirement by PERS.
Employees hired prior to September 17, 1997, who are incapable or restricted in the
performance of their position for health reasons, who pursue either regular or disability PERS
benefits, may apply for up to three years credit towards reaching the next plateau for payment of
their health insurance premium upon retirement. Such application shall be to the Director of
Human Resources who shall have discretion to grant or deny said request after review of all
submitted health records and consultation with the employee and appointing authority.
(Revised 7-01-04)
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l. The County agrees to continue efforts with PERS to gain authorization for the County to
make the payment for accrued sick leave, per the qualifications and formula contained in this
agreement, vacation and compensatory leave directly to PERS to purchase retirement credit on
behalf of any employee who so elects, and the parties agree to implement said policy and
incorporate it into the agreement upon such approval by PERS.
(Added 7-01-05)

J. Following ratification of the July 1, 2005 labor agreement, the parties agree to form a
committee of management and association representatives to study options relating to issues
surrounding sick leave usage, sick leave incentive programs, paid time off, and other concepts
and best practices utilized in these areas. The determination of the feasibility of implementation
of such programs shall be reserved to negotiations of the successor labor agreement unless
mutually accepted, ratified and approved by the respective employee associations and the
Washoe County Board of County Commissioners.
(Added 7-01-05)

ARTICLE 18 - LEAVES OF ABSENCE

A. A leave of absence may be granted to any employee occupying a permanent position. A
leave of absence shall be granted only to an employee who desires to return therefrom to the
County service and who at the time the leave is granted has a satisfactory service record.

B. Leaves of absence for thirty (30) working days or less in any calendar year may be granted
upon the approval of the appointing authority. Leaves for a longer period and up to one (1) year
may be granted upon the recommendation of the appointing authority and the approval of the
County Manager or his or her designee.

C. Upon request of the appointing authority and approval of the County Manager or his or her
designee, a leave of absence may be granted to an employee who desires to attend school or
college or to enter training to improve the quality of the employee's service, who is temporarily
incapacitated by illness or is pregnant, who is loaned to another governmental agency for the
performance of a specific assignment, or for some other reason equally satisfactory. A leave of
absence shall not be granted to an employee who is accepting another position in the classified
service or who is leaving the County service to accept other employment, except as provided in
this subsection.
(Revised 7-1-13)

D. A leave of absence with pay must be granted to any County employee who is required by
law to appear and/or serve as a witness or juror for the Federal Government, the State of
Nevada, or a political subdivision thereof. The employee must be paid the employee's regular
salary while on leave of absence, but must remit to the employee's department head, for deposit
in the County general fund, all fees which he/she may receive as a witness or juror. The
employee shall retain reimbursements for mileage and per diem. Court leave must not be
charged against the employee's vacation credit.

E. The Board of County Commissioners, upon the recommendation of the County Manager,
may grant leaves of absence without pay in excess of one year for the purpose of attending
extended courses of training at a recognized college or university, accepting a position in the
unclassified service and for other purposes deemed beneficial to the public service.

F. Employees taking authorized educational leaves may elect to use accumulated annual leave
at their option.
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G. Leaves of absence with pay may be granted by the appointing authority to allow employees
time off to vote, pursuant to the provisions of NRS 293.463.

H. Leaves of absence with pay shall be granted to an employee, whether in the classified or
unclassified service, to act as a volunteer fireman or any regular organized and recognized fire
department for the protection of life or property during working hours or fractions thereof which
should otherwise have been devoted to County employment. Further, any employee whose
absence from the job is for the purpose of aiding in a public emergency as a volunteer reserve
member of a police department or sheriffs office may be relieved from the employee's duties,
without the loss of compensation, upon request and approval of the employee's appointing
authority, and with the approval of the County Manager/Board.

l. The parties recognize that Washoe County has addressed, on a discretionary basis,
employees called to active duty in any of the armed services of the United States or Nevada,
and where determined appropriate by the County, such employees have been paid the
difference between the employees regular County compensation and the employees military
compensation if the military pay is less than their County compensation. The County shall
continue, at the request of the Assogiation or an individual, to consider all such requests, and
shall provide a determination within 21 days of application for such pay; such payment shall be
at the discretion of the County.

J. Any employee who is an active member of the United States Army Reserve, the United
States Air Force Reserve, the United States Naval Reserve, the United States Marine Corps
Reserve, the United States Coast Guard Reserye, the United States Public Health Service
Reserve or the Nevada National Guard shall be relieved from the employee's duties, upon
request to the employee's appointing authority, to serve under orders on training duty without
loss of the employee's regular compensation for a period not to exceed fifteen (15) working
days in any one calendar year. Any such absence shall not be deemed to be such employee's
annual leave provided for by this Agreement.

K. The provisions of this article do not apply to any leave of absence that is governed by the
Family and Medical Leave Act.
(Revised 7-1-94)

ARTICLE 19 - HEALTH PLAN

A. Julv 1, 2016 lnsurance Neootiatino Committee (lNC) Aqreement
The 2017 Was hoe Corrntv nlan rates fnr HMO and PPO are at the threshold that worrld

triqoer the Affordable Care Act's (ACA's) "Cadillac Tax". an excise tax which will be imposed on
health olans that exceed federallv defined va es beqinninq in calendar vear 2020. For the
calendar vear 2020, those values are $10.200 for individuals and $27.500 for non-individual
plans.

The Parties hereto recoonize and aoree oavino the excise tax is not in the interest of
either partv and aqree to enoage in etforts at the lnsurance Negotiation Committee (lNC) to
chanoe plan desiqns to prevent the apolication of the tax on Wa.shoe Countv health plans.

The Parties also recoqnize and aqree that due to increasinq health costs the INC must
aqree to plan desiqn chanqes beqinninq in plan vear 2017, and continuinq into subsequent plan

vears, to avoid drastic cuts which will othenryise be required in 2020 when the excise tax will first
be imposed. This proactive approach to plan desiqn will also allow the plans to absorb the
proiected double diqit increases in health care costs from now to 2020 and bevond.
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lf the INC lv reduces the values of Washoe Countv olans to an amount
below the threshold values at which thegx*e tax would be imposed for plan vears 2017 and
2018, the Cou,nty will quantifv the savinqs to the Health Benefits Fund and develop a 50/50
formula for sharino the savinqs amoult with emplovees.

ln the event the INC does not successfull reduce the values of Washoe Countv Health
Plarls to an amount below the excise.tUthleshold values for plan years 291.2-!r!812018. lhe
Parties aoree tg-l'neet and. Jeqqtiate the impact, if any. the "Cadillac Tax" will havp. on the
persoqs covered by this Aoreeme-nt and, if app(opJiate, "yvhglaction(s) to take to minimjzg or
elim inate such elcise:h.x.
AE-l nsurance Negotiating Committee

1. Establishment, Purpose and Effective Date
The Association and the County agree to the establishment of an lnsurance Negotiating

Committee composed of representatives of the County and each recognized employee
bargaining unit.

The purpose of the Committee is to recommend to the Washoe County Commission any
benefit changes in the County's medical, dental, vision and life insurance plans. This
Committee shall also serve as the Oversight Committee for the Retiree Health Insurance
Program.

This Committee shall become effective upon approval or ratification of the groups listed
in Paragraph 2 below.

2. Composition of Committee
The Committee shall consist of one (1) voting member from each of the following

groups:
(1) Washoe County District Attorney lnvestigator's Association - Non-spupervisory
Unit
(2) Washoe County District Attorney lnvestigator's Association - Supervisory Unit
(3) Washoe County Public Attorneys Association
(4) Washoe County Sheriffs Supervisory Deputies Association
(5) Washoe County Sheriffs Deputies Association
(6) Washoe County Employees Association - Supervisory-Administrative Unit
(7) Washoe County Employees Association - Non-Supervisory Unit
(8) Washoe County Nurses Association - Non-Supervisory Unit
(9) Washoe County Nurses Association - Supervisory:Ad++riaistrative Unit
(10) Management
(11) Any other bargaining unit that may be formed during the term of the Agreement

The Associations may have an expert attend the insurance committee meeting and
provide input to the committee.
(Revised 7-1-10)

ln addition, one retired employee shall serve as a nonvoting member to provide input on
the effects of proposed changes upon retirees. The name of a retiree may be nominated by
any voting member. The retiree employee shall be selected by majority vote of the Board of
Directors of the Association and shall thereafter serve at the pleasure of the said Board of
Directors.

(Rev.8-15-00)

The Committee Chairperson and Vice Chairperson shall be appointed by the County
Manager and will not have a vote on the Committee.

The voting member of each bargaining unit, upon conferring with its association as
necessary, shall have the authority to bind said bargaining unit to any modification in
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benefits agreed to by a majority vote of the Committee. Such modifications shall then be
presented to the County Commission, and if so approved by the County Commission, shall
be binding upon each bargaining unit.

lf the Committee recommendation is rejected by the County Commission, the Commission
shall define their objections and parameters and the lnsurance Committee shall, within fifteen
(15) days of being notified of the Commission's objections and parameters, meet and attempt
to redefine plan modifications which meet the Commission-established parameters. tf the
Committee is successful, the plan modifications shall be resubmitted to the Commission for
approval. lf the Committee is unable to determine acceptable modifications for submission to
the Commission, the County and lnsurance Committee agree to resolve any resulting
differences by submitting the dispute to expedited final and binding interest resolution which
shall be binding upon the County and the bargaining units.

Binding lnterest Resolution Process: When the lnsurance Committee first convenes in
any plan year, no later than January 31, they shall notify the County Manager of their
designated representative(s) who shall represent the lnsurance Commiftee in selecting an
experience insurance neutral and scheduling a timely hearing should it be necessary. Within
five (5) days of notification of the Committee's representative(s), said representative(s) and the
County Labor Relations Manager shall meet and designate an experienced insurance neutral
to hear such dispute should it become necessary. !f the parties are unable to agree on the
neutral, they shall obtain a list of five (5) experienced insurance individuals, from the Nevada
lnsurance Commissioner with in-depth knowledge of public sector insurance systems who are
not associated with Washoe County or with the Washoe County Association bargaining units,
and alternately strike from the list to select the neutral and the mediator. The right to strike the
first name from the list shall be determined by the toss of a coin. They shall immediately
contact the neutral and advise him/her of their selection should a hearing become necessary
and the conditions for a decision which shall include: 1) the hearing shall be scheduled for
two (2) consecutive days, with each party having one (1) day to present their position on the
merits of the dispute; 2) the neutral may keep a record of the hearing and the parties will retain
a court reporter to transcribe and provide a real time transcript of the hearing; 3) each party
shall have five (5) days following the hearing to submit any brief they intend filing; 4) the
neutral shall render a decision within fifteen (15) days of when the briefs are due; and 5) the
neutral's authority shall be restricted to either selecting the plan design submitted by the
Committee or the plan design submitted on behalf of the County Commission. The lnsurance
Committee representative(s) and the County Labor Relations Manager shall also be advised
of the lnsurance Committee schedule and shall set a date with the neutral in advance of any
known dispute in order to insure a timely decision in the event the resolution process is
necessary. ln the event the resolution process hearing is not necessary, County shall pay any
cancellation fees. Each party shall be responsible for their costs of presenting their case to
the neutral and any of his/her fees shall be split equally with the lnsurance Committee
(Associations) paying half and County paying half.

Mediation Process: lf an impasse occurs prior to going to binding interest resolution, the
parties agree to contact the selected individual from the forgoing list of insurance neutrals to
mediate the dispute. Should mediation not resolve the dispute an expedited hearing with the
selected neutral shall occur.

Any insurance committee member shall be granted time off from their assigned duties with
Washoe County to attend the hearing at the County's expense. No overtime costs shall be
paid to any employee attending the hearing.
(Revised 7-1-10)
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3. Health Benefit Premiums
The County agrees to pay one hundred percent (100%) of the premium attributable to

the employee coverage.
ln the event an employee elects dependent coverage, the County shall pay fifty percent

(50%) of the premium for such coverage.

4 Emolo Hired or Rehired On or Julv 1 .2016
.Employees hiredpl rghired on or after Julv 1. 2016 will be automaticallv enrqllgC iqto.thg

H.iqh Deductible Hgdth Plan (HDHP) and will rgmain injhe plan fgr a minimufn oltwo (2) &llplaq-.ysars. The Countv aole-es to pav one hundred percent (100%) of_the.premium
attributable to ernployep coverage, and in the eyenlan gr4plovee elects depgrldent qove_fege,
the countv sha-ll pa)tfiftv.percent (50%) of the premium for such coveraoe.

7-1-16\

| +c. nlledical Claims Review
Should there be a dispute over a medical claim under the County's self-funded health plan, it

shall be resolved in the following manner. The lnsurance Appeals Committee shall first attempt
to resolve the dispute. lf the dispute remains unresolved, it shall then be referred to the separate
arbitration procedure that has been established under the County's self-funded health plan. The
aggrieved employee and the County shall each pay one-halt (112) of the cost of arbitration.

I Aq-*netiree Health lnsurance
1. Forthose individuals employed bythe County between May 3, 1977 and January 13,
1981, the following provisions apply:

(a) The County will pay 50% of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the
employee has at least a total of ten (10) years of full-time County employment.
(b) The County will pay 75% of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the
employee has at least a total of ffieen (15) years of fulltime County employment.
(c) The County will pay 1A0o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the
employee has at least a total of twenty (20) years of full-time County employment.
The payments specified in a, b and c above, will be made in accordance with and are

subject to all applicable laws in effect at the time of the employee's retirement, and are
contingent upon the employee being medically eligible to be reinstated into the County's
Retiree Health lnsurance Program if there has been a break in coverage under the County's
Health Plan.
2. For those employees hired on or after January 13, 1981 , the provisions listed in Section
C.1. above, are applicable except that in order to receive the retiree health insurance
benefits an individual must be an employee of Washoe County immediately prior to drawing
retirement benefits.

(Revised 7-1-94)
3. The parties recognize that the cost of retiree health insurance should be considered a
current benefit earned and paid for during an individual's employment with the benefit simply
being deferred until retirement. Based upon this, the parties further recognize that the
funding of the retiree health insurance program must be addressed during the period of
employment of active employees in order to try and ensure the fiscal integrity of the program
in the future and in order to try and ensure that the benefit upon retirement can be
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provided. Additionally, the parties recognize that the prefunding of the service cost of this
program, which is addressed below, only represents a portion of the funding obligations of
this program and that the parties will address the unfunded liability portion of this program in
the future. At the point in time when the retiree health insurance program is fully prefunded,
with no unfunded liability remaining, the retiree health insurance program will be fully
considered a cunent benefit earned and paid for during an individual's employment with the
benefit simply being defered until retirement. With those mutual recognitions and
understandings, the parties herein agree to prefund the program annually at the actuarially
determined service cost amount attributable to this bargaining unit beginning July 1,
1996. The amount of the service cost attributable to this bargaining unit will be a
percentage of the number of employees represented by the bargaining unit compared to the
number of employees covered under the County's Health Benefit Program.
4. For those employees hired on or after September 17 , 1997 through June 30, 2010, the
County will pay the portion of the medical insurance premium associated with the State
PEBP Retiree Health lnsurance plan for non-state employees. The parties recognize the
2003 Nevada Legislature passed legislation (A8286) that afforded public employees of
Nevada political subdivisions the opportunity to enroll, upon their retirement, in the Public
Employees Benefit Program (PEBP) health insurance plan. The 2003 legislation also
obligated public employers of said retiree who enrolled in the plan to pay a portion of the
medical premium on the retiree's behalf. ln recognition of this statute, the County agrees, in
lieu of making said payment to PEBP which option is currently not open to County retirees,
to provide the payment on the retiree's behalf towards their Washoe County retiree medical
insurance premium owed, with Medicare becoming primary and Washoe County becoming
secondary upon Medicare eligibility, should they elect to remain in the County Retiree
Health Plan. ln order to receive the retiree health insurance benefits an individual must be
an employee of Washoe County immediately prior to drawing retirement benefits. The

Stae*
5. Washoe Covnty will provide a monthlv subsidv to the emplovees referenced in paraoraph 4
at the followinq rates provided in Aooendix D based on vears of Countv service orior to
retirement from the Countv, with a minimum of five (5) years of service and maximum of
twentv (20) vears of service. Effective Januarv 1,2019, and each vear thereafter, the
amounts in the schedule shall be adiusted annuallv to reflect anv chanoe usinq the CPI
Medical lndex and shall be to the nearest dollar
6. For those employees hired after June 30, 2010, there will be no retiree medical health
care contribution by the County.

I (nwiseOneAe+7-1-1ilA\

ARTICLE 20 - ON.THE-'OB.INJURY BENEFITS

Sick Leave, Vacation Leave, and Compensatory Leave Time when receiving lndustrial
lnsurance or Occupational Disease Benefits.

When a County employee is eligible at the same time for benefits under Chapter 616 or 617
of NRS (lndustrial lnsurance and Occupational Disease Acts) and for sick leave, vacation leave,
and/or compensatory time, he/she shall not be required to use accrued sick leave, vacation
leave, or compensatory time for the period during which Workers' Compensation lnsurance
benefits are being received.

Any employee who suffers a job-connected injury or illness in the course of the employee's
employment with Washoe County for which benefits are paid under Chapter 616 or 618 of NRS
may, at the option of the employee, apply for and receive accrued sick leave, vacation leave,
and/or compensatory time during the course of such disability. The amount of sick leave,
vacation leave, and/or compensatory paid to such employee for any pay period shall not exceed
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the difference between the employee's normal salary and the amount of any sick, vacation, and
or compensatory time payment received, exclusive of reimbursement or payment of hospital or
medical expenses.

Any time that is charged to an employee's sick leave, annual leave, or compensatory time
used on the first day of a job-connected injury or illness which qualifies for disability benefits
under Chapter 616 or 618 of NRS shall be credited back to the appropriate leave bank.
An employee may elect to forego being involuntarily placed into vocational rehabilitation pursuant
to NRS Chapter 616C to afford themselves the opportunity to pursue other County positions for
which they are qualified and for which they can perform the essential job functions of the position,
with or without accommodation pursuant to the ADA. This shall not afford the emptoyee any
rights to a position and they shall compete for such positions on the basis of merit.

An employee who is utilizing sick leave to attend to therapy or follow-up appointments due to a
job-related injury may request that they be allowed to flex their schedule to avoid using paid leave.
Management will consider such requests in good faith and shall then advise the employee if the
request can be accommodated. The parties recognize that the granting of such flex schedules at
the discretion of management. Employees may also request unpaid leave to attend such
appointments

ln instances where an employee has to attend to therapy or follow-up appointments due to a
job-related injury where such appointments require travel in excess of 50 miles one way from the
employee's place of employment, then the employee shall be compensated pursuant to NRS
616C.477.
(Revised 7-01-10)

ARTICLE 21 . ALLOWANCE FOR USE OF PRIVATE TRANSPORTATION AND
REIMBURSEMENT FOR ADDITIONAL INSURANCE PREMTUM

ln the event an employee covered hereunder is required to use the employee's private
transportation for County business, the County will pay an allowance per mile equal to the
amount specified under NRS 281.160. However, if this amount is greater than the amount
allowable under lnternal Revenue Service Regulations for tax purposes, then the County shall
pay the maximum amount allowable by the lnternal Revenue Service.

Should gasoline rationing become a reality, the County will make every reasonable effort to
provide additional assistance within statutory limitations.

Washoe County shall reimburse employee for the additional insurance premium imposed by
required business use of personal vehicles. Employee requesting such reimbursement must
provide proof of additional business insurance premium to the appointing authority.
(Revised 7-1-97)

ARTICLE 22 - POSITION OPENINGS AND EXAMINATIONS

Position openings in the classified service which are announced on an open competitive or
county-wide promotional basis shall be posted by the County on the Human Resources website
for not less than ten calendar days.

Employees may be allowed to flex their schedule in order to avoid using annual, comp or
personal time when interviewing for another County position during their regular work hours.
(Revised 7-01-13)

ARTIGLE 23 - TRANSFERS

lf an employee is to be transferred by the County, he/she shall be given reasonable notice of
such transfer.

No employee may be transferred solely for the purpose of harassment.
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ln the event of a protest of transfer under this article, the protest will be resolved in
accordance with Article 32, "Grievance Procedure."

ARTICLE 24 . REDUCTION IN FORCE - LAYOFFS - CONSOLIDATION REOPENER

A committee including supervisory and non-supervisory WCEA members has been formed
to study the classification series and make appropriate changes.

Whenever the County reduces in force or lays off any employee having permanent status in
a County department because of lack of work or lack of funds the following procedure shall be
used. The layoff procedure for a reduction applies to the entire department.

1. The department head shall determine in what class series and in which classes within
that class series reductions in staff will have the least detrimental effect on departmental
operations and will specify layoff accordingly. A "class series," for purposes of layoff, is
defined as a normal line of progression from trainee, entry or preparatory levels to
supervisory or administrative levels within a job specialty. Within a class series, the
minimum qualifications, tests for fitness, duties and responsibilities are similar but different in
level. The List of Class Series is set forth in Appendix C.
2. Within the department and in the class series selected and the class specified, all
nonpermanent employees of the department shall be laid off before any permanent
employees and in the following order: Temporary, provisional and probationary. A person
who attained permanent status but is serving a new probationary period because of a
promotion is considered a permanent employee for purposes of layoff. An employee who
has been employed in a class series for a period of time equivalent to the minimum required
to complete a probationary period but, because of promotions within that class series, has
never completed a probationary period, shall be considered a permanent employee for
purposes of layoff.
3. Seniority within a class shall prevail as the determining factor for purpose of layoff and
right to rehire. An employee's seniority within a class for layoff and displacing purposes shall
include all periods of service within the class from the employee's last continuous permanent
County employment date except as provided herein. An employee who transfers or
voluntarily demotes from one class to another class shall be allowed to include all periods of
service within the former class from the employee's last continuous permanent County
employment date for determining seniority. For these purposes, a "transfe/' is defined as the
movement of an employee from a position in one class to a position in another class having
the same salary grade. Periods of separation may not be bridged to extend service for
purposes of class seniority unless the separation is a result of a layoff in which case bridging
will be authorized if the employee is reemployed in a permanent position in the class within
the period of the employee's layoff eligibility. Periods of separation may be bridged to extend
service for purposes of benefit accruals if the separation is a result of a layoff in which case
bridging will be authorized if the employee is reemployed in a permanent position within the
period of the employee's layoff eligibility.
NOTE: The parties recognize and agree that the foregoing language "all other conditions
being equal," has been removed and is inapplicable for the period of this contract, and said
removal shall only be in effect through June 30, 2015).
(Revised 7-1-14)
4. A person laid off shall be entitled to displace to positions in the employee's department
under either of the following circumstances:

(a) to a position in a lower class in which he/she formerly held a permanent appointment
and in which there is an employee with less seniority, or
(b) to a position in a lower class within the class series, even though the person had not
previously held a permanent appointment within the lower class, and in which there is an
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employee with less seniority. Within the class series, an employee's seniority in a higher
class shall count as seniority in the lower class for displacement purposes.

5. ln the event of interdepartmental transfers or promotions, an employee so transferred or
promoted and who is laid off shall have the right to displace an employee in the employee's
former department having less seniority in the class formerly occupied. This
interdepartmental displacement shall remain in effect until such time as the employee's
seniority in the new department exceeds that of the former.
6. Permanent parttime employees may displace only employees holding permanent part-
time positions.
7. A permanent full-time employee may displace a permanent part-time employee with less
seniority in the same class or in a lower class under the same conditions governing full-time
permanent displacements.
8. The employee with the least seniority shall be displaced by the person who is laid off.
The employee displaced shall be considered as laid off for the same reason as the person
who displaced him/her and shall in the same manner be eligible to disptace. lf two or more
employees have the same displacement seniority to a position in a class, the order of
displacement shall be determined by:

(1) seniority as determined by continuous service from the employee's last
continuous permanent employment date with the "department" in the class of the
layoff and in classes having the same or higher maximum salary;
(2) if the order of displacement is still not resolved by #1 above, the order of
displacement shall be determined by seniority as determined by continuous'county"
service from the employee's last continuous permanent County employment date.

When job classification seniority, permanent department employment in the same or higher
leveljob class (es), and County employment are still equal as provided above, layoff shall be
determined by drawing lots.
9. ln the event that a County program, service or function is discontinued or modified to the
extent that it results in the abolishment of a job family and/or job classification and
subsequent reclassification of all affected individuals in the job family or job class into a new
job family and/or new job class the County and the Association will, with due diligence,
discuss an agreement that preserves the seniority of the individual or group of individuals
that have been reclassified to a new job family or new job classification. ln the event the
parties fail to come to an agreement, either party may submit the issue pursuant to the
grievance procedure set forth in Article 32.
10. An employee shall first displace within the department in which he/she is currently
employed. ln the absence of an election by the employee to waive the employee's
displacement rights, he/she shall displace in the highest class in which he/she has
displacement rights. lf he/she has displacement rights in two or more classes at the same
level, he/she shall displace in the class in which he/she has greater displacement seniority.
lf he/she has displacement rights in the employee's highest class in more than one
department, he/she shall displace in the department in which he/she has the most
displacement seniority. lf the employee's department seniority is equal in two or more
classes or departments, he/she shall displace in that class or department in which the
employee with the least seniority is working
11. All election and waivers of displacement rights by employees shall be made in writing.
12. When simultaneous layoffs occur in a class series, the layoff will occur first in the higher
class, followed by displacement to the lower class. When displacements in the lower class
have been completed, the layoff in the lower class will occur.
13. The names of permanent employees who have elected displacement or temporary
demotion pursuant to the provisions of this Article must be placed first upon the
reemployment list for the class or position involved, in reverse order of displacement or
temporary demotion. The employee who was last to displace or demote is the first on the
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reemployment list, and must be given preference in rehiring. Each person on such a list
retains eligibility for appointment for an unlimited period of time except as provided for in
Section 14 below.
14. All permanent employees laid off shall be placed on a reemployment list for all positions
in their class series and which positions are not at a higher level than previously held. All
such employees must be given preference for rehiring. Names of employees laid off shall
remain on the reemployment list for two (2) years except as provided for in Section 15
below.
15. Refusal of an employee to accept an appointment to a position in a class from which
he/she was laid off or elected displacement may result in the removal from the
reemployment list.
16. The Association will be informed of any pending reduction in force layoffs at least seven
(7) days prior to the official notification of employees affected thereby. This notification will
include the reasons for the layoffs, and the number and types of positions affected. At this
time, the Association may make its views and recommendations known to the Human
Resources Director concerning the implementation of such layoffs. All layoffs will be carried
out in strict compliance with applicable laws and regulations. Employees affected shall be
given thirty (30) days' notice of layoff.
17. The County will cooperate with any employee who is laid off as a result of a reduction in
force-layoff and the State Employment Service (or equivalent agency) in determining the
rights to be afforded the separated employee(s) and will inform employees of the method
and procedures to follow in applying for any available benefits.
18. ln the event the County is evaluating contracting, selling, leasing or assigning any
existing County programs or responsibilities to a successor employer, the County agrees to
notify the Association of the options being evaluated and agrees to meet with the
Association to allow a reasonable opportunity to make their views and recommendations
known concerning the options. Following such discussions, should the County determine a
successor employer will be allowed to assume any County programs or responsibilities that
would result in the layoff or termination of employees covered by this agreement, the County
shall attempt, in good faith, first, to arrange for the placement of such employees within the
County without negative impact to their salary, and second, will attempt to relocate
displaced employees within the framework of any new delivery system with the successor
employer. The parties recognize the County's inability to absorb displaced employees or
place them with the successor employer is not subject to the grievance/arbitration provisions
of this agreement.
19. The County agrees to notify the WCEA at such time as the County determines to pursue
the matter of consolidation of County services with another agency. ln such an event, the
parties agree to negotiate over the impact such consolidation may pose for members of this
unit as required pursuant to NRS 288.

(Revised 7-1-10)

ARTICLE 25 - UNIFORMS, CLOTHING, EQUIPMENT AND UTILITIES

The Employer shall provide any device, apparel or equipment necessary to protect
employees from injury in accordance with the practice now prevailing. \Mere special tools are
required for accomplishing work assignments, the Employer shall be responsible for supplying
the same. Where the tools customarily used in a trade or craft are now required to be supplied
by the employee, such requirement shall continue; where such tools are presently supplied, the
practice shall continue. The County shall replace all worn out or damaged hand tools used by
Equipment Mechanics on the job up to a maximum replacement value of Four Hundred Twenty-
Five Dollars ($425.00) in a fiscal year. Where uniforms are required and for so long as they may
be required, the Employer shall furnish, maintain and replace the uniforms so required except
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as provided herein. When replacement of any uniform is required as a result of an employee's
negligence, such replacement is at the employee's expense.

ln lieu of maintaining uniforms directly or through contract facilities, the County shall pay a
uniform maintenance allowance at the following monthly rates:

Class Gode
2217
4016
2221

17376

Title
Animal Services Supervisor
District Park Ranger
Sheriff Support Specialist Supervisor
Animal Services Supervisor

Rate
$40.00
$40.00
$40.00
$30.00

The following provision applies to the payment of utilities at County provided employee
residences:

ln lieu of the County paying for utilities, District Park Rangers and Roads Supervisors or
other designated Parks and Roads employees who reside at County-provided residences shall
be paid $150 per month.
(Revised 7-1-14)

Uniformed Clvi.lJltn Sheriff Office emplgvges, as identified- and approved h.v the Sheriff's
Office, will b*e provide.d standard issue vestl ?s.trrrt of a five (5) year cvcle-rg!E[ign.--1n lieu of
the standard iss-ue vqEt. $e egrployge rIaU Ieceive reimburgement for the current cpst of, lhq
standard igsue ltest tQ be usedloward the purchase of a Level ll or Level lll Ballistic Vest issued
in accordance to the current distribution process in effect not to exceed eleve! hundred dollars
($1.100.001 per vest.
(Added 7-1-1Q)

ARTICLE 26 - IN€ERVICE TRAINING

ln-service training that is required by the Employer is included in hours of work.

ARTICLE 27 - BULLETIN BOARDS AND MEETING FACILITIES

Adequate bulletin boards shall be provided by Washoe County and designated for use by
the Association to communicate with departmental employees. Material shall be posted upon
the bulletin boards specifically as designated, and not on walls, doors, file cabinets or any other
place. The material posted on the bulletin boards shall not be obscene, defamatory or of a
partisan political nature, nor shall it pertain to public issues which do not involve the County or
its relationships with County employees. All posted material shall bear the identity of the
sponsor, shall be signed by a duly appointed representative of the Association, shall be neatly
displayed, and shall be removed as soon as no longer timely.

Use of County Facilities.
County meeting room facilities may be made available upon timely application for use by

County employees and the Association. Application for such use shall be made to the party
under whose control the facilities are placed.

For the purpose of communication of Association business, the County shall permit
reasonable use of the County's e-mail system by the Association and its members for
communications between the Association, its members and the appointing authority or his
designee in regards to the interpretation and enforcement of the parties collective bargaining
agreement and/or the management and operation of the Association. Such use shall be limited
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to an employee's work breaks or non-working time whenever possible and shall not interfere
with the employee's assigned duties and responsibilities.
(Revised 7-1-99)

ARTICLE 28 - JOB CLASSIFICATION, PAY GRADES, AND OUT OF CLASS ASSIGNMENTS

The parties have entered into a point factor job evaluation process in which a Job Evaluation
Committee (JEC) is hereby granted authority to determine the points assigned to classifications
in the bargaining unit pursuant to the Hay job evaluation process. Established classifications,
pay grades and job titles in the Agreement are set forth in Appendix A, B and C. Changes may
result in classifications and titles when the JEC has reclassified a job or where classifications
are added or eliminated. The parties agree that setting pay grades, salary schedules and
market pay differentials for classifications are the exclusive responsibility delegated by the
parties to Hay Group, lnc. Further, the parties agree that appeals of classification or
reclassification requests shall first go back to the JEC and subsequent appeals shall be to Hay
Group, lnc. and are not subject to the grievance and arbitration provisions of the Labor
Agreement.
(Revised 7-1-15)

Proposed duties and responsibilities or significant changes to existing responsibilities
assigned to a position shall be submitted to the JEC for a determination of the appropriate
classification. The JEC's determination of the points assigned to a new classification shall
determine the appropriate pay grade.

Nothing herein shall restrict management's right to assign and allocate responsibilities to
positions.
(Revised 7-1-15)

The parties recognize the County's right to assign and direct its employees. However, the
County will endeavor to keep employees working within their respective classifications.
A. Reclassifications

ln the event that there is a permanent assignment of duties which the employee or the
county believes alters the classification of the employee's position, the employee or county may
request to have the employee's position studied. Such request shall be submitted to the Human
Resources/Labor Relations Department, setting forth in writing, on the prescribed forms, the
reasons that form the basis for the review and the duties and responsibilities assigned to the
position or positions under review. Documented reason(s) for submitting reclassification
requests and new or revised position description(s) shall be submitted to the JEC, which will
determine whether an existing classification is appropriate, or whether a new classification is
necessary.

lf the employee or appointing authority disagrees with the results of the reclassification
request, they may request a further review by the JEC. If they still disagree, any subsequent
appeal shall be to Hay Group, lnc., and are not subject to the grievance and arbitration
provisions of the Labor Agreement.

The effective date of a position(s) reclassified to a class having a higher salary grade shall
be either the date reclassification was approve$ by the JEC or by Hay Group or ninety (90) days
after the request to study the position(s) was received in the Human Resources/Labor Relations
Department, whichever occurs first. The status of employees so reclassified shall be governed
by the provisions of the Merit Personnel Ordinance. The effective date of a position(s)
reclassified to a class having a lower salary grade shall be the date the position(s) was studied.
An employee in a position so reclassified shall retain the employee's status in the lower
classification, and if the employee's salary is above the top of the salary range for the lower
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classification, shall have the employee's salary frozen at their existing rate until the lower salary
grade reaches the employee's frozen rate.

B. Temporary Assignments
ln the event there is a temporary assignment of duties of a higher classification, the

employee shall be compensated according to the following policies and procedures:
1. Pay for work in a higher classification is a short-term remedy in those instances where
temporary replacement is required for an incumbent of a position who is not available to
perform the duties of the position or when there is a vacant position in a higher classification
requiring the temporary assignment of duties prior to filling the position.
2. The department head will decide which employee will be assigned and request
authorization by submitting the prescribed forms to the Human Resources/Labor Relations
Department which, in turn, will forward the request with a recommendation to the County
Manager's Office for final approval or disapproval. ln making the assignment, the
department head shall assign the work to the next lower classification provided there are
capable employees available. Employees selected for the assignment are expected to meet
the minimum qualifications for the higher classification. Selection of persons not meeting the
minimum qualifications may be made only when a person who meets the minimum
qualifications is unavailable.
3. ln order to receive pay for work in a higher classification, the nature of the assignment
must be such that the employee in the lower classification becomes fully responsible for the
duties of the higher classification and the assignment is for a period of at least fifteen (15)
consecutive calendar days. Assignment of the employee must be to a position presently
classified and allocated to the Basic Salary Schedule.
4. Higher pay will be applied retroactively to the first day of the assignment, provided that
the conditions listed above are met, and will be for a period not to exceed six (6) months.
There may be extensions of such periods upon submission of a new request form.
5. ln the event that a department head makes a higher classification assignment as
provided for above, and a request for pay for work in a higher classification is not submitted,
a grievance may be filed under Article 32. lf it is determined that such assignment was
made under the conditions set forth above, higher pay will be applied retroactively to the first
day of the assignment, notwithstanding the time limits contained under Article 32, provided,
however, that higher pay will in no instance be applied retroactively for a period of more than
six (6) months from the date the grievance was filed. This exception to the time limits
contained under Article 32, will only apply to situations where grievances are filed during the
assignment in question or within fourteen (14) days of the assignment ending. Any
grievance that is filed afterfourteen (14) days of the assignment ending, will not be accepted
as timely.
6. The rate of pay for the assignment will be determined by the higher classification in
which the employee is working and application of the rules of salary on promotion in the
Merit Personnel Ordinance (Section 5.119). Any incentives and special differentials
accruing to the employee in the employee's permanent position shall continue at the
permanent rate, except for the five percent (5%) special increment provided for under
Section 5.123 of the Merit Personnel Ordinance.
7. The employee's status in the employee's regular classification continues and their
anniversary and salary review dates are determined by the employee's regular
classification.
8. lf overtime pay, shift differential and/or work location differential is allowable payment will
be made on the basis of the rate of pay for the higher classification.
9. Pay for work in a higher classification shall terminate when the regular incumbent of the
higher position becomes available to perform the duties of the position or, if the position is
vacant, when the position is fllled.
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C. TrainingAssignments
An employee may be assigned to a higher classification without any additional

compensation as part of a formal training program established for the purpose of providing
qualifying experience to employees. Prior to such assignment, the appointing authority shall
prepare a formal training program which shall include the method for selection for training
opportunities, method of instruction and evaluation standards for determination of qualifying
experience sufficient to satisfy the recruitment standards for the classification in which they are
training. The formal training program will be provided to the Association for review and
comment prior to adoption and the final program must have the approval of the Director of
Human Resources prior to assignment of any employees for training.

The parties further recognize that such training assignments may include participation by
non-supervisory employees in the existing Washoe County Core Supervisory Training Series of
classes.
(Revised 7-1-04)

ARTICLE 29 - PERSONNEL INFORMATION

An employee covered hereunder shall, on the employee's request and by appointment be
permitted to examine the employee's personnelfile, which shall be kept in the Human Resources
Department. An employee may be given a copy of any material in the employee's personnel file if
it is to be used in connection with a grievance or a personnel hearing.

No material derogatory to an employee covered hereunder shall hereafter be placed in the
employee's personne! file unless a copy of same is provided the employee. The employee shall
be given an opportunity to submit explanatory remarks for the record, which remarks shall be
placed in the employee's personnelfile.

Upon written request of an employee, disciplinary material that has been in the employee's file
for a period of six years will be removed from the employee's personnel file excluding those
materials referred to under Article 33 as exceptions to the 18 month provision.

Disciplinary materials removed from an employee's personnel file may be maintained by the
Human Resources Department as historical records of discipline imposed and for the purpose of
providing a defense in any future employment litigation involving the County, provided, however,
in such event, the County shall not disclose the identity of an employee unless a court of
competent jurisdiction shall determine that such disclosure is relevant to the said litigation.
(Revised 8-15-00)

ARTICLE 30 . ACCESS TO INFORMATION

Upon written request of the Association, the County shall make available one copy of the
following for the Association's retention and record:

Tax rates
Classification information, including grade and step
Tenure information
Salary anniversary
Merit increase given to unit personnel
All budgetary information filed with the Nevada Tax Commission
Departmental budget requests as well as tentative and final appropriations
Monthly trial balances
Any other relevant material mutually agreed upon by the parties.

ARTICLE 31 . DISCHARGE
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A. The County shall not discharge a permanent, classified employee without just cause. The
right to protest a discharge pursuant to this Article shall be limited to non-probationary, classified
employees.
B. Before taking action to discharge an employee having permanent status in the classified
service, the appointing authority shall serve on the employee and the Association, either
personally or by certified mail, a Notice of Proposed Action, which shall contain the following:

1. A statement of the action proposed to be taken.
2. A copy of the charges, including the acts of omissions and grounds upon which the
action is based.
3. lf it is claimed that the employee has violated a rule or regulation of the County,
department or district, a copy of said rule shall be included with the notice.
4. A statement that the employee may review and request copies of materials upon which
the proposed action is based.
5. A statement that the employee has seven (7) calendar days to respond to the appointing
authority either orally or in writing.

C. The employee or Association upon whom a Notice of Proposed Action has been served
shall have seven (7) calendar days to respond or protest to the appointing authority either orally
or in writing before the proposed action may be taken. Upon application and for good cause, the
appointing authority may extend, in writing, the period to respond.
D. An appointing authority may immediately suspend, without pay, an employee pending
discharge for gross misconduct or conduct which gives rise to a clear and present danger to
public health and safety. Notice of immediate suspension hereunder shall comply with the
provisions of Paragraph B above and be served on the employee and the Association either
personally or by posting by certified mail within twenty-four (24) hours of the effective time of
suspension.
E. An appointing authority, upon giving notice as provided in Paragraph B above, may
immediately suspend an employee against who there is pending a criminal charge and which
charge must adversely and directly affect the County service or conflict with continued
employment, or is seriously and substantially disruptive of department or County operations.
Pending criminal charges exist when an employee has been named a defendant in a criminal
complaint or indictment filed in any court.
F. ln any action to discharge an employee having permanent status in a position in the
classified service, after complying with the applicable requirements of Paragraphs A through E
above and having reviewed the employee or Association response, if any, given pursuant to
Paragraph C above, the appointing authority may order the discharge of the employee. Such
order shall [1] be in writing, [2] state specifically the causes for the action, [3] state the effective
date of such action which shall not be less than seven (7) calendar days from the date of such
order, and [4] be served on the employee and the Association, either personally or by certified
mail, and [5] be filed with the Human Resources Director.
G. Either the employee or Association may protest the discharge, which protest shall be an
appeal considered and processed in accordance with procedures of Article 32, Grievance
Procedure commencing at Level ll.
(Rev.8-15-00)

ARTICLE 32. GRIEVANCE PROCEDURE

A. General

1. Definitions
(a) Grievance: A grievance is a dispute by one or more employees or the Association
concerning the interpretation, application or claimed violation of an expressed provision
of this Agreement.
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(b) Grievant:
(1) A County employee who is covered by the provisions of this Agreement and who
is adversely affected by the matter being grieved.
(2) The Association on behalf of an employee or group of employees who are
covered by the provisions of this Agreement and who are adversely affected by the
matter being grieved.

(c) Day: For purposes of this procedure, a day is defined as a calendar day.
2. Effect of a Grievance

The making or filing of a grievance shall not prevent the County, a department head, a
department supervisor, or other authorized person from taking action deemed appropriate,
nor shall it have the effect of suspending action previously taken even though the action
may involve or be a part of the subject matter of the grievance.
3. Written Submission of Grievance

The written grievance submission shall state the circumstances over which the
grievant(s) claims to be aggrieved, the specific Article(s) of this Agreement which are in
dispute, how the interpretation, application or claimed violation of this Agreement is affecting
him/her to the employee's detriment and the redress sought.
4. Copies

A copy of each official written communication on a grievance shall be filed with the
County Labor Relations Manager and with the Association Office for record purposes.
5. Conference Time

Association business conducted by non-employee representatives must be conducted
during the employee's work breaks or lunch period. Association business shall not interfere
with the employee's duties. Representatives must obtain permission from the employee's
immediate supervisor before entering the work area during working hours. Upon entering
during breaks or lunch periods, representatives must identify themselves and make
arrangements to meet with a particular employee.
6. Representation

A grievant(s) shall have the right to representation by one (l) Association representative
at each step of the grievance procedure.

B. Procedure

Level I

The grievant shall take up the grievance with the employee's department head within
forty-five (45) days of its occurrence. The department head shall attempt to adjust the
matter at that time. lf the grievance is not settled during the informal discussion, and the
grievant wishes to pursue the matter, the grievant shall submit it in writing to the employee's
department head within seven (7) days of the informal discussion. The department head
shall render a decision in writing to the grievant within seven (7) days after receiving the
grievance.

ln departments with manager level divisions, a department head may require that the
informal discussion required at this level shall be with the division manager. !f not resolved at
the informal level, and the grievant wishes to pursue the matter, the written grievance shall be
submitted to the department head within seven (7) days of the notification of the employee by
the division manager that the informal discussion will not resolve the grievance.

Level ll
lf the grievant is not satisfied with the decision rendered by the department head, the

employee may appeal the decision to the County Manager or his designee within seven (7)
days of receiving the decision by submitting the written appeal to the County Labor

35



Relations Manager. The County Manager or his designee shall render a decision in writing
to the grievant and to the Association within seven (7) days of receiving the appeal.

Level lll:
If the Association is not satisfied with the decision rendered at Level ll, the Association

may within seven (7) days of receiving the decision, notify the County Labor Relations
Manager in writing that it wishes to submit the grievance to arbitration.

Within seven (7) days of receiving the Association's written notice of submission to
arbitration, the County Labor Relations Manager or designee shall meet with the Association's
representative to select a mutually acceptable arbitrator. lf the parties are unable to agree
upon an arbitrator, a request for a list of names for seven (7) arbitrators shall be made to the
American Arbitration Association in the selection of an arbitrator. The parties shall strike the
names from said list with the order of striking determined by a toss of a coin. The parties shall
be bound by the rules and procedures of the American Arbitration Association in the selection
of an arbitrator.

The arbitrator so selected shall confer promptly with the parties, shall hold further
hearings, and shall issue a report not later than thirty (30) days from the date of the hearing
which shall set forth the arbitratods findings of fact, conclusions of law and decision on the
issues submitted. The arbitrator's decision shall be consistent with the law and the terms of
this Agreement and shall be binding upon the parties.

(Rev.8-15-00)

C. Condition
1. Failure to Act

lf the management response to a grievant at any level of the procedure is not appealed
within the prescribed time limits, said grievance shall be considered settled on the basis of
the last answer provided, and there shall be no further appeal, review or resubmission of
said grievance. Should management not respond within the prescribed time limits, the
grievance shall proceed to the next level.
2. Waiver of Time Limits

Any of the time limits contained in this procedure may be waived upon the mutual written
agreement of both parties, except that the waiver of any of the time limits contained in Level
I of this procedure can only be agreed to on the part of the County by the division or
department head.
3. Settlement of Grievance

No grievance settled by an employee in a classification represented by the Washoe
County Employees Association shall be accepted by the County unless said employee has
received concurrence of the employee's division or department head on the settlement.
4. Arbitration

All hearings held by an arbitrator shall be in closed session and no news releases shall
be made concerning the hearing.

The arbitrator's fees, costs and expenses and the costs of any court reporter and
transcript shall be borne equally by the parties. All other expenses incurred by either party
shall be borne by the party incurring the expense.

The arbitrator shall not have the authority to modify, amend, alter, add to or subtract
from any of the provisions of this Agreement. ln cases involving discharges, suspension,
demotion or other disciplinary actions, the arbitrator may determine whether the action taken
was for just cause, and, if not, what remedy would be appropriate under the circumstances,
up to reinstatement and full restoration of all wages and benefits with no loss of rights in
order to make the employee whole. ln case of immediate suspension pending discharge,
the arbitrator may, in the discharge protest, determine the validity of the suspension.

(Revised 7-1-99)
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ARTICLE 33 - DEMOTION, SUSPENSION AND DISCIPLINE

The County shall not demote, suspend or take any other disciplinary action against an
employee without just cause. The County shall notify employees affected and the Association's
Grievance Committee in writing of all disciplinary actions taken. lf it is claimed that an employee
has violated a rule or regulation of the County, Department or District, the County must have
notified the employee in writing of such rule or regulation prior to taking disciplinary action. The
posting of rules or regulations on departmental bulletin boards shall be deemed sufficient
notification. The effective date of such rules or regulations shall be seven (7) days from the
posting on bulletin boards, or if individual copies are provided to employees, shall become
effective immediately upon receipt.

!f the County alleges that an employee's work performance has fallen below standard, said
employee's supervisor shall inform the employee promptly and specifically of such lapses before
issuing a warning letter or reprimand. The County may not take disciplinary action against an
employee if more than forty-five (45) days has transpired from the date the appointing authority
had knowledge of the occurrence of the matter upon which the disciplinary action is being taken.
lf the County takes disciplinary action against an employee for a matter which exceeds the forty-
five (45) day time limit, the County must demonstrate extenuating circumstances as to why the
time limit had to be exceeded. Notification to an employee that is within the forty-five (45) day
time limit that a matter is being investigated will satisfy the time limit requirement even though
the ultimate disciplinary action taken occurs beyond the forty-five (45) day time limit.

Nothing shall be used against an employee in a demotion, suspension or other disciplinary
action unless the employee has been notified in writing. ln the event that there has been such
notification, that notification shall not be used against an employee if it has been in the
employee's file for a period of eighteen (18) months, discounting periods of leaves of absence,
provided that there has been no notification for the same or similar conduct during that eighteen
(18) month period. This eighteen (18) month limitation does not apply 1)to any discipline rising
to the level of a suspension or demotion, or 2) to any disciplinary action taken against an
employee arising out of a matter covered under Title Vll of the Civil Rights Act of 1964. The
purpose of the second exception is to allow consideration of both the seriousness of the
employee's proven offense and the record of the employee with the County in determining the
degree of discipline administered, given the County's specific legal obligations under Title Vll.

An employee may appeal discipline, demotion, suspension or other form of discipline
through the grievance procedure of Article 32, which shall be the exclusive remedy for the
appeal of disciplinary actions.
(Revised 7-1-01)

ARTICLE 34. BILINGUAL LANGUAGE SKILLS

Employees who are pre-identified and utilized by the County to provide bilingual language
skills, which are not a minimum qualification for an employee's job classification, shall, on the
approval of the department head or designee and Human Resources, receive a five percent
(5%) differential during the actual period of time that the bilingual skills are being utilized during
an employee's working hours. The bilingual pay differential must be recorded on an hour for
hour basis or major fraction thereof.

ln positions where employees are utilized by the County to use bilingual language skills in
providing County services to the public, where such bilingual skills are not a minimum
qualification for the individual's job classification or position, the employee's work assignments,
workload, and the expectations of the County as to the employee's performance in terms of
quantity of work shall be adjusted to reasonably reflect the employee's absence from their
regular duties to perform such bilingual role.
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(Revised 7-1-13)

ARTICLE 35 - NOTICE OF ACCRUED SICK LEAVE AND VACATION LEAVE

The County shall notify each employee, not less than quarterly, of the amount of the
employee's accrued and unused sick leave and vacation leave.

ARTICLE 36 - INCLINE DIFFERENTIAUREMOTE AREA PAY

Employees assigned at lncline Village and residing at lncline Mllage, Crystal Bay, Brockway,
Kings Beach, Tahoe Vista, Agate Bay, Camelian Bay or Cedar Flats or Tahoe City, shall be paid a
differential of $250.00 biweekly.

Employees who are provided living facilities or are othenrrrise receiving living assistance from
the County are not eligible for this provision.

Employees assigned at Gerlach and Vya, Nevada shall be paid a remote area differential of
$75.00 biweekly except as provided herein.

Employees who are provided living facilities by the County are not eligible for this provision.
A committee of representatives from associations affected by this article has been formed to

address this issue. Subject to the approval of the Association and the County, the locations
affected and the amount of any such differential may be changed during the term of this
agreement.

Effective 2004, and each year thereafter, the foregoing amounts shall be increased at the
beginning of the first pay period in February equal to the annual percent increase in the Consumer
Price lndex- All Urban Consumers (CP!-U) for the prior calendar year. For February 2004, this
increase equals 1.9o/o. Employees in this bargaining unit shall begin drawing this rate effective the
start of the first full pay period in July 2004.

Effective the start of the first full pay period in July 2004, employees who are assigned at
lncline Village who do not reside there shall receive ffiy dollars ($50.00) transportation allowance
per pay period. Provided, no transportation allowance shall apply or be paid to any employee who
has hired or accepts an assignment, which has as a condition of employmenUassignment that
they have an obligation to reside in lncline Village. Effective 2009, and each year thereafter, the
foregoing amount shall be increased at the beginning of the first pay period in February equal to
the annual percent increase in the Consumer Price lndex-All Urban Consumers (CP!-U) for the
prior calendar year.
(Revised 7-1-08)

ARTICLE 37 - PARKING ALLOWANCE

The County shall provide Fifteen Dollars ($15.00) per biweekly pay period parking allowance
for employees working in downtown Reno who are not provided free parking. At such time as
the County constructs a parking facility, employees receiving the allowance will be required to
park in the County facility and pay the required fee to the County. The County's fee charged for
the employee shall not exceed the parking allowance set-forth in this Article.

The County agrees to continue to pay the biweekly parking allowance to employees working
in downtown Reno who are not provided free parking, if they utilize public transit, provided, the
employee must document their continued purchase of the RTC monthly pass.

The County agrees to continue to evaluate the parking situation and accept any policy the
Board adopts concerning parking reimbursements for WCEA.
(Revised 7-1-05)

ARTICLE 38 . PORTABLE TOILET FAGILITIES
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Where other sanitary facilities are unavailable to fieldwork crews, employees shall be
permitted to leave the worksite in a vehicle for the purpose of using public sanitary facilities at
the closest available location upon notifying their immediate supervisor. lf the County provides
for portable toilet facilities in the vicinity of the worksite, employees must use these portable
toilets and will not be permitted to leave the worksite for using other sanitary facilities.
(Revised 7-1-99)

ARTICLE 39 - PHYSICAL EXAMINATIONS REQUIRED BY COUNTY

Washoe County will provide free of charge to the employee any physical examination
required for job-related activities.

ARTICLE 40. EDUCATIONAL FEES

Washoe County will reimburse Washoe County employees for job-related courses taken
upon satisfactory completion.

Courses taken under the provisions of this Article require prior approval by the County.

ARTICLE 41 - COPY MACHINE USE

The County agrees to permit the use of County copy facilities by the Association. The
Association shall be charged quarterly for such use at County cost. Use of these facilities shall
be limited to five hundred (500) copies per month provided, however, that additional use may be
allowed upon approval of the County Manager.

ARTICLE 42 . LABOR MANAGEMENT COMMITTEE

1. A Committee of the County and Association (not to exceed three (3) representatives of
each) shall meet monthly or more frequently when mutually agreed. The meetings will be
held at 4:00 p.m. on mutually agreed dates and shall be for the purpose of:

(a) Discussing the administration of this agreement;
(b) Exchanging general information of interest to the parties; and
(c) Giving the Association representatives the opportunity to share the views of their
members and/or make suggestions on subjects of interest to their members.

2. As a courtesy and to facilitate the adjustment of work schedules, the Association's
representatives will personally notify their immediate supervisors of the dates and times of
such meetings immediately upon the parties reaching mutual agreement as to the date of
any such meeting.
3. Association committee members shall not lose pay nor be eligible for any overtime
payment for time spent in any meeting authorized by the provisions of this Article.
4. The Labor Management Committee shall be advisory only.

ARTICLE 43 - GENERAL SAVINGS CLAUSE

It is not the intent of either party hereto to violate any laws, rulings, or regulations of any
governmental authority or agency having jurisdiction of the subject matter of this Agreement;
and the parties agree that, in the event that any provisions of the Agreement are finally held or
determined to be illegal or void as being in contravention of such laws, rulings, or regulations,
nevertheless, the remainder of the Agreement shall remain in full force and effect unless the
parts so found to be void cannot be separated from the remaining portion of this Agreement.
The parties agree that, if and when any provisions of this Agreement are held or determined to
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be illegal or void, they will then promptly enter into lawful negotiations concerning the substance
thereof

ARTICLE 44 . DISTRIBUTION OF CONTRACT

This Agreement shall be posted on the Washoe County Labor Relations website within
thirty (30) days of BCC approval.
(Revised 7-1-13)

ARTICLE 45 - CONTRIBUTION TO RETIREMENT FUND

Commencing July 1, 1975, the County shall pay the employee's eight percent (8%)
contribution to the Public Employees Retirement System.

Personnel who leave County employment between July 1 , 1975, and the date of execution
of this Agreement shall not be entitled to reimbursement from the County for their retirement
contributions.

It is understood by the parties that the contribution payment hereinabove set forth is paid in
lieu of cost-of-living increase for fiscal 1975-76.

Commencing July 4, 1988, the County shall pay an additional one- half percenl (112o/o) to
the Public Employees Retirement System for the increased contribution attributable to the
employee.

It is understood by the parties that this additional contribution payment hereinabove set forth
is paid in lieu of a cost-of-living increase for fiscal year 1988-1989 above the amount set forth in
Article I of this Agreement.

ARTICLE 46 . PROFESSIONAL LICENSE FEES

The County shall pay for all professional license fees (e.9., Architect, Professional Engineer,
Professional Land Surveyor) that are required by law and as part of an employee's job
classification.
(Revised 7-1-13)

ARTICLE 47 - DISTRIBUTION OF COMPENSATION DUE A DECEASED EMPLOYEE

lf an employee dies while owed compensation by the County, the parties recognize and
agree that such compensation, to include wages, payment for accrued vacation leave, payment
for accrued compensatory hours, payment for sick leave cash out, payment for pro-rata
longevity pay, and payment for any reimbursable expenses due the employee shall be
distributed in an expedient and legal fashion pursuant to NRS 281.155.

ARTICLE 48 - DURATION OF AGREEMENT @
This Agreement shall take effect on July 1, 20191€., and shall continue in force through June

30,201820+6.

The Parties agree that new legislation, SB 241, went into effect in June of 2015. SB 241
encompasses 'evergreen" clauses as they pertain to collective bargaining agreements. The
Parties remain on opposite sides of the new law's interpretation.

I Washoe County asserts that the 'evergreen" language in Article 485O of the 2014-2015
Collective Bargaining Agreement, 'it shall automatically be renewed from year to year thereafter
unless either party shall notify the other in writing by such time as would permit the parties to
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comply with collective bargaining schedule established under the Local Government Employee
Management Relations Act, NRS Chapter 288, i.e., February first of each yea/' immediately
after the dates describing the durations of the Agreement, is in contravention of SB 241, and is
therefore null and void pursuant to law and Article 43 of this Agreement. Washoe County
therefore will not agree to include the quoted language in the Agreement.

I ffre Association asserts that SB 241 does not affect the quoted language in Article {950
and seeks to continue to include that language in the Agreement.

I ln the interest of concluding negotiations for this 20164s201816 Agreement, the Parties
agree to abide by any legally binding decision concerning SB 241.

lf, after a legally binding decision, the Association and/or the County desire to discuss the
impact, they shall have the option to exercise the protocol set forth in Article 43 to negotiate the
ramification(s) 28 241has on the Agreement.

This Agreement may be amended at any time during its term only by the mutual written
6onsent of the parties. Such amendments shall be lettered or numbered, dated and signed by the
parties and, together with the attached Appendices, shall constitute a part of this Agreement. The
parties hereto through their duly authorized officers or representatives and intending to be legally
bound hereby have hereunto set their hands and seals this 22d-J31 .day of September, 2016.48

Wa.sJroe Countv Jras the riqht to reopen this colle-ctive baroainino aqreement for
reneootialtqns .undgl-the circumsta[ge.s, and pursuant to thg processes, described in NRS
288.159(4) and NRS 288.150(2Xw).

KITTYK.JUNGffi,CHAIR
WASHOE COUNTY BOARD OF COUNTY COMMISSIONERS

LORI DELANO, PRESIDENT
WASHOE COUNTY EMPLOYEES ASSOCIATION
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CLASSIFICATION LISTING
WCEA SUPERVISORY - ADMINISTRATIVE UNIT

GRADEO

Appendix A

CODE

17925
0260

..8123

..0338

..0'103*

..6130

..3016

..16326*

..17452

..16800*

..0607

..15156*
0169*
0317*

TITLE

Accountant 11 .............
Accounting Manager...
Administrative Assistant I .............
Administrative Assistant ll ............
Administrative Assistant l! ............
Administrative Clerk - County Commissioners
Administrative Secretary Supervisor ...............
Administrative Services Manager
Air Quality Specialist ll ...............
Air Quality Supervisor
Animal Services Manager
Animal Services Supervisor
Appraiser lll
Assistant Chief Deputy Treasurer...
Assistant Food Manager
Assistant Manager/ Family Support.....
Assistant Registrar of Voters...
Basis Administrator ll
Behavioral Health Program Coordinator..........
Building lnspection Supervisor
Building Operations Project Manager.
Business Facilitator..
Business Systems Analyst I ...............
Business Systems Analyst ll ..............
Buyer
Carpenter Supervisor
Case Compliance Reviewer-CPs.....................
Chief I nvestigator (Public Defender)..
Chief of Building Operations.....
Chief Property Appraiser.
Chief Records Clerk........
Children's Services Coordinator Supervisor
Civil Engineer ll.
Civil Supervisor...........
Claims Analyst
Collections Supervisor
Community Health Nutritionist
Community Outreach Coordinator.....
County Grants Administrator.............
County Payroll Supervisor

NN.

....1024

....17927

....15775

....17750

....2111

....8124*

oo
KK.
LL..
LL..
KK.
KK.
PP.
NN.
oo
QO
LL..
NN.
NN.
JJ..
oo
PP.
oo
RR.
NN.
MM
NN.
LL..
NN.
LL..
LL..
oo
PP.
PP.
RR.
il....
RR.
NO
KK.
NN.
KK.
NN.
NN.
PP.
11.......

O The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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CLASSIFICATION LISTING
WCEA SUPERVISORY . ADMINISTRATIVE UNIT

GRADEO

Appendix A

CODE

...16826*
16126*
2252*
4010*

......,,.,,.0440
17650*
17652
16127
0322*
2223*
15331*
2222*
5008*
16130

TITLE

Crime AnalysUGlS Specialist I

Crime AnalysUGlS Specialist ll .........
Criminalist 11 ............,,.
Curator..
Department Support Supervisor
Department Systems Support Coordinator...
Department Systems Support Supervisor
Deputy Building Official
Deputy Treasurer.
Detention Operations Manager
Detention Programs Coordinator...........
Detention Services Manager.....
Development Officer
District Park Manager................
E-Gov lnformation Officer
Eligibility Case Compliance Reviewer
Eligibility Supervisor
Emergency Medical Services Coordinator.............
Emergency Medical Services Program Manager...
Environmental Engineer ll
Environmental Health Specialist
Environmental Health Specialist Supervisor
Epidemiologist.
Equipment Parts lnventory Control Supervisor......
Equipment Services Superintendent
Equipment Services Supervisor
Facilities Contract & Services Supervisor
Facilities Technician Supervisor
Family Court lnvestigative Specialist 11.............
Family Support Program Manager
Family Support Supervisor
Fiscal Compliance Officer
Fiscal Compliance Officer
Fiscal Manager/Sheriff s Office

Foster Care Training & Support Specialist
GIS Mapping Supervisor...................
Golf Maintenance Supervisor
Health Educator Coordinator..................
Health Educator ll ..............

oo
11........
QO......
MM......
oo......
NN.......
oo
NN.
LL..
KK.
NN.
oo
NO
NN.
oo

NN..
oo
KK..
NN
NN..
RR..
11...
PP..
11..................
11..................
NN.................

7005*
6147*
6148*
0644
17675
3041
0614"
0615
0648*
8112*
15200

... 8109
9008*
8141*
17702*
1023
1012*
0351
s351*
17653
9006*
16550*
3004*
16137*

.17625*

.0628*

O The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half.
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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CLASSIFICATION LISTING
WCEA SUPERVISORY . ADMINISTRATIVE UNIT

GRADEO

Appendix A

CODE

..3052

..0201

..2203*

..2206*

..16900*

TITLE

Heavy Equipment Mechanic Supervisor-GerA/ya...
Horticulturist..............
Human Resources Specialist lll ..............
Human Services Program Supervisor
Hydrogeologist ll.
lmaging and Records Management Supervisor............
I nmate Property/Services Supervisor
lnmate Work Program Supervisor
lnternet Services Librarian
Legal Secretary Supervisor
Librarian 1................
Librarian ll
Librarian !ll
Licensed Engineer
Management Analyst
Management Analyst
Marriage & Business Division Operations Manager
Medicolegal Death lnvestigator Supervisor.............
Mental Health Counselor 1...............
Mental Health Counselor 11..............
Mental Health Counselor Supervisor.......
Natural Resources Manager
NNCTC lnfrastructure Liaison Coordinator...........
NNCTC lntelligence Analyst.............
Painter Supervisor
Parks Maintenance Supervisor ........
Parks Operations Superintendent ....
Permit Services Coordinator .

Personal Property Auditor - Appraiser.........
Planning Manager..
Ptans eiaminei srffi;;;;..... ::
Principal Account C|erk.............
Print and Distribution Officer.....
Probate Estate Case Manager..
Program Assistant..
Program Coordinator.................
Project Coordinator - CSD
Project Coordinator - DA
Project Manager...
Property Prosram & ii;i c;;i;;i M;;"ser..............

NN.
KK.
KK.
NN.
oo
QR
NN.
NN.
LL..
PP.
NN.
PP.
oo
RR.
PP.
oo
KK.
LL..
RR.
KK.
KK.
RR.
NO
JJ..
LL..
oo
KK.
LL..
NN.
NN.
QR
oo

01 04*
5020*
5022*
5024
3017
16501
17176"
0146"
16052
6152"
6153*
6154
17101
16350.
16175*
8131
16136*
4029

....2117

....0314*

....0205"
0197"

...0172*
0171*
3020*
17626*
16701
8133

O The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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CLASSIFICATION LISTING
WCEA SUPERVISORY . ADMINISTRATIVE UNIT

GRADEO

Appendix A

CODE

...17701

...0646

...16325

...5006*

... 0134*

...4031*

...17425

...2325

...8352*

..15900*

..0331

..0262

..2250*

..0430

..3038

..0613*

..15451*

..16751

15833
15840
2221*
16134*
81 38*
15600*
15601*
61 33
61 36
6141*
6142*
6143*
15155

TITLE

Public Health Communications Program Manager
Public Health Emergency Response Coordinator..
Public Health Preparedness Manager...................
Public lnformation Officer.......
Recording Supervisor
Recreation Coordinator..
Regional Communications Coordinator.................
Risk Management Analyst
Roads Supervisor
Senior Accountant...............
Senior Air Quality Specialist
Senior Appraiser
Senior Business Systems Ana1yst...........
Senior Criminalist
Senior Department Programmer Analyst.
Senior Environmental Engineer..............
Senior Environmental Health Specialist
Senior Epidemiologist
Senior Financial Analyst.....
Senior Grounds/Parks Maintenance Worker
Senior Hydrogeologist
Senior Library Assistant
Senior Licensed Engineer........
Senior Planner
Senior Public Services Librarian
Senior SocialWorker
Senior Technology Network Engineer.........
Senior Technology Systems Administrator..
Senior Technology Systems Developer ......
Sheriff Support Specialist Supervisor
Sheriffs Office Records Manager...
Sign Shop Supervisor
Social Services Case Manager 1..............
Social Services Case Manager ll
Social Services Program Specialist..
Social Services Supervisor
SocialWorker I

SocialWorker 11......

SocialWorker lll.
Statistician .....

. JJ..

. PQ.

. JJ..

. RS.

.oo

.oo

.oo

. PP.

. PP.

. PP.

..8023*

..3030

..5018"

..3019

..0706"

..17300

..15335

..15838

KK...........
MM
JJ..
KK.
LL..
oo
PP.

O The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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TITLE

Supervising Communications Specialist..
Supervising Crim inalist
Supervising Guardian Case Manager ..............
Systems and Access Services Librarian...........
Technology Project Coordinator
Technology Systems Administrator Specia|ist................
Technology Systems Developer 1................
Technology Systems Developer ! !...............
Vector Borne Disease Specialist
Vector Control Coordinator ...............
Water Management Planner
Water Management Planner Coordinator.......................
Water Resources Program Manager...
Water, Sewer and Civil Project lnspector Supervisor.....
WIC Program Manager .............

CLASSIFICATION LISTING
WCEA SUPERVISORY - ADMINISTRATIVE UNIT

GRADEO

oo
oo
QR
oo

MM
QR

Appendix A

CODE

...2207*

...2253*

... 0190
5028
15825
17900
15834
15835
16375*
0616
0723
3035
3053

LL

o The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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Appendix B
WGEA SUPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA SUPERVISORY

* Effective: 07101120

* Reflects 3.00% COLA effective O7n1f2O1045 (as approved by the BCC onO9I13?J//2O_1_64S)

Salary
Grade

Hourly Range
Minimum Maximum

Annual Range
Minimum Maxirnum

Y HH
*s4
20.40

w
26.52

W
42.432.00

EAASA,?g
55,161 .60

Y il
212+
u,6a

2a,55
28.06

44;418-9F
44.928.00

g 384,Q9
58,364.84

Y JJ
4S+
22.93

M
29.79

W
47,694.40

60184+0g
61,963.20

Y JK
2&96
24.40

3;18
31.75

49p36€0
54,752.00

64&64As
66,040.00

Y KK
23€6
24.40

31-49
31.75

4sp3ffi
50-Zs2.00

g4tw#
66,040.00

Y LL
%g
26.11

33€0
33.92

ffi
54,308.80

@2644A
70,553_60

Y LN
?s4+
28.93

w
37.62

59r0ga8g
60,174.40

7Sf€6Js
78,249.60

Y MM
26S3
27.43

ffi
35.67

EOrg144O
57.054.40

aglsa
74,193.60

Y NN
ut4+
28.93

#s4
37.62

ssssego
60.174.40

7W
78,249.60

Y NO
3e€8
30.63

e9++
39.83

6i}€66"l+0
63,714.40

W
u,846.40

Y NP
+v+
32.53

41,51
42.27

W
67,662.40

86p4$-8e
87,921.6A

Y oo
30€o
30.63

39,++
39.83

W
63,710.40

w.-w
82,U6.40

Y OP
3144
32.53

44,51
42.27

661435#0
il-642.40

sffiapgg
87,921.60

Y OQ
w
34.67

wa
45.04

@
72,113.60

94pge-4€
93,683.20

Y PP
w
32.53

41,51
42.27

w
67fi2.40

@
87,921.60

Y PQ
u44
34.67

4423
45.04

70#o3Js
72.113.60

91fs840
93,683.20

Y oo
w
34.67

M
45.04

70fo3*e
72,113.6A

slpg&40
93,683.20

Y QR
3ffi
37.05

47,29
48.16

75i674,49
77.044.00

W
100,172.80

Y RR
36€9
37.05

47,29
48.1 6

75$70,4A
77,064.00

W
100,172.80

Y RS
39$6
39.78

5+79
51.72

81'244 88
82.742.40

+05s43s
107,5e8.40

Y RU
45Sg
46.34

#
60.23

94ff.O0
96,387.20

123p32SO
125.278.40

Y SS
3gs6
39.78

5m
51.73

81+4#A
82,742.40

{€ffi20
107,598.40

Y TT
M
44.11

#27
57.31

9OJS5.6g
91,748.80

tW#
119.204.80
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Salary
Grade

Hourly Range

Minimum Maximum

Annual Range

Minimum Maximum

Y HH
1€8+
21 .11

%#
27.45

4W
43.908.80

8#6sS0
57,096.00

Y lt
29,97
22.36

ru
29.04

4e#7#
46,508.80

ffi59=29
frfi3,20

Y JJ
w
23.73

?s=g?
30.83

4.ffiW
49,358.40

6q4ffi
M.126.40

Y JK
23€B.
25.25

3933
32.86

MlW
52.520.00

*r42e4g
68,3/.8.80

Y KK
zg€B.
25.2s

3os3
32.86

4927.6,?A
52.520.00

64+VsA0
68.348.80

Y LL
W
27.02

*gg
35.11

5+?s#
fi201.60

#-,4W
73,028.80

Y LN
28Sg
29.94

w2
38.94

w=w
62,275.20

7W*
80,995.20

Y MM
W
28.39

4#
34.92

gffsls/€
n:9.051.20

72-€B+4
76.793.60

Y NN
u!#
29.94

w2
38.94

68,4giJ10
62,275.20

75p61-ffi
w995.20

Y NO
2g.74
31.70

w
41.22

a@.*
a5&rc.00

WM
85,737.60

Y NP
31=58
33.67

41 04
43.75

W
70,033.60

W
91,000.00

Y oo
W
31.70

w
41.22

6"1#E'#s
65,936.00

wAw
85,737.60

Y OP
31=58
33.67

41=94

43.75
W
70.033.60

sw
91.000.00

Y OQ
3356
35.88

43,73
46.62

Teruzw
74,630.40

8e-958,40
96,969.60

Y PP
3{#
33.67

11,A1
43.75

5ffi4s
70.033.60

W
91.000.00

Y PQ
33S6
35.88

43,73
46.62

7€5+2-gg
74.630.40

9gr€5&4e
96,969.60

Y QO
33S6
35.88

4?,73
46.62

7€$+2agg
74,630.40

sop5g,40
96,969.60

Y QR
3537
38.35

46,76
49.85

71p17,60
79.768.00

s7#6g€g
103.688.00

Y RR
36.91
38.35

46,76
49.85

74.;917,60
79,768.00

97#+€e
103,688.00

Y RS
#sz
41.17

&22
s3.54

8ffi0
85,633.60

1A+457,6A
111,363.20

Y RU
4458
47.96

58=48
62.34

.s3F7g:O
99.756.80

121 ;639,,19
129.667.20

Y SS
38-62
41.17

*22
53.54

80#29-69
85,633.60

tr84t457,6A
111,363.20

Y TT
+Lg}
45.65

559+
59.32

89p8m
94,952.00

1151731,28
123.385.60

Appendix B
WCEA SUPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA SUPERVISORY

* Effective : 07 I ?|l01 I *162017

*Reflects 
a 3.50% COLA effective 07/01/17
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WCEA - LIST OF CLASS SERIES
Appendix C

CLASS CODE GRADECLASS TITLE

ACCOUNT CLERK
Fiscal Compliance Officer
Principal Account Clerk
Account Clerk 1l

Account Clerk

ACCOUNTANT
Accounting Manager
Senior Accountant
Accountant ll
Accountant I

ADMINISTRATIVE ASSISTANT
Administrative Assistant ll
Administrative Assistant I

Administrative Assistant Trainee

ADMINISTRATIVE SERVIGES MANAGER

AIR QUALITY CONTROL
Air Quality Supervisor
Sr. Air Quality Specialist
Air Quality Specialist ll
Air Quality Specialist I

AIRCRAFT MECHANIC

ANIMAL SERVICES
Animal Services Manager
Animal Services Supervisor
Lead Animal Control Officer
Animal Control Officer
Animal Services Kennel Assistant
Animal Services Assistant
Animal Services Caretaker

APPRAISER
Chief Property Appraiser
Senior Appraiser
Appraiser lll
Appraiser ll
Appraiser I

Appraisal Assistant

ASSISTANT REGISTRAR OF VOTERS

0351

0314
031 1

0312

YNN
YJJ

WHH
WGG

0321
03'15

0318
0320

YOO
YPP
YNN
WLL

0'163/5163
0174
0173

s16135

0609
15900
0618
0617

2229

15051

2217
2230
2216

1 5053
16825
15054

0338
0331

0330
0329
0328
0340

17927

YLL
YKK
WKK

YPP

YQQ
YOO
YNN
WLL

WKK

YOO
YLL
WJJ
wlt

WFF
WEE
WCC

YRR
YPP
YNN
WLL
WKK
WGG

YPP

PERSONAL PROPERW AUDITOR APPRAISER
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

AUTO BODY MECHANIC
Automotive Mechdnic Lead
Automotive Mechanic
Auto Body Repairer

BASIS ADMINISTRATOR
Basis Administrator ll
Basis Administrator I

BEHAVIORAL HEALTH PROGRAM COORDINATOR

BENEFITS SPECIALIST

BUILDING INSPECTION
Deputy Building Official
Plans Examiner Supervisor
Building lnspection Supervisor
Plans Examiner
Building lnspector
Building I nspector Trainee

BUILDING MAINTENANCE
Chief of Building Operations
Facilities Technician Su pervisor
Facility Technician
Maintenance Worker - Facilities

BUILDING PERMIT TECHNICIAN
Permit Services Coordinator
Building Permit Technician
Plans/Perm its/Appl ications Aide

BUILDING SYSTEM CONTROLS SPECIALIST

BUSINESS FACILITATOR

BUSINESS SYSTEMS ANALYST
Technology Project Coordinator
Senior Business Systems Analyst
Business Systems Analyst ll
Business Systems Analyst I

BUYER

CARPENTER
Carpenter Supervisor
Carpenter

CLASS CODE

17475
8107

8104

15775
15800

17750

0499

Appendix C

GRADE

WKK
WJJ
wlt

YOO
WNN

YRR

WKK

YOO
YNO
YNN
WLM
WLL
wil

YPP
YMM
WKK
WCC

YKK
WHH
WGG

\ /n4M

YNN

YOR
YPP
YNN
YLL

YLL

YLL
WJJ

16127

2117
2111
2112
2105
2100

8123
8141
8136
17975

2116
2114
0178

8134

17925

15825
0262
0261
0260

0412

8127
8126
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CLASS TITLE

CIVIL ENGINEER
Senior Licensed Engineer
Licensed Engineer
Civil Engineer !l
Civil Engineer I

Engineering Technician

CLAIMS ANALYST

CLERICAL SERIES
Admin istrative Secretary Supervisor
Administrative Secretary
Office Support Specialist
Office Assistant lll
Office Assistant ll
Office Assistant I

CLERK.COUNTY GOMMISSIONERS
Marrlage & Business Division Operations Manager
Administrative Clerk - County Commissioners
Deputy Clerk - County Commissioners

CODE ENFORCEMENT OFFICER
Code Enforcement Officer ll
Code Enforcement Officer I

COLLECTIONS
Collections Supervisor
Collections Analyst

COMMUNICATIONS SPECIALIST
Supervising Communications Specialist
Communications Specialist
Communications Specialist Trainee

COMMUNITY HEALTH AIDE

COMMUNITY HEALTH NUTRITIONIST

COMMUNITY OUTREACH COORDINATOR

CRIME ANALYST'STATISTICIAN
Crime AnalysUGlS Specialist ll
Crime AnalysU GIS Specialist I

WCEA - LIST OF CLASS SERIES

CLASS CODE

Appendix C

GRADE

YRS
YQR
YNO
WLL
WHH

YNN

YKK
WJJ
WHH
WGG
WEE
WDD

YLL
YKK
WI

WKK
WJJ

YKK
WI

YMM
WJJ
WGG

WEE

YNN

YNN

YOO

3019
3017

3016
3015
3025

0146
0168
15332

17452

0024
0023
0017
0016
0015
0014

0700
15851

16800
6140

2207
2210
2209

0600

0607

15156

16126
16826

51
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CLASS TITLE

CRIM!NALIST
Supervising Criminalist
Senior Criminalist
Criminalist ll
Criminalist I

Forensic Chemist
Criminalist Trainee

CURATOR

CUSTODIAL
Facilities Contract and Services Supervisor
Lead CustodialWorker
Maintenance Worker I

DEPARTMENT PROGRAMMER ANALYST
Senior Department Programmer Analyst
Department Programmer Analyst

DEPARTMENT SYSTEMS SUPPORT
Department Support Supervisor
Department Systems Support Supervisor
Department Systems Support Coordinator
Department Systems Specialist
Department Systems Technician

MEDICOLEGAL DEATH INVESTIGATOR
Medicolegal Death lnvestigator Supervisor
Medicolegal Death lnvestigatorffechnician
Deputy Coroner (lnvestigator)

DEPUTY GOUNTY RECORDER
Recording Supervisor
Property Transfer Compliance Recorder
Senior Deputy Recorder
Deputy County Recorder I

DEPUTY TREASURER
Assistant Chief Deputy Treasurer
Deputy Treasurer

DETENTION OPERATIONS
Detention Operations Manager
Sheriff Support Specialist Supervisor

DETENTION SERVICES
Detention Services Manager

WCEA - LIST OF CLASS SERIES

CLASS CODE

2253
2250
2252
2259
2251
2258

4010

9008
9007
8002

0430
15175

0440
17652
17650
17600
17651

16052

2254
2255

Appendix C

GRADE

YQR
YOQ

YNP
WLL
WLL
WKK

YLL

YLL
WFF
WCC

YNO
WLL

YOO
YOO
YNN
WKL
WJJ

YPP
WMM
vvl\4M

YKK
WI

WHH
WGG

YMM
YLL

YQO
YKK

0134
01 35

01 33
0130

031 I
0322

2223
2221

52
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CLASS TITLE

Detention Programs Coordinator

DEVELOPMENT OFFICER

E.GOV INFORMATION OFFICER

ELIGIBILITY WORKER
Eligibility Case Compliance Reviewer
Eligibility Supervisor
Eligibility Certification Specialist ll
Eligibility Certification Specialist I

EMERGENCY MEDICAL SERVICES
Emergency Medical Services Program Manager
Emergency Medical Services Coordinator

ENVIRONMENTAL ENGINEER
Senior Licensed Engineer
Senior Environmental Engineer
Environmental Engineer ll
Environmental Engineer I

ENVIRONMENTALIST
Environmental Health Specialist Supervisor
Senior Environmehtd Health Specialist
Environmental Health Specialist

Environmental Health Specialist Trainee ll
Environmental Health Specialist Trainee I

Environmental Health Aide

EPIDEMIOLOGIST
Senior Epidemiologist
Epidemiologist

EQUIPMENT MECHANIG
Equipment Services Superintendent
Equipment Services Supervisor
Heavy Equipment Mechanic Supervisor - GerlachA/ya
Heavy Equipment Diesel Mechanic
Grounds Equipment Mechanic
Equipment Services Worker ll
Equipment Services Worker I

EQUIPMENT PARTS WORKER
Equipment Parts lnventory Control Supervisor
Equipment Parts Specialist
Storekeeper

WCEA. LIST OF CLASS SERIES

CLASS CODE

15331

5008

7005

6147
6148
6150
6149

Appendix C

GRADE

YMM

YNN

YNN

YLL
YKK
WI

WHH

YOO
YNN

YRS
YOP
YNO
WLL

YQQ
YOO
YNN

WLL
WKK
WFF

YPP
YOO

YRR
YMM
YLL
WKK
WI

WFF
WCC

Ylt
WGG
WEE

17675
0644

3019
3038
3041
3040

0615
0613
0614

0612
061 1

17450

'15200

8109
8101
8103
8102
8111
8100

15451
0648

8112
81 10
0400
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WCEA - LIST OF CLASS SERIES

CLASS CODECLASS TITLE

ESTATE INVESTIGATOR SERIES
Probate Estate Case Manager
Public Administrator Estate I nvestigator

EVIDENCE PROPERTY CONTROL CLERK

FAMILY COURT INVESTIGATIVE SPECIALIST
Family Court lnvestigative Specialist ll
Family Court lnvestigative Specialist I

FAMILY SUPPORT SPECIALIST
Family Support Program Manager
Assistant Manager/Family Support
Family Support Supervisor
Family Support Specialist

FISCAL MANAGER/SHERIFF'S OFFICE

FORENSIC MEDICAL TRANSCRIBER

FORENSIC TECHNICIAN
Forensic lnvestigator ll
Forensic lnvestigator I

GEOMATICS TECHNICIAN
Geomatics Specialist
Geomatics Technician

GIS SPEGIALIST
GIS Mapping Supervisor
GIS Specialist

GRANTS COORDINATOR

GUARDIAN CASE MANAGER
Supervising Guardian Case Manager
Guardian Case Manager ll
Guardian Case Manager I

Guardian Case Manager Trainee

HEALTH EDUCATOR
Health Educator Coordinator
Health Educator ll
Health Educator I

HORTICULTURE
Horticulturist

0187
0189

0054

17702
15250

1023
1024
1012
1014

17653

0175

2226
2225

16150

16132

3004
0720

15153

0190
0188
17951
17950

17625
0628
0627

Appendix C

GRADE

YOO
WKK

WHH

YNN
WLL

YOO
YOO
YKK
WI

YRR

WHH

WLL
WJJ

WIT4M

WKK

WKK

WLL

YOO
WLL
WKK
wil

YNN

YMM

WLL

YLL
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CLASS TITLE

Horticulture Assistant

WCEA - LIST OF CLASS SERIES

CLASS CODE

0068

'15333

0510
0509

Appendix C

GRADE

WI

YKK
WJJ
WHH

YPP
wll

WHH
WGG

YQR
YPQ
YNN

WLL

YPP
WGG
WEE
WDD
WCC
WBB

WJJ

YJJ
WFF
WEE

YJJ
WGG

YKK

YPP
WLM
WKK

HUMAN RESOURCES SPECTALIST
Human Resources Specialist lll
Human Resources Specialist ll
Human Resources Specialist I

HUMAN SERVICES SUPPORT SPECTALIST
Human Services Program Supervisor
Senior Human Services Support Specialist
Human Services Support Specialist ll
Human Services Support Specialist I

HYDROGEOLOGIST
Water Resources Program Manager
Senior Hydrogeologist
Hydrogeologist ll

Hydrogeologist I

IMAGING AND RECORDS MANAGEMENT
lmaging and Records Management Supervisor
lmaging Equipment Technician ll
Records Management Technician ll
Records Management Technician I

lmaging Equipment Technician I

lmaging Equipment Technician Trainee

INMATE CLASSIFICATION/INMATE ASSIST. SPEGIALIST

INMATE PROPERTY
lnmate Property/Services Supervisor
Supply Specialist
Property lnventory Clerk

INMATE WORK PROGRAM LEADER
lnmate Work Program Supervisor
lnmate Work Program Leader

INVESTIGATIVE ASSISTANT
CivilSupervisor
lnvestigative Assistant

INVESTTGATOR (PUBLIC DEFENDER)
Chief lnvestigator (PD)
lnvestigator ll (PD)
lnvestigator I (PD)

16075
6127
6129
6128

3053
3030
3052

3051

0201
0203
0055
0056
0202
0200

2241

2203
2201
0410

2206
2204

16326
1013

15525
1015
1011

wil
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CLASS TITLE

IRRIGATION SPECIALIST
lrrigation Specialist
Maintenance Worker ll
Maintenance Worker I

JAIL COOK
Food Manager
JailCook

LATENT FINGERPRINT EXAMINER

LEGAL SEGRETARY
Legal Secretary Supervisor
Legal Secretary Lead
LegalSecretary

LIBRARIAN
Senior Public Services Librarian
Librarian lll
Systems and Access Services Librarian
Librarian ll
lnternet Services Librarian
Librarian I

LIBRARY ASSISTANT
Senior Library Assistant
Library Assistant lll
Library Assistant ll
Library Assistant I

Library Aide

MANAGEMENT ANALYST

MENTAL HEALTH GOUNSELOR
Mental Health Counselor Supervisor
Mental Health Counselor ll
Foster Care Training and Support Specialist
Mental Health Counselor l

MITIGATION SPECIALIST

NATURAL RESOURCES MANAGER

NNCTC INFRASTRUCTURE LIAISON COORDINATOR

WCEA - LIST OF CLASS SERIES

CLASS CODE

4028
8003
8002

9006
2242

2260

Appendix G

GRADE

WGG
WFF
WCC

YLL

WHH

WLL

YKK
WJJ
wI

YOO
YOO
YOO
YNN
YNN
YKK

YJJ
WHH
WGG
WEE
WAA

YNN

YQQ
YPP
YPP
YNN

WLM

YRR

YPP

0104
0102
0101

1 7300
5024
5028
5022

16900
5020

5018
5016
5014
5012
5000

16501

6145

17101

16350

6154
61 53

16550
6152

NNCTC INTELLIGENCE ANALYST
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

PAINTER
Painter Supervisor
Painter

PARK RANGER
Parks Operations Superintendent
District Park Manager
Park Ranger ll
Parks Ranger I

PARKS MAINTENANGE
Parks Operations Superintendent
Golf Maintenance Supervisor
Parks Maintenance Supervisor
Senior Grounds/Parks Maintenance Worker

Maintenance Worker ll
Maintenance Worker I

Laborer

PAYROLUPERSONNEL CLERK

PAYROLL SUPERVISOR
County Payroll Supervisor
PayrollTechnician ll
PayrollTechnician I

PERSONAL PROPERW FIELD REPRESENTATIVE

PLANNER
Planning Manager
Senior Planner
Natural Resources Planner
Park Planner
Planner
Assistant Planner

PLANNING TECHNICIAN
Planning Technician
Plans/Permits/Applications Aide

PROGRAM GOORDINATOR
Program Coordinator
Program Assistant

CLASS CODE

8131

81 30

4029
16130
4017

16875

Appendix C

GRADE

YKK

YRR
YOO
WKK
WI

YRR
YLL
YLL
YJJ

WFF
wcc
WAA

WHH

YLL
WJJ
W.IH

wll

YRR
YOO

WNN
WJJ

WHH
WGG

YLL
YKK

WI

4029
16137

16136
8023

8003
8002
8000

0513

0317
17451
0514

0341

0712
0706
16750
4036
0705
0704

0703
0'178

0171
0172

PROJECT COORDINATOR - DA
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CLASS TITLE

WCEA - LIST OF CLASS SERIES

CLASS CODE

16701
3020

0414
0410

8133

16325
0646

15304
15303

5006

4018

s16135/16775
16134
16326
0103

4031
4011

17425

020s
0213
0212

2325

8352
8245
8243
8242
8003

Appendix G

GRADE

YQR
YNN

WHH
WEE

YQQ

YQQ
YOO

WLL
WKK

WJJ

YPP
YMM
YKK
Ylr

Yil
WGG

YQR

YLL
WGG
WDD

YNN

YLL
WJJ
WI

WGG
WFF

PROJECT MANAGER
Project Manager
Project Coordinator - CSD

PROPERW INVENTORY CLERK
Property lnventory Technician
Property lnventory Clerk

PROPERTY PROGRAM AND FISCAL CONTROL MANAGER

PUBLIG HEALTH EMERGENCY RESPONSE COORDINATOR
Public Health Preparedness Manager
Public Health Emergency Response Coordinator

PUBLIC HEALTH INVESTIGATOR
Public Health lnvestigator ll
Public Health lnvestigator I

PUBLIC INFORMATION OFFICER

RANGEMASTER

RECORDS CLERK
Administrative Services Manager
Sheriffs Office Records Manager
CivilSupervisor
Chief Records Clerk

RECREATION SPECIALIST
Recreation Coordinator
Recreation Specialist

REGIONAL COMMUNICATIONS COORDINATOR

REPROGRAPHICS SERIES
Print and Distribution Officer
Duplicating Equipment Operator ll
Duplicating Equipment Operator I

RISK MANAGEMENT ANALYST

ROADS MAINTENANGE
Roads Supervisor
Lead Heavy Equipment Operator
Heavy Equipment Operator
Medium Equipment Operator
Maintenance Worker ll

YLL
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CLASS TITLE

Maintenance Worker I

Laborer

SAFETY TRAINING/EOC COORDINATOR - CSD

SEGURITY ELEGTRONICS ADMINISTRATOR

SENIOR FINANCIAL ANALYST

SEWER SYSTEMS WORKER
Wastewater Collections Systems Supervisor
Sewer Systems Worker ll
Sewer Systems Worker I

SHERIFF SUPPORT SPECIALIST
Sheriff Support Specialist Supervisor
Sheriff Support Specialist - B/C/PC
Sheriff Support Specialist - Field Services
Sheriff Support Specialist - B/C/PC Trainee
Sheriff Support Specialist - Field Trainee

SIGN FABRICATOR
Sign Shop Supervisor
Sign Fabricator

SOCIAL SERVICES
Children's Services Coordinator Supervisor
Case Compliance Reviewer-CPS
Social Services Program Specialist
Social Services Supervisor
Foster Care Training and Support Specialist
Senior SocialWorker
SocialWorker lll
SocialWorker ll
SocialServices Case Manager ll
SocialWorker I

Social Services Case Manager I

CPS lntake Screener

STATISTTCIAN

STOREKEEPER

TECHNOLOGY NETWORK ENGINEER
Technology Project Coordinator
Sr. Technology Network Engineer
Technology Network Engineer ll

WCEA - LIST OF CLASS SERIES

CLASS CODE

8002
8000

17476

16125

16125

15827

3032
3031

2221
2205
2202
16525
16526

8138
8137

Appendix G

GRADE

wcc
WAA

WKK

WNN

WNN

WKK
WI

WGG

YKK
WHH
WHH
WGG
WGG

YJJ
WFF

6130
6138
6133
6136
16550
15335
6143
6142
15601
6141

15600
6137

YRR
YOO
YQA
YPP
YPP
YOO
YNN
YLL
YLL
YKK
YKK
WKK

15155

0400

15825
15838
15837

YNN

WEE

YQR
YPP
WLM
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CLASS TITLE

Technology Network Engineer I

TECHNOLOGY SUPPORT TECHNICIAN
Sr. Technology Support Technician
Technology Support Technician ll
Technology Support Technician I

TECHNOLOGY SYSTEMS ADMINISTRATOR
Technology Project Coordi nator
Sr. Technology Systems Administrator
Technology Systems Administrator Specialist
Technology Systems Administrator I I

Technology Systems Administrator I

TEGHNOLOGY SYSTEMS DEVELOPER
Technology Project Coord inator
Sr. Technology Systems Developer
Technology Systems Developer ll
Technology Systems Developer I

TELEPHONE TEGHNICIAN

UTILITIES
Utility Worker ll
Utility Worker I

VECTOR BORNE DISEASE
Vector Control Coordinator
Vector Borne Disease Specialist

VETERINARY TECHNICIAN

VICTIM WITNESS ADVOCATE

vlcTIM W|TNESS ADVOCATE (SHER!FF',S)

VIDEO PRODUCTION COORDINATOR

VOLUNTEER COORDINATOR

WATER AND SEWER PROJECT INSPECTOR
Water, Sewer and Civil Projects lnspector Supervisor
Water and Sewer Project lnspector
Engineering lnspector

WCEA - LIST OF CLASS SERIES

CLASS CODE

1 5836

Appendix C

GRADE

WKL

WKK
wll

WHH

YQR
YPP
YOO
WLM
WKL

YQR
YPP
YNO
YLL

WKK

WGG

YQQ
YNN

WJJ

WJJ

WJJ

wlt

YNN
WLL
WLL

15839
15830
15726

15825
15833
17900
15832
15831

15825
15840
15835
15834

2314

3014
3013

0616
16375

15052

1025

15154

0179

16876

17159
3045
3027

WI

wil
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WCEA - LIST OF CLASS SERIES

CLASS CODECLASS TITLE

WATER MANAGEMENT
Water Management Program Manager
Water Management Planner Coordinator
Water Management Planner

WlC PROGRAM MANAGER

Updated 0810112015

3053
3035
0723

0643

Appendix C

GRADE

YQR
YPP
YNN

YOO
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Appendix D
WCEA NON-SUPERVISORY

SUBSIDY SCHEDULE

POST 97198 (Under Aqe 651 Retiree
Years of Servlce Subsidy

POST 97198 (Under Ase 651 Retiree
Years of Serylce Subsidy

7 *

Years of
Service

Su0sjdy

5 $10.8.9e

5 SL L,3L

Z SL7?.73

8 s2A5.U

9 s238.s6

L0 s270.98

LT s303,40

L2 S33s.81

L3 s368.23

L4 s400.5s

15 Sqlz.ot

t6 S+os.qg

Ll s497.90

L8 ss30.32

19 $s62.73

20 Ssgs.1s

Years of
Service

Subsidv

5 S113.89

5 SL47.3L

Z $r&.2:
8 52L4.L4

I 5247.56

1.0 S280.98

1"1 5314.40

t2 s347.8L

L3 S3s1.23

+4 S4L4.6s

15 5448.49

L6 s48t.48

L7 Ss14.90

1.8 s548.32

19 ss81.73

20 s61s.15
*For the 18 month perio-d besinnine 7/1/2016 throush 12l3Ll2017. the subsidv schedule has increased 50,50 per month oer vear of service
overthe FY 15/16 subsidv rates
tt For the 12 month oeriod besinnins 1/1/2018 throueh 12131/2018. the subsidv schedule has increased 51.00 per month oer vear of service
over the prior vear/s subsidv schedule
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Appendix D
WCEA NON.SUPERVISORY

SUBSIDY SCHEDULE

POST 97198 (Over Aee 651 Retlree
Years of Servlce Slrbsidv

POST 97198 (Over aee 651 Retiree
Years of Service 5ubsidv

'!a

Years of
Service

Subsidy

5 5s7.so

g t6g.oo

! s80.s0

8 $e2.oo

9 s103.s.0

10 S11s.oo

LL s126.50

L2 $138.90

13 s14s.sp

L4 S161.oo

15 s172.s0

L6 s184.00

L7 s1e5.so

18 s207.00

L9 Szrs.so

20 s230.00

Years of
Service

Subsidv

5 562.so

6 S 7s.oo

Z Ssz.so

8 SlQo.oo

9 S 112.so

10 s12s.00

tt 5137.s0

L2 51s0.00

13 S162.so

L{ S17s.oo

1,5 S187.so

L6 s200.00

L7 5272.so

18 s22s.00

L9 s238.50

?0 Szso.oo
*For the 18 month period besinnins 7/1/2016 throush 1213U2017, the subsidv schedule has increased 50.50 oer month oer vear of service

over the FY 15/15 subsidv rates
*t Forthe 12 month oeriod beginnine U1l2018 throush L2131/20L8, the subsidv schedule has increased $1.00 oer month oervearofservice
over the prior vear's subsidv schedule
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This Agreement made and entered into this 1't day of July 2016, by and betuveen the

Board of County Commissioners of Washoe County, hereinafter refened to as the County, and

the Non-Supervisory Negotiating Unit of the Washoe County Employees Association, hereinafter

refened to as the Association.
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ARTICLE 1 . PREAMBLE

WHEREAS, the County and the Association are engaged in fumishing public services
essential to the health, safety and welfare of the residents of the County; and

WHEREAS, the County, its employees and the representatives of its employees have a high
degree of responsibility to the general public; and

WHEREAS, the parties to this Agreement and the employees covered by this Agreement
recognize their responslbility to provide the services for which they are involved without
intemrption; and

WHEREAS, the parties understand that the Board of County Commissioners is charged by
law with the duty and responsibility of operating and providing County Government services and in
carrying out those duties and responsibilities in employing County Employees in its operation. The
Terms and Conditions of employment of employees and County regulations and rules affecting
the employment of those employees are matters of mutual concem to the County and the
Association. !t is the intent and purpose of this Agreement to assure sound and mutually beneficial
economic and employment relations between the parties hereto; to attempt to provide an orderly
and peaceful means of conducting negotiations, exchanging communications and views and
resolving any misunderstandings or grievances and to set forth herein article form of this
Agreement between the parties covering rates of pay, wages, hours of work and other conditions
of employment;

NOW, THEREFORE, the parties enter into this Agreement as a means of maintaining a
harmonious relationship and fostering a responsible and peaceful labor relations policy.

ARTICLE 2 - RECOGNITION

ln accordance with the provisions of NRS 288, the County has recognized and does recognize
the Association as the exclusive collective bargaining representative of those employees in the
classifications set forth in Appendix A. This recognition is granted for the period during which the
Association qualifies as the exclusive representative of those employees under the provisions of
NRS 288.

The County shall provide monthly to the Association the name, classification and department
of each new hire by the County who would be eligible for inclusion within the unit. All information
furnished is for the exclusive use of the Association and shall not be used for another purpose or
be given to any other person or organization without the express written approval of the employee
involved.

This recognition does not include temporary seasonal employees, temporary full or part-time
employees who have worked less than six (6) consecutive months, intermittent hourly employees,
and Site Supervisors and Activity Leaders working less than 20 hours per week on a regular
basis.

Further, this recognition does not include individuals who are in the job classifications set forth
in Appendix A if the individual is an unclassified employee pursuant to Chapter 5.093 of the
Washoe County Code.
(Revised 7-1-01)

ARTICLE 3 . NON-DISCRIMINATION

A. Employee Rights
1. lt is a prohibited practice for The County or its designated representative willfully to:

(a) lnterfere, restrain or coerce any employee in the exercise of any right guaranteed
under Chapter NRS 288.

1



(b) Dominate, interfere or assist in the formation or administration of any employee
organization.
(c) Discriminate in regard to hiring, tenure or any term or condition of employment to
encourage or discourage membership in any employee organization.
(d) Discharge or othenrvise discriminate against any employee because he/she has signed
or filed an affidavit, petition or complaint or given any information or testimony undei this
chapter, or because he/she has formed, joined or chosen to be represented by any
employee organization.
(e) Refuse to bargain collectively in good faith with the exclusive representative as
required in NRS 288.150. Bargaining collectively includes the entire bargaining process,
including mediation and fact-finding, provided for in this chapter.
0 Failto provide the information required by NRS 288.180.

2. Any complaint alleging a violation of this subsection shall be submitted to the Local
Government Employee-Management Relations Board and shatl not be subject to the
Grievance Procedure, Article 32.

B. Non-Discrimination
1. The parties hereto agree not to willfully discriminate against any employee because of
race, color, religion, sexr sexual orientation, age, protected disability, naiional origin, or
because of political reasons or affiliations.
2. Any complaint alleging a violation of this subsection shall be submitted to the appropriate
administrative agencies having responsibility for enforcing state and federal laws goveming
non-discrimination in employment and shall not be subject to the Grievance Procedure, Article
32.

(Revised 7-01-01)

ARTIGLE 4 - DUES DEDUCTION

1. The County shall deduct dues from the salaries of Association members and pay over to
the proper officers of the Association the money so collected. Provided, however, that no
deductions shall be made except in ,accordance with a deduction authorization form
individually and voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall speciff any Association restrictions on the employee's right
to terminate his/ her dues deduction'authorization.
2. The Association shall indemnify and hold the County harmless against any and atl claims,
demands, suits and all other forms of liability, which shalt arise out of or by ieason of action
taken or not taken by the County at the request of the Association undei the provisions of
Section labove.
3. The Association shall certify to the County in writing the cunent rate of membership dues.
The County will be notified of any change in the rate of membership dues thirty (30) days prior
to the effective date of such change.
4. The County will continue to honor existing dues deduction authorizations currently on file.

ARTICLE 5 - EMPLOYEE REPRESENTATIVES

The County recognizes and agrees to deal with accredited employee representatives of the
Association on all matters covered by this Agreement.

The selection of employee representatives is the responsibility of the Association, provided,
however, that the total number of accredited employee representatives shall not exceed thirty
(30). This number shall include employee grievance representatives, the Board of Directors of the
Association (which includes the officers of the Association), and the members of the Association
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negotiating team. Employee representatives shall be selected in such a manner as to provide
representation for each major County facility.

The Association shall provide the County with a list of accredited employee representatives
and maintain its currency.

Release time for Board members, employee grievance representatives, and/ or members of
the Association's negotiating team shall be limited for the purpose of (1) attending County
functions/meetings, including negotiations (which term shall encompass statutory impasse
procedures), which have a direct impact upon the Association, (2) attending in accordance with
the provisions of Article 32, Grievance Procedure, to matters relating to grievances arising out of
alleged violations of this Agreement and (3) to aftend training conferences or conventions.
lncluded within this release time procedure is the authorization for each member of the
Association's negotiating committee and/or Executive Board to have a maximum of t hour per
week for meetings of the Association's negotiating committee and/or Executive Board during
weeks when the Association and the County have or are going to have one (1) negotiating
session. ln the event that the County and the Association meet for negotiations for more than one
time per week, then the above described release time limit will be increased by one (1) hour for
each such session in excess of one (1) session.

Release time requires the advanced approval of the concemed employee's supervisor.
Employees being contacted can be contacted during working hours only after obtaining approval
of the appropriate supervisor. Approval of requests for release time under this Article shall not be
unreasonably withheld.

When attending to the duties provided in this Article during work hours, employee
representatives shall be on compensated release time up to a total of 440 hours per year. To the
extent that the release time units above are exhausted, release time will be allowed with the
Association being responsible to reimburse the County for all straight time hours utilized by
employee representatives in excess of the total compensated release time above.
(Revised 7-1-08)

ARTICLE 6 - MANAGEMENT RIGHTS

The County has the right and is entitled without negotiation to:
(a) Hire, direct, promote, transfer, or assign employees;
(b) Suspend, demote, discharge, or take other disciplinary action against any employee
forjust cause;
(c) Lay off any employee because of lack of work or lack of funds;
(d) Determine staffing levels, establish job classifications, work performance standards,
the content of the workday, and workload factors;
(e) Determine the quality and quantity of services to be offered to the public and the
methods, means and personnel by which its operations are to be conducted;
0 Maintain the efficiency of its govemmental operations; and
(g) Take whatever actions may be necessary to carry out its responsibilities in emergency
situations.

Unless specifically modified by this Agreement, all rights and responsibilities of the County
shall remain the functions of the County. lt is further understood and agreed that these
management rights shall not contravene either the terms of this Agreement or the duty to
negotiate overthose subjects setforth in NRS 288.150, subsection 2.

ARTICLE 7 - CONSULTATION

The parties hereto will use their best efforts to consult with one another on matters of
personnel policies and practices, wages, hours and conditions of employment.
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ARTICLE 8 - SALARIES OF PERSONNEL

A. Salaries of Personnel
1. The Schedule of Salary ranges of all personnel covered bythisAgreement is setforth in
Appendix B, with the appropriate effective dates. The salary schedules listed in the
Appendices to this Agreement are subject to change during the term of the Agreement as a
result of changes to the retirement contribution rate provided for under NRS 286.421,3, (a),
(2). ln adopting the Schedule of Salary ranges, the parties recognize and agree that the
percentage differential between entry salary and maximum salary for a given grade ls not and
should not be the same for allgrades, and herein abandoned the previously agreed to uniform
differential of 35o/o from entry salaryto maximum for all grades.
2. The parties agree the following salary adjustments shall be made during the term of this
agreement:

a. Effective July 1 , 2016, the County agrees to provide a cost of living allowance to all
positions covered by the WCEA contract in the amount of 3.00%
b. Effective July 1 , 2017, the County agrees to provide a cost of living allowance to all
positions covered by the WCEA contract in the amount of 3.50%

3. The grade for each class represents the range of pay rates for full-time biweekly
employment unless the compensation plan specifically states othenryise. Unless otherwise
indicated in the compensation plan, rates of pay set forth represent the base total
compensation in every form except for overtime compensation. Reimbursement of an
employee for expenses incured in operating the employee's private motor vehicle for the
convenience of the County shall not be deemed to be a part of total compensation.
4. Each employee in the classified service shall be paid within the salary range in the grade
for the appropriate class.
5. An employee who works a fixed variable proportion of the established worloveek, such as
one-half time, one-quarter time, or hours as needed shall be paid for the actual hours worked.
6. The County shall pay retroactive pay to all employees who retired and began drawing
PERS, and to the family of employees who died between July 1, of the applicable contract
year and the date the WCEA contract is approved by the Washoe County Commissioners.
This term shall sunset and expire effective September 14,2016 and will be replaced with the
following term: Employees whose employment is terminated after June 30, 2018, but before
a successor agreement is reached, if applicable, shall not be entitled to receive retroactive
pay or benefits even if the successor agreement provides for retroactive increases in pay
and/or benefits. This provision shall apply regardless of the reason an employee's
employment has been terminated.

(Revised 7-01-16)

B. Merit Salary lncrease
1. The amount of the merit salary adjustment paid pursuant to the Washoe Coung Merit
PersonnelOrdinance shall be 5%.
2. lf giving the full merit salary adjustment would result in a salary exceeding that maximum
amount, the employee shall be given a reduced adjustment, which would result in a salary
equal to the maximum amount of the employee's salary range. However, if a merit increase
brings an employee within 1/2 percent of the top of the range, the employee shall be paid at
the maximum salary forthe range.
3. Authorized leave wtthout pay for 30 days or less shall not result in a new anniversary date.
Authorized leave without pay in excess of 30 days shall establish a new anniversary date
commencing with the employee's retum to active service.
4. An employee shall be eligible fora merit salary increase upon:
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(a) Each anniversary date of the employee's employment in such job classification
annually thereafter until the maximum salary is reached in that job classification. The
anniversary date is normally considered to be that date an employee commences work in
that job classification to which the employee has been most recently appointed.
(b) An employee who is not given a merit salary increase on the employee's annualmerit
review date is eligible to receive the merit salary increase at any later pay period within the
immediately succeeding annua! review period. Granting a delayed merit salary increase in
any suc@eding pay period shall not affect the employee's anniversary date, and will not
extend the annua! merit review date.

5. Within the employ of each County department, the procedures used to evatuate an
employee shall be uniformly and consistently applied in accordance with the guidelines
established by the Human Resources Department. ln the event a merit increase is not
granted, the employee will be informed in writing of the specific reason(s) for denial and may
within seven (7) days of such notification, request a review before the employee's supervisor
and the department head or the employee's designee to discuss the reason for the denia!.
The reason for the denial may be reviewed by the department head and Association repre-
sentative. Upon request of the employee or the supervisor, a representative of the Human
Resources Department may be present. lf no resolution is reached and the employee files a
grievance as provided for in this Agreement, the issue of whether the department acted
arbitrarily and capriciously in denying the merit increase may be submitted to arbitration.
6. For purposes of determining eligibility for merit salary increases, employees shall be rated
standard or better, and upon meeting such requirements shall then be eligible for a merit
increase. lf an employee does not receive the employee's performance evaluation within
ffieen (15) days after the employee's anniversary date, the merit increase shall be granted
retroactive to the date it was due. lf an employee is unavailable for the supervisor to give the
evaluation because the employee was on leave, or unavailable to meet, following their
anniversary date, the ffieen (15) days shall be extended for the period the employee was on
leave or otherwise unavailable.

C. SalaryAdjustments
When an error is discovered in an employee's compensation calculation, the Human

Resources Department shall make the appropriate adjustment retroactive, not to exceed one year
from the date the error is discovered.
(Revised 7-1-05)

When the merit salary adjustment is delayed solely through administrative or clericalenor, the
adjustment shall be made effective as of the date it was properly due.
(Added 7-1-10)

D. Hazard Duty Pay
For employees in the job classifications of Forensic lnvestigator, Sewer System Workers,

Environmenta! Health Specialist Supervisor, Sr. Environmental Health Specialist, or
Environmental Health Specialist who are'assigned to a drug laboratory response, or other
similarly hazardous situations requiring specialized hazardous materials training shall, on the
approval of the supervisor or designee, receive a five percent (5%) differential during the actual
period of time they are being utilized during an employee's working hours. The hazard pay
differential must be recorded on an hourfor hour basis or majorfraction thereof.
(Revised 7-1-15)
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A department head or designee may authorize employees in the job classifications of
Medicolegal Death lnvestigatorffechnologist, Sheriff Support Specialist (Field Services), Sheriff
Support Specialist (Booking/Central Control/Property Crimes), Communications Specialist and
Forensic lnvestigator ll to perform as Field Training Officers (FTO's). Such employees shalt
receive, in addition to their normal base hourly rate of pay, an additional five percent (5%) of base
salary as a differential pay during the actual period of time the employee is performing FTO duties
during an employee's normal working hours. The FTO pay differential must be recorded on an
hour for hour basis or major fraction thereof. This pay differential is intended to compensate the
employee for any special training, experience, and/or qualifications required to perform the duties
of a Field Training Officer.
(Added 7-01-16)

ARTICLE 9 - MEAL PERIOD/REST BREAKS

All employees shall be allowed at least a one-half (1/2) hour meal period scheduled
approximately in the middle of the employee's workday. This period of time shall be considered
the employee's time and not hours worked except as provided herein.

All employees shall be granted two fifteen (15) minute rest periods during the shift, which shall
not be combined except as provided below. Such breaks shall not be taken within one (1) hour of
the employee's starting time, quitting time, or meal breaks, and may not be accumulated or used
to supplement meal breaks, arrive at work late or leave work early except as provided herein.

Employees who are required to work shifts of eight (8) straight hours without a designated
meal period may request to have the two (2) rest breaks combined into a one-half (1/2) hour rneal
period. Under these circumstances, the meal period shall be considered as hours worked.

Rest periods shall be taken without loss of pay and the employee shall not be required to
make up such time.

Employees who are required to work four (4) or more hours beyond their regular shift shall be
granted a fifteen (15) minute rest period. To afford employees an opportunity for a meal during
such extended work schedules, employees may request that this additional rest period be
combined with an earlier rest period to create a one-half (112) hour meal period, which shall be
considered as hours worked.
(Revised 7-1-01)

ARTICLE 10 - STANDBY TIME AND CALLBACK

Standby time is defined as time, other than normal working hours, when an employee is
required by the employee's appointing authority or designee to notify the employee's department
of the employee's exact location or is required to carry an electronic pager so that the employee
may be immediately contacted. Employees are expected to report to work within forty-five (45)
minutes to one (1) hour from the time a call is received. This provision does not apply to Park
Rangers or Roads Supervisors who reside at County provided residences. An employee
assigned standby will be paid $5.00 per hour with a guaranteed minimum payment of $50.00 for
each standby assignment, except as provided for herein.

An assignment consists of a period of consecutive hours during which an employee is on
standby. For example, if an employee is assigned to standby between 5:00 p.m. and 12:00
midnight that same day, the employee shall be paid $50.00 for the seven (7) hours standby time
(one assignment). !f an employee is assigned to standby between 5:00 p.m. Friday and 8:00 a.m.
Monday, the employee shall be paid $315.00 for sixty-three (63) hours standby time (one
assignment). Except in an instance where an employee voluntarily consents; standby time
between 5:00 p.m. Friday until 8:00 a.m. the following Monday shall be assigned as one
continuous assignment. Absent the voluntary consent of an employee, no standby time
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assignment, during said sixtythree (63) hour time period shall be for less than the entire said time
frame. Employees working a non-traditionalworloiyeek who are placed on standby on times other
than 5:00 p.m. Friday through 8:00 a.m. the following Monday shall be paid the standby rate for
the actual hours of such assignment, subject to the guaranteed minimum payment refened to in
this Article.

lf an employee is called to work during a standby assignment, standby pay shall stop during
the period when the employee is working. ln this instance the employee shall only be paid for
actual hours on standby and shall not be guaranteed a minimum of $50.00 for each standby
assignment.

Any employee who is called back to work during a time when the employee is not regularly
scheduled to work, shall be paid for the actual time spent at work with a guaranteed minimum of
two (2) hours of worktime regardless of having worked less than two (2) hours except as provided
herein. lf an employee is called back to work more than once during the same off-duty period, the
employee shall not receive the guaranteed minimum of two (2) hours callback if the subsequent
callback period is within the hours for which the employee has already been compensated. lf the
subsequent callback is beyond the hours for which the employee has already been compensated,
another two (2) hour minimum callback shall apply. Examples: !f an employee is called back to
work at 9:00 p.m. and works until 9:30 p.m., the employee will be credited with two (2) hours of
work-time or as if the employee actually worked until 11:00 p.m. lf that employee is subsequently
called back to work at 10:00 p.m. that same evening and woiks until 10:30 b.m., tf," employee wiil
be credited with one-half (112) hour work-time for the second callback, or a total of two and
one-half (2-112) hours for both catlbacks. lf the second or third callback occurs at 2:00 a.m., the
employee will be credited with an additionaltwo (2) hours callback.

lf an employee is on standby and receives a work call and is not required to report to the
workplace but rather performs actual work at home, such time shall be considered as time
worked. Said work-time shall be rounded to the nearest ffieen minutes using normal round off
rules. lf an employee is compensated for work-time at home, standby pay shall cease for any hour
or portion thereof which the employee is compensated as hours worked. Such work time is not
considered callback and the two (2) hour minimum does not apply.

lf an employee is called in to work early, and works continuously through the beginning of the
employee's regularly scheduled work hours, the two (2) hour minimum does not apply.

The rate at which these hours are to be compensated shall be in accordance with the overtime
provisions under Article 13. The employee's work time shall start when the employee actually
reports to work and ends when the employee is released from work. Travel time from an
employee's home or non-work location to work and back shall not be considered as work time.
(Revised 7-1-05)

ARTIGLE {{ - REPORTING PAY/SUITABLE WORK PLACE

The County shall provide a safe and suitable work place, which shall include, but not be
limited to, the promulgation and enforcement of regulations prohibiting work place violence and
restricting employees from having a firearm in the employee's possession inside the work place or
in a County vehicle or piece of equipment, except where such possession is permifted (1) in the
performance of the employee's essentialfunctions, (2) where a judge is a permittee authorized to
carry a concealed firearm and canies a concealed firearm in the courthouse or courtroom
presided over by the judge or while traveling to and from the courtroom of the said judge, (3)
where a judge authorizes a permittee authorized to carry a concealed weapon and canies a
concealed firearm in the courthouse or courtroom presided over by the judge or while traveling to
and from the courtroom of said judge, or (4) where a prosecuting attomey of an agency or political
subdivision of the United States or of this state is a permittee authorized to carry a concealed
weapon and carries a concealed firearm in a public building. For purposes of this Article, the
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regular workday for full-time employees shall be considered to be eight (8) hours. A full-time
employee reporting for work and no work is provided due to such factors as inclement weather, or
a breakdown of a heating unit or other factor causing the closing of a building to the public or
causing discontinuance of a major unit of a project, said employee shall receive four (4) hours of
pay at the employee's regular rate of pay. ln the alternative, the County may require the affected
employee work at another building in the same department and at the same grade.

lf after four (4) hours an employee is released from duty for reasons as described above, the
employee shall not be required to report to another location and shall be paid for eight (8) hours of
work.

A part-time employee who reports to work and is released from duty as described above, shall
have the reporting pay prorated based upon the employee's regularly scheduled hours for the day
in question. Part-time employees may also be reassigned to another location under the same
conditions described above for full-time employees.
(Revised 7-1-99)

ARTICLE {2 - SHIFT DIFFERENTIAUSHIFT BIDDING

A. Shift Differential
All shift work performed between the hours of 6:00 p.m. and 6:00 a.m., shall be considered

night work. Payment for night work, in addition to regular compensation, shall be made at the rate
of six percent (6%) of base salary for those hours worked between 6:00 p.m. and 6:00 a.m.,
except as provided herein. !f an employee works a shift of which at least ffiy percent (50%) of the
hours are between 6:00 p.m. and 6:00 a.m., the employee shall be paid the differential for the
entire shift. No night shift differential shall be paid for overtime worked at either the beginning or
the end of a shift unless the regular shift hours qualify for the night shift differential. The shift
differential will not apply during the periods of time when the employee is on sick and annuat
leaVe, holidays and other Ieaves with pay, even though the employee is stillformally assigned to a
qualifying shift.
(Revised 7-01-04)

An employee who, at the direction of management for reasonable and articulable operational
needs, is reassigned from a bid shift eligible for the differential to a shift which is not eligible for the
differential shall continue to receive night shift differential for the remainder of the shift bid. There
shall be no carryover of night shift dffierential on a non-qualifying shift from one shift bid to another
shift bid.
(Added 7-01-05)

B. Shift Bidding

WC SHERIFF'S OFFICE:
Due to the nature of work being performed in the Sheriffs Office, it is recognized that certain

classifications covered by the agreement work in shifts. These classifications are: Sheriffs
Support Specialist - Booking/Central/Property, Sheriff Support Specialist - Field Services, Office
Assistant ll (working in lnmate Property), Communications Specialist Trainee, Communications
Specialist, and lnmate Work Program Leader. For the purposes of this agreement, shift bidding
shall be applied as follows:

Sheriffs Support Specialist (all options) - Employees in these classifications shall bid for
shifVdays off, by option within the classification, on the basis of seniority within the classification.
Bidding shall occur every four (4) months. An employee shall be allowed to continue on the same
shift until such time as he/she is bumped by a senior employee. An employee may not be
bumped from one option by a senior employee and may only transfer from one option to another
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option in the Sheriffs Support Specialist classifications when there is a vacancy in that option and
they are certified as proficient in that option by management. lf an emptoyee transfers to another
option and fails the required training program in the new option, he/she witl return to the
employee's previous option. The parties recognize that employees desiring to move from Sheriffs
Support Specialist - Field Service, to Sheriffs Support Specialist - Booking/Central Controlmust
follow the selection process applicable for promoting to another classification.

Office Assistant ll (lnmate Propertv) - Employees in this classification shall bid for shift/days
off by classification, on the basis of seniority within the classification. Bidding shall occur every
four (4) months. An employee shall be allowed to continue on the same shift until such time as
he/she is bumped by a senior employee.

Communications Specialist Trainee and Communication Specialist - Employees in these
classifications shall bid for shifUdays off by classification, on the basis of seniority within the
classification. Bidding shall occur every four (4) months.

lnmate Work Proqram Leader - Employees in this classffication shall bid for shifUdays off by
classification within their perspective work units (inside or outside) on the basis of seniority within
the classification. Bidding shall occur every six (6) months. An employee shall be allowed to
continue on the same shift until such time as the employee shall be bumped by a senior
employee. Notwithstanding the single classification, employees desiring to change work units
must follow the selection process applicable for promoting to another classification.

Genera! Provisions
The bid will be posted for at least seven (7) days before the date of bidding. The awarded

shift schedule shall be posted not less than fifteen (15) days prior to its effective date, which shall
be defined as the first day after the cunent schedule end date. The Sheriff may, for reasonable
and articulable operational needs, reassign employees who hold shift bids.

lf a shift bid results in an employee being scheduled to work two consecutive shifts, employee
shall work one-half of the required shift and shall be paid administrative leave for the remaining
one-half shift.
(Revised 7-1-13)

Seniority for bidding shall be determined by the employee's last continuous appointment date
within the classification within the Sheriffs Department. ln the event of a tie, seniority shall be
determined by the last continuous appointment date to any classification within the bargaining unit
of the Sheriffs Department. lf there is still a tie, seniority shall be determined by the rank on the
eligibility list in the classification for which bidding is occurring and, then by a drawing of lots if
there are identical rankings on the eligibility !ist.

ANIMAL SERVICES:
Lead Animal Control Officers. Animal Control Officers, Caretakers, KennelAssistants. Anima!

Service Assistants and Veterinarv Technicians - Employees in these classffications shall bid for
shifl/days off by classification, on the basis of seniority within the classification. The department
shall establish the shifUdays off for the bid, and bidding shall occur every six (6) months. The
schedule shall be posted not less than ffieen (15) days priorto its effective date.

The Department may, for reasonable and articulable operational needs, reassign employees
who hold shift bids.
(Revised 7-01-13)
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ARTICLE 13 - OVERTIME, WORK DAY, WORKWEEK

Except as provided herein, overtime means any time worked in excess of forty (40) hours in a
week. Workweek in this Article shall mean those hours worked between 12:01 a,.m. Monday and
ending 12:00 midnight Sunday.

An employee shall only be paid for actual hours worked. For the purpose of computing
overtime, however, except for time paid while on sick leave, time paid for but not worked including
vacation, compensatory time, holidays, and personal leave shall be considered as time worked.

With the exception of normal 'home-to-work'travel time, all travel time that is part of a one-
day assignment outside of the normal work area or travel time that takes an employee away from
home overnight is considered hours worked regardless of when the actual traveltime occurs. For
example, if an employee returns to Reno on an airplane at 11:00 p.m., after a four (4) hourflight,
the employee will be credited with four (4) hours of work time, even though the flight occurred
after 5:00 p.m. Upon arival at the airport, the travel time it takes the employee to anive home is
not considered hours worked but rather normal 'home-to-work' travel time. ln addition to the
actual travel flight-time, when an employee is attending mandatory training which is away from
home overnight, layover time and time spent awaiting a flight is considered hours worked,
provided, such time shall not exceed three (3) hours total per round-trip.

An employee whose position is budgeted for less than full-time shatl not be deprived of
additional work hours beyond the budgeted hours through the use of temporary or seasonal
employees underthe following condition: temporary or seasonalemptoyees shall not be utilized to
perform the duties of the permanent part-time employee during the period of temporary layoff of
the permanent part-time employee.

No employee shall be required to take time off during the workrnreek in tieu of overtime.
The County has the right to schedule employee hours and to order overtime, but in scheduling

employees' hours, shall endeavor to give an employee two (2) consecutive days off in a work
week as defined above in this article. ln exercising the right to schedule employee hours, the
County agrees to consider employee requests for altemative work schedules, provided,
establishment of such schedules is at the sole discretion of management. Except for
emergencies, in the event management elects to change an employee's regular work schedule,
management shall provide reasonable notice to the employee prior to the effective date of the
schedule change. ln the event an employee works an assigned schedute that does not contain
two (2) consecutive days off in the work week, said employee shall be paid a differential of five
percent (5%) above the employee's base pay for all hours worked in that work week, except as
provided herein. Failure to receive two (2) consecutive days off in a workweek as a resutt of
overtime is not considered part of an assigned schedule and shall not qualiff an employee for the
additional five percent (5%) differential.
(Revised 7-01-05)

Employees in the Non-Supervisory Unit shall receive overtime pay at the rate of one and one
half (1-112) times their regular rate of pay. Such compensation shall be in the form of a cash
payment or compensatory time off. Compensatory time off shall be limited to a total accumulation
of two hundred forty (240) hours, except for the job classification of Communications Specialist
Trainee, and Communications Specialist or any other classification or job title that qualifies under
FLSA regulations may accumulate up to four hundred eighty (480) hours of compensatorytime.

The decision as to whether compensation for overtime work shall be made in cash or time off
shall be made at the time it is worked and shall be solely the decision of the employee. lf an
employee who has accumulated overtime credit terminates County employment before
accumulated time has been taken or compensated for, all accumutated overtime shall be
compensated for by the employing office or department at the time of termination.

Nothing in this Article shall require payment for overtime hours not worked. Overtime shall not
be paid more than once for the same hours worked. Except for that overtime which is required as
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a result of emergency conditions, all overtime must have previous authorization of the department
head or person acting on behalf of the department head, if compensation therefore is to be
effected.
(Revised 7-01-08)

ARTICLE {4. CAREER TNCENTIVE

All employees covered hereunder who have completed a total of five (S) years or more of
full-time service with the County and who have been rated standard or bettei pursuant to the
applicable performance evaluation program shall be entitled to longevity pay as shown in thetable
below calculated at the rate of one hundred dollars ($1001 per year of service up to a maximum
annual payment of three thousand dollars ($3,OOO; for thirty (30) years or more of service.
Employees who have worked or are now working in a permanent part-time position are eligibte for
Career lncentive after having worked or after having been in a paid leave status the same number
of hours equivalent to a full-time employee.

An employee's seniority for career incentive shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or uhless an employee who separates is reemployed within
one (1) year and then works a minimum of one (1) year upon reemployment.

The period of time an employee is on leave without pay in excess of thirty-one (31) calendar
days shall not count as qualifuing time for career incentive.

An emptoyee's eligibility for longevity pay shall be reviewed as of June I and December t of
each year with payment to be effected in equal semiannual installments payabte on the first
payday of June and December immediately following a determination of eligibility. ln order for an
employee not to receive a semiannual longevity payment, the employee must have received a
below standard performance evaluation during the six-month period immediately preceding the
semiannual eligibility review date.

For qualifying employees retiring or resigning before the due date of any semiannual
increment, the amount of the payment shall be prorated.

Total Years of Annual Longevity
Full-Time Service Payment

Amount of Semi-Annual
lnstallments

5-6
6-7
7- I
8-9
9-10

10- 11
11- 12
12- 13
13- 14
14 -15
15- 16
16- 17
17- 18
18- 19
19-20
20-21

$500.00
600.00
700.00
800.00
900.00

1,000.00
1,100.00
1,200.00
1,300.00
1,400.00
1,500.00
1,600.00
1,700.00
1,800.00
1,900.00
2,000.00

$250.00
300.00
350.00
400.00
450.00
500.00
550.00
600.00
650.00
700.00
750.00
800.00
850.00
900.00
950.00

1,000.00
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21-22
22-23
23-24
24-25
25- 26
26-27
27-28
28- 29
29-30
30- or more

(Revised 7-1-94)

2,100.00
2,200.00
2,300.00
2,400.00
2,500.00
2,600.00
2,700.00
2,800.00
2,900.00
3,000.00

1,050.00
1,100.00
1,150.00
1,200.00
1,250.00
1,300.00
1,350.00
1,400.00
1,450.00
1,500.00

ARTICLE 15 - HOLIDAYS

A. Recognized Holidays: The following official legal holidays will be observed by the County
and its employees in accordance with NRS 236.015 and the Nevada PERS Official Policies
(286.025):

1. January 1 (NewYea/s Day)
2. Third Monday in January (Martin Luther King, Jr.'s Birthday)
3. Third Monday in February (President's Day)
4. Last Monday in May (Memorial Day)
5. July 4 (lndependence Day)
6. First Monday in September (Labor Day)
7. Last Friday in October (Nevada Day)
8. November 11 (Veterans' Day)
9. Fourth Thursday in November f[hanksgiving Day)

10. Day after Thanksgiving (Family Day)
'11. December 25 (Christmas Day)

Any other day declared as a State holiday by the Governor of the State of Nevada, or by the
President of the United States to be a legal national holiday or day of mouming when public
offices are closed or added to NRS 236.015 shall also be recognized as a County holiday.

Employees working other than the standard Monday through Friday workweek are entitled to the
same number of holidays as employees working a standard Monday through Friday worl$veek.

Compensation for'holiday pay' hours (not worked) can only be taken as cash. Employees have
a choice of taking 'holiday worked" or'holiday overtime' hours, at the time it is worked, as either
cash or compensatory time as outlined below:

B. Weekend Holidavs: lf January 1, July 4, November 11, December 25 or any other day
declared as a new recognized State or National holiday falls upon a Saturday, the Friday
preceding must be observed as the legal holiday; if any of these same holidays fall upon a
Sunday, the Monday following must be observed as the legal holiday. Employees required by
their department to work on an actual January 1, July 4, November 11, or December 25
traditiona! holiday when this holiday falls on a Saturday or Sunday will be compensated at one
and one-half ( n times the employees hourly rate of pay for all hours worked on the actual
traditional holiday.

C. Holidav Elisibilitv: ln order to be eligible for holiday pay, an employee must be in a paid
status both the scheduled work day before and the scheduled work day after the holiday.
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Employees on leave without pay (LWOP) are not eligible for holiday pay benefits except for
those employees called to military duty and on a military leave without pay. Employees who
are off-duty on worke/s compensation shall be considered on paid status and shal! receive
holiday pay. Employees hired on a holiday or hired the day after a holiday are not eligible to
be paid for that holiday. Employees leaving County service in a pay period that contains a
holiday will not be paid for the holiday unless he/she is in a paid status both the scheduled
work day before and the scheduled work day afterthe holiday.

D. Holidav Pav: For purposes of this Article, dependent on an employee's regularly
assigned/bid work day, 'holiday paf (Code 0005) shall be defined as an increment of pay
equal to the work hours of the employee's regularly scheduted shift (i.e. eight (8), or ten (10)
hours) at an employee's regular, straight time hourly pay rate and can only be taken as cash
except as provided herein:

a. Part-time employees shall be entitled to a prorated number of holiday hours based
upon the ratio of the number of hours in their regularly scheduled worlcryeek to a
normalforty (40) hourworl$/eek rounded to the nearest 1S-minute increment.

b. When a holiday of less than a full day is appointed, part-time benefit eligible
employees will be entitled to the fractional equivalent time off. That is, an employee
who regulady works four (4) hours per day will be given two (2) hours off for a four (4)
hour holiday.

c. Non-benefited temporary, seasonal and intermittent hourly employees are not eligible
for holiday pay. Time worked on a holiday would be considered regular hours.

d. Employees temporarily re-assigned for a week or longer to an assignment that is less
than his/her normal regularly scheduled hours (i.e. working five (syeight (8) hour days
vs. a normal four (4)/ten (10) hour days) during a worloyeek containing a holiday shall
only be entitled to holiday pay at the lower temporary schedule (i.e. 8 hours vs. 10
hours).

e. Employees on a light-duty assignment during a week which contains a holiday shall
receive holiday pay in accordance to his/her light duty work schedule.

f. Holiday Pay hours may fluctuate from holiday to holiday due to where the Holiday, as
defined by this article, occurs within an employee's assigned work schedule (i.e.
employee working an 8, 8, 12, 12 schedule may sometimes receive an 8 hour holiday
or a 12 hour holiday depending on the day the Holiday falls).

g. Under no circumstances should work schedules be arbitrarily changed during a
holiday week, unless assigned and approved by management.

1. Holidav Not Worked: lf a holiday, as defined by this article, falls on the employee's
regularly scheduled work day and the employee does not report to work and instead has
the day off then the employee shall receive holiday pay, taken as cash only, at their
regular, straight time hourly pay rate for the amount of hours that the employee would
have normally worked. Part-time benefit eligible employees are pro-rated for the holiday,
as defined above.

2. Holidav Off (RDO): lf a holiday, as defined by this article, falls on the employee's regular
day off (RDO), then the employee shall receive eight (8) hours of holiday pay (Pay Code
0005), taken as cash only, at their regular, straight time hourly pay rate. These holiday pay
hours count towards the 4Ghour workweek for overtime purposes as defined in Article 13

- Overtime, Work Day, Work Week. Part-time benefit eligible employees are pro-rated for
the holiday, as defined above.
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3. Holidav Worked: lf an employee works on a holiday, as defined by this article, he/she
shall be compensated for working the holiday by receiving 1.5 times his/her regular, hourly
pay rate for each hour or major fraction worked on that holiday up to a maximum of his/her
regularly scheduled shift, in addition to receiving holiday pay. The decision as to whether
compensation for "holiday worked" hours shall be in cash and/or compensatory time shall
be made at the time it is worked and shall be solely the decision of the employee.
compensation for "holiday paf hours (Pay code 0005) must be taken as cash.

4. Holidav Overtime: lf a full-time employee works over the maximum of his/her regularly
scheduled shift on a holiday or a part-time benefit eligible employee works over eight (8)
hours on a holiday, as defined by this article, he/she shall be compensated by receiving
2.5 times his/her regular, hourly pay rate for each hour or major fraction worked on that
holiday, in addition to receiving holiday worked pay and holiday pay. The decision as to
whether compensation for "holiday overtime" hours shall be in cash and/or compensatory
time shall be made at the time it is worked and shall be solely the decision of the
employee. Compensation for'holiday pa/ hours (Pay Code 0005) must be taken as
cash.

5. Holidav Durinq Leave: lf a holiday, as defined by this article, occurs during an
employee's scheduled vacation, sick, compensatory, personal or other paid leave, that
holiday shall be charged as'holiday pa/ and not be charged as leave.

6. Holidav Reportinq: The employee's shift schedule determines when and if an employee
should report holiday hours on a recognized holiday, as defined by this article. Employees
must report all applicable holiday hours on the day their shift begins or in accordance to
the current practice set by management.
(Revised 7 -1 -16; Effective 1 0-28-1 6)

ARTICLE 16 - VACATION

A. Vacation Accrualfor Full-time Employees
1. On the first day of the pay period following the completion of six (6) months continuous
County service, each employee who is employed full-time shall be entitled to forty-eight (48)
hours vacation leave.

Thereafter, employees shall accrue vacation credit at the biweekly equivalent of the rates
established below.

Annual Vacation Earning Rate
Years of Gontinuous Service Hours Earned

Less than three (3) years g6 hours

Three (3) but less than five (5) years 136 hours

Five (5) but less than ten (10) years 152 hours

Ten (10) but less than ffieen (15) 176 hours

Fifteen (15) but less than twenty (20) 192 hours

Twenty (20) years or more 200 hours
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2. For the purpose of computing credit for vacation, each employee shall be considered to
work not more than forty (40) hours each week.

B. Vacation Accrualfor Part-time Employees, Employees Holding More than One Position
1. On the first day of the pay period following completion of six (6) months' of continuous
County service, and thereafter, each part-time employee shall be allowed vacation credit
prorated on the basis of the rates established in Section A for full-time employees. \A/hen an
hourly paid employee works in excess of forty (40) hours per week, the excess hours shall not
be credited for purposes of computing vacation with pay.
2. An employee who holds two ol more part-time positions in the County service may
combine the time in both positions for purposes of computing credit for vacation with pay.
Combined part-time positions with the County shall not aggregate more than eight (8) hours
per day total work time for vacation purposes. Authorized overtime shall not be credited for
purposes of computing vacation with pay.

C. Genera! Provisions
1. An employee's seniority for vacation accrual shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of
a layoff in which case bridging will be authorized if the employee is reemployed in a
permanent position in accordance with Article 24, or unless an employee who separates is
reemployed within one year and then works a minimum of one year upon reemployment.
2. Vacation credit shall accrue only while an employee is in a paid status.
3. The time when vacation is to be taken shall be determined by the appointing authorig after
considering the needs of the service and the seniority and wishes of the employees. Vacation
leave shall be charged on an hour for hour basis or major fraction thereof, if an employee has
worked less than forty (40) hours in a week. Vacation credit may be accumulated from yearto
year not to exceed two hundred forty (240) hours. Amounts in excess of two hundred forty
(240) hours as of the end of the biweekly pay period encompassing December 31"t, shatl be
forfeited as of that pay period, PROVIDED HOWEVER, if an employee:

(a) On or before October 15, requests permission to take annual leave; and
(b) The employee's request is denied for any reason;the employee is entitled to payment
for any annual leave in excess of two hundred forty (240) hours which the employee
requested to take and which the employee would othenruise forfeit as the result of the
denial of the employee's request. The payment for the employee's unused annual leave
must be made to the employee not later than January 31. Vacation leave shall not be
granted in excess of the vacation credit earned. Vacation taken during a biweekly pay
period shall be charged before vacation earned during that pay period is credited.

4. Except as otherwise provided in this Article, upon separation from service for any cause,
an employee shall be paid a lump sum payment for any unused or accumulated vacation
earned through the last day worked. lf this date is earlier than the last day of the pay period,
the vacation shall be prorated.
5. Once an employee's use of vacation hours has been approved by the appointing authority
or his designee, the employee shall be allowed to take the vacation hours as approved unless
the operational needs of the County require that vacation leave approval be rescinded. ln the
event that a rescission of approval occurs, the County shall reimburse the employee for any
actual and reasonable non-refundable fees and costs incuned in connection with scheduling
of the vacation at the previously approved time. Requests for reimbursement of the non-
refundable fees and costs shall be submitted to the appointing authority, together with the
supporting documentation and receipts, and forwarded to the Comptroller for reimbursement.

(Revised 7-1-99)
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ARTICLE 17 - SICK LEAVE

A. Sick Leave Accrual
Each employee in the service of the County for less than ten (10) years shall be credited with

sick leave at the rate of one and one-fourth (1-114) working days for each month of full-time
service, which is cumulative from year to year.

Part-time employees shall be allowed prorated sick leave on the basis of one and one-fourth
(1-114) days of credit for each equivalent month of full-time service.

Each employee in the service of the County for ten (10) or more continuous years of service
shall be credited with sick leave at the rate of one and one-halt (1-1t2) working days for each
month of full-time service, which is cumulative from year to year.

Sick leave credit shall be earned only while the employee is in a paid status.
An employee's seniority for sick leave accrual shall include all periods of service from the

employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemptoyed in a permanent
position in accordance with Article 24, or unless an employee who separates is reemployed within
one (1) year and then works a minimum of one (1) year upon reemployment.

B. Sick Leave Accrualfor Employees Holding More than One Position, Hourty Paid Employees.
The provisions of Article 16 (Vacation) shall likewise appty to the eaming of sick teave for such

employees described in that Article.

C. Sick Leave Accrual and Payment on Separation.
An employee separated from the service shall earn sick leave only through the last working

day for which he/she is entitled to pay. lf this date is earlier than the last day of the pay period, the
sick leave with pay shall be prorated for that pay period. Upon death, retirement, or permanent
disability, or upon termination of an employee after ten (10) years of full-time employment, or its
equivalent if the employee has not served as a full-time employee, for reasons other than for just
cause under Articles 31 and 33 hereof, an employee shall be compensated for the accumulated
sick leave in excess of three hundred (300) hours at the rate of one (1) houls pay at the
employee's regular hourly rate for every two (2) hours of sick leave accrued up to a maximum
payment of eight hundred (800) hours. There shall be no payment for sick leave accrual balances
of three hundred (300) hours or less.

An employee, who is laid off and is reemployed under the provision of Article 24 of this
Agreement, shall have the employee's previously uncompensated accrued sick leave at time of
layoff restored.
(Revised 7-1-13)

D. Use of Sick Leave
Sick leave shall be charged on an hourly basis for each full hour or major fraction thereof if an

employee has worked less than forty (40) hours in a workweek.
An employee is entitled to use accrued sick leave only:

When incapacitated to perform the duties of the employee's position due to sickness,
injury, or adoption. When incapacitated to perform the duties of her position due to pregnancy
or childbirth. The use of sick leave for adoption is limited to the following conditions: (a) both
parents may use sick leave for the specific legal process involved in obtaining an adoption;
and (b) a female employee may use up to a total of six (6) weeks of sick leave, inclusive of the
amount of sick leave used in (a) above, if the adoption invotves a newbom infant. This six-

16



week period coincides with the length of time a female is normally incapacitated after giving
birth to a child.

When quarantined;

when receiving required medical or dentar service or examination; or

Upon illness in an employee's immediate family where such illness requires the
employee's attendance. For this purpose, "immediate family" means the employeels spouse,
parents (including step and foster), children (including step or foster), and ionespbnding
relations. by qffintty to the above, brothers and sisters, and if living in the employee'i
household, includes grandchildren, and domestic partners pursuant to NRS 122A.
(Revised 7-1-10)

ln the event of a death in the employee's immediate family, the employee may use accrued
sick leave in the amount of five (5) days for attending the funeral and trivel to ind from, and
attending to any family related business matters. Forthis purpose "immediate family" is defined as
the employee's spouse, parents (including step and foster), children (including step and foster),
brothers, sisters, grandchildren, grandparents, aunts, uncles, nieces, nephewq or corresponding
relation by affinity, or domestic partner as defined by NRS 122A. Should additional leave be
necessary, the Department Head may authorize the use of existing accrued leave credits or
authorized leave without pay.
(Revised 7-1-10)

E. Approval and Substantiating Evidence for Sick Leave
The appointing authority shall approve sick leave only after having ascertained that the

absence was for an authorized reason. For absences in excess of 3 days, or cases of apparent
abuse, he/she may require the employee to submit substantiating evidence, including but not
limited to a physician's certificate.

F. Transfer of Vacation Leave
Employees shall be allowed to voluntarily transfer up to a maximum of eighty (80) hours of

their accumulated vacation leave during any calendar year to another employee who has less
than eighty (80) hours of combined sick leave, vacation and compensatory ieave, but who is
othenruise eligible to take paid sick leave in accordance with the provisions of this section.

An employee's donation of vacation leave shall be in increments of four (4) hours. Donated
vacation leave will be logged into the potential credit of the recipient employee in the order in
which such donated time is received. Such time shall be transfered to the recipient emptoyee in
blocks of up to eighty (80) hours to cover a biweekly pay period in the order in whiclL such
donated time is received. When the donated vacation leave is transfened, it shall be converted
into money at the hourly rate of pay of the recipient employee. ln the event that the recipient
employee no longer requires the use of any donated vacation leave, the vacation leave that has
not been transfened to the recipient employee shall be returned to the donor employee.

The maximum number of hours that may be transfened to a recipient employee pursuant to
this Article is four hundred eighty (480) hours in any calendar year.

G. Persona! Leave
1. Personal Leave will be earned on a semi-annual basis as described herein:

(a) Pay Period #01- #13: Personal Leave Credit - July
Employees who use between 0 - 16.00 hours of sick leave during the start of pay period
#01 and as of the Iast day in pay period #13 in each calendar year shall receive twelve
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(12-hours) of Personal Leave credit at the end of the first fult pay period in July of that
calendar year. Employees who use between 16.01 - 20.00 hours of sick leave during
the start of pay period #01 and as of the last day in pay period #13, in each calendar
yeaf, shall receive four (4-hours) of Personal Leave credit at the time specified above.
(b) Pay Period #14 -#26 or #27: Personal Leave Credit - January
Employees who use between 0 - 16.00 hours of sick leave during the start of pay period
#14 and as of the last day in pay period #26 (or in the event of a 27h pay period in a
calendar year, pay period #27), shall receive twelve (12-hours) of Personal Leave credit
at the end of the first full pay period in January of the next calendar year. Employees
who use between 16.01 - 20.00 hours of sick leave during the start of pay period #14
and as of the last day in pay period #26 (or in the event of a27h pay period in a calendar
year, pay period #27), shall receive four (4-hours) of personal leave credit at the time
specified above.

2. Personal Leave earned in July and January of each calendar year must be used by the
end of pay period #26, or in the event of a 27h payroll paid in a calendar year, pay
period #27, and if not used will be forfeited. Under no circumstances will there be any
cash payment or cash value for Personal Leave credit that is not used. ln order to
receive this Personal Leave benefit, an employee must be in a pay status (eitherworking
or on paid leave) for all of the pay periods within the noted semi-annual period.

3. Permanent part-time employees shall receive a prorated amount of Personal Leave at
the same ratio as their regular work hours relate to a full-time work schedule. Part-time
regular work hours will be reviewed as of PP#13 or PP#26 or PP#27 using the weekly
working hours encoded in an employees Planned working Time record.

(Revised 7-1-14) (Effective January 1,2015)
4. The use of sick leave for attending the funeral of a family and travel to and from, and

attending to any family related business matters as described in paragraph D above
shall not count towards the sick leave usage when calculating personal leave, as outlined
in paragraph G.1. above. (Added 7-1-1O) (Effective December 26,2016)

H. Disability Retirement
An employee who applies for disability retirement under the Nevada Public Employees

Retirement System (PERS) shall be removed from the payroll and placed on disability retirement
no later than sixty (60) days from approval of said disability retirement by PERS. Employees hired
prior to September 17, 1997, who are incapable or restricted in the performance of their position
for health reasons, who pursue either regular or disability PERS benefits, may apply for up to
three years credit towards reaching the next plateau for payment of their health insurance
premium upon retirement. Such application shall be to the Director of Human Resources who
shall have discretion to grant or deny said request after review of all submitted health records and
consultation with the employee and appointing authority.
(Revised 7-01-04)

l. The County agrees to continue efforts with PERS to gain authorization for the County to make
the payment for accrued sick leave, per the qualifications and formuta contained in this
agreement, vacation and compensatory leave directly to PERS to purchase retirement credit on
behalf of any employee who so elects, and the parties agree to implement said poticy and
incorporate it into the agreement upon such approvalby PERS.
(Added 7-01-05)

Following ratification of the July 1 ,2OAS labor agreement, the parties agree to form a committee
of management and association representatives to study options relating to issues surrounding
sick leave usage, sick leave incentive programs, paid time off, and other concepts and best
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practices utilized in these areas. The determination of the feasibility of implementation of such
programs shall be reserved to negotiations of the successor labor agreement unless mutually
accepted, ratified and approved by the respective employee associations and the Washoe
County Board of County Commissioners.
(Added 7-01-0s)

ARTICLE {8 - LEAVES OF ABSENCE

1. A leave of absence may be granted to any employee occupying a permanent position. A
leave of absence shall be granted only to an employee who desires to retum therefrom to the
County service and who at the time the leave is granted has a satisfactory service record.
2. Leaves of absence for thirty (30) working days or less in any calendar year may be
granted upon the approval of the appointing authority. Leaves for a longer period and up to
one (1) year may be granted upon the recommendation of the appointing authority and the
approval of the County Manager or his or her designee.
3. Upon request of the appointing authority and approval of the County Manager or his or her
designee, a leave of absence may be granted to an employee who desires to attend school or
college or to enter training to improve the quality of the employee's service, who is temporarily
incapacitated by illness or is pregnant, who is loaned to another governmental agency for the
performance of a specific assignment, or for some other reason equally satisfactory. A leave
of absence shall not be granted to an employee who is accepting another position in the
classified service or who is leaving the County service to accept other employment, except as
provided in this subsection.
4. A leave of absence with pay must be granted to any County employee who is required by
law to appear and/or serve as a witness or juror for the Federal Govemment, the State of
Nevada, or a political subdivision thereof. The employee must be paid the employee's regular
salary while on leave of absence, but must remit to the employee's department head, for
deposit in the County general fund, all fees, which he/she may receive as a witness or juror.
The employee shall retain reimbursements for mileage and per diem. Court leave must not be
charged against the employee's vacation credit.
5. The Board of County Commissioners, upon the recommendation of the County Manager,
may grant leaves of absence without pay in excess of one year for the purpose of attending
extended courses of training at a recognized college or university, accepting a position in the
unclassified service, and for other purposes deemed beneficial to the public service.
6. Employees taking authorized educational leaves may elect to use accumulated annual
leave at their option.
7. Leaves of absence with pay may be granted by the appointing authority to atlow
employees time off to vote, pursuant to the provisions of NRS 293.463.
8. Leaves of absence with pay shall be granted to an employee, whether in the classified or
unclassified service, to act as a volunteer fireman or any regular organized and recognized fire
department for the protection of life or property during working hours or fractions thereof which
should othenruise have been devoted to County employment. Further, any employee whose
absence from the job is for the purpose of aiding in a public emergency as a volunteer
reserve member of a police department or sheriffs office may be relieved from the
employee's duties, without the loss of compensation, upon request and approval of the
employee's appointing authority, and with the approval of the County Manager/Board.
9. The parties recognize that Washoe County has addressed, on a discretionary basis,
employees called to active duty in any of the armed services of the United States or
Nevada, and where determined appropriate by the County, such employees have been paid
the difference between the employees regular County compensation and the employees
military compensation if the military pay is less than their County compensation. The County
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shall continue, at the request of the Association or an individual, to consider all such
requests, and shall provide a determination within 21 days of application for such pay; such
payment shall be at the discretion of the County.
10. Any employee who is an active member of the United States Army Reserve, the United
States Air Force Reserve, the United States Naval Reserve, the United States Marine Corps
Reserve, the United States Coast Guard Reserve, the United States Public Health Service
Reserve or the Nevada National Guard shall be relieved from the employee's duties, upon
request to the employee's appointing authority, to serve under orders on training duty without
loss of the employee's regular compensation for a period not to exceed fifteen (15) working
days in any one calendar year. Any such absence shall not be deemed to be such employee's
annual leave provided for by this Agreement.
11. The provisions of this article do not apply to any leave of absence that is governed by the
Family and Medical Leave Act.

(Revised 7-1-13)

ARTICLEf9-HEALTHPLAN

A. July 1 ,2016lnsurance Negotiating Committee (lNC) Agreement
The 2A17 Washoe County plan rates for the HMO and PPO are at the threshold that would

trigger the Affordable Care Act's (ACA's) "Cadillac Taf , an excise tax which will be imposed on
health plans that exceed federally defined values beginning in calendar year 2020. For the
calendar year 2020, those values are 910,200 for individuals and 927,500 for non-individual
plans.

The Parties hereto recognize and agree that paying the excise tax is not in the interest of
either party and agree to engage in efforts at the lnsurance Negotiation Committee (lNC) to
change plan designs to prevent the application of the tax on Washoe County health plans.

The Parties also recognize and agree that due to increasing health costs the INC must
agree to plan design changes beginning in plan year 2017, and continuing into subsequent plan
years, to avoid drastic cuts which will otherwise be required in2020 when the excise tax willfirst
be imposed. Jhis proactive approach to plan design will also allow the plans to absorb the
projected double digit increases in health care costs from now to 2O2O and beyond.

lf the INC successfully reduces the values of Washoe County health plans to an amount
below the threshold values at which the excise tax would be imposed for plan years 2017 and
2018, the County will quantify the savings to the Health Benefits Fund and develop a 50/50
formula for sharing the savings amount with employees.

ln the event the INC does not successfully reduce the values of Washoe County Health
Plans to an amount below the excise tax threshold values for plan years 2017 and 2018, the
Parties agree to meet and negotiate the impact, if any, the 'Cadillac Taxl will have on the
persons covered by this Agreement and, if appropriate, what action(s) to take to minimize or
eliminate such excise tax.
B. lnsurance Negotiating Committee:

1. Establishment, Purpose and Effective Date
The Association and the County agree to the establishment of an lnsurance Negotiating

Committee composed of representatives of the County and each recognized employee
bargaining unit.

The purpose of the Committee is to recommend to the Washoe County Commission any
benefit changes in the County's medical, dental, vision and life insurance plans. This
Committee shall also serve as the Oversight Committee for the Retiree Health tnsurance
Program.

This Committee shall become effective upon approval or ratification of the groups listed in
Paragraph 2 below.
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2. Composition of Committee
The Committee shall consist of one (1) voting memberfrom each of the following groups:

(1) Washoe County District Attorney lnvestigato/s Association - Non-supervisory
Unit
(2) Washoe County District Attorney lnvestigator's Association - Supervisory Unit
(3) Washoe CountyPublicAttorneysAssociation
(4) Washoe County Sheriffs Supervisory Deputies Association
(5) Washoe County Sheriffs Deputies Association
(6) Washoe County Employees Assn. - Supervisory-Admin. Unit
(7) Washoe County Employees Assn. - Non-supervisory Unit
(8) Washoe County Nurses Association - Non Supervisory Unit
(9) Washoe County Nurses Association - Supervisory Unit
(10) Management
(11) Any other bargaining unit that may be formed during the term of the Agreement

The Associations may have an expert attend the insurance committee meeting and provide
input to the commiftee
(Revised 7-1-10)

ln addition, one retired employee shall serve as a nonvoting member to provide input on
the effects of proposed changes upon retirees. The name of a retiree may be nominated by
any voting member. The retiree employee shall be selected by majority vote of the Board of
Directors of the Association and shall thereafter serve at the pleasure of the said Board of
Directors.

(Revised 8-15-00)

The Committee Chairperson and Mce Chairperson shall be appointed by the County
Manager and will not have a vote on the Committee.

The voting member of each bargaining unit, upon confening with its association as
ne@ssary, shall have the authority to bind said bargaining unit to any modification in benefits
agreed to by a majority vote of the Committee. Such modifications shallthen be presented to
the County Commission, and if so approved by the County Commission, shatl be binding upon
each bargaining unit.

lf the Committee recommendation is rejected by the County Commission, the Commission
shall define their objections and parameters and the lnsurance Committee shall, within ffieen
(15) days of being notified of the Commission's objections and parameters, meet and aftempt
to redefine plan modifications which meet the Commission-established parameters. lf the
Committee is successful, the plan modifications shall be resubmitted to the Commission for
approval. lf the Committee is unable to determine acceptable modifications for submission to
the Commission, the County and lnsurance Committee agree to resolve any resulting
differences by submitting the dispute to expedited final and binding interest resolution which
shall be binding upon the County and the bargaining units.

Binding lnterest Resolution Process: When the lnsurance Committee first convenes in
any plan year, no later than January 31, they shall notlfy the County Manager of their
designated representative(s) who shall represent the lnsurance Committee in selecting an
experienced insurance neutraland scheduling a timely hearing should it be necessary. Within
five (5) days of notification of the Committee's representative(s), said representative(s) and the
County Labor Relations Manager shall meet and designate an experienced insurance neutral
to hear such dispute should it become necessary. lf the parties are unable to agree on the
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neutral, they shall obtain a list of five (5) experienced insurance individuals, from the Nevada
lnsurance Commissioner with in-depth knowledge of public sector insurance systems who are
not associated with Washoe County or with the Washoe County Association bargaining units,
and alternately strike from the list to select the neutraland the mediator. The right to strike the
first name from the list shall be determined by the toss of a coin. They shall immediately
contact the neutral and advise him/her of their selection should a hearing become necessary
and the conditions for a decision which shall include: 1) the hearing shall be scheduled for
two (2) consecutive days, with each party having one (1) day to present their position on the
merits of the dispute; 2) the neutral may keep a record of the hearing and the parties willretain
a court reporter to transcribe and provide a real time transcript of the hearing; 3) each party
shall have five (5) days following the hearing to submit any brief they intend filing; 4) the
neutral shall render a decision within ffieen (15) days of when the briefs are due; and 5) the
neutral's authority shall be restricted to either selecting the plan design submitted by the
Committee or the plan design submitted on behalf of the County Commission. The lnsurance
Committee representative(s) and the County Labor Relations Manager shall also be advised
of the lnsurance Committee schedule and shall set a date with the neutral in advance of any
known dispute in order to insure a timely decision in the event the resolution process is
necessary. ln the event the resolution process hearing is not necessary, County shall pay any
cancellation fees. Each party shall be responsible for their costs of presenting their case to
the neutral and any of his/her fees shall be split equally with the lnsurance Committee
(Associations) paying half and County paying half.

Mediation Process: lf an impasse occurs prior to going to binding interest resotution, the
parties agree to contact the selected individual from the forgoing list of insurance neutrals to
mediate the dispute. Should mediation not resolve the dispute an expedited hearing with the
selected neutral shall occur-

Any insurance commiftee member shall be granted time off from their assigned duties with
Washoe County to aftend the hearing at the County's expense. No overtime costs shall be
paid to any employee attending the hearing.
(Revised 7-1-10)

3. Health Benefit Premiums
The County agrees to pay one hundred percent (100%) of the premium attributable to the

employee coverage.
ln the event an employee elects dependent coverage, the County shall pay ffiy percent

(50%) of the premium for such coverage.

4. Employees Hired or Rehired On orAfter July 1, 2016
Employees hired or rehired on or after July 1,2016 will be automatically enrolled into the

High Deductible Health Plan (HDHP) and will remain in the plan for a minimum of two (2) full
plan years. The County agrees to pay one hundred percent (100%) of the premium
attributable to employee coverage, and in the event an employee elects dependent coverage,
the County shall pay fifty percent (50%) of the premium for such coverage.
(Revised 7-1-16)

C. Medical Claims Review:
Should there be a dispute over a medical claim under the County's self-funded health plan, it

shall be resolved in the following manner. The lnsurance Appeals Commiftee shallfirst attempt to
resolve the dispute. lf the dispute remains unresolved, it shall then be refened to the separate
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arbitration procedure that has been established under the County/s self-funded health plan. The
aggrieved employee and the County shalleach pay one-half (n\ of the cost of arbitration.

D. Retiree Health lnsurance:
1. For those individuals employed by the County between May 3, 1977 and January 13,
1 981, the following provisions apply:

(a) The County will pay 50o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the employee
has at least a total of ten (10) years of full-time County employment.
(b) The County will pay 75o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the employee
has at least a total of ffieen (15) years of full-time County employment.
(c) The County will pay 100o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the employee
has at least a total of twenty (20) years of full-time County employment.

The payments specified in a, b, and c, above, will be made in accordance with and are subject
to all applicable laws in effect at the time of the employee's retirement, and are contingent upon
the employee being medically eligible to be reinstated into the County's Retiree Health lnsurance
Program if there has been a break in coverage under the County's Health Plan.

2. Forthose employees hired on orafterJanuary 13, 1981, the provisions listed in Section
C.1. above, are applicable except that in order to receive the retiree health insurance benefits
an individualmust be an employee of Washoe County immediately priorto drawing retirement
benefits.
3. The parties recognize that the cost of retiree health insurance should be considered a
current benefit earned and paid for during an individual's employment with the beneffi simply
being defened until retirement. Based upon this, the parties further recognize that the funding
of the retiree health insurance program must be addressed during the period of employment of
active employees in order to try and ensure the fiscal integrity of the program in the future and
in order to try and ensure that the benefit upon retirement can be provided. Additionally, the
parties recognize that the prefunding of the service cost of this program, which is addressed
below, only represents a portion of the funding obligations of this program and that the parties
will address the unfunded liabitity portion of this program in the future. At the point in time
when the retiree health insurance program is fully prefunded, with no unfunded liability
remaining, the retiree health insurance program will be fully considered a current benefit
eamed and paid for during an individual's employment with the benefit simply being deferred
until retirement. With those mutual recognitions and understandings, the parties herein agree
to prefund the program annually at the actuarially determined service cost amount attributable
to this bargaining unit beginning July 1, 1996. The amount of the service cost attributable to
this bargaining unit will be a percentage of the number of employees represented by the
bargaining unit compared to the number of employees covered under the County's Health
Benefit Program.
4. For those employees hired on or after September 17,1997 through June 30, 2010, the
County will pay the portion of the medical insurance premium associated with State PEBP
Retiree Health lnsurance plan for non-state employees. The parties recognize the 2003
Nevada Legislature passed legislation (A8286) that affords public employees of Nevada
political subdivisions the opportunity to enroll, upon their retirement, in the Public Employees
Benefit Program (PEBP) health insurance plan. The 2003 legislation also obligated public
employers of said retiree who enrolled in the plan to pay a portion of the medical premium on
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the retiree's behalf. ln recognition of this statute, the County agrees, in lieu of making said
payment to PEBP, which option is currently not open to County retirees, to provide the
payment on the retiree's behalf towards their Washoe County retiree medical insurance
premium owed, with Medicare becoming primary and Washoe County becoming secondary
upon Medicare eligibility, should they elect to remain in the County Retiree Health Plan. ln
order to receive the retiree health insurance benefits an individual must be an employee of
Washoe County immediately prior to drawing retirement benefits.
5. Washoe County will provide a monthly subsidy to the emptoyees referenced in paragraph 4
at the following rates provided in Appendix D based on years of County service prior to
retirement from the County, with a minimum of five (5) years of service and maximum of
twenty (20) years of service. Effective January 1,2019, and each year thereafter, the
amounts in the schedule shall be adjusted annually to reflect any change using the CPI
Medical lndex and shall be rounded to the nearest dollar.
6. For those employees hired after June 30, 2010, there will be no retiree medical health care
contribution by the County.

(Revised 7-1-16)

ARTICLE 20 - ON.THEJOB-INJURY BENEFITS

Sick Leave, Vacation Leave, and Compensatory Leave Time when receiving tndustrial
lnsurance or Occupational Disease Benefits.

_ _When a County employee is eligible at the same time for benefits under Chapter 616 or 6'lZ of
NRS (lndustrial lnsurance and Occupational Disease Acts) and for sick leave, vacation leave,
and/or compensatory time, he/she shall not be required to use accrued sick leave, vacation leave,
or compensatory time for the period during which Workers' Compensation lnsurance beneffis are
being received.

Any employee who suffers a job-connected injury or illness in the course of the employee's
employment with Washoe County for which benefits are paid under Chapter 616 or 618'of NRS
may, at the option of the employee, apply for and receive accrued sick leave, vacation leave,
and/or compensatory time during the course of such disability. The amount of sick leave, vacation
leave, and/or compensatory paid to such employee for any pay period shall not exceed the
difference between the employee's normal salary and the amount of any sick, vacation, and or
compensatory time payment received, exclusive of reimbursement or payment of hospital or
medical expenses.

Any time that is charged to an employee's sick leave, annuat leave, or compensatory time
used on the first day of a job-connected injury or illness which qualifies for disability benefits under
Chapter 616 or 618 of NRS shall be credited back to the appropriate leave bank.

An employee may elect to forego being involuntarily placed into vocational rehabilitation
pursuant to NRS Chapter 616C to afford themselves the opportunity to pursue other County
positions for which they are qualified and for which they can perform the essentialjob functions of
the position, with or without accommodation pursuant to the ADA. This shall not afford the
employee any rights to a position and they shall compete for such positions on the basis of merit.

An employee who is utilizing sick leave to aftend to therapy orfollow-up appointments due to a
job-related injury may request that they be allowed to flex their schedule to avoid using paid leave.
Management will consider such requests in good faith and shall then advise the employee if the
request can be accommodated. The parties recognize that the granting of such flex sch-edules at
the discretion of management. Employees may also request unpaid leave to attend such
appointments.

ln instances where an employee has to attend to therapy or follow-up appointments due to a
job-related injury where such appointments require travel in excess of 50 miles one way from the
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employee's place of employment, then the employee shall be compensated pursuant to NRS
616C.477.
(Revised 7-01-10)

ARTICLE 2{ - ALLOWANCE FOR USE OF PRIVATE TRANSPORTATION AND
REIMBURSEMENT FOR ADDITIONAL INSURANCE PREMIUM

ln the event an employee covered hereunder is required to use the employee's private
transportation for County business, the County will pay an allowance per mile equalto the amount
specified under NRS 281.160. However, if this amount is greater than the amount allowable under
lntemal Revenue Service Regulations for tax purposes, then the County shall pay the maximum
amount allowable bythe lntemal Revenue Service.

Should gasoline rationing become a reality, the County witl make every reasonable effort to
provide additional assistance within statutory limitations.

Washoe County shall reimburse employees for the additional insurance premium imposed by
required business use of persona! vehicles. Employees requesting such reimbursement must
provide proof of additional business insurance premium to the appointing authority.
(Revised 7-1-97)

ARTICLE 22 - POSITION OPENINGS AND EXAMINATIONS

Position openings in the classified service which are announced on an open competitive or
county-wide promotionai! basis shall be posted by the County on the Human Resources website
for not less than ten calendar days.

Employees may be allowed to flex their schedule in order to avoid using annual, comp or
personal leave time when interviewing for another County position during their regular work hours.
(Revised 7-01-13)

ARTIGLE 23 - TRANSFERS

lf an employee is to be transfened by the County, he/she shall be given reasonable notice of
such transfer.

No employee may be transfened solely forthe purpose of harassment.
ln the event of a protest of transfer under this article, the protest will be resolved in accordance

with Article 32, "Grievance Procedure."

ARTICLE 24 - REDUCTION IN FORCE - LAYOFFS . CONSOLIDATION REOPENER

A committee including supervisory dnd non-supervisory WCEA members has been formed to
study the classification series and make appropriate changes.

\tVhenever the County reduces in force or lays off any employee having permanent status in a
County department because of lack of work or lack of funds the following procedure shall be used.
The layoff procedure for a reduction applies to the entire department.

1. The department head shall determine in what class series and in which classes within that
class series reductions in staff will have the least detrimental effect on departmental
operations and will specify layoff accordingly. A "class series," for purposes of layoff, is
defined as a normal line of pro$ression from trainee, entry or preparatory levels to supervisory
or administrative levels within a job specialty. Within a class series, the minimum
qualifications, tests for fitness, duties and responsibilities are similar but different in level. The
List of Class Series is set forth in Appendix C.
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2. Vftthin the department and in the class series selected and the class specified, all
nonpermanent employees of the department shall be laid off before any permanent
employees and in the following order: Temporary, provisional and probationary. A person who
attained permanent status but is serving a new probationary period because of a promotion is
considered a permanent employee for purposes of layoff. An employee, who has been
employed in a class series for a period of time equivalent to the minimum required to comptete
a probationary period but, because of promotions within that class series, has never
completed a probationary period, shall be considered a permanent employee for purposes of
layoff.
3 Seniority within a class shall prevai! as the determining factor for purpose of layoff and
right to rehire. An employee's seniority within a class for tayoff and displacing purposes shalt
include all periods of service within the class from the employee's last continuous-permanent
County employment date except as provided herein. An emptoyee who transfers orvoluntarily
demotes from one class to another class shall be allowed to include all periods of service
within the former class from the employee's last continuous permanent County employment
date for determining seniority. For these purposes, a 'transfed' is defined as the movement of
an employee from a position in one class to a position in another class having the same salary
grade. Periods of separation may not be bridged to extend service for purposes of class
seniority unless the separation is a result of a layoff in which case bridging will be authorized if
the employee is reemployed in a permanent position in the class within the period of the
employee's layoff eligibility.,

Periods of separation may be bridged to extend service for purposes of benefit accruals if the
separation is a result of a layoff in which case bridging will be authorized if the employee ls

IggTlloygd in a permanent position within the period of the employee's layoff eligibility. 
-

NOTE: The parties recognize and agree that the foregoing language 'al! other conditions
being equal,' has been removed and is inapplicable for the period of this contract, and said
removalshall only be in effect through June 80, 2014).
(Revised 7-1-13)
4. A person laid off shall be entitled to displace to positions in the employee's department
under either of the following circumstances:

(a) to a position in a lower class in which he/she formerly held a permanent appointment
and in which there is an employee with less seniority, or
(b) to a position in a lower class within the class series, even though the person had not
previously held a permanent appointment within the lower class, and in which there is an
employee with less seniority. Within the class series, an employee's seniority in a higher
class shall count as seniority in the lower class for displacement purposes.

5. !n the event of interdepartmental transfers or promotions, an employee so transfened or
promoted and who is laid off shall have the right to displace an emptoyee in the employee's
former department having less seniority in the class formerly occupied. This interdepartmental
displacement shall remain in effect until such time as the emptoyee's seniority in the new
department exceeds that of the former.
6. Permanent part-time employees may displace only employees holding permanent
part-time positions.
7. A permanent full-time employee may displace a permanent part-time emptoyee with less
seniority in the same class or in a lower class under the same conditions governing full-time
permanent displacements.
8. The employee with the least seniority shall be displaced by the person who is laid off. The
employee displaced shall be considered as laid off for the same reason as the person who
displaced him/her and shall in the same manner be eligible to disptace. lf two or more
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employees have the same displacement seniority to a position in a class, the order of
displacement shall be determined by:

(1) seniority as determined by continuous service from the employee's last continuous
permanent employment date with the "department" in the class of the layoff and in
classes having the same or higher maximum salary;
(2) if the order of the displacement is still not resolved by #1 above, the order of
displacement shall be determined by seniority as determined by continuous ucounty''

service from the employee's last continuous permanent County employment date.
When job classification seniority, permanent department employment in the same or higher
level job class(es), and County employment are still equal as provided above, layoff shall be
determined by drawing lots.
9. In the event that a county program, service or functlon is discontinued or modified to the
extent that it results in the abolishment of a job family and/or job classification and subsequent
reclassification of all affected individuals in the job family or job class into a new job family
and/or new job class the County and the Association will, with due diligence, discuss an
agreement that preserves the seniority of the individual or group of individuals that have been
reclassified to a new job family or new job classification. tn the event the parties failto come to
an agreement, either party may submit the issue pursuant to the grievance procedure set forth
in Article 32.
10. An employee shall first displace within the department in which he/she is cunently
employed. ln the absence of an election by the employee to waive the employee's
displacement rights, he/she shall displace in the highest class in which he/she has
displacement rights. lf he/she has displacement rights in two or more classes at the same
level, he/she shall displace in the class in which he/she has greater displacement seniority. lf
he/she has displacement rights in the employee's highest class in more than one department,
he/she shall displace in the department in which he/she has the most displacement seniority.
lf the employee's department seniority is equal in two or more classes or departments, he/she
shall displace in that class or department in which the employee with the least seniority is
working.
1 1. All election and waivers of displacement rights by employees shall be made in writing.
12. When simultaneous layoffs occur in a class series, the layoff will occur first in the higher
class, followed by displacement to the lower class. When displacements in the lower class
have been completed, the layoff in the lower class will occur.
13. The names of permanent employees who have elected displacement or temporary
demotion pursuant to the provisions of this Article must be placed first upon the reemployment
list for the class or position involved, in reverse order of displacement or temporary demotion.
The employee who was last to displace or demote is the first on the reemployment list, and
must be given preference in rehiring. Each person on such a list retains eligibility for
appointment for an unlimited period of time except as provided for in Section 14 below.
14. All permanent employees laid off shall be placed on a reemployment list for all positions in
their class series and which positions are not at a higher level than previously held. Allsuch
employees must be given preference for rehiring. Names of employees laid off shall remain on
the reemployment list fortwo (2) years except as provided for in Section 15 below.
15. Refusal of an employee to accept an appointment to a position in a class from which
he/she was Iaid off or elected displacement may result in the removalfrom the reemployment
list.
16. The Association will be informed of any pending reduction in force layoffs at least seven
(7) days prior to the official notification of employees affected thereby. This notffication will
include the reasons for the layoffs, and the number and types of positions affected. At this
time, the Association may make its views and recommendations known to the Human
Resources Director conceming the implementation of such layoffs. All layoffs will be carried

27



out in strict compliance with applicable laws and regulations. Employees affected shall be
given thirty (30) days' notice of layoff.
17. The County will cooperate with any employee who is laid off as a result of a reduction in
force-layoff and the State Employment Service (or equivalent agency) in determining the rights
to be afforded the separated employee(s) and will inform employees of the method and
procedures to follow in applying for any available benefits.
18. ln the event the County is evaluating contracting, selling, leasing or assigning any existing
County programs or responsibilities to a successor employer, the County agrees to notify the
Association of the options being evaluated and agrees to meet with the Association to allow a
reasonable opportunity to make their views and recommendations known concerning the
options. Following such discussions, should the Coung determine a successor employer will
be allowed to assume any County programs or responsibilities that would result in the layoff or
termination of employees covered by this agreement, the County shall attempt, in good faith,
first, to arange for the placement of such employees within the County without negative
impact to their salary, and second, will attempt to relocate displaced employees within the
framework of any new delivery system with the successor employer. The parties recognize
the County's inability to absorb displaced employees or place them with the successor
employer is not subject to the grievance/arbitration provisions of this agreement.
19. The County agrees to notify the WCEA at such time as the County determines to pursue
the matter of consolidation of County services with another agency. !n such an event, the
parties agree to negotiate over the impact such consolidation may pose for members of this
unit as required pursuant to NRS 288.

(Revised 7-01-09)

ARTICLE 25 - UNIFORMS, CLOTHING, EQUIPMENT AND UTILITIES

The Employer shall provide any device, apparel or equipment necessary to protect employees
from injury in accordance with the practice now prevailing. Where special tools are required for
accomplishing work assignments, the Employer shall be responsible for supplying the same.
Where the tools customarily used in a trade or craft are now required to be supplied by the
employee, such requirement shall continue; where such tools are presently supplied, the practice
shall continue. The County shall replace all worn out or damaged hand tools used by Equipment
Mechanics on the job up to a maximum replacement value of Four Hundred Twenty-Five Dollars
($425.00) in a fiscal year. Where uniforms are required and for so long as they may be required,
the Employer shall furnish, maintain and replace the uniforms so required except as provided
herein. When replacement of any uniform is required as a result of an employee's negligence,
such replacement is at the employee's expense.

ln lieu of maintaining uniforms directly or through contract facilities, the County shall pay a
uniform maintenance allowance at the following monthly rates:

Class Gode Title Rate
2216 AnimalControlOfficer $40.002204 lnmate Work Program $40.00
2230 Lead Animal ControlOfficer $40.00

16875 Park Ranger I $40.00
4017 Park Ranger ll $40.00
4018 Range Master (Parks) $40.00
2202 Sheriff Support Specialist Field $40.00

16526 Sheriff Support Specialist Field Trainee $40.0016825 Animal Services Assistant $30.00
15054 AnimalServices Caretaker $30.00
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15053
15052
4002
4003

Animal Services Kennel Assistant
Veterinary Technician
Food Service'Worker I

Food Service Worker ll

$30.00
$30.00
$20.00
$20.00

The following provision applies to the payment of utilities at County provided employee
residences:

ln lieu of the County paying for utilities, Park Rangers or other designated Park and Roads
employees who reside at County-provided residences shall be paid $150 per month.
(Revised 7-1-14)

Uniformed Civilian Sheriff Office employees, as identified and approved by the Sheriffs
Office, will be provided standard issue vests as part of a five (5) year cycle rotation. ln lieu of
the standard issue vest, the employee may receive reimbursement for the cunent cost of the
standard issue vest to be used toward the purchase of a Level ll or Level !!l Ballistic Vest issued
in accordance to the cunent distribution process in effect not to exceed eleven hundred dollars
($1,100.00) pervest.
(Added 7-1-16)

ARTICLE 26 - IN-SERVICE TRAINING

ln-service training that is required by the Employer is included in hours of work.

ARTIGLE 27 - BULLETIN BOARDS AND MEETING FACILITTES

Adequate bulletin boards shall be provided by Washoe County and designated for use by the
Association to communicate with departmental employees. Material shall be posted upon the
bulletin boards specifically as designated, and not on walls, doors, file cabinets or any other place.
The materia! posted on the bulletin boards shall not be obscene, defamatory or of a partisan
political nature, nor shall it pertain to public issues which do not involve the County or its
relationships with County employees. All posted material shall bear the identity of the sponsor,
shall be signed by a duly appointed representative of the Association, shall be neatly displayed,
and shall be removed as soon as no longer timely.

Use of County Facilities.
County meeting room facilities may be made available upon timely application for use by

County employees and the Association. Application for such use shall be made to the party under
whose controlthe facilities are placed.

For the purpose of communication of Association business, the County shall permit
reasonable use of the County's e-mail system by the Association and its members for
communications between the Association, its members and the appointing authority or his
designee in regards to the interpretation and enforcement of the parties collective bargaining
agreement and/or the management and operation of the Association. Such use shalt be limited to
an employee's work breaks or non-working time whenever possible and shall not interfere with the
employee's assigned duties and responsibilities.
(Revised 7-1-99)
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ART]CLE 28 - JOB CLASSIFICATION, PAY GRADES AND OUT OF CIASS ASSTGNMENTS

The parties have entered into a point factor job evaluation process in which a Job Evaluation
Commiftee (JEC) is hereby granted authority to determine the points assigned to classifications in
the bargaining unit pursuant to the Hay job evaluation process. Established classifications, pay
grades and job titles in the Agreement are set forth in Appendix A, B and C. Changes may result
in classifications and titles when the JEC has reclassified a job or where classifications are added
or eliminated. The parties agree that setting pay grades, salary schedules and market pay
differentials for classifications are the exclusive responsibility delegated by the parties to Hay
Group, lnc. Further, the parties agree that appeals of classification or reclassification requests
shall first go back to the JEC and subsequent appeals shall be to Hay Group, lnc. and are not
subject to the grievance and arbitration provisions of the Labor Agreement.
(Revised 7-1-15)

Proposed duties and responsibilities or significant changes to existing responsibilities
assigned to a position shall be submitted to the JEC for a determination of the appropriate
classification. The JEC's determination of the points assigned to a new classification shall
determine the appropriate pay grade.

Nothing herein shall restrict management's right to assign and allocate responsibilities to
positions.
(Revised 7-01-15)

The parties recognize the County's right to assign and direct its employees. However, the
County will endeavor to keep employees working within their respective classifications.

A. Redassiflcations
ln the event that there is a permanent assignment of duties, which the employee or the county

believes alters the classification of the employee's position, the employee or county may request
to have the employee's position studied. Such request shall be submitted to the Human
Resources/Labor Relations Department, setting forth in writing, on the prescribed forms, the
reasons that form the basis for the review and the duties and responsibilities assigned to the
position or positions under review. Documented reason(s) for submitting reclassification requests
and new or revised position description(s) shall be submitted to the JEC, which will determine
whether an existing classification is appropriate, or whether a new classification is necessary.

lf the employee or appointing authority disagrees with the results of the reclassification
request, they may request a further review by the JEC. lf they still disagree, any subsequent
appeal shall be to Hay Group lnc., and are not subject to the grievance and arbitration provisions
of the Labor Agreement.

The effective date of a position(s) reclassified to a class having a higher salary grade shall be
either the date the reclassification was approved by the JEC or by Hay Group or ninety (90) days
after the request to study the position(s) was received in the Human Resources/Labor Relations
Department, whichever occurs first. The status of employees so reclassified shall be govemed by
the provisions of the Merit Personnel Ordinance. The effective date of a position(s) reclassffied to
a class having a lower salary grade shal! be the date the position(s) was studied. An employee in
a position so reclassified shall retain the employee's status in the lower classification, and if the
employee's salary is above the top of the salary range for the lower classification, shall have the
employee's salary frozen at their existing rate until the lower salary grade reaches the employee's
frozen rate.

B. Temporary Assignments
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ln the event there is a temporary assignment of duties of a higher classification, the employee
shall be compensated according to the following policies and procedures:

1. Pay for work in a higher classification is a shortterm remedy in those instances where
temporary replacement is required for an incumbent of a position who is not available to
perform the duties of the position or when there is a vacant position in a higher classification
requiring the temporary assignment of duties prior to filling the position.
2. The department head will decide which employee will be assigned and request
authorization by submifting the prescribed forms, to the Human Resources/Labor Relations
Department which, in turn, will forward the request with a recommendation to the County
Manage/s Office for final approval or disapproval. ln making the assignment, the department
head shall assign the work to the next lower classification provided there are capable
employees available. Employees selected for the assignment are expected to meet the
minimum qualifications for the higher classification. Selection of persons not meeting the
minimum qualifications may be made only when a person who meets the minimum
qualifications is unavailable.
3. ln order to receive pay for work in a higher classification, the nature of the assignment
must be such that the employee in the lower classification becomes fully responsible for the
duties of the higher classification and the assignment is for a period of at least ffieen (15)
consecutive calendar days. Assignment of the employee must be to a position presently
classified and allocated to the Basic Salary Schedule.
4. Higher pay will be applied retroactively to the first day of the assignment, provided that the
conditions listed above are met, and will be for a period not to exceed six (6) months. There
may be extensions of such periods upon submission of a new request form.
5. !n the event that a department head makes a higher classification assignment as provided
for above, and a request for pay for work in a higher classification is not submitted, a
grievance may be filed under Article 32. lf it is determined that such assignment was made
under the conditions set forth above, higher pay will be applied retroactively to the first day of
the assignment, notwithstanding the time limits contained under Article 32, provided, however,
that higher pay will in no instance be applied retroactively for a period of more than six (6)
months from the date the grievance was filed. This exception to the time limits contained
Under Article 32, will only apply to situations where grievances are filed during the assignment
in question or within fourteen (14) days of the assignment ending. Any grievance that is filed
afterfourteen (14) days of the assignment ending will not be accepted as timely.
6. The rate of pay for the assignment will be determined by the higher classification in which
the employee is working and application of the rules of salary on promotion in the Merit
Personnel Ordinance (Section 5.119). Any incentives and special differentials accruing to the
employee in the employee's permanent position shall continue at the permanent rate, except
for the five percent (5%) special increment provided for under Section 5.123 of the Merit
Personnel Ordinance.
7. The employee's status in the employee's regular classification continues and their
anniversary and salary review dates are determined by the employee's regular classification.
8. lf overtime pay, shift differential and/or work location differential is allowable payment will
be made on the basis of the rate of pay for the higher classification.
9. Pay for work in a higher classification shall terminate when the regular incumbent of the
higher position becomes available to perform the duties of the position or, if the position is
vacant, when the position is filled.

C. TrainingAssignments
An employee may be assigned to a higher classification without any additional

compensation as part of a formal training program established for the purpose of providing
qualifying experience to employees. Prior to such assignment, the appointing authority shall
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prepare a formal training program which shall include the method for selection for training
opportunities, method of instruction and evaluation standards for determination of qualifying
experience sufficient to satisfy the recruitment standards for the classification in which they are
training. The formal training program will be provided to the Association for review and
comment prior to adoption and the final program must have the approval of the Director of
Human Resources prior to assignment of any employees for training.

The parties further recognize that such training assignments may include participation by
non-supervisory employees in the existing Washoe County Core Supervisory Training Series of
classes.
(Revised 7-1-04)

ARTICLE 29 - PERSONNEL INFORMATION

An employee covered hereunder shall, on the employee's request and by appointment be
permitted to examine the employee's personnelfile, which shall be kept in the Human Resources
Department. An employee may be given a copy of any material in the employee's personnelfile if
it is to be used in connection with a grievance or a personnel hearing.

No material derogatory to an employee covered hereunder shall hereafter be placed in the
employee's personnel file unless a copy of same is provided the employee. The employee shall
be given an opportunity to submit explanatory remarks for the record, which remarks shall be
placed in the employee's personnelfile.

Upon written request of an employee, disciplinary materialthat has been in the employee's file
for a period of six years will be removed from the employee's personnel file excluding those
materials refened to underArticle 33 as exceptions to the 18 month provision.

Disciplinary materials removed from an employee's personnel file may be maintained by the
Human Resources Department as historical records of discipline imposed and for the purpose of
providing a defense in any future employment litigation involving the County, provided, however,
in such event, the County shall not disclose the identity of an employee unless a court of
competent jurisdiction shall determine that such disclosure is relevant to the said litigation.
(Revised 8-15-00)

ARTICLE 30 - ACCESS TO INFORMATION

Upon written request of the Association, the County shall make available one copy of the
following for the Association's retention and record:

Tax rates
Classification information, including grade and step
Tenure information
Salary anniversary
Merit increase given to unit personnel
All budgetary information filed with the Nevada Tax Commission
Departmental budget requests as well as tentative and final appropriations
Monthly trial balances
Any other relevant material mutually agreed upon by the parties.

ARTICLE 31 - DISCHARGE

A. The County shall not discharge a permanent, classified employee without just cause. The right
to protest a discharge pursuant to this Article shall be limited to non-probationary, classified
employees.
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B. Before taking action to discharge an employee having permanent status in the classified
service, the appointing authority shall serve on the employee and the Association, either
personally or by certified mail, a Notice of Proposed Action, which shall contain the following:

1. A statement of the action proposed to be taken.
2. A copy of the charges, including the acts of omissions and grounds upon which the action
is based.
3. lf it is claimed that the employee has violated a rule or regulation of the County,
department or district, a copy of said rule shall be included with the notice.
4. A statement that the employee may review and request copies of materials upon which
the proposed action is based.
5. A statement that the employee has seven (7) calendar days to respond to the appointing
authority either orally or in writing.

C. The employee or Association upon whom a Notice of Proposed Action has been served shall
have seven (7) calendar days to respond or protest to the appointing authority either orally or in
writing before the proposed action may be taken. Upon application and for good cause, the
appointing authority may extend, in writing, the period to respond.

D. An appointing authority may immediately suspend, without pay, an employee pending
discharge for gross misconduct or conduct which gives rise to a clear and present danger to
public health and safety. Notice of immediate suspension hereunder shall comply with the
provisions of Paragraph B above and be served on the employee and the Association either
personally or by posting by certified mail within twenty-four (24) hours of the effective time of
suspension.

E. An appointing authority, upon giving notice as provided in Paragraph B above, may
immediately suspend an employee against who there is pending a criminal charge and which
charge must adversely and directly affect the County service or conflict with continued
employment, or is seriously and substantially disruptive of department or County operations.
Pending criminal charges exist when an employee has been named a defendant in a criminal
complaint or indictment filed in any court.

F. ln any action to discharge an employee having permanent status in a position in the classified
service, after complying with the applicable requirements of Paragraphs A through E above and
having reviewed the employee or Association response, if any, given pursuant to Paragraph C
above, the appointing authority may order the discharge of the employee. Such order shall [1] be
in writing, pl state specifically the causes for the action, [3] state the effective date of such action
which shall not be less than seven (7) calendar days from the date of such order, and [4] be
served on the employee and the Association, either personally or by certified mail, and [5] be filed
with the Human Resources Director.

G. Either the employee or Association may protest the discharge, which protest shall be an
appeal considered and processed in accordance with procedures of Article 32, Grievance
Procedure commencing at Level ll.
(Revised 8-15-00)

ARTIGLE 32 - GRIEVANCE PROCEDURE

l. General

A. Definitions

33



1. Grievance: A grievance is a dispute by one or more employees or the Association
concerning the interpretation, application or claimed violation of an expressed provision of
this Agreement.
2. Grievant:

(a) A County employee who is covered by the provisions of this Agreement and who is
adversely affected by the mafter being grieved.
(b) The Association on behalf of an employee or group of employees who are
covered by the provisions of this Agreement and who are adversely affected by the
matter being grieved.

3. Day: For purposes of this procedure, a day is defined as a calendar day.

B. Effect of a Grievance
The making or filing of a grievance shall not prevent the County, a department head, a

department supervisor, or other authorized person from taking action deemed appropriate, nor
shal! it have the effect of suspending action previously taken even though the action may
involve or be a part of the subject matter of the grievance.

C. Wriften Submission of Grievance
The written grievance submission shall state the circumstances over which the grievant(s)

claims to be aggrieved, the specific Article(s) of this Agreement which are in dispute, how the
interpretation, application or claimed violation of this Agreement is affecting him/her to the
employee's detriment and the redress sought.

D. Copies
A copy of each official written communication on a grievance shall be filed with the

County Labor Relations Manager and with the Association Office for record purposes.

E. Conference Time
Association business conducted by non-employee representatives must be conducted

during the employee's work breaks or lunch period. Association business shall not interfere
with the employee's duties. Representatives must obtain permission from the employee's
immediate supervisor before entering the work area during working hours. Upon entering
during breaks or lunch periods, representatives must identifiT themselves and make
arrangements to meet with a particular employee.

F. Representation
A grievant(s) shall have the right to representation by one (1) Association representative at

each step of the grievance procedure.

ll. Procedure

Level l:
The grievant shalltake up the grievance with the employee's department head within forty-five

(45) days of its occurrence. The department head shall attempt to adjust the matter at that time. lf
the grievance is not settled during the informal discussion, and the grievant wishes to pursue the
matter, the grievant shall submit it in writing to the employee's department head within seven (7)
days of the informal discussion. The department head shall render a decision in writing to the
grievant within seven (7) days after receiving the grievance.

ln departments with manager leveldivisions, a department head may require that the informal
discussion required at this level shall be with the division manager. lf not resolved at the informal
level, and the grievant wishes to pursue the matter, the written grievance shall be submitted to the
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department head within seven (7) days of the notification of the employee bythe division manager
that the informaldiscussion will not resolve the grievance.

Level ll:
lf the grievant is not satisfied with the decision rendered by the department head, the

employee may appeal the decision to the County Manager or his designee within seven (7) days
of receiving the decision by submitting the written appealto the County Labor Relations Manager.
The County Manager or his designee shall render a decision in writing to the grievant and to the
Association within seven (7) days of receiving the appeal.

Levellll:
'1. lf the Association is not satisfied with the decision rendered at Level ll, the Association
may within seven (7) days of receiving the decision, notify the County Labor Relations
Manager in writing that it wishes to submit the grievance to arbitration.
2. \lftthin seven (7) days of receiving the Association's written notice of submission to
arbitration, the County Labor Relations Manager or designee shall meet with the
Association's representative to select a mutually acceptable arbitrator. lf the parties are
unable to agree upon an arbitrator, a request for a list of names for seven (7) arbitrators
shall be made to the American Arbitration Association in the selection of an arbitrator. The
parties shall strike the names from said list with the order of striking determined by a toss
of a coin. The parties shall be bound by the rules and procedures of the American
Arbitration Association in the selection of an arbitrator.
3. The arbitrator so selected shall confer promptly with the parties, shall hold further
hearings, and shall issue a report not later than thirty (30) days from the date of the
hearing which shall set forth the arbitratofs findings of fact, conclusions of law and
decision on the issues submitted. The arbitrator's decision shall be consistent with the law
and the terms of this Agreement and shall be binding upon the parties.

(Revised 8-15-00)

lll. Condition
A. Failure to Act

lf the management response to a grievant at any level of the procedure is not appealed
within the prescribed time limits, said grievance shall be considered settled on the basis of the
last answer provided, and there shall be no further appea!, review or resubmission of said
grievance. Should management not respond within the prescribed time limits, the grievance
shall proceed to the next level.

B. Waiverof Time Limits
Any of the time limits contained in this procedure may be waived upon the mutualwriften

agreement of both parties, except that the waiver of any of the time limits contained in Level I

of this procedure can only be agreed to on the part of the County by the division or department
head.

C. Settlement of Grievance
No grievance settled by an employee in a classification represented by the Washoe

County Employees Association shall be accepted by the County unless said employee has
received concurrence of the employee's division or department head on'the settlement.

D. Arbitration
All hearings held by an arbitrator shall be in closed session and no news releases shall be

made conceming the hearing.
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The arbitrato/s fees, costs and expenses and the costs of any court reporter and transcript
shall be borne equally by the parties. All other expenses incurred by either party shall be
borne by the party incurring the expense.

The arbitrator shall not have the authority to modify, amend, alter, add to or subtract from
any of the provisions of this Agreement. ln cases involving discharges, suspension, demotion
or other disciplinary actions, the arbitrator may determine whether the action taken was for just
cause, and, if not, what remedy would be appropriate under the circumstances, up to
reinstatement and full restoration of all wages and benefits with no loss of rights in order to
make the employee whole. ln case of immediate suspension pending discharge, the arbitrator
may, in the discharge protest, determine the validity of the suspension.

(Revised 7-1-99)

ARTICLE 33 - DEMOTION, SUSPENSION AND DISCIPLINE

The County shall not demote, suspend or take any other disciplinary action against an
employee without just cause. The County shall notify employees affected and the Association's
Grievance Committee in writing of all disciplinary actions taken. !f it is claimed that an employee
has violated a rule or regulation of the County, Department or District, the County must have
notified the employee in writing of such rule or regulation prior to taking disciplinary action. The
posting of rules or regulations on departmental bulletin boards shall be deemed sufficient
notification. The effective date of such rules or regulations shall be seven (7) days from the
posting on bulletin boards, or if individual copies are provided to emptoyees, shall become
effective immediately upon receipt.

lf the County alleges that an employee's work performance has fallen betow standard, said
employee's supervisor shall inform the employee promptly and specifically of such lapses before
issuing a warning letter or reprimand. The County may not take disciplinary action against an
employee if more than forty-five (45) days has transpired from the date the appointing authority
had knowledge of the occurrence of the matter upon which the disciplinary action is being taken. lf
the County takes disciplinary action against an employee for a matter that exceeds the forty-five
(45) day time limit, the County must demonstrate extenuating circumstances as to why the time
limit had to be exceeded. Notification to an employee that is within the forty-five (a5) day time limit
that a matter is being investigated will satisfiT the time limit requirement even though the ultimate
disciplinary action taken occurs beyond the forty-five (45) day time limit.

Nothing shall be used against an employee in a demotion, suspension or other disciplinary
action unless the employee has been notified in writing. ln the event that there has been such
notification, that notification shall not be used against an employee if it has been in the employee's
file for a period of eighteen (18) months, discounting periods of leaves of absence, provided that
there has been no notification for the same or similar conduct during that eighteen (18) month
period. This eighteen (18) month limitation does not apply 1) to any discipline rising to the level of
a suspension or demotion, or 2) to any disciplinary action taken against an employee arising out
of a matter covered under Title Vll of the Civil Rights Act of 1964. The purpose of the second
exception is to allow consideration of both the seriousness of the employee's proven offense and
the record of the employee with the County in determining the degree of discipline administered,
given the County's specific legal obligations under Title Vl!.

An employee may appeal discipline, demotion, suspension or other form of discipline through
the grievance procedure of Article 32, which shall be the exclusive remedy for the appeal of
disciplinary actions.
(Revised 7-1-01)
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ARTICLE 34 - BILINGUAL LANGUAGE SKILLS

Employees who are pre-identified and utilized by the County to provide bilingual languge skilts,
which are not a minimum qualification for an employee's job classification, shill, on fiie ipprovai
of the department head or designee and Human Resources, receive a five percent'1S%;
differential during the actual period of time that the bilingual skills are being utilized Ourin! an
employee's working hours. The bilingual pay differential must be recorded on an hour for hour
basis or major fraction thereof.
ln positions where employees are utilized by the County to use bilingual tanguage skills in
providing County'services to the public, where such bilingual skills are not a minimum
qualification for the individual's job classification or position, the employee's work assignments,
workload, and the expectations of the County as to the employee's performance in terms of
quantity of work shall be adjusted to reasonably reflect the employee's absence from their
regular duties to perform such bilingual role.
(Revised 7-1-13)

ARTICLE 35 - NOTICE OF ACCRUED SICK LEAVE AND VACATION LEAVE

The County shall notify each employee, not less than quarterly, of the amount of the
employee's accrued and unused sick leave and vacation leave.

ARTIGLE 36 - INCLINE DIFFERENTIAUREMOTE AREA PAY

Employees assigned at lncline Village and residing at lncline Mtlage, Crystal Bay, Brockway,
Kings Beach, Tahoe Msta, Agate Bay, Carnelian Bay or Cedar Ftats or Tahoe City, shall be paid a
differential of $250.00 biweekly.

Employees who are provided living facilities or are otherwise receiving living assistance from
the County are not eligible forthis provision.

Employees assigned at Gerlach and Vya, Nevada shall be paid a remote area differential of
$75.00 biweekly except as provided herein.

Employees who are provided living facilities by the County are not eligible forthis provision.
A committee of representatives from associations affected by this article has been formed to

address this issue. Subject to the approval of the Association and the County, the locations
affected and the amount of any such differential may be changed during the term of this
agreement.

Effective 2004, and each year thereafter, the foregoing amounts shall be increased at the
beginning of the first pay period in February equal to the annual percent increase in the Consumer
Price lndex- All Urban Consumers (CP|-U) for the prior calendar year. For February 2004, this
increase equals 1.9o/o. Employees in this bargaining unit shall begin drawing this rate effective the
start of the first full pay period in July 2004.

Effective the start of the first full pay period in July 2004, employees who are assigned at
lncline Village who do not reside there shall receive ffiy dollars ($50.00) transportation atlowance
per pay period. Provided, no transportation allowance shall apply or be paid to any emptoyee who
has hired or accepts an assignment, which has as a condition of employmenUassignment that
they have an obligation to reside in lncline Village. Effective 2009, and each year thereafter, the
foregoing amount shall be increased at the beginning of the first pay period in February equal to
the annual percent increase in the Consumer Price lndex-All Urban Consumers (CP|-U) for the
prior calendar year.
(Revised 711108)

37



ARTICLE 37 - PARKING ALLOWANCE

The County shall provide Fifteen Dollars ($15.00) per biweekly pay period parking allowance
for employees working in downtown Reno who are not provided free parking. At such time as the
County constructs a parking facility, employees receiving the allowance will be required to park in
the County facility and pay the required fee to the County. The County's fee charged for the
employee shall not exceed the parking allowance set-forth in this Article.

The County agrees to continue to pay the biweekly parking allowance to employees working
in downtown Reno who are not provided free parking, if they utilize public transit, provided, the
employee must document their continued purchase of the RTC monthly transit pass.

The County agrees to continue to evaluate the parking situation and accept any policy the
Board adopts conceming parking reimbursements forWCEA.
(Revised 7-1-05)

ARTICLE 38 . PORTABLE TOILET FACILITIES

Where other sanitary facilities are unavailable to fieldwork crews, employees shall be
permitted to leave the worksite in a vehicle for the purpose of using public sanitary facilities at the
closest available location upon notifying their immediate supervisor. lf the County provides for
portable toilet facilities in the vicinity of the worksite, employees must use these portable toilets
and will not be permitted to leave the worksite for using other sanitary facilities.
(Revised 7-1-99)

ARTICLE 39 - PHYSICAL EXAMINATIONS REQUIRED BY COUNTY

Washoe County will provide free of charge to the employee any physical examination required
for job-related activities.

ARTICLE 40 - EDUCATIONAL FEES

Washoe County will reimburse Washoe County employees for job-related courses taken upon
satisfactory completion.

Courses taken under the provisions of this Article require prior approval by the County.

ARTICLE 41 - COPY MACHINE USE

The County agrees to permit the use of County copy facilities by the Association. The
Association shall be charged quarterly for such use at County cost. Use of these facilities shall be
limited to five hundred (500) copies per month provided, however, that additional use may be
allowed upon approvalof the County Manager.

ARTICLE 42 - LABOR MANAGEMENT COMMITTEE

1. A Committee of the County and Association (not to exceed three (3) representatives of
each) shall meet monthly or more frequently when mutually agreed. The meetings will be held
at 4:00 p.m. on mutually agreed dates and shall be forthe purpose of:

(a) Discussing the administration of this agreement;
(b) Exchanging general information of interest to the parties; and
(c) Giving the Association representatives the opportunity to share the views of their
members and/or make suggestions on subjects of interest to their members.
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2. As a courtesy and to facilitate the adjustment of work schedutes, the Association's
representatives will personally notrfy their immediate supervisors of the dates and times of
such meetings immediately upon the parties reaching mutual agreement as to the date of any
such meeting.
3. Association committee members shall not lose pay nor be eligible for any overtime
payment for time spent in any meeting authorized by the provisions of this Article.
4. The Labor Management Committee shall be advisory only.
5.

ART]CLE 43 - GENERAL SAVINGS CLAUSE

It is not the intent of either party hereto to violate any laws, rulings, or regulations of any
govemmental authority or agency having jurisdiction of the subject matter of this Agreement; and
the parties agree that, in the event that any provisions of the Agreement are finally held or
determined to be illegal or void as being in contravention of such laws, rulings, or regulations,
nevertheless, the remainder of the Agreement shall remain in full force and effect unless the parts
so found to be void cannot be separated from the remaining portion of this Agreement. The
parties agree that, if and when any provisions of this Agreement are held or determined to be
illegal or void, they will then promptly enter into laMul negotiations concerning the substance
thereof.

ARTICLE 44 - DISTRIBUTION OF CONTRACT

This Agreement shall be posted on the Washoe County Labor Relations website within thirty
(30) days of BCC approval.
(Revised 7-1-13)

ARTIGLE 45 - CONTRIBUTION TO RETIREMENT FUND

Commencing July 1, 1975, the County shall pay the employee's eight percent (8%)
contribution to the Public Employees Retirement System.

Personnelwho leave County employment between July 1, 1975, and the date of execution of
this Agreement shall not be entitled to reimbursement from the County for their retirement
contributions.

It is understood by the parties that the contribution payment hereinabove set forth is paid in
lieu of cost-of{ifing increase for fiscal 1975-76.

Commencing July 4, 1988, the County shall pay an additional one- half percent (1l2Yo) to the
Public Employees Retirement System forthe increased contribution attributable to the employee.

It is understood by the parties that this additional contribution payment hereinabove set forth is
paid in lieu of a cost-of{iMng increase for fiscal year 1988-1989 above the amount set forth in
Article 8 of this Agreement.

ARTICLE 46 - PROFESSIONAL LICENSE FEES

The County shall pay for all professional license fees (e.9., Architect, Professional Engineer,
Professional Land Surveyor) that are required by law and as part of an employee's job
classification.
(Revised 7-1-13)
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ARTICLE 47 - DISTRIBUTION OF COMPENSATION DUE A DECEASED EMPLOYEE

lf an employee dies while owed compensation by the County, the parties recognize and
agree that such compensation, to include wages, payment for accrued vacation leave, payment
for accrued compensatory hours, payment for sick leave cash out, payment for pro-rata
longevity pay, and payment for any reimbursable expenses due the employee shall be
distributed in an expedient and legal fashion pursuant to NRS 281.155.

ARTICLE 48 - DURATION OF AGREEMENT

This Agreement shall take effect on July 1,2016, and shall continue in force through June
30,2018.

The Parties agree that new legislation, SB 241, went into effect in June of 2015. SB 241
encompasses "evergreen" clauses as they pertain to collective bargaining agreements. The
Parties remain on opposite sides of the new law's interpretation.

Washoe County asserts that the oevergreen' language in Article 48 of the 2014-2015
Collective Bargaining Agreement, "it shall automatically be renewed from yearto year thereafter
unless either party shall notify the other in writing by such time as would permit the parties to
comply with collective bargaining schedule established underthe Local Government Employee
Management Relations Act, NRS Chapter 288, i.e., February first of each yead immediately
after the dates describing the durations of the Agreement, is in contravention of SB 241, and is
therefore null and void pursuant to law and Article 43 of this Agreement. Washoe County
therefore will not agree to include the quoted language in the Agreement.

The Association asserts that SB 241 does not affect the quoted language in Article 48 and
seeks to continue to include that language in the Agreement.

ln the interest of concluding negotiations for this 2016-2018 Agreement, the Parties agree to
abide by any legally binding decision concerning SB 241.

lf, after a legally binding decision, the Association and/or the County desire to discuss the
impact, they shall have the option to exercise the protocol set forth in Article 43 to negotiate the
ramification(s) 28 241has on the Agreement.

This Agreement may be amended at any time during its term only by the mutual written
consent of the parties. Such amendments shall be lettered or numbered, dated and signed by the
parties and, together with the aftached Appendices, shall constitute a part of this Agreement. The
parties hereto through their duly authorized officers or representatives and intending to be legally
bound hereby have hereunto set their hands and seals this 13s day of September,2016.

Washoe County has the right to reopen this collective bargaining agreement for
renegotiations under the circumstances, and pursuant to the processes, described in NRS

150(4) and NRS 288.150(2)(w)

c

LoriDelano, President
Washoe County Employees Association

Kitty K. Jung, Chair
Washoe County Commission
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Appendix A
WCEA NON.SUPERVISORY UNIT

TITLE GRADE' CODE

Account Clerk .............GG ...........0912

Administrative Assistant Trainee

Aircraft Mechanic KK.
Animal Control Officer

031 1

0320
0173
0023
0617
2229
2216lt..

EE
cc
FF

Animal Services Assistant.
Animal Services Caretaker
Animal Services Kennel Assistant..
Appraisal Assistant
Appraiser I

Appraiser ll

...16825

KK
LL

GG

15054
15053
0340
0328
0329
0704
8104
8107
17475
15800
0499
2105
2100
2114
8134
8126
3015
15851
0700
6140
2210
2209
0600
6137
2259
2258
15175
17600
17651
15332
0150
2255
0130

Benefits Specialist
Building lnspector LL
Building lnspector Trainee
Building Permit Technician

II

HH
Building System Controls Specialist.. ............MM

Code Enforcement Officer ll
Collections Analyst .....11 ,

Communications Specialist. .........JJ
Communications Specialist Trainee GG
Community Health Aide......... ......EE......
CPS lntake Screener.. KK............
Criminalist 1................
Criminalist Trainee ....

Deputy Clerk-County Commissioner

LL
KK...

Department Programmer Analyst. LL
Department Systems Specialist ....................KL
Department Systems Technician .JJ

il ......
Deputy Commissioner of Civil Marriages
Deputy Coroner (l nvestigator) MM
Deputy County Recorder GG

q The code number listed under the Grade column can be found in Appendix B or C and will
conespond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.
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WCEA NON-SUPERVISORY UNIT

TITLE

Duplicating Equipment Operator l,
Duplicating Equipment Operator ll
Eligibility Certification Specialist 1.............

Appendix A

CODE

0212
0213

.....6149
Eligibility Certification Specialist ll
Engineering lnspector......
Engineering Technician
Environmental Engineer I

Environmental Health Aide..........
Environmental Health Specialist Trainee l.
Environmental Health Specialist Trainee ll
Equipment Parts Specialist.........
Equipment Services Worker L
Equipment Services Worker ll
Evidence and Property Control Clerk........
Facility Technician
Family Court lnvestigative Specialist..
Family Support Specialist
Forensic Investigator l.
Forensic Investigator ll
Forensic Medical Transcriber................
Geomatics Specialist.
Geomatics Technician
GIS Specialist
Grants Coordinator .....
Grounds Equipment Mechanic..
Guardian Case Manager ll
Guardian Case Manager 1................
Guardian Case Manager Trainee
Health Educator I

Heavy Equipment Diesel Mechanic.
Heavy Equipment Operator
Horticulture Assistant.. .................11 ..
Human Resources Specialist 1................ ......HH
Human Resources Specialist 11............... ......JJ.
Human Services Support Specialist I

Human Services Support Specialist ll
Hydrogeologist I

lmaging Equipment Technician l.
lmaging Equipment Technician !l
lmaging Equipment Technician Trainee....

GG
BB.

I nmate Classification/l nmate Assistance Specialist
lnmate Work Program Leader......
I nvestigative Assistant

6 The code number listed under the Grade column can be found in Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.

..16132

....15250

6150
3027
3025
3040
17450
061 1

0612
8110
8100
8111
0054
8136

1014
2225
2226
0175
16150

0720
15153
8102
0188
17951
17950
0627
8103
8243
0068
0509
051 0
6128
6129
3051
0202
0203
0200
2241
2204
1013

GG
HH
LL
CC

GG

42



WCEA NON.SUPERVISORY UNIT

GRADE g

Appendix A

CODETITLE

GG
HH
AA.

1011
1015
4028
2242
8000
2260
2230
9007
8245
0101
0102
5000
5012
5AM
5016
8108
8002
8003
17975
2254
8242
6145
16750
0014
0015
0016
0017
8130
4036
16875
4017
0514
17451

lnvestigator ll (PD)
lrrigation Specialist
JailCook..
Laborer
Latent Fingerprint Examiner
Lead Animal Control Officer
Lead Custodia! Worker ...............
Lead Heavy Equipment Operator...
LegalSecretary..
Legal Secretary Lead.........
Library Aide

LM

LL
JJ
FF
JJ
il.
JJ

..44..
Library Assistant I

Library Assistant ll
Library Assistant lll
Lube Truck Driver
Maintenance Worker l.
Maintenance Worker ll
Maintenance Worker - Facilities
Medicolega! Death I nvestigator/Technician ...............
Medium Equipment Operator...
Mitigation Specialist
Natural Resources Planner....
Office Assistant 1................
Office Assistant 11...............
Office Assistant ll !..............
Office Support Specialist..
Painter

EE
GG
HH
FF.
cc
FF.
CC
MM
GG
LM
NN
DD
EE
GG
HH

Park Ranger I

Park Ranger l!
PayrollTechnician I

PayrollTechnician ll.
Payroll/Personnel Clerk
Personal Property Field Representative...
Planner....
Planning Technician
Plans Examiner
Plans/Permits/Applications Aide
Property lnventory Clerk ..............EE
Property Transfer Compliance Recorder
Public Administrator Estate lnvestigator................
Public Health lnvestigator I

g The code number listed under the Grade column can be found in Appendix B or C and will
corespond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.

KK.
HH
JJ.
HH
lt..
NN
HH
LM

.0513
0u1

.0705

GG

0703
2112
0178
0410
0135
0189
15303

ll
KK
KK
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WCEA NON-SUPERVISORY UNIT

GRADE q

Appendix A

CODE

15304
4018
0056
0055
4011
17476
16125

.....0133

TITLE

Public Health lnvestigator !l LL
JJRangemaster............

Records Management Technician 1..........
Records Management Technician 11.........
Recreation Specialist

Sheriff Support Specialist - Field Services
Sheriff Support Specialist - Field Trainee.

Storekeeper
Supply Specialist

Technology Support Technician 1................
Technology Support Technician I 1...............
Technology Systems Administrator ! .

Technology Systems Administrator ll
Telephone Technician

DD
EE

Safety/Training/EOC Coordinator - CSD
Security Electronics Admi
Senior Deputy Recorder. HH
Senior Human Services Support Specialist il
Senior Technology Support Technician ....KK
Sewer Systems Worker I

Sewer Systems Worker ll
Sheriff Support Specialist - Booking/Central/Property.....................HH
Sheriff Support Specialist - Booking/Central/Property Trainee ........GG

GG..........
KK...........
NN ..........

GG

HH
lt..
KL
LM.
KK.
GG

6127

1A25

.....15839

.....3031
3032
2205
16525
2202
16526
8137
0400

.......2201
15836
15837
15726

......15830
15831

......15832

.....15052

HH
GG

EE
FF

Technology Network Engineer 1................ ....KL
Technology Network Engineer ll ......... LM..

Utility Worker I

Utility Worker l!
Veterinary Technician
Victim Witness Advocate il
Victim Witness Advocate - Sheriffs Office
Video Production Coordinator............... ........JJ
Volunteer Coordinator
Wastewater Collections Systems Supervisor .... KK
Water & Sewer Project lnspector LL

................1t ............................... 3014

....15154
0179
16876
15827

....3045

g The code number listed under the Grade column can be found in Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not
represent any market differentials where appropriate.
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Appendix B
WCEA NON-SUPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA NON-SUPERVISORY

* Effective: 07101116

W AA

:Maximum

14.52 18.87

W BB 14.88 19.30

W CC 15.58 20.25

W DD 16.43 21.35

W EE 17.38 22.60

W FF 18.43 23.94

W GG 19.35 25.13

W HH 20.40 26.52

W I 21.60 28.06

W JJ 22.93 29.79

W JK 24.40 31.75

W KK 24.40 31.75

W KL 26.11 33.92

W LL 26.11 33.92

W LM 27.43 35.67

W MM 27.43 35.67

W NN 28.93 37.62

W oo 30.63 39.83

30 1.60 249.60

30,950.40 40,144.00

32.406.40 42.120.OA

34.174.40 44,408.00

36,150.40 47,008.00

38.334.40 49.795.20

40,249.00 52,270.40

42.432.00 55,161.60

44,928.00 58,364.80

47,694,40 61,963.20

50.752.00 66.040.00

50,752.00 66,040.00

54,308.80 70,553.60

54.308.80 70.553.60

57.054.40 74,193.60

57,054.40 74,193.60

60.174.40 78,249.60

63,710.40 82,846.40
* Reflects 3.00% COLA effective O7lo1DO16 (as approved by the BCC on 09/13/2016)
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Appendix B
WCEA NON-SUPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA NON.SUPERVISORY

* Effective: 07 101 12017

Hourly $angei' ..

Minimuml' , I Maximm

W AA 15.03 19.53

W BB 15.40 19.98

W CC 16.13 20.96

W DD 17.01 22.10

W EE 17.99 23.39

W FF 19.08 24.78

W GG 20.03 26.01

W HH 21.11 27.45

W il 22.36 29.04

W JJ 23.73 30.83

W JK 25.25 32.86

W KK 25.25 32.86

W KL 27.02 35.11

W LL 27.02 35.11

W LM 28.39 36.92

W MM 28.39 36.92

W NN 29.94 38.94

W oo 31.70 41.22
* Reflects a 3.50% coLA effective 07lo1Do17 (as approved by the Bcc on 09/13/2016)

lt tlt

_.Annual
um

31,262.40 40,622.40

32,032.00 41,558.40

33,550.40 43.596.80

35.380.80 45,968.00

37,419.20 48,651.20

39,686.40 51,542.40

41.662.40 54.100.80

43,909.90 57,096.00

46,508.80 60.403.20

49,358.40 64j26.40

52,520.00 68,348.80

52.520.00 68,348.80

56,201.60 73,028.80

56,201.60 73,028.80

59,051.20 76,793.60

59.051.20 76,793.60

62,275.20 80,995.20

65,936.00 85.737.60
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

ACCOUNT CLERK
Fiscal Compliance Officer
Principal Account Clerk
Account Clerk ll
Account Clerk

AGCOUNTANT
Accounting Manager
Senior Accountant
Accountant ll
Accountant I

ADMINISTRATIVE ASSISTANT
Administrative Assistant t I

Administrative Assistant I

Administrative Assistant Trainee

ADMINISTRATIVE SERVICES MANAGER

AIR QUALITY CONTROL
Air Quality Supervisor
Sr. Air Quality Specialist
Air Quality Specialist ll
Air Quality Specialist I

ATRGRAFT MECHANIC

ANIMAL SERVICES
Animal Services Manager
Animal Services Supervisor
Lead Animal Control Officer
Animal Control Officer
Animal Services Kennel Assistant
Animal Services Assistant
Animal Services Caretaker

APPRAISER
Ghief Property Appraiser
Senior Appraiser
Appraiser lll
Appraiser ll
Appraiser I

Appraisal Assistant

ASSISTANT REGISTRAR OF VOTERS

Appendix C

CLASS CODE GRADE

0351

0314
031 1

0312

0321
0315
0318
0320

0163/S163
0174
0173

s'16135

0609
15900
0618
0617

2229

15051

2217
2230
2216
15053
16825
15054

0338
0331

0330
0329
0328
0340

19729

YNN

YJJ

WHH

WGG

YQQ

YPP

YNN

WLL

YLL
YKK
WKK

YPP

YOO
YOO
YNN

WLL

WKK

YOO
YLL
WJJ
wll

WFF

WEE
wcc

YRR

YPP
YNN

WLL
WKK
WGG

YPP

PERSONAL PROPERTY AUDITOR APPRAISER
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

AUTO BODY MECHANIC
Automotive Mechanic Lead
Automotive Mechanic
Auto Body Repairer

BASIS ADMINISTRATOR
Basis Administrator ll
Basis Administrator I

BEHAVIORAL HEALTH PROGRAM COORDTNATOR

BENEFITS SPECIALIST

BUILDING INSPECTION
Deputy Building Official
Plans Examiner Supervisor
Building lnspection Supervisor
Plans Examiner
Building lnspector
Building lnspector Trainee

BUILDING MAINTENANCE
Chief of Building Operations
Facilities Technician Su pervisor
Facility Technician
Maintenance Worker - Facilities

BUILDING PERMIT TECHNICIAN
Permit Services Coordinator
Building Permit Technician
Plans/Permits/Applications Aid e

BUILDING SYSTEM CONTROLS SPECIALIST

BUSINESS FAGILITATOR

BUSINESS SYSTEMS ANALYST
Technology Project Coordinator
Senior Business Systems Analyst
Business Systems Analyst ll
Business Systems Analyst I

BUYER
Buyer

CARPENTER
Carpenter Supervisor
Carpenter

Appendix C

CLASS CODE GRADE

16127
2117
2111
2112
2105
2100

17475
8107
8104

15775
15800

17752

0499

WKK

WJJ
WI

YOO
WNN

YRR

WKK

YQQ

YNO
YNN
WLM

WLL
WI

YPP
YMM
WKK
wcc

YKK
WHH

WGG

WMM

YNN

YQR
YPP

YNN
YLL

8123
8141
8136
17975

2116
2114
0178

8134

17925

15825
0262
0261
0260

0412

8127
8126

YLL

YLL
WJJ
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

CIVIL ENGINEER
Senior Licensed Engineer
Licensed Engineer
Civil Engineer !l
Civil Engineer I

Engineering Technician

CLAIMS ANALYST

CLERICAL SERIES
Administrative Secretary Supervisor
Administrative Secretary
Office Support Specialist
Office Assistant lll
Office Assistant Il
Office Assistant I

CLERK.COUNTY GOMMISSIONERS
Marriage & Business Division Operations Manager
Administrative Clerk - County Commissioners
Deputy Clerk - County Commissioners

CODE ENFORCEMENT OFFICER
Code Enforcement Officer ll
Code Enforcement Officer I

GOLLECTIONS
Collections Supervisor
Collections Analyst

COMMUNICATIONS SPECIALIST
Supervising Communications Specialist
Communications Specialist
Communications Specialist Trainee

COMMUNITY HEALTH AIDE

COMMUNITY HEALTH NUTRITIONIST

COMMUNITY OUTREAGH COORDINATOR

GOUNTY GRANTS ADMINISTRATOR

CRIME ANALYST/STATISTICIAN
Crime AnalysUGlS Specialist ll
Crime AnalysUGlS Specialist I

Appendix C

CLASS CODE GRADE

3019
3017
3016
3015
3025

17452

0024
0023
0017
0016
0015
0014

0146
0168
15332

0700
15851

16800
6140

2207
2210
2209

0600

0607

15156

0169

16126
16826

YRS

YQR

YNO
WLL

WHH

YNN

YKK

WJJ

WHH

WGG
WEE
WDD

YKK

WKK
WJJ

YKK

YMM
WJJ

WGG

WEE

YNN

YNN

YPP

YOO

YLL

W1

WI

YLL
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WCEA - LIST OF CLASS SERIES
Appendix C

CLASS CODE GRADECLASS TITLE

CRIMINALIST
Supervising Criminalist
Senior Criminalist
Criminalist ll
Criminalist I

Forensic Chemist
Criminalist Trainee

CURATOR

CUSTODIAL
Facilities Contract and Services Supervisor
Lead CustodialWorker
Maintenance Worker I

DEPARTMENT PROGRAMMER ANALYST
Senior Department Programmer Analyst
Department Programmer Analyst

DEPARTMENT SYSTEMS SUPPORT
Department Support Supervisor
Department Systems Support Supervisor
Department Systems Support Coordinator
Department Systems Specialist
Department Systems Technician

MEDICOLEGAL DEATH INVESTIGATOR
Medicolegal Death lnvestigator Supervisor
Medicolegal Death lnvestigator/Technician
Deputy Coroner (l nvestigator)

DEPUTY COUNTY RECORDER
Recording Supervisor
Property Transfer Compliance Recorder
Senior Deputy Recorder
Deputy County Recorder I

DEPUTYTREASURER
Assistant Chief Deputy Treasurer
Deputy Treasurer

DETENTION OPERATIONS
Detention Operations Manager
Sheriff Support Specialist Supervisor

DETENTION SERVICES
Detention Services Manager
Detention Prog rams Coordinator

0440
17652
17650
17600
17651

2253
2250
2252
2259
2251
2258

4010

9008
9007
8002

0430
15175

YOR

YOQ
YNP

WLL
WLL

WKK

YLL

YLL

WFF

wcc

YNO
WLL

YOO
YOO
YNN

WKL
WJJ

YPP

lt/trrM

WMM

YKK
wil

WHH

WGG

YMM

YOO
YKK

YOO
YMM

16052
2254
2255

0134
0135
0133
0130

0319
0322

2223
2221

2222
15331

YLL

50



Appendix C
WCEA - LIST OF CLASS SERIES

CLASS TITLE

DEVELOPMENT OFFICER

E-GOV INFORMATION OFFICER

ELIGIBTLITY WORKER
Eligibility Case Compliance Reviewer
Eligibility Supervisor
Eligibility Certification Specialist ll
Eligibility Certification Specialist I

EMERGENCY MEDICAL SERVICES
Emergency Medical Services Program Manager
Emergency Medical Services Coordinator

ENVIRONMENTAL ENGINEER
Senior Licensed Engineer
Senior Environmental Engineer
Environmental Engineer ll
Environmental Engineer I

ENVIRONMENTALIST
Environmental Health Specialist Supervisor
Senior Environmental Health Specialist
Environmental Health Specialist
Environmental Health Specialist Trainee ll
Environmental Health Specialist Trainee I

Environmental Health Aide

EPIDEMIOLOGIST
Senior Epidemiologist
Epidemiologist

EQUIPMENT MECHANIG
Equipment Services Superintendent
Equipment Services Supervisor
Heavy Equipment Mechanic Supervisor - GerlachA/ya
Heavy Equipment Diesel Mechanic
Grounds Equipment Mechanic
Equipment Services Worker ll
Equipment Services Worker I

EQUIPMENT PARTS WORKER
Equipment Parts lnventory Control Supervisor
Equipment Parts Specialist
Storekeeper

CLASS CODE

5008

7005

6147
6148
6150
6149

17675
0644

3019
3038
3041
3040

GRADE

YNN

YNN

YKK

WHH

YQQ
YNN

YRS
YOP

YNO
WLL

YOO
YOO
YNN

WLL
WKK
WFF

YPP
YOO

YRR

YMM

YLL
WKK
WI

WFF

wcc

Yil
WGG
WEE

YLL

WI

0615
0613
0614
0612
061 1

17450

15200
8109
8101
8103
8102
8111
8100

15/.51
0648

8112
8110
0400
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

ESTATE INVESTIGATOR SERIES
Probate Estate Case Manager
Public Administrator Estate I nvestigator

EVIDENCE PROPERTY GONTROL CLERK

FAMILY COURT INVESTIGATIVE SPECIALIST
Family Court lnvestigative Specialist ll
Family Court lnvestigative Specialist I

FAMILY SUPPORT SPECIALIST
Family Support Program Manager
Assistant Manager/Family Support
Family Support Supervisor
Family Support Specialist

FISGAL MANAGER/SHERIFF'S OFFIGE

FORENSIC MEDICAL TRANSCRIBER

FORENSIC TEGHNICIAN
Forensic lnvestigator ll
Forensic lnvestigator I

GEOMATICS TECHNICIAN
Geomatics Specialist
Geomatics Technician

GIS SPECIALIST
GIS Mapping Supervisor
GIS Specialist

GRANTS COORDINATOR

GUARDIAN CASE MANAGER
Supervising Guardian Case Manager
Guardian Case Manager ll
Guardian Case Manager I

Guardian Case Manager Trainee

HEALTH EDUCATOR
Health Educator Coordinator
Health Educator ll
Health Educator I

HORT!CULTURE
Horticulturist
Horticulture Assistant

Appendix C

CLASS CODE GRADE

0187
0189

0054

17702
'15250

1023
1024
1012
1014

17653

0175

2226
2225

16150
16132

3004
0720

15153

YOO
WKK

WHH

YNN
WLL

YOO

YOO

YKK

WI

YRR

WHH

WLL
WJJ

WMM

WKK

WKK

WLL

YOO

WLL
WKK
wlt

YNN
YMM
WLL

YNN

YLL

0190
0188
17951
17950

17625
0628
0627

0067
0068
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

HUMAN RESOURCES SPECIALIST
Human Resources Specialist lll
Human Resources Specialist ll
Human Resources Specialist I

HUMAN SERVIGES SUPPORT SPECIALIST
Human Services Program Supervisor
Senior Human Services Support Specialist
Human Services Support Specialist ll
Human Services Support Specialist I

HYDROGEOLOGIST
Water Resources Program Manager
Senior Hydrogeologist
Hydrogeologist ll
Hydrogeologist I

IMAGING AND RECORDS MANAGEMENT
lmaging and Records Management Supervisor
lmaging Equipment Technician ll
Records Management Technician ll
Records Management Technician I

lmaging Equipment Technician I

lmaging Equipment Technician Trainee

IN MATE CLASSIFICATION/INMATE ASSIST. SPECIALIST

INMATE PROPERTY
lnmate Property/Services Supervisor
Supply Specialist
Property lnventory Clerk

INMATE WORK PROGRAM LEADER
lnmate Work Program Supervisor
lnmate Work Program Leader

INVESTIGATIVE ASSISTANT
CivilSupervisor
lnvestigative Assistant

TNVESTIGATOR (PUBLIC DEFENDER)
Chief lnvestigator (PD)
lnvestigator ll (PD)
lnvestigator I (PD)

IRRIGATION SPECIALIST
lnigation Specialist
Maintenance Worker ll

Appendix C

CLASS CODE GRADE

15333
0510
0509

16075
6127
6129
6128

3053
3030
3052
3051

0201
0203
0055
0056
0202
0200

YKK
WJJ

WHH

YQR

YPQ
YNN

WLL

YPP
WGG
WEE

WDD
wcc
WBB

WJJ

YJJ

WFF
WEE

YJJ

WGG

YPP
WLM

WKK

WGG
WFF

YPP
WI

WHH
WGG

2241

2203
2201
0410

2206
2204

16326
1013

15525
1015

1011

4028
8003

YKK
WI
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Appendix C
WCEA - LIST OF CLASS SERIES

CLASS TITLE

Maintenance Worker I

JAIL COOK
Food Manager
JailCook

LATENT FINGERPRINT EXAMINER

LEGAL SECRETARY
Legal Secretary Supervisor
Legal Secretary Lead
LegalSecretary

LIBRARIAN
Senior Public Services Librarian
Librarian lll
Systems and Access Services Librarian
Librarian ll
I nternet Services Librarian
Librarian I

LIBRARY ASSISTANT
Senior Library Assistant
Library Assistant lll
Library Assistant ll
Library Assistant I

Library Aide

MANAGEMENT ANALYST

MENTAL HEALTH COUNSELOR
Mental Health Counselor Supervisor
Mental Health Counselor !l
Foster Care Training and Support Specialist
Mental Health Counselor I

MITIGATION SPEGIALIST

NATURAL RESOURCES MANAGER

NNCTC INFRASTRUCTURE LIAISON COORDINATOR

NNCTC INTELLIGENCE ANALYST

PA!NTER
Painter Supervisor
Painter

CLASS CODE

8002

9006
2242

2260

0104
0102
0101

't7300

5024
5028
5022

16900
5020

GRADE

WCC

YLL

WHH

WLL

YKK
WJJ

WI

YQQ
YOO

YOO

YNN

YNN

YKK

5018
5016
s014
5012
5000

16501

6154
6153
16550
6152

6145

17101

16350

16175

8131
8130

YJJ

WHH
WGG
WEE
WAA

YNN

YOO
YPP
YPP

YNN

WLM

YRR

YPP

YOO

YKK
WI
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

PARK RANGER
Parks Operations Superintendent
District Park Manager
Park Ranger ll
Parks Ranger I

PARKS MAINTENANCE
Parks Operations Superintendent
Golf Maintenance Su pervisor
Parks Maintenance Supervisor
Senior Grounds/Parks Maintenance Worker
Maintenance Worker ll
Maintenance Worker I

Laborer

PAYROLUPERSONNEL CLERK

PAYROLL SUPERVISOR
County Payroll Supervisor
PayrollTechnician !l

PayrollTechnician I

PERSONAL PROPERTY FIELD REPRESENTATIVE

PLANNER
Planning Manager
Senior Planner
Natural Resources Planner
Park Planner
Planner
Assistant Planner

PLANNING TECHNICIAN
Planning Technician
Plans/Perm its/Appl ications Aide

PROGRAM COORDINATOR
Program Coordinator
Program Assistant

PROJECT GOORDINATOR - DA

PROJEGT MANAGER
Project Manager
Project Coordinator - CSD

PROPERTY INVENTORY CLERK
Property I nventory Technician

Appendix C

CLASS CODE GRADE

4029
16137
16136
8023
8003
8002
8000

4029
16130
4017

16875

YRR
YOO

WKK
WI

YRR

YLL

YLL

YJJ

WFF

WCC

WAA

WHH

YLL
WJJ
WHH

WI

YRR
YOO
WNN
WNN

\^/NN
WJJ

WHH

WGG

YKK

YNN

YQR

YNN

0712
0706
16750
4036
0705
0704

0513

0317
17451
0514

0341

0703

0178

0171
0172

17626

16701
3020

YLL
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Appendix C
WCEA - LIST OF CLASS SERIES

CLASS TITLE

Property lnventory Clerk

PROPERTY PROGRAM AND FISCAL CONTROL MANAGER

PUBLIC HEALTH EMERGENCY RESPONSE COORDINATOR
Public Health Preparedness Manager
Public Health Emergency Response Coordinator

PUBLIG HEALTH INVESTIGATOR
Public Health lnvestigator ll
Public Health lnvestigator I

PUBLIC INFORMATION OFFICER

RANGEMASTER

RECORDS CLERK
Admin istrative Services Manager
Sheriffs Office Records Manager
CivilSupervisor
Chief Records Clerk

RECREATION SPECIALIST
Recreation Coordinator
Recreation Specialist

REGIONAL COMMUNICATIONS COORDINATOR

REPROGRAPHICS SERIES
Print and Distribution Officer
Duplicating Equipment Operator ll
Duplicating Equipment Operator I

RISK MANAGEMENT ANALYST

ROADS MAINTENANCE
Roads Supervisor
Lead Heavy Equipment Operator
Heavy Equipment Operator
Medium Equipment Operator
Maintenance Worker ll
Maintenance Worker I

Laborer

SAFETY/TRAINING/EOC COORDTNATOR - GSD

CLASS CODE

0410

8133

16325
0646

15304
15303

5006

4018

s16135/16775
16134
16326
0103

GRADE

WEE

YQO

YOO
YOO

YPP

YMM
YKK
Ylt

Yil
WGG

YOR

YLL
WGG

WDD

YNN

YLL
WJJ

WI
WGG
WFF
wcc
WAA

WKK

WLL
WKK

YLL

WJJ

17425

0205
0213
0212

2325

4031
4011

8352
8245
8243
8242
8003
8002
8000

17476

SECURITY ELECTRONICS ADMINISTRATOR
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Appendix C

CLASS TITLE

SENIOR FINANCIAL ANALYST

SEWER SYSTEMS WORKER
Wastewater Collections Systems Supervisor
Sewer Systems Worker ll
Sewer Systems Worker I

SHERIFF SUPPORT SPECIALIST
Sheriff Support Specialist Supervisor
Sheriff Support Specialist - B/C/PC
Sheriff Support Specialist - Field Services
Sheriff Support Specialist - B/C/PC Trainee
Sheriff Support Specialist - Field Trainee

SIGN FABRIGATOR
Sign Shop Supervisor
Sign Fabricator

SOCIAL SERVICES
Children's Services Coordinator Supervisor
Case Compliance Reviewer-CPS
Social Services Program Specialist
Social Services Supervisor
Foster Care Training and Support Specialist
Senior SocialWorker
SocialWorker lll
SocialWorker ll
Social Services Case Manager ll
SocialWorker l

SocialServices Case Manager I

CPS lntake Screener

STATISTICIAN

STOREKEEPER

TECHNOLOGY NETWORK ENGINEER
Technology Project Coordinator
Sr. Technology Network Engineer
Technology Network Engineer ll
Technology Network Engineer I

TECHNOLOGY SUPPORT TECHNICIAN
Sr. Technology Support Technician
Technology Support Technician !l
Technology Support Technician I

WCEA - LIST OF CLASS SERIES

CLASS CODE

16751

15827
3032
3031

2221

2205
2202
16525
16526

8138
8137

GRADE

YPP

WKK

WGG

YKK

WHH

WHH
WGG

WGG

YJJ

WFF

YOR
YPP

WLM
WKL

WI

6130
6138
6133
6136
16550
15335
6143
6142

15601
6141
15600
6137

YRR
YQQ
YQQ
YPP

YPP
YOO
YNN

YLL
YLL
YKK
YKK
WKK

YNN

WEE

15155

0400

1582s
15838
15837
15836

15839
15830

15726

WKK
wlt

WHH
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

TECHNOLOGY SYSTEMS ADMINISTRATOR
Technology Project Coordinator
Sr. Technology Systems Administrator
Technology Systems Administrator Specialist
Technology Systems Administrator I I

Technology Systems Administrator I

TECHNOLOGY SYSTEMS DEVELOPER
Technology Project Coordinator
Sr. Technology Systems Developer
Technology Systems Developer ll
Technology Systems Developer I

TELEPHONE TECHNIGIAN

UTILITIES
Utility Worker ll
Utility Worker I

VECTOR BORNE DISEASE
Vector Control Coordinator
Vector Borne Disease Specialist

VETERINARYTECHNICIAN

VICTIM WITNESS ADVOCATE

vtcTtM wTNEss ADVOCATE (SHER|FF'S)

VIDEO PRODUCTION COORDINATOR

VOLUNTEER COORDINATOR

WATER AND SEWER PROJECT INSPECTOR
Water, Sewer and Civil Projects lnspector Supervisor
Water and Sewer Project lnspector
Engineering lnspector

WATER MANAGEMENT
Water Management Program Manager
Water Management Planner Coordinator
Water Management Planner

WIC PROGRAM MANAGER

Appendix C

CLASS CODE GRADE

15825
15833
17900
1s832
15831

15825
15840
15835
15834

YQR
YPP

YOO
WLM

WKL

YQR

YNO

WKK

WI
WGG

YOO
YNN

WJJ

WJJ

WJJ

YNN

WLL

WLL

2314

3014
3013

0616
16375

15052

1025

1s154

0179

16876

17159
3045
3027

3053
3035
0723

YQR
YPP

YNN

YPP
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Appendix D

WCEA NON-SUPERVISORY
SUBSIDY SCHEDULE

POST 97198 (Under Age 65)
Retiree Years of Service Subsidy

POST 97198 (Under Age 651

Retiree Years of Service Subsidy
-Lzl?tlz0,'7*

rForthe 18 month perlod beginnlngTlt lZOLilhrouehT2l3tllOfi, the subsldy schedule has lncreased
seMce overthe FY 15/16 subsldy rates

per month per year of

'* Forthe 12 month perlod beglnnlng 1/{2018 throughtllSV20l&,lhe subsldy schedule has lncreased $1.00 per month peryear
of seMce over the prior yea/s subsldy schedule

Years of
Service

Subsidy

5 Sroa.ag
6 s141.31

7 Stts.tz
8 s206.14
9 Szse.so
10 Szzo.ga
LI $gos.ao
L2 Ssgs.sr
13 Sses.zg
L4 Saoo.os

15 s433.07
L6 Saos.aa

L7 $+gz.so
18 Ssao.gz

19 Ss62.73

20 $sgs.rs

Years of
Service

Subsidy

5 Srre.sg
5 $747.3L

7 $rso.zg
8 s2L4.L4

9 Szq.sa
10 $280.e8

LI 5314.40
L2 Ssqz.sr
13 $sar.zs
L4 Sara.ss
15 Saaa.ae

L6 Sasr.as
t7 ss14.9o
18 5s48.32
19 ss81.73
20 s61s.1s
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Appendix D

WCEA NON-SUPERVISORY
SUBSIDY SCHEDULE

PosT 97198 (Over Age 65)
Retiree Years of Service Subsidy

POST 97198 (over Age 55)
Retiree Years of Service Subsidy

7 7* Ll1.l2ol8- *

*For the 18 month period beginning through the subsidy schedule has increased per month per year of
seMce over the FY 15/16 subsidy rates
r* Forthe 12 month period beglnning U!20l8thtou$htU3tl20$,the subsldy schedule has increased 51.00 per month peryear
of service over the prior yea/s subsldy schedule

Years of
Service

Subsidy

5 $sz.so
6 s6s.o0
7 Sao.so

8 Sgz.oo
9 S1o3.so
10 s11s.0o
TL s126.so
!2 s138.00
13 Sr+g.so
74 Sror.oo
15 Sttz.so
16 Srsa.oo
t7 Srgs.so
18 Szoz.oo
19 s218.s0
20 $zso.oo

Years of
Service

Subsidy

5 Soz.so

6 s7s.oo

7 Saz.so

8 s1oo.o0
9 Suz.so
10 Srzs.oo
7L Srgz.so
L2 51so.oo
13 $roz.so
L4 Srzs.oo
15 Sraz.so
16 Szoo.oo

L7 52L2.sO

18 $zzs.oo
L9 Szss.so
20 s2so.00
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This Agreement, made and entered into this 1"t day of July, 2016, by and between the Board

of County Commissioners of Washoe County, hereinafter refered to as the County, and the

Supervisory-Administrative Negotiating Unit of the Washoe County Emptoyees Association,

hereinafter referred to as the Association.
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ARTTCLE { - PREAMBLE

WHEREAS, the County and the Association are engaged in furnishing public services
essential to the health, safety and welfare of the residents of the County; and

WHEREAS, the County, its employees and the representatives of its emptoyees have a high
degree of responsibility to the general public; and

WHEREAS, the parties to this Agreement and the employees covered by this Agreement
recognize their responsibility to provide the services for which they are involved without
interruption; and WHEREAS, the parties understand that the Board of County Commissioners
is charged by law with the duty and responsibility of operating and providing County
Government services and in carrying out those duties and responsibilities in employing County
Employees in its operation. The Terms and Conditions of employment of employees and County
regulations and rules affecting the employment of those employees are matters of mutual
concern to the County and the Association. lt is the lntent and purpose of this Agreement to
assure sound and mutually beneficial economic and employment relations between the parties
hereto; to attempt to provide an orderly and peaceful means of conducting negotiations,
exchanging communications and views and resolving any misunderstandings or grievances and
to set forth herein article form of this Agreement between the parties covering rates of pay,
wages, hours of work and other conditions of employment;

NOW, THEREFORE, the parties enter into this Agreement as a means of maintaining a
harmonious relationship and fostering a responsible and peaceful labor relations policy.

ARTICLE 2 - RECOGNITION

ln accordance with the provisions of NRS 288, the County has recognized and does
recognize the Association as the exclusive collective bargaining representative of those
employees in the classifications set forth in Appendix A. This recognition is granted for the
period during which the Association qualifies as the exclusive representative of those
employees underthe provisions of NRS 288.

The County shall provide monthly to the Association the name, classification and
department of each new hire by the County who would be eligible for inclusion within the
unit. All information furnished is for the exclusive use of the Association and shall not be used
for another purpose or be given to any other person or organization without the express written
approvalof the employee involved.

This recognition does not include temporary seasonal employees or temporary full or part-
time employees who have worked less than six (6) consecutive months and intermittent hourly
employees.

Further, this recognition does not include individuals who are in the job classifications set
forth in Appendix A if the individual is an unclassified employee pursuant to Chapter 5.093 of the
Washoe County Code.
(Revised 7-1-01)

ARTICLE 3 - NON-DISGRIMINATION

A. EMPLOYEE RIGHTS
1. lt is a prohibited practice for The County or its designated representative willfully to:

(a) lnterfere, restrain or coerce any employee in the exercise of any right guaranteed
under chapter NRS 288.
(b) Dominate, interfere or assist in the formation or administration of any employee
organization.
(c) Discriminate in regard to hiring, tenure or any term or condition of employment to
encourage or discourage membership in any employee organization.
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(d) Discharge or otherwise discriminate against any employee because he/she has
signed or filed an affidavit, petition or complaint or given any information or testimony
under this chapter, or because he/she has formed, joined or chosen to be represented
by any employee organization.
(e) Refuse to bargain collectively in good faith with the exclusive representative as
required in NRS 288.150. Bargaining collectively includes the entire bargaining process,
including mediation and fact finding, provided for in this chapter.
(0 Failto provide the information required by NRS 288.180.

2. Any complaint alleging a violation of this subsection shall be submitted to the Local
Government Employee-Management Relations Board and shall not be subject to the
Grievance Procedure, Article 32.

B. NON-DISCRIMINATION
1. The parties hereto agree not to willfully discriminate against any employee because of
race, color, religion, sex, sexual orientation, age, protected disability, national origin, or
because of political reasons or affiliations.
2. Any complaint alleging a violation of this subsection shall be submifted to the appropriate
administrative agencies having responsibility for enforcing state and federal laws governing
non-discrimination in employment and shall not be subject to the Grievance Procedure,
Article 32.

(Revised 7-1-01)

ARTIGLE 4 - DUES DEDUCTION

1. The County shall deduct dues from the salaries of Association members and pay over to
the proper officers of the Association the money so collected. Provided, however, that no
deductions shall be made except in accordance with a deduction authorization form
individually and voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall specify any Association restrictions on the employee's
right to terminate his/ her dues deduction authorization.
2. The Association shall indemnify and hold the County harmless against any and all
claims, demands, suits and all other forms of liability, which shall arise out of or by reason of
action taken or not taken by the County at the request of the Association under the
provisions of Section 1 above.
3. The Association shall certify to the County in writing the cunent rate of membership
dues. The County will be notified of any change in the rate of membership dues thirty (30)
days prior to the effective date of such change.
4. The County will continue to honor existing dues deduction authorizations curently on
file.

ARTICLE 5 . EMPLOYEE REPRESENTATIVES

The County recognizes and agrees to deal with accredited employee representatives of the
Association on all matters covered by this Agreement.

The selection of employee representatives is the responsibility of the Association, provided,
however, that the total number of accredited employee representatives shall not exceed thirty
(30). This number shall include employee grievance representatives, the Board of Directors of
the Association (which includes the officers of the Association), and the members of the
Association negotiating team. Employee representatives shall be selected in such a manner as
to provide representation for each major County facility.

The Association shall provide the County with a list of accredited employee representatives
and maintain its cunency.
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Release time for Board members, employee grievance representatives, and/ or members of
the Association's negotiating team shall be limited for the purpose of (1) attending County
functions/meetings, including negotiations (which term shall encompass statutory impasse
procedures), which have a direct impact upon the Association, (2) attending in accordance with
the provisions of Article 32, Grievance Procedure, to matters relating to grievances arising out of
alleged violations of this Agreement and (3) to attend training conferences or conventions.
lncluded within this release time procedure is the authorization for each member of the
Association's negotiating commiftee and/or Executive Board to have a maximum of t hour per
week for meetings of the Association's negotiating commiftee and/or Executive Board during
weeks when the Association and the County have or are going to have one (1) negotiating
session. ln the event that the County and the Association meet for negotiations for more than
one time per week, then the above described release time limit will be increased by one (1) hour
for each such session in excess of one (1) session.

Release time requires the advanced approval of the concerned employee's supervisor.
Employees being contacted can be contacted during working hours onty after obtaining
approval of the appropriate supervisor. Approval of requests for release time under this Article
shall not be unreasonably withheld.

When attending to the duties provided in this Article during work hours, employee
representatives shall be on compensated release time up to a total of 44O hours per year. To
the extent that the release time units above are exhausted, release time will be allowed with the
Association being responsible to reimburse the County for all straight time hours utilized by
employee representatives in excess of the total compensated release time above.
(Revised 7-1-08)

ARTICLE 6 - MANAGEMENT RIGHTS

The County has the right and is entitled without negotiation to:
(a) Hire, direct, promote, transfer, or assign employees;
(b) Suspend, demote, discharge, or take other disciplinary action against any employee
forjust cause;
(c) Lay off any employee because of lack of work or lack of funds;
(d) Determine staffing levels, establish job classifications, work performance standards,
the content of the workday, and workload factors;
(e) Determine the quality and quantity of services to be offered to the public and the
methods, means and personnel by which its operations are to be conducted;
(0 Maintain the efficiency of its governmental operations; and
(g) Take whatever actions may be necessary to carry out its responsibilities in
emergency situations.

Unless specifically modified by this Agreement, all rights and responsibilities of the County
shall remain the functions of the County. lt is further understood and agreed that these
management rights shall not contravene either the terms of this Agreement or the duty to
negotiate over those subjects set forth in NRS 288.150, subsection 2.

ARTICLE 7 - CONSULTATION

The parties hereto will use their best efforts to consult with one another on matters of
personnel policies and practices! wages! hours and conditions of employment.

ARTICLE 8 - SALARIES OF PERSONNEL

3
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1. The Schedule of Salary ranges of all personnel covered by this Agreement is set forth in
Appendix B, with the appropriate effective dates. The salary schedules listed in the
Appendices to this Agreement are subject to change during the term of the Agreement as a
resuft of changes to the retirement contribution rate provided for under NRS 2-86.421,3, (a),
(2). ln adopting the Schedule of Salary ranges, the parties recognize and agree that the
percentage differential between entry salary and maximum salary for a given grade is not
and should not be the same for all grades, and herein abandoned the previously agreed to
uniform differential of 35o/o from entry salary to maximum for all grades.
2. The parties agree the following salary adjustments shall be made during the term of this
agreement:

a. Effective July 1 , 2016, the County agrees to provide a cost of living allowance to all
positions covered by the WCEA contract in the amount of 3.00%.
b. Effective July 1 , 2017, the County agrees to provide a cost of living allowance to atl
positions covered by the WCEA contract in the amount of 3.50%.

3. The grade for each class represents the range of pay rates for full-time biweekly
employment unless the compensation plan specifically states othenryise. Unless otherwise
indicated in the compensation plan, rates of pay set forth represent the base total
compensation in every form except for overtime compensation. Reimbursement of an
employee for expenses incured in operating the employee's private motor vehicle for the
convenience of the County shall not be deemed to be a part of total compensation.
4. Each employee in the classified service shall be paid within the salary range in the grade
for the appropriate class.
5. An employee who works a fixed variable proportion of the established workweek, such
as one-half time, one-quarter time, or hours as needed, shall be paid for the actual hours
worked.
6: The County shall pay retroactive pay to all employees who retired and began drawing
PERS, and to the family of employees who died between July 1, of the applicable contraCt
year and the date the WCEA contract is approved by the Washoe County iommissioners.
This term shall sunset and expire effective September 14,2016 and will be replaced with the
following term: Employees whose employment is terminated after June 30, 2018, but before
a successor agreement is reached, if applicable, shall not be entitled to receive retroactive
pay or benefits even if the successor agreement provides for retroactive increases in pay
and/or benefits. This provision shall appty regardless of the reason an employee'i
employment has been terminated.

(Revised 7-01-16)

B. Merit Salary lncrease
1. The amount of the merit salary adjustment paid pursuant to the Washoe County Merit
PersonnelOrdinance shall be 5%.
2. lf giving the full merit salary adjustment would result in a satary exceeding that maximum
amount, the employee shall be given a reduced adjustment, which would result in a salary
equal to the maximum amount of the employee's salary range. However, if a merit increase
brings an employee within 1/2 percent of the top of the range, the employee shall be paid at
the maximum salary for the range.
3. Authorized leave without pay for 30 days or less shall not result in a new anniversary
date. Authorized leave without pay in excess of 30 days shall establish a new anniversary
date commencing with the employee's return to active service.
4. An employee shall be eligible for consideration for a merit salary increase upon:

(a) Each anniversary date of the employee's employment in such job classification
annually thereafter until the maximum salary is reached in that job classification. The
anniversary date is normally considered to be that date an employee commen@s work
in that job classification to which the employee has been most recently appointed.
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(b) An employee yho is not given a merit salary increase on the employee's annual
merit review date is eligible to receive the merit salary increase at any iatdr pay period
within the immediately succeeding annuat review period. Granting a deiayed merit salary
increase in any succeeding pay period shall not affect the emptoyee's anniversary datg,
and will not extend the annual merit review date.

5. Within the employ of each County department, the procedures used to evaluate an
employee shall be uniformly and consistently applied in accordance with the guidelines
established by the Human Resources Department. ln the event a merit increase is not
granted, the employee will be informed in writing of the specific reason(s) for denial and may
within seven (7) days of such notification, request a review before the emptoyee's supervisoi
and the department head or the employee's designee to discuss the reason for the denial.
The reason for the denial may be reviewed by the department head and Association repre-
sentative. Upon request of the employee or the supervisor, a representative of the Human
Resources Department may be present. !f no resolution is reached and the employee files a
grievance as provided for in this Agreement, the issue of whether the department acted
arbitrarily and capriciously in denying the merit increase may be submitted to arbitration.
6. For purposes of determining eligibility for merit salary increases, employees shall be
rated standard or better, and upon meeting such requirements shall then be eligible for a
merit increase. lf an employee does not receive the employee's performance evaluation
within ffieen (15) days after the employee's anniversary date, the merit increase shall be
granted retroactive to the date it was due. lf an employee is unavailable for the supervisor
to give the evaluation because the employee was on leave, or unavailable to meet, following
their anniversary date, the fifteen (15) days shall be extended for the period the employee
was on leave or otherwise unavailable.

C. Salary Adjustments
(a) When an error is discovered in an employee's compensation calcutation, the Human
Resources Department sha!! make the appropriate adjustment retroactive, not to exceed
one year from the date the error is discovered.

(Revised 7-01-05)

\ffhen the merit salary adjustment is delayed solely through administrative or clerical etror,
the adjustment shall be made effective as of the date it was properry due.
(Added 7-1-10)

D. Hazard Duty Pay
For employees in the job classifications of Forensic lnvestigator, Sewer System Workers,

Environmental Health Specialist Supervisor, Sr. Environmental Health Specialist, or
Environmental Health Specialist who are assigned to a drug laboratory response, or other
similarly hazardous situations requiring specialized hazardous materials training shall, on the
approval of the supervisor or designee, receive a five percent (5%) differential during the actual
period of time they are being utilized durlng the employee's working hours. The hazard pay
differential must be recorded on an hour for hour basis or majorfraction thereof.
(Revised 7-1-15)

E. Field Training Officer (FTO) Pay
A department head or designee may authorke employees in the job classifications of

Medicolegal Death lnvestigatorffechnologist Supervisor, Sheriff Support Specialist Supervisor,
and Supervising Communications Specialist to perform as Field Training Officers (FTO's). Such
employees shall receive, in addition to their normal base hourly rate of pay, an additional five
percent (5%) of base salary as a differential pay during the actual period of time the employee is
performing FTO duties during an employee's normal working hours. The FTO pay differential
must be recorded on an hour for hour basis or major fraction thereof. This pay differential is
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intended to compensate the employee for any special training, experience, and/or qualiflcations
required to perform the duties of a Field Training Officer.
(Added 7-01-16)

ARTICLE 9 . MEAL PERIOD - REST BREAKS

All employees shall -be allowed at least a one-half (112) hour meal period scheduled
approximately in the middle of the employee's workday. This period of time shalt be considered
the employee's time and not hours worked except as provided herein.

All employees shall be granted two ffieen (15) minute rest periods during the shift, which
shall not be combined except as provided below. Such breaks shall not be talien within one (1)
hour of the employee's starting time, quitting time, or meal breaks, and may not be accumulated
or used to supplement meal breaks, arrive at work late or leave work early except as provided
herein.

Employees who are required to work shifts of eight (8) straight hours without a designated
meal period may request to have the two (2) rest breaks combined into a one-half (1li) hour
meal period. Under these circumstances, the meal period shall be considered as hours worked.

Rest periods shall be taken without loss of pay and the employee shall not be required to
make up such time.

Employees who are required to work four (4) or more hours beyond their regutar shift shalt
be granted a fifteen (15) minute rest period. To afford employees an opportunity for a meal
during such extended work schedules, employees may request that this additional rest period
be combined with an earlier rest period to create a one-half ('tl2) hour meat period which shall
be considered as hours worked.
(Revised 7-01-01)

ARTICLE {O - STANDBY TIME AND GALLBACK

Standby time is defined as time, other than normal working hours, when an employee is
required by the employee's appointing authority or designee to notify the employee's
department of the employee's exact location or is required to carry an electionic pagei so that
the employee may be immediately contacted. Employees are expected to report to work within
forty-five (45) minutes to one (1) hour from the time a call is received. This provision does not
apply to Park Rangers or Roads Supervisors who reside at County provided residences. An
employee assigned standby will be paid $S.00 per hour with a guaranteed minimum payment of
$50.00 for each standby assignment, except as provided for herein.

An assignment consists of a period of consecutive hours during which an employee is on
standby. For example, if an employee is assigned to standby between 5:00 p.m. and 12:00
midnight that same day, the employee shall be paid $50.00 for the seven (7) hours standby time
(one assignment). lf an employee is assigned to standby between 5:00 p.m. Friday and 8:00
a.m. Monday, the employee shall be paid $315.00 for sixty-three (63) hours standby time (one
assignment). Except in an instance where an employee voluntarity consents; standby time
between 5:00 p.m. Friday until 8:00 a.m. the following Monday shall be assigned as one
continuous assignment. Absent the voluntary consent of an employee, no itandby time
assignment, during said sixty-three (63) hour time period shall be for less than the entiie said
time frame. Employees working a non-traditional workweek who are placed on standby on
times other than 5:00 p.m. Friday through 8:00 a.m. the following Monday shall be paid the
standby rate for the actual hours of such assignment, subject to the guaranteed minimum
payment referred to in this Article.

lf an employee is called to work during a standby assignment, standby pay shall stop during
the period when the employee is working. ln this instance the employee shatl only be paid for
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actual hours on standby and shall not be guaranteed a minimum of $50.00 for each standby
assignment.

Aly employee who is called back to work during a time when the emptoyee is not regularly
scheduled to work, shall be paid for the actual time spent at work with a guarlnteed minimum of
two (2) hours of work time regardless of having worked less than two (2) hours except as
provided herein. lf an employee is called back to work more than once during the same off-Outy
period, the employee shall not receive the guaranteed minimum of two (2) hburs callback if the
subsequent callback period is within the hours for which the employee has already been
compensated. lf the subsequent caltback is beyond the hours for'which the employle has
already been compensated, another two (2) hour minimum callback shall apply. Examples: tf an
employee is called back to work at g:00 p.m. and works until g:30 p.m., the employee will be
credited with two (2) hours of work time or as if the employee actually worked untii 1i:00 p.m. lf
that employee is subsequently called back to work at 10:00 p.m. that same evening and works
until 10:30 p.m., the employee will be credited with one-half (112) hour work time foi the second
callback, or a total of two and one-halt (2-112) hours for both caltbacks. lf the second or third
callback occurs at 2:00 a.m., the employee will be credited with an additional two (2) hours
callback.

lf an employee is on standby and receives a work call and is not required to report to the
workplace but rather performs actual work at home, such timd shall be considered as time
worked. Said work time shall be rounded to the nearest fifteen minutes using normal round off
rules. lf an employee is compensated for work time at home, standby pay shall cease for any
hour or portion thereof which the employee is compensated as hours worked. Such work time is
not considered callback and the two (2) hour minimum does not apply.

lf an employee is called in to work early, and works continuously through the beginning of
the employee's regularly scheduled work hours, the two (2) hour minimum does not apply.

The rate at which these hours are to be compensated shall be in accordance with the
overtime provisions under Article 13. The employee's work time shall start when the employee
actually reports to work and ends when the employee is released from work. Travel time from
an employee's home or non-work location to work and back shall not be considered as work
time.
(Revised 7-1-05)

ARTIGLE {{ - REPORTING PAY/SUITABLE WORK PLACE

The County shall provide a safe and suitable work place, which shall include, but not be
limited to, the promulgation and enforcement of regulations prohibiting work place violence and
restricting employees from having a firearm in the employee's possession inside the work ptace
or in a County vehicle or piece of equipment, except where such possession is permitted (1) in
the performance of the employee's essential functions, (2) where a judge is a permittee
authorized to carry a concealed firearm and carries a concealed firearm in the courthouse or
courtroom presided over by the judge or while traveling to and from the courtroom of the said
judge, (3) where a judge authorizes a permittee authorized to carry a concealed weapon and
carries a concealed firearm in the courthouse or courtroom presided over by the judge or while
traveling to and from the courtroom of said judge, or (4) where a prosecuting attorney of an
agency or politica! subdivision of the United States or of this state is a permittee authorized to
carry a concealed weapon and carries a concealed firearm in a public building. For purposes of
this Article, the regular workday for full-time employees shall be considered to be eight (8)
hours. A full-time employee reporting for work and no work is provided due to such factors as
inclement weather, or a breakdown of a heating unit or other factor causing the closing of a
building to the public or causing discontinuance of a major unit of a project, said emptoyee shall
receive four (4) hours of pay at the employee's regular rate of pay. ln the alternative, the
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County may require the affected employee work at another building in the same department and
at the same grade.

!f after four (4) hours an employee is released from duty for reasons as described above, the
employee shall not be required to report to another location and shall be paid for eight (8) hours
of work.

A part-time employee who reports to work and is released from duty as described above,
shall have the reporting pay prorated based upon the employee's regularly scheduled hours for
the day in question. Part-time employees may also be reassigned to another location under the
same conditions described above for full-time employees.
(Revised 7-1-99)

ARTICLE 12 . SHIFT DIFFERENTIAL'SHIFT BTDDING

A. Shift Differential
All shift work performed between the hours of 6:00 p.m. and 6:00 a.m., shatl be considered

night work. Payment for night work, in addition to regular compensation, shall be made at the rate
of six percent (6%) of base salary for those hours worked between 6:00 p.m. and G:00 a.m.,
except as provided herein. lf an employee works a shift of which at least ffiy percent (50%) of the
hours are between 6:00 p.m. and 6:00 a.m., the employee shall be paid the differentialfor the
entire shift. No night shift differential shall be paid for overtime worked at either the beginning or
the end of a shift unless the regular shift hours qualify for the night shift differential. the inin
differential will not apply during the periods of time when the emptoyee is on sick and annual
leave, holidays and other leaves with pay, even though the employee is stillformally assigned to a
qualifying shift.
(Revised 7-01-04)

An employee who, at the direction of management for reasonable and articulable operational
needs, is reassigned from a bid shift eligible for the dffierential to a shift which is not eligible for the
differential shall continue to receive night shift differential for the remainder of the shift bid. There
shall be no canyover of night shift differential on a nonqualifying shift from one shift bid to another
shift bid.
(Added 7-01-05)

B. Shift Bidding

WC SHERIFF'S OFFICE:

Due to the nature of work being performed in the Sheriffs Office, it is recognized that certain
classifications covered by the agreement work in shifts. These classifications are: Sheriffs
Support Specialist - Booking/Central/Property, Sheriff Support Specialist - Field Services,
Office Assistant ll (working in lnmate Property), Communications Specialist Trainee,
Communications Specialist, and lnmate Work Program Leader. For the purposes of this
agreement, shift bidding shall be applied as follows:

Sheriffs Support Specialist (all options) - Employees in these classifications shall bid for
shifUdays off, by option within the classification, on the basis of seniority within the classification.
Bidding shall occur every four (4) months. An employee shall be allowed to continue on the same
shift until such time as he/she is bumped by a senior employee. An employee may not be
bumped from one option by a senior employee and may only transfer from one option to another
option in the Sheriffs Support Specialist classifications when there is a vacancy in that option and
they are certified as proficient in that option by management. tf an employee transfers to another
option and fails the required training program in the new option, he/she will return to the
employee's previous option. The parties recogn2e that employees desiring to move from Sheriffs
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Support Specialist - Field Service, to Sheffis Support Specialist - Booking/Central Controlmust
follow the selection process applicable for promoting to another classification.

Office Assistant ll (lnmate Propertv) - Employees in this classification shall bid for shifUdays
off by classification, on the basis of seniority within the classification. Bidding shall occur every
four (4) months. An employee shall be allowed to continue on the same shift untilsuch time as
he/she is bumped by a senior employee.

Communications Specialist Trainee and Communication Specialist - Employees in these
classifications shall bid for shifUdays off by classification, on the basis of seniority within the
classification. Bidding shall occur every four (4) months.

lnmate Work Proqram Leader - Employees in this classification shall bid for shifUdays off by
classification within their perspective work units (inside or outside) on the basis of seniority within
the classification. Bidding shall occur every six (6) months. An employee shall be allowed to
continue on the same shift until such time as the employee shall be bumped by a senior
employee. Notwithstanding the single classification, employees desiring to change work units
must follow the selection process applicable for promoting to another classification.

General Provisions:
The bid will be posted for at least seven (7) days before the date of bidding. The awarded

shift schedule shall be posted not less than ffieen (15) days prior to its effective date, which shall
be defined as the first day after the cunent schedule end date. The Sheriff may, for reasonable
and articulable operationa! needs, reassign employees who hold shift bids.

lf the shift bid results in an employee being scheduled to work two consecutive shifts,
employee shall work one-half of the required shift and shall be paid administrative leave for the
remaining one-half shift.
(Revised 7-1-13)

Seniority for bidding shall be determined by the employee's last continuous appointment date
within the classification within the Sheriffs Department. ln the event of a tie, seniority shall be
determined by the last continuous appointment date to any classification within the bargaining unit
of the Sheriffs Department. lf there is still a tie, seniority shall be determined by the rank on the
eligibility list in the classification for which bidding is occurring and, then by a drawing of lots if
there are identical rankings on the eligibility list.

ANIMAL SERVICES:
Lead Animal Control Officers and. Animal Control Officers. Caretakers. Kennel Assistants.

Animal Service Assistants. and Veterinarv Technicians - Employees in these classifications shall
bid for shifUdays off by classification, on the basis of seniority within the classification. The
department shall establish the shifUdays off for the bid, and bidding shall occur every six (6)
months. The schedule shallbe posted not less than ffieen (15) days priorto its effective date.

The Department may, for reasonable and articulable operational needs, reassign employees
who hold shift bids.
(Revised 7-01-13)

lf a shift bid results in an employee being scheduled to work two consecutive shifts, employee
shall work one-half of the required shift and shall be paid administrative leave for the remaining
one-half shift.
(Revised 7-1-10')
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week. Worlareek in this Article shall mean those hours worked between 12:01 a.i. Monday and
ending 12:A0 midnight Sunday.

An employee shall only be paid for actual hours worked. For the purpose of computing
overtime, however, except fortime paid while on sick leave, time paid for but not worked inciudinl
vacation, compensatory time, holidays, and personal leave shall be considered as time worked.

With the exception of normal 'home-to-worK travel time, all travel time that is part of a one-
day assignment outside of the normal work area or travel time that takes an emptoyee away from
home ovemight is considered hours worked regardless of when the actual traveitime occuri. For
example, if an employee returns to Reno on an airplane at 1 1:00 p.m., after a four (4) hour flight,
the employee will be credited with four (4) hours of work time, even though tfre tiijfrt oouied
after 5:00 p.m. Upon arrival at the airport, the travettime it takes the employee to anive home is
not considered hours worked but rather normat "home-to-worlC travel time. ln addition to the
actual travel flight-time, when an employee is attending mandatory training which is away from
home ovemight, layover time and time spent awaiting a flight is consi-dered hours worked,
provided, such time shall not exceed three (3) hours total per round{rip.

An employee whose position is budgeted for less than full-time shall not be deprived of
additional work hours beyond the budgeted hours through the use of temporary or seasonal
employees under the following condition: temporary or seasonal emptoyees shallirot be utilized
to perform the duties. of the permanent part-time emptoyee during the period of temporary layoff of
the permanent parttime employee

No employee shall be required to take time off during the workrueek in lieu of overtime.
The County has the right to schedule employee hours and to order overtime, but in scheduling

employees' hours, shall endeavor to give an employee two (2) consecutive days off in a worl
week as defined above in this article. !n exercising the right io schedule employee hours, the
County agrees to consider employee requests for atternative work schedules, provi'ded,
establishment of such schedules is at the sole discretion of management. Eicept foi
emergencies, in the event management elects to change an employee's regular work schedule,
management shall provide reasonable notice to the emptoyee prior to the effective date of the
schedule change. ln the event an employee works an assigned schedule that does not contain
two (2) consecutive days off in the work week, said employee shall be paid a differential of five
percent (5%) above the employee's base pay for alt hours worked in thit work week, except as
provided herein. Faiture to receive two (2) consecutive days off in a wort<ureek as a result of
overtime is not considered part of an assigned schedule and shall not qualifo an employee for the
additional five percent (5%) differential.

Employees in the S_up_ervisory Administrative Unit in classifications designated with an
asterisk (*) in Appendix ?' shall receive overtime pay at the rate of one and 

-one-half 
(1-1t2)

times their regular 
-rate- 

of pay for all overtime worked without regard to whether 
"ny 

rr"ft
employee qualifies for the Fair Labor Standards Act statutory criteria for exemption from such
premium rate of pay.

Employees in classifications not designated with an asterisk (") in Appendix "A' shall be
subject to the Fair Labor Standards Act statutory criteria to determine it saiO employees qualify
for an exemption. ln.the event that any such employee shall satisfy the said exehp:tion criteria
such employee shall receive overtime at the employee's straight time pay for all overtime
worked, PROVIDED HOWEVER, any employee in a classification not designated by an asterisk
(*) who now is, or any time hereafter becomes, directly supervised b! an emptoyee who
receives overtime pay at the rate of one and one-half (1-1tzltimes such employee's'regular rate
of pay for all overtime worked, shall also be entitled to receive overtime piy it the rate of one
and one-halt (1-112) times said employee's regular rate of pay for all overtimi worked while said
supervisory relationship shall be in force and effect. ln the event that any such employee shall
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not satisfy the said exemption criteria, such employee shall receive overtime pay at the rate of
one and one-half (1-112) times the employee's regular rate of pay for all overtime worked.

Compensatory time off shall be limited to a total accumulation of two hundred forty (240)
hours, except for the job classification of Supervising Communications Specialist, or any other
classification or job title that qualifies under FLSA regulations, may accumulate up to four-
hundred eighty (480) hours of compensatory time. The decision as to whether compensation
for overtime work shall be made in cash or time off shall be made at the time it is worked and
shall be solely the decision of the employee.

lf an employee who has accumulated overtime credit terminates County employment before
accumulated time has been taken or compensated for, all accumulated overtime shall be
compensated for by the employing office or department at the time of termination.

Nothing in this Article shall require payment for overtime hours not worked. Overtime shall
not be paid more than once for the same hours worked. Except for that overtime which is
required as a result of emergency conditions, all overtime must have previous authorization of
the department head or person acting on behalf of the department head, if compensation
therefore is to be effected.
(Revised 7-01-08)

ARTICLE 14 - CAREER INCENTIVE

All employees covered hereunder who have completed a total of five (5) years or more of
full-time service with the County and who have been rated standard or better pursuant to the
applicable performance evaluation program shall be entitled to longevity pay as shown in the
table below calculated at the rate of one hundred dollars ($1001 per year of service up to a
maximum annual payment of three thousand dollars ($3,OOO1 for thirty (30) years or more of
service. Employees who have worked or are now working in a permanent part-time position are
eligible for Career lncentive after having worked or after having been in a paid leave status the
same number of hours equivalent to a full-time employee.

An employee's seniority for career incentive shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or unless an employee who separates is reemployed
within one (1) year and then works a tninimum of one (1) year upon reemployment.

The period of time an employee is on leave without pay in excess of thirty-one (31) calendar
days shall not count as qualifying time for career incentive.

An employee's eligibility for longevity pay shall be reviewed as of June I and December I of
each year with payment to be effected in equal semiannual installments payable on the first
payday of June and December immediately following a determination of eligibility. ln order for
an employee not to receive a semiannual longevity payment, the employee must have received
a below standard performance evaluation during the six-month period immediately preceding
the semiannual eligibility review date.

For qualifying employees retiring or resigning before the due date of any semiannual
increment, the amount of the payment shall be prorated.

Annual Longevity
Payment
$500.00

600.00
700.00
800.00
900.00

1,000.00

Total Years of
Full-Time Service

5-6
6-7
7-8
8 -9
I -10
10-11

Amount of Semi-Annual
lnstallments

$250.00
300.00
350.00
400.00
450.00
500.00
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11-12
12-13
13-14' 14-15
15-16
16-17
17-18
18-19
19 -20
20 _21
21-22
22- 23
23 -24
24-25
25-26
26 -27
27 -28
28-29
29-30
30 or more

(Revised 7-1-94)

1

1

1

1

1

1

1

1

1

,200.00
,300.00
,400.00
,500.00
,600.00
,700.00
,800.00
,900.00

550.00
600.00
650.00
700.00
750.00
800.00
850.00
900.00
950.00

1,000.00
1,050.00
1,100.00
1,150.00
1,200.00
1,250.00
1,300.00
1,350.00
1,400.00
1,450.00
1,500.00

00.001

2,000.00
2,100.00
2,200.00
2,300.00
2A00.00
2,500.00
2,600.00
2,700.00
2,900.00
2,900.00
3,000.00

ARTICLE {5 - HOLIDAYS

A. Recognized Holidays: The following official legat holidays will be observed by the County
and its employees in accordance with NRS 236.015 and the Nevada PERS Ofiicial policiel
(286.025):

1. January 1 (Newyea/s Day)
2. Third Monday in {anuary (Martin Luther King, Jr.'s Birthday)
3. Third Monday in February president's Dayf
4. Last Monday in May (MemorialDay)
5. July 4 (lndependence Day)
6. First Monday in September (Labor Day)
7. Last Friday in October (Nevada Day) 

-'
8. November 11 (Veterans, Day)
9. Fourth Thursday in November (Ihanksgiving Day)

19. P"V afterThanksgiving (Famity Day)
11. December25 (Christmas Day)

Any other day declared as a State holiday by the Governor of the State of Nevada, or by the
President of the United States to be a legal national holiday or day of mourning wf,en [ub[coffices are closed or added to NRS 236.015 shatl also be recognized as a County tr6faay.

Employees working other than the standard Monday through Friday workweek are entiled to the
same number of holidays as employees working a standard Monday through Friday workweek.

Compensation for "holiday pay' hours (not worked) can only be taken as cash. Emptoyees have
a choice of taking "holiday worked" or "holiday overtime' hours, at the time it is worked, as either
cash or compensatory time as ouflined below:

B. Wegkeqd Holidavs: lf January 1, Juty 4, November 11, December 25 or any other day
declared as a new recognized State or National holiday falls upon a Saturday, tn" fnOay
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preceding must be observed as the legal holiday; if any of these same holidays fall upon a
Sunday, the Monday following must be observed as the legal holiday. Employees required by
their department to work on an actual January 1, July 4, November 11, or December 25
traditional holiday when this holiday falls on a Saturday or Sunday will be compensated at one
and one-half ( n times the employees hourly rate of pay for all hours worked on the actual
traditional holiday.

C. Holidav Eliqibilitv: ln order to be eligible for holiday pay, an employee must be in a paid
status both the scheduled work day before and the scheduled work day after the holiday.
Employees on Ieave without pay (LWOP) are not eligible for holiday pay benefits except for
those employees called to military duty and on a military leave without pay. Employees who
are off-duty on worker's compensation shall be considered on paid status and shall receive
holiday pay. Employees hired on a holiday or hired the day after a holiday are not eligible to
be paid for that holiday. Employees leaving County service in a pay period that contains a
holiday will not be paid for the holiday unless he/she is in a paid status both the scheduled
work day before and the scheduled work day afterthe holiday.

D. Holidav Pav: For purposes of this Article, dependent on an employee's regularly
assigned/bid work day, 'holiday pay" (Code 0005) shall be defined as an increment of pay
equal to the work hours of the employee's regularly scheduled shift (i.e. eight (8), or ten (10)
hours) at an employee's regular, straight time hourly pay rate and can only be taken as cash
except as provided herein:

a. Part-time eligible employees shall be entitled to a prorated number of holiday hours
based upon the ratio of the number of hours in their regularly scheduled workweek to a
normal forty (40) hour workweek rounded to the nearest 1S-minute increment.

b. \A/hen a holiday of less than a full day is appointed, part-time benefit eligible
employees will be entitled to the fractional equivalent time off. That is, an employee
who regularly works four (4) hours per day will be given two (2) hours off for a four (4)
hour holiday.

c. Non-benefited temporary, seasonal and intermittent hourly employees are not eligible
for holiday pay. Time worked on a holiday would be considered regular hours.

d. Employees temporarily re-assigned for a week or longer to an assignment that is less
than his/her normal regularly scheduled hours (i.e. working five (Syeight (8) hour days
vs. a normalfour (4)/ten (10) hour days) during a workweek containing a holiday shall
only be entitled to holiday pay at the lower temporary schedule (i.e. 8 hours vs. 10
hours).

e. Employees on a light-duty assignment during a week which contains a holiday shall
receive holiday pay in accordance to his/her light duty work schedule.

f. Holiday Pay hours may fluctuate from holiday to holiday due to where the Holiday, as
defined by this article, occurs within an employee's assigned work schedule (i.e.
employee working'an 8, 8, 12, 12 schedule may sometimes receive an 8 hour holiday
or a 12 hour holiday depending on the day the Holiday falls).

g. Under no circumstances should work schedules be arbitrarily changed during a
holiday week, unless assigned and approved by management.

1. Holidav Not Worked: !f a holiday, as defined by this article, falls on the employee's
regularly scheduled work day and the employee does not report to work and instead has
the day off then the employee shall receive holiday pay, taken as cash only, at their
regular, straight time hourly pay rate for the amount of hours that the employee would
have normally worked. Part-time benefit eligible employees are pro-rated for the holiday,
as defined above.
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2. Holidav.Off (RDOI: lf a holiday, as defined by this article, falts on the employee's regutar
day off (RDO), then the employee shall receive eight (8) hours of holiday pay (Pay Code
0005), taken as cash only, at their regular, straight time hourly pay rate. These holiday pay
hours count towards the 40-hour workweek for overtime purposes as defined in Article 13
- Overtime, Work Day, Work Week. Part-time benefit eligible employees are pro-rated for
the holiday, as defined above.

3. Holidav Worked: lf an employee works on a holiday, as defined by this article, he/she
shall be compensated for working the holiday by receiving 1.5 times his/her regular, hourly
pay rate for each hour or major fraction worked on that holiday up to a maximum of his/her
regularly scheduled shift, in addition to receiving holiday pay. The decision as to whether
compensation for "holiday worked" hours shall be in cash and/or compensatory time shall
be made at the time it is worked and shall be solely the decision of the employee.
compensation for'holiday pat'' hours (Pay code 0005) must be taken as cash.

4. HolidaY Qvgrtime: lf a full-time employee works over the maximum of his/her regutarly
scheduled shift on a holiday or a part-time benefit eligible emptoyee works over eight (8)
hours on a holiday, as defined by this article, he/she shall be compensated by receiving
2.5 times his/her regular, hourly pay rate for each hour or major fraction worked on that
holiday, in addition to receiving holiday worked pay and holiday pay. The decision as to
whether compensation for'holiday overtime' hours shall be in cash and/or compensatory

'time shall be made at the time it is worked and shall be solely the decision of the
employee. Compensation for'holiday pay' hours (Pay Code 0005) must be taken as
cash.

5. Holidav Durins Leave: lf a holiday, as defined by this article, occurs during an
employee's scheduled vacation, sick, compensatory, personal or other paid leave, that
holiday shall be charged as'holiday pa/ and not be charged as reave.

6. Holid?v Reportins: The employee's shift schedule determines when and if an employee
should report holiday hours on a recognized holiday, as defined by this article. Employees
must report all applicable holiday hours on the day their shift begins or in accordance to
the curent practice set by management.

(Revised 7 -1-16; Effective 1 0-28-1 6)

ARTICLE {6 - VACATION

A. Vacation Accrualfor Full-time Employees
1. On the first day of the pay period following the completion of six (6) months continuous
County service, each employee who is employed full-time shall be entitled to forty-eight (48)
hours vacation leave.

Thereafter, employees shall accrue vacation credit at the biweekly equivalent of the
rates established below.

Annual Vacation Earning Rate
Years of Continuous Service Hours Earned

Less than three (3) year g6 hours

Three (3) but less than five (5) years 136 hours
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Five (5) but less than ten (10) years 152 hours

Ten (10) but less than fifteen (15) 176 hours

Fifteen (15) but less than twenty (20) 192 hours

Twenty (20) years or more 200 hours

2. For the purpose of computing credit for vacation, each employee shall be considered to
work not more than forty (40) hours each week.

B. Vacation Accrualfor Part-time Employees, Employees Holding More than One Position:
1. On the first day of the pay period following completion of six (6) months' of continuous
County service, and thereafter, each part-time employee shall be allowed vacation credit
prorated on the basis of the rates established in Section A for full-time employees. When an
hourly paid employee works in excess of forty (40) hours per week, the excess hours shall
not be credited for purposes of computing vacation with pay.
2. An employee who holds two or more part-time positions in the County service may
combine the time in both positions for purposes of computing credit for vacation with pay.
Combined part-time positions with the County shall not aggregate more than eight (8) hours
per day total work time for vacation purposes. Authorized overtime shall not be credited for
purposes of computing vacation with pay.

C. General Provisions
1. An employee's seniority for vacation accrual shall include all periods of service from the
employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result
of a layoff in which case bridging will be authorized if the employee is reemployed in a
permanent position in accordance with Article 24, or unless an employee who separates is
reemployed within one year and then works a minimum of one year upon reemployment.
2. Vacation credit shall accrue only while an employee is in a paid status.
3. The time when vacation is to be taken shall be determined by the appointing authority
after considering the needs of the service and the seniority and wishes of the
employees. Vacation leave shall be charged on an hour for hour basis or major fraction
thereof, if an employee has worked less than forty (40) hours in a week. Vacation credit
may be accumulated from year to year not to exceed two hundred forty (240)
hours. Amounts in excess of two hundred forty (240) hours as of the end of the biweekly
pay period encompassing December 31st, shall be forfeited as of that pay period,
PROVIDED HOWEVER, if an employee:

(a) On or before October 15, requests permission to take annual leave; and
(b) The employee's request is denied for any reason, the employee is entitled to
payment for any annual leave in excess of two hundred forty (240) hours which the
employee requested to take and which the employee would otherwise forfeit as the
result of the denial of the employee's request. The payment for the employee's unused
annual leave must be made to the employee not later than January 31. Vacation leave
shall not be granted in excess of the vacation credit earned. Vacation taken during a
biweekly pay period shall be charged before vacation earned during that pay period is
credited.

4. Except as otherwise provided in this Article, upon separation from service for any cause,
an employee shall be paid a lump sum payment for any unused or accumulated vacation
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earned through the last day worked. lf this date is earlier than the last day of the pay period,
the vacation shall be prorated.
5. Once an employee's use of vacation hours has been approved by the appointing
authority or his designee, the employee shall be allowed to take the vacation hours as
approved unless the operational needs of the County require that vacation leave approvat
be rescinded. ln the event that a rescission of approval occurs, the County shall reimburse
the employee for any actual and reasonable non-refundabte fees and costs incuned in
connection with scheduling of the vacation at the previously approved time. Requests for
reimbursement of the non-refundable fees and costs shall be submitted to the appointing
authority, together with the supporting documentation and receipts, and fonrvarded to the
Comptroller for reimbursement.'

(Revised 7-1-99)

ARTICLE 17 - SICK LEAVE

A. Sick Leave Accrual
Each employee in the service of the County for less than ten (10) years shall be credited

with sick leave at the rate of one and one-fourth (1-114) working days for each month of full-time
service, which is cumulative from year to year.

Part-time employees shall be allowed prorated sick leave on the basis of one and one-fourth
(1-114) days of credit for each equivalent month of full-time service.

Each employee in the service of the County for ten (10) or more continuous years of service
shall be credited with sick leave at the rate of one and one-half (1-112) working days foreach
month of full-time service, which is cumutative from yearto year.

Sick leave credit shall be earned only while the employee is in a paid status.
An employee's seniority for sick leave accrual shall include all periods of service from the

employee's last continuous permanent County employment date except as provided herein.
Periods of separation may not be bridged to extend service unless the separation is a result of a
layoff in which case bridging will be authorized if the employee is reemployed in a permanent
position in accordance with Article 24, or unless an employee who separates is reemployed
within one (1) year and then works a minimum of one (1) year upon reemployment.

B. Sick Leave Accrualfor Employees Holding More than One Position, Hourly Paid Employees
The provisions of Article 16 (Vacation) shatt likewise apply to the eaming of sick leave for

such employees described in that Article.

C. Sick Leave Accrual and Payment on Separation
An employee separated from the service shall earn sick leave only through the last working

day for which he/she is entitled to pay. lf this date is earlier than the last day of the pay period,
the sick leave with pay shall be prorated for that pay period. Upon death, retirement, or
permanent disability, or upon termination of an employee after ten (10) years of full-time
employment, or its equivalent if the employee has not served as a full-time employee, for
reasons other than for just cause under Articles 31 and 33 hereof, an employee shall be
compensated for the accumulated sick leave in excess of three hundred (300) hours at the rate
of one (1) houfs pay at the employee's regular hourly rate for every two (2) hours of sick leave
accrued up to a maximum payment of eight hundred (800) hours. There shall be no payment for
sick leave accrual balances of three hundred (300) hours or less.

An employee, who is laid off and is reemployed under the provision of Article 24 of this
Agreement, shall have the employee's previously uncompensated accrued sick leave at time of
layoff restored.
(Revised 7-1-13)

D. Use of Sick Leave
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Sick leave shall be charged on an hourly basis for each futl hour or major fraction thereof if
an employee has worked less than forty (40) hours in a workvneek.

An employee is entitled to use accrued sick leave only:

When incapacitated to perform the duties of the employee's position due to sickness,
injury, or adoption. When incapacitated to perform the duties of her position due to
pregnancy or childbirth. The use of sick leave for adoption is limited to the following
conditions: (a) both parents may use sick leave for the specific legal process involved in
obtaining an adoption; and (b) a female employee may use up to a total of six (6) weeks
of sick leave, inclusive of the amount of sick leave used in (a) above, if the adoption
involves a newborn infant. This six-week period coincides with the length of time a femate
is normally incapacitated after giving birth to a child.
When quarantined;

When receiving required medical or dental service or examination; or

Upon illness in an employee's immediate family where such illness requires the
employee's attendance. For this purpose, "immediate family" means'the employee's
spouse, parents (including step and foster), children (including step or foster), and
corresponding relations by affinity to the above, brothers and sisters, and if living in the
employee's household, includes grandchildren and domestic partners pursuant to NRS
122p..
(Revised 7-1-10)

ln the event of a death in the employee's immediate family, the employee may use accrued
sick leave in the amount of five (5) days for attending the funeral and travel to and from, and
attending to any family related business matters. For this purpose "immediate family" is defined
as the employee's spouse, parents (including step and foster), children (including step and
foster), brothers, sisters, grandchildren, grandparents, aunts, uncles, nieces, nephews, or
corresponding relation by affinity, or domestic partner as defined by NRS 122A. Should
additional leave be necessary, the Department Head may authorize the use of existing accrued
leave credits or authorized leave without pay.
(Revised 7-1-1O)

E. Approval and Substantiating Evidence for Sick Leave
The appointing authority shall approve sick leave only after having ascertained that the

absence was for an authorized reason. For absences in excess of 3 days, or cases of
apparent abuse, he/she may require the employee to submit substantiating evidence, including
but not limited to a physician's certificate.

F. Transfer of Vacation Leave
Employees shall be allowed to voluntarily transfer up to a maximum of eighty (80) hours of

their accumulated vacation leave during any calendar year to another employee who has less
than eighty (80) hours of combined sick leave, vacation and compensatory leave, but who is
otherwise eligible to take paid sick leave in accordance with the provisions of this section.

An employee's donation of vacation leave shall be in increments of four (4) hours. Donated
vacation leave wil! be logged into the potential credit of the recipient employee in the order in
which such donated time is received. Such time shall be transferred to the recipient employee
in blocks of up to eighty (80) hours to cover a biweekly pay period in the order in which such
donated time is received. When the donated vacation leave is transferred, it shall be converted
into money at the hourly rate of pay of the recipient employee. ln the event that the recipient
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employee no longer requires the use of any donated vacation leave, the vacation leave that has
not been transferred to the recipient employee shall be returned to the donor employee.

The maximum number of hours that may be transfered to a recipient employee pursuant to
this Article is four hundred eighty (480) hours in any calendar year.

G. Personal Leave
1. Personal Leave will be earned on a semi-annual basis as described herein:

(a) Pay Period #01-#13: Personal Leave Credit - July
Employees who use between 0 - 16.00 hours of sick leave during the start of pay period
#01 and as of the lastday in pay period#13 in each calendaryearshall receivetwelve
(12-hours) of Personal Leave credit at the end of the first full pay period in July of that
calendar year. Employees who use between 16.01 - 20.00 hours of sick leave during
the start of pay period #01 and as of the last day in pay period #13, in each calendar
year, shall receive four (4-hours) of Personal Leave credit at the time specified above.
(b) Pay Period #14 -#26 or #27: Personal Leave Credit - January
Employees who use between 0 - 16.00 hours of sick leave during the start of pay period
#14 and as of the last day in pay period #26 (or in the event of a 27h pay period in a
calendar year, pay period #27), shall receive twelve (12-hours) of Personal Leave credit
at the end of the first full pay period in January of the next catendar year. Employees
who use between 16.01 - 20.00 hours of sick leave during the start of pay period #14
and as of the last day in pay period #26 (or in the event of a 27h pay period in a calendar
year, pay period #27), shall receive four (4-hours) of personal leave credit at the time
specified above.

2. Personal Leave earned in July and January of each calendar year must be used by the
en! of pay period #26, or in the event of a 27h payroll paid in a calendar year, pay
period #27, and if not used will be forfeited. Under no circumstances will there be any
cash payment or cash value for Personal Leave credit that is not used. ln order to
receive this Personal Leave benefit, an employee must be in a pay status (eitherworking
or on paid leave) for all of the pay periods within the noted semi-annual period.

3. Permanent part{ime employees shall receive a prorated amount of Personal Leave at
the same ratio as their regular work hours relate to a full-time work schedule. Part-time
regular work hours will be reviewed as of PP#13 or PP#26 or PP#27 using the weekly
working hours encoded in an employees Planned working Time record

(Revised 7-1-14) (Effective January 1,2015)
4. The use of sick leave for attending the funeral of a family and travel to and from, and

attending to any family related business matters as described in paragraph D above,
shall not count towards the sick leave usage when calculating personal teave, as
outlined in paragraph G.1. above. (Added 7-1-16) (Effective December 26,2016)

H. Disability Retirement

- An employee who applies for disability retirement under the Nevada Public Employees
Retirement System (PERS) shall be removed from the payroll and placeO on disa-Uitity
retirement no later than sixty (60) days from approval of said disability retirement by PERS.
Employees hired prior to September 17, 1997, who are incapable or restricted in the
performance of their position for health reasons, who pursue either regular or disability PERS
be1efits, may apply for up to three years credit towards reaching the next plateau for payment of
their health insurance premium upon retirement. Such application shall be to the Director of
Human Resources who shall have discretion to grant or deny said request after review of all
submitted health records and consultation with the employee and appointing authority.
(Revised 7-01-04)
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!. The County agrees to continue efforts with PERS to gain authorization for the County to
make the payment for accrued sick leave, per the qualifications and formula contained in this
agreement, vacation and compensatory leave directly to PERS to purchase retirement credit on
behalf of any employee who so elects, and the parties agree to implement said policy and
incorporate it into the agreement upon such approval by PERS.
(Added 7-01-05)

J. Following ratification of the July 1 ,2005labor agreement, the parties agree to form a
committee of management and association representatives to study options relating to issues
surrounding sick leave usage, sick leave incentive programs, paid time off, and other concepts
and best practlces utilized in these areas. The determination of the feasibility of imptementation
of such programs shall be reserved to negotiations of the successor labor agreement untess
mutually accepted, ratified and approved by the respective employee associations.and the
Washoe County Board of County Commissioners.
(Added 7-01-05)

ARTICLE 18 - LEAVES OF ABSENCE

A. A leave of absence may be granted to any employee occupying a permanent position. A
leave of absence shall be granted only to an employee who desires to return therefrom to the
County service and who at the time the leave is granted has a satisfactory service record.

B. Leaves of absence for thirty (30) working days or less in any calendar year may be granted
upon the approval of the appointing authority. Leaves for a longer period and up to one (1) year
may be granted upon the recommendation of the appointing authority and the approval of the
County Manager or his or her designee.

C. Upon request of the appointing authority and approval of the County Manager or his or her
designee, a leave of absence may be granted to an employee who desires to attend school or
college or to entertraining to improve the quality of the employee's service, who is temporarily
incapacitated by illhess or is pregnant, who is loaned to another governmentat agency'for the
performance of a specific assignment, or for some other reason equally satisfactory. A leave of
absence shall not be granted to an employee who is accepting another position in the classified
service or who is leaving the County service to accept other employment, except as provided in
this subsection.
(Revised 7-1-13)

D. A leave of absence with pay must be granted to any County employee who is required by
law to appear and/or serve as a witness or juror for the Federal Government, the State of
Nevada, or a political subdivision thereof. The employee must be paid the employee's regutar
salary while on leave of absence, but must remit to the employee's department head, for deposit
in the County general fund, all fees which he/she may receive as a witness or juror. The
employee shall retain reimbursements for mileage and per diem. Court leave must not be
charged against the employee's vacation credit.

E. The Board of County Commissioners, upon the recommendation of the County Manager,
may grant leaves of absence without pay in excess of one year for the purpose of attending
extended courses of training at a recognized college or university, accepting a position in the
unclassified service and for other purposes deemed beneficialto the public service.

F. Employees taking authorized educational leaves may elect to use accumulated annualleave
at their option.
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G. Leaves of absence with pay may be granted by the appointing authority to allow employees
time off to vote, pursuant to the provisions of NRS 293.463.

H. Leaves of absence with pay shall be granted to an employee, whether in the classified or
unclassified service, to act as a volunteer fireman or any regular organized and recognized fire
department for the protection of life or property during working hours or fractions theieof which
should otherwise have been devoted to County employment. Further, any employee whose
absence from the job is for the purpose of aiding in a public emergency as i volunteer reserve
m.ember of a police department or sheriffs office may be relieved from the employee's duties,
without the loss of. compensation, upon request and approval of the employee'l appointing
authority, and with the approval of the County Manager/Board.

l. The parties recognize that Washoe County has addressed, on a discretionary basis,
employees called to active duty in any of the armed services of the United States or fuevada,
and where determined appropriate by the County, such employees have been paid the
difference between the employees regular County compensation and the employees military
compensation if the military pay is less than their County compensation. The County shait
continue, at the request of the Association or an individuat, to consider all such requesis, and
shall provide a determination within 21 days of application for such pay; such payment shall be
at the discretion of the County.

{. Any employee who is an active member of the United States Army Reserve, the United
States Air Force Reserve, the United States Naval Reserve, the United States Marine Corps
Reserve, the United States Coast Guard Reserve, the United States Public Health Service
Reserve or the Nevada National Guard shall be relieved from the employee's duties, upon
pquest to the employee's appointing authority, to serve under orders on training duty without
loss of the employee's regular compensation for a period not to exceed ffieen (lsiworking
days in any one calendar year. Any such absence shall not be deemed to be such emptoyeet
annual leave provided for by this Agreement.

5 The provisions of this article do not apply to any leave of absence that is govemed by the
Family and Medical Leave Act.
(Revised 7-1-94)

ARTICLE 19 . HEALTH PLAN

A. July 1 ,2016lnsurance Negotiating Committee (tNC) Agreement
The 2017 Washoe County plan rates for the HMO and PPO are at the threshold that would

trigger the Affordable Care Act's (ACA's) "Cadillac Tax', an excise tax which will be imposed on
health plans that exceed federally defined values beginning in calendar year 2020. For the
calendar year 2020, those values are 910,200 for individuals and $27,5d0 for non-individual
plans.

The Parties hereto recognize and agree that paying the excise tax is not in the interest of
either party and agree to engage in efforts at the lnsurance Negotiation Committee (lNC) to
change plan designs to prevent the application of the tax on Washoe County health plans.

The Parties also recognize and agree that due to increasing health costs the tNC must
agree to plan design changes beginning in plan year 2017, and continuing into subsequent ptan
years, to avoid drastic cuts which will othenryise be required in2O2O when the excise tax will'first
be imposed. This proactive approach to plan design will also allow the plans to absorb the
projected double digit increases in health care costs from now to 2O2O and beyond.
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lf the INC successfully reduces the values of Washoe County health plans to an amount
below the threshold values at which the excise tax would be imposed for plan years 201T and
2018, the County will quantify the savings to the Health Benefits Fund and d-evelop a S0/S0
formula for sharing the savings amount with employees.

ln the event the INC does not successfully reduce the values of Washoe County Health
Plans to an amount below the excise tax threshold values for plan years 2017 and 2b1a, the
Parties agree to meet and negotiate the impact, if any, the'Cadiliac Tax' will have on the
persons covered by this Agreement and, if appropriate, what action(s) to take to minimize or
eliminate such excise tax.
B. lnsurance Negotiating Committee

1. Establishment, Purpose and Effective Date
The Association and the County agree to the establishment of an lnsurance Negotiating

Committee composed of representatives of the County and each recognized employee
bargaining unit.

The purpose of the Committee is to recommend to the Washoe County Commission any
beneflt changes in the County's medical, dental, vision and life insurance plans. Thia
Committee shall also serve as the Oversight Committee for the Retiree Health lnsurance
Program.

This Committee shall become effective upon approval or ratification of the groups listed
in Paragraph 2 below.

2. Composition of Committee
The Committee shall consist of one (1) voting member from each of the following

groups:
(1) Washoe County District Attorney lnvestigator's Association - Non-Supervisory
Unit
(2) Washoe County District Attorney lnvestigatods Association - Supervisory Unit(3) Washoe County Public Attorneys Association
(4) Washoe County Sheriffs Supervisory Deputies Association
(5) Washoe County Sheriffs Deputies Association
(6) Washoe County Employees Association - Supervisory-Administrative Unit
(7) Washoe County Employees Association - Non-Supervisory Unit
(8) Washoe County Nurses Association - Non-Supervisory Unit
(9) Washoe County Nurses Association - Supervisory- Unit
(10) Management
(11) Any other bargaining unit that may be formed during the term of the Agreement

The Associations may have an expert attend the insurance committee meeting and
provide input to the committee.
(Revised 7-1-10)

ln addition, one retired employee shall serve as a nonvoting member to provide input on
the effects of proposed changes upon retirees. The name of a retiree may be nominated by
any voting member. The retiree employee shall be selected by majority vote of the Board of
Directors of the Association and shall thereafter serve at the pleasure of the said Board of
Directors.

(Rev.8-15-00)

The Committee Chairperson and Vice Chairperson shall be appointed by the County
Manager and will not have a vote on the Committee.

The voting member of each bargaining unit, upon confening with its association as
necessary, shall have the authority to bind said bargaining unit to any modification in
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benefits agreed to by a majority vote of the Committee. Such modifications shail then be
presented to the County Commission, and if so approved by the County Commission, shall
be binding upon each bargaining unit.

lf the Committee recommendation is rejected by the County Commission, the Commission
shall deflne their objections and parameters and the tnsurance Committee shatl, within ffieen
(15) days of being notified of the Commission's objections and parameters, meet and attempt
to redefine plan modifications which meet the Commission-estabtished parameters. lf the
Committee is successful, the plan modifications shall be resubmitted to the Commission for
approval. lf the Committee is unable to determine acceptable modifications for submission to
the Commission, the County and lnsurance Commiftee agree to resolve any resutting
differences by submitting the dispute to expedited final and binding interest resotution which
shall be binding upon the County and the bargaining units.

Binding lnterest Resolution Process: When the lnsurance Committee first convenes in
any plan year, no later than January 31, they shall notify the County Manager of their
designated representative(s) who shall represent the lnsurance Commiitee in sLlecting an
experience insurance neutral and scheduling a timely hearing should it be necessary. Within
five (5) days of notification of the Commiftee's representative(s), said representative(s) and the
County Labor Relations Manager shall meet and designate an experienced insurance neutral
to hear such dispute should it become necessary. lf the parties are unabte to agree on the
neutral, they shall obtain a list of five (5) experienced insurance individuals, from ihe Nevada
lnsurance Commissioner with in-depth knowledge of public sector insurance systems who are
not associated with Washoe County or with the Washoe County Association bargaining units,
and alternately strike from the list to select the neutral and the mediator. The righi to stiike the
first name from the list shall be determined by the toss of a coin. They shill immediately
contact the neutral and advise him/her of their selection should a hearing become necessary
and the conditions for a decision which shall include: 1) the hearing shall be scheduled foi
two (2) consecutive days, with each party having one (1) day to present their position on the
merits of the dispute; 2) the neutral may keep a record of the hearing and the parties will retain
a court reporter to transcribe and provide a real time transcript of the hearing; 3) each party
shall have five (5) days following the hearing to submit any brief they intend iiling; a) tfr6
neutral shall render a decision within fifteen (15) days of when the briefs are due; and 5) the
neutral's authority shall be restricted to either selecting the plan design submitted by the
Committee or the plan design submitted on behalf of the County Commission. The lnsuiance
Committee representative(s) and the County Labor Relations Manager shall atso be advised
of the lnsurance Committee schedule and shall set a date with the neutral in advance of any
known dispute in order to insure a timely decision in the event the resolution process ii
necessary. ln the event the resolution process hearing is not necessary, County shall pay any
cancellation fees. Each party shall be responsible for their costs of presenting their'caie to
the neutral and any of his/her fees shall be split equally with the lnsurante Committee
(Associations) paying half and County paying half.

Mediation Process: lf an impasse occurs prior to going to binding interest resotution, the
parties agree to contact the selected individual from the forgoing list of insurance neutrals to
mediate the dispute. Should mediation not resolve the dispute an expedited hearing with the
selected neutral shall occur

Any insurance committee member shall be granted time off from their assigned duties with
Washoe County to attend the hearing at the County's expense. No overtime costs shall be
paid to any employee attending the hearing.
(Revised 7-1-10)
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3. Health Benefit Premiums
The County agrees to pay one hundred percent (100%) of the premium attributable to

the employee coverage.
ln the event an employee elects dependent coverage, the County shalt pay fifty percent

(50%) of the premium for such coverage.

4. Employees Hired or Rehired On or After July 1 ,2016
Employees hired or rehired on or after July 1,2016 will be automatically enrolled into the

High Deductible Health Plan (HDHP) and will remain in the plan for a minimum of two (2) full
plan years. The County agrees to pay one hundred percent (100%) of the premium
attributable to employee coverage, and in the event an employee elects dependent coverage,
the County shall pay fifty percent (50%) of the premium for such coverage.
(Revised 7-1-16)

C. Medical Claims Review
Should there be a dispute over a medical claim under the County's self-funded health plan, it

shall be resolved in the following manner. The lnsurance Appeals Committee shallfirst attempt
to resolve the dispute. lf the dispute remains unresolved, it shallthen be referred to the separate
arbitration procedure that has been established under the County's self-funded health plan. The
aggrieved employee and the County shall each pay one-half (112) of the cost of arbitration.

D. Retiree Health lnsurance
1. For those individuals employed by the County between May 3, 1977 and January 13,
1981, the following provisions apply:

(a) The County will pay 50o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the
employee has at least a total of ten (10) years of full-time County employment.
(b) The County will pay 75% of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the
employee has at least a total of ffieen (15) years of full-time County employment.
(c) The County will pay 1o0o/o of the medical insurance premium attributable to the
employee for participation in the County's Retiree Health lnsurance Program upon the
employee's retirement and receipt of benefits from Nevada PERS, provided the
employee has at least a total of twenty (20) years of full-time County employment.
The payments specified in a, b and c above, will be made in accordance with and are

subject to all applicable laws in effect at the time of the employee's retirement, and are
contingent upon the employee being medically eligible to be reinstated into the County's
Retiree Health lnsurance Program if there has been a break in coverage under the County's
Health Plan.
2. For those employees hired on or after January 13, 1981, the provisions listed in Section
C.1. above, are applicable except that in order to receive the retiree health insurance
benefits an individual must be an employee of Washoe County immediately prior to drawing
retirement benefits.

(Revised 7-1-94)
3. The parties recognize that the cost of retiree health insurance should be considered a
current benefit earned and paid for during an individual's employment with the benefit simply
being deferred until retirement. Based upon this, the parties further recognize that the
funding of the retiree health insurance program must be addressed during the period of
employment of active employees in order to try and ensure the fiscal integrity of the program
in the future and in order to try and ensure that the benefit upon retirement can be
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provided. Additionally, the parties recognize that the prefunding of the service cost of this
program, which is addressed below, only represents a portion of the funding obligations of
this program and that the parties will address the unfunded liability portion of this piogram in
the future. At the point in time when the retiree health insurance piogram is fully prelunded,
with no unfunded liability remaining, the retiree health insurance program wi[ Oe tully
considered a curent benefit earned and paid for during an individual's employment with the
benefit simply being deferred until retirement. With those mutual iecbgnitions and
understandings, the parties herein agree to prefund the program annually at flie actuaria[y
determined service cost amount attributable to this baryaining unit 

-beginning 
July 1,

1996. The amount of the service cost aftributable to this bargaining 
-unit 

wilt be a
percentage of the number of employees represented by the bargaining unii compared to the
number of employees covered under the county's Health Benefit progiam.
4. For those employees hired on or after September 17, 1997 through June 30, 2010, the
county will pay the portion of the medical insurance premium associated with the State
PEBP Retiree Health lnsurance plan for non-state employees. The parties recognize the
2003 Nevada Legislature passed legislation (A8286) that afforded public emptoyees of
Nevada political subdivisions the opportunity to enrotl, upon their retiiement, in'the public
Employees Benefit Program (PEBP) health insurance plan. The 2003 legislation also
obligated public employers of said retiree who enrolled in the plan to pay a [ortion of the
medical premium on the retiree's behalf. ln recognition of this statute, the 

-County 
agrees, in

lieu of making said payment to PEBP which option is currentty not open to Countyietirees,
to provide the payment on the retiree's behalf towards their Washoe County retiree medicai
insurance premium owed, with Medicare becoming primary and Washoe iounty becoming
99c9ndary upon Medicare eligibility, should they elect to remain in the Couhty Retiree
Health Plan. ln order to receive the retiree health insurance benefits an individual must be
an employee of Washoe County immediately prior to drawing retirement benefits.
5. Washoe County will provide a monthly subsidy to the employees referenced in paragraph 4
at the following rates provided in Appendix D based on years of County service prior to
retirement from the County, with a minimum of five (5) years of service and maximum of
twenty (20) years of service. Effective January 1, 2019, and each year thereafter, the
amounts in the schedule shall be adjusted annually to reflect any chinge using the Cpl
Medical lndex and shallbe rounded to the nearest doltar.
6. For those employees hired after June 30, 2010, there will be no retiree medical health
care contribution by the County.

(Revised 7-1-16)

ARTICLE 20 . ON-THE-JOB-INJURY BENEFITS

Sick Leave, Vacation Leave, and Compensatory Leave Time when receiving tndustrial
lnsurance or Occupational Disease Benefits.

W!"1 a County employee is eligible at the same time for benefits under Chapter 616 or 617
of NRS (lndustrial lnsurance and Occupational Disease Acts) and for sick leave, vacation leave,
and/or compensatory time, he/she shall not be required to use accrued sick leave, vacation
leave, or compensatory time for the period during which Workers' Compensation insurance
benefits are being received.

Any employee who suffers a job-connected injury or illness in the course of the employee's
employment with Washoe County for which benefits are paid under Chapter 616 or 618of NRS
may, at the option of the employee, apply for and receive accrued sick leave, vacation leave,
and/or compensatory time during the course of such disability. The amount of sick leave,
vacation leave, and/or compensatory paid to such employee for any pay period shall not exceed
the difference between the employee's normal salary and the amount of any sick, vacation, and
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or compensatory time payment received, exclusive of reimbursement or payment of hospital or
medical expenses.

Any time that is charged to an employee's sick leave, annual leave, or compensatory time
used on the first day of a job-connected injury or illness which qualifies for disability benefits
under Chapter 616 or 618 of NRS shall be credited back to the appropriate leave bank-
An employee may elect to forego being involuntarily placed into vocational rehabilitation pursuant
to NRS Chapter 616C to afford themselves the opportunity to pursue other County positions for
which they are qualified and for which they can perform the essentialjob functions of the position,
with or without accommodation pursuant to the ADA. This shall not afford the employee any
rights to a position and they shall compete for such positions on the basis of merit.

An employee who is utilizing sick leave to attend to therapy or follow-up appointments due to a
job-related injury may request that they be allowed to flex their schedule to avoid using paid leave.
Management will consider such requests in good faith and shatl then advise the ernployee if the
request can be accommodated. The parties recognize that the granting of such flex schedules at
the discretion of management. Employees may also request unpaid leave to attend such
appointments

ln instances where an employee has to attend to therapy or follow-up appointments due to a
job-related injury where such appointments require travel in excess of 50 miles one way from the
employee's place of employment, then the employee shall be compensated pursuant to NRS
616C.477.
(Revised 7-01-10)

ARTICLE 21 - ALLOWANCE FOR USE OF PRIVATE TRANSPORTATION AND
REIMBURSEMENT FOR ADDITIONAL INSURANCE PREMIUM

ln the event an employee covered hereunder is required to use the employee's private
transportation for County business, the County will pay an allowance per mile equal to the
amount specified under NRS 281.160. However, if this amount is greater than the amount
allowable under lnternal Revenue Service Regulations for tax purposes, then the County shall
pay the maximum amount allowable by the lnternal Revenue Service.

Should gasoline rationing become a reality, the County will make every reasonable effort to
provide additional assistance within statutory limitations.

Washoe County shall reimburse employee for the additional insurance premium imposed by
required business use of personal vehicles. Employee requesting such reimbursement must
provide proof of additional business insurance premium to the appointing authority.
(Revised 7-1-97)

ARTICLE 22 . POSITION OPENINGS AND EXAMINATIONS

Position openings in the classified service which are announced on an open competitive or
county-wide promotional basis shall be posted by the County on the Human Resources website
for not less than ten calendar days.

Employees may be allowed to flex their schedule in order to avoid using annual, comp or
personal time when interviewing for another County position during their regular work hours.
(Revised 7-01-13)

ARTICLE 23 . TRANSFERS

lf an employee is to be transferred by the County, he/she shall be given reasonable notice of
such transfer.

No employee may be transfened solely for the purpose of harassment.
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ln the event of a protest of transfer under this article, the protest will be resolved in
accordance with Article 32, "Grievance Procedure.',

ARTICLE 24 - REDUCTION IN FORCE - LAYOFFS _ CONSOLIDATION REOPENER

A committee including supervisory and non-supervisory WCEA members has been formed
to study the classification series and make appropriate changes.

Whenever the County reduces in force or lays off any employee having permanent status in
a County department because of lack of work or lack of funds the following procedure shall be
used. The layoff procedure for a reduction applies to the entire department.

1. The department head shall determine in what class series and in which classes within
that class series reductions in staff will have the least detrimental effect on departmentat
operations and will specify layoff accordingly. A "class series," for purposes of layoff, is
defined as a normal line of progression from trainee, entry or preparatory levels to
supervisory or administrative levels within a job speciatty. \Mthin a class series, the
minimum qualifications, tests for fitness, duties and responsibilities are simitar but different in
level. The List of Class Series is set forth in Appendix C.
2. Within the department and in the class series selected and the class specified, all
nonpermanent employees of the department shall be laid off before any permanent
employees and in the following order: Temporary, provisional and probationary. A person
who attained permanent status but is serving a new probationary period because of a
promotion is considered a permanent employee for purposes of layoff. An employee who
has been employed in a class series for a period of time equivalent to the minimumiequired
to complete a probationary period but, because of promotions within that class series, has
never completed a probationary period, shall be considered a permanent employee for
purposes of layoff.
3. Seniority within a class shall prevail as the determining factor for purpose of layoff and
right to rehire. An employee's seniority within a class for layoff and displacing purposes shall
include all periods of service within the class from the employee's last continuous permanent
County employment date except as provided herein. An employee who transfers or
voluntarily demotes from one class to another class shall be allowed to include all periods of
service within the former class from the employee's last continuous permanent County
employment date for determining seniority. For these purposes, a 'transfef is defined as thi:
movement of an employee from a position in one class to a position in another class having
the same salary grade. Periods of separation may not be bridged to extend service for
purposes of class seniority unless the separation is a result of a layoff in which case bridging
will be authorized if the employee is reemployed in a permanent position in the class within
the period of the employee's layoff eligibility. Periods of separation may be bridged to extend
service for purposes of benefit accruals if the separation is a result of a layoff in which case
bridging will be authorized if the employee is reemployed in a permanent position within the
period of the employee's layoff eligibility.
NOTE: The parties recognize and agree that the foregoing language "all other conditions
being equal," has been removed and is inapplicable for the period of this contract, and said
removal shall only be in effect through June 30, 2O1S).
(Revised 7-1-14)
4. A person laid off shall be entitled to displace to positions in the employee's department
under either of the following circumstances:

(a) to a position in a lower class in which he/she formerly held a permanent appointment
and in which there is an employee with less seniority, or
(b) to a position in a lower class within the class series, even though the person had not
previously held a permanent appointment within the lower class, and in which there is an
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employee with less seniority. Within the class series, an employee's seniority in a higher
class shall count as seniority in the lower class for displacement purposes.

5. ln the event of interdepartmentaltransfers or promotions, an emptoyee so transfered or
promoted and who is laid off shall have the right to displace an employee in the emptoyee's
lormer department having less seniority in the class formerly occupied. This
interdepartmental displacement shall remain in effect until such time as the employee's
seniority in the new department exceeds that of the former.
6. Permanent part-time employees may displace only employees holding permanent part-
time positions.
7. A permanent full-time employee may displace a permanent part-time employee with less
seniority in the same class or in a lower class under the same conditions governing full-time
permanent displacements.
8. The employee with the least seniority shall be displaced by the person who is laid off.
The employee displaced shall be considered as laid off for the same reason as the person
who displaced him/her and shall in the same manner be eligible to displace. lf two or more
employees have the same displacement seniority to a position in a class, the order of
displacement shall be determined by:

(1) seniority as determined by continuous service from the employee's tast
continuous permanent employment date with the "department' in the class of the
layoff and in classes having the same or higher maximum salary;
(2) if the order of displacement is still not resolved by #1 above, the order of
displacement shall be determined by seniority as determined by continuous'county''
service from the employee's last continuous permanent County employment date.

When job classification seniority, permanent department employment in the same or higher
leveljob class (es), and County employment are still equal as provided above, layoff shall be
determined by drawing lots.
9. ln the event that a County program, service or function is discontinued or modified to the
extent that it results in the abolishment of a job family and/or job classification and
subsequent reclassification of all affected individuals in the job family or job class into a new
job family and/or new job class the County and the Association will, with due diligence,
discuss an agreement that preserves the seniority of the individual or group of individuals
that have been reclassified to a new job family or new job ctassification. ln the event the
parties fail to come to an agreement, either party may submit the issue pursuant to the
grievance procedure set forth in Article 32.
10.An employee shall first displace within the department in which he/she is currently
employed. ln the absence of an election by the employee to waive the employee's
displacement rights, he/she shall displace in the highest class in which he/she has
displacement rights. lf he/she has displacement rights in two or more classes at the same
level, he/she shall displace in the class in which he/she has greater displacement seniority.
!f he/she has displacement rights in the employee's highest class in more than one
department, he/she shall displace in the department in which he/she has the most
displacement seniority. lf the employee's department seniority is equal in two or more
classes or departments, he/she shall displace in that class or department in which the
employee with the least seniority is working
11. All election and waivers of displacement rights by employees shall be made in writing.
12. When simultaneous layoffs occur in a class series, the layoff will occur first in the higher
class, followed by displacement to the lower class. When displacements in the lower class
have been completed, the layoff in the lower class will occur.
13. The names of permanent employees who have elected displacement or temporary
demotion pursuant to the provisions of this Article must be placed first upon the
reemployment list for the class or position involved, in reverse order of displacement or
temporary demotion. The employee who was last to displace or demote is the first on the
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reemployment list, and must be given preference in rehiring. Each person on such a list
retains eligibility for appointment for an unlimited period of time except as provided for in
Section 14 below.
14. All permanent employees laid off shall be placed on a reemployment list for atl positions
in their class series and which positions are not at a higher level than previously held. All
such employees must be given preference for rehiring. Names of employees laid off shall
remain on the reemployment list for two (2) years except as provided for in Section 15
below.
15. Refusal of an employee to accept an appointment to a position in a class from which
he/she was laid off or elected displacement may result in the removal from the
reemployment list.
16. The Association will be informed of any pending reduction in force layoffs at least seven
(7) days prior to the official notification of employees affected thereby. This notification will
include the reasons for the layoffs, and the number and types of positions affected. At this
time, the Association may make its views and recommendations known to the Human
Resources Director concerning the implementation of such layoffs. All layoffs will be carried
out in strict compliance with applicable laws and regulations. Employees affected shall be
given thirty (30) days' notice of layoff.
17.The County will cooperate with any employee who is laid off as a result of a reduction in
force-layo-ff and the State Employment Service (or equivalent agency) in determining the
rights to be afforded the separated employee(s) and will inform employees of the method
and procedures to follow in applying for any available benefits.
18. ln the event the County is evaluating contracting, selling, leasing or assigning any
existing County programs or responsibilities to a successor employer, the County-agrees to
notify the Association of the options being evaluated and agrees to meet with the
Association to allow a reasonable opportunity to make their views and recommendations
known concerning the options. Following such discussions, shoutd the County determine a
successor employer will be allowed to assume any County programs or responsibilities that
would result in the layoff or termination of employees covered by this agreement, the County
shall attempt, in good faith, first, to arrange for the placement of such employees within the
County without negative impact to their salary, and second, will attempt to relocate
displaced employees within the framework of any new delivery system with the successor
employer. The parties recognize the County's inabitity to absorb disptaced emptoyees or
place them with the successor employer is not subject to the grievance/arbitration provisions
of this agreement.
19. The County agrees to notify the WCEA at such time as the County determines to pursue
the matter of consolidation of County services with another agency. tn such an event, the
parties agree to negotiate over the impact such consolidation may pose for members of this
unit as required pursuant to NRS 288.

(Revised 7-1-10)

ARTIGLE 25 - UNIFORMS, CLOTHING, EQUIPMENT AND UTILITIES

The Employer shall provide any device, apparel or equipment necessary to protect
employees from injury in accordance with the practice now prevailing. \rVhere special tools are
required for accomplishing work bssignments, the Employer shall be responsible for supplying
the same. Where the tools customarily used in a trade or craft are now required to be supptied
by the employee, such requirement shall continue; where such tools are presently supplied, the
practice shall continue. The County shall replace all worn out or damaged hand tools used by
Equipment Mechanics on the job up to a maximum replacement value of Four Hundred Twenty-
Five Dollars ($425.00) in a fiscalyear. Where uniforms are required and for so long as they miy
be required, the Employer shall furnish, maintain and replace the uniforms so required except
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as provided herein. When replacement of any uniform is required as a result of an employee's
negligence, such replacement is at the employee's expense.

ln lieu of maintaining uniforms directly or through contract facilities, the County shall pay a
uniform maintenance allowance at the following monthly rates:

Class Gode
2217
4016
2221

17376

Title
Animal Services Supervisor
District Park Ranger
Sheriff Support Specialist Supervisor
Animal Services Supervisor

Rate
$40.00
$40.00
$40.00
$30.00

The following provision applies to the payment of utilities at County provided employee
residences:

In lieu of the County paying for utilities, District Park Rangers and Roads Supervisors or
other designated Parks and Roads employees who reside at County-provided residences shall
be paid $150 per month.
(Revised 7-1-14)

Uniformed Civilian Sherffi Office employees, as identified and approved by the Sheriff's
Office, will be provided standard issue vests as part of a five (5) year cycle rotation. ln lieu of
the standard issue vest, the employee may receive reimbursement for the current cost of the
standard issue vest to be used toward the purchase of a Level ll or Level lll Ballistic Vest issued
in accordance to the cunent distribution process in effect not to exceed eleven hundred dollars
($1,100.00) pervest.
(Added 7-1-16)

ARTICLE 26 - IN-SERVICE TRAINING

ln-service training that is required by the Employer is included in hours of work.

ARTICLE 27 - BULLETIN BOARDS AND MEETING FACILITIES

Adequate bulletin boards shall be provided by Washoe County and designated for use by
the Association to communicate with departmental employees. Material shall be posted upon
the bulletin boards specifically as designated, and not on walls, doors, file cabinets or any other
place. The material posted on the bulletin boards shall not be obscene, defamatory or of a
partisan political nature, nor shall it pertain to public issues which do not involve the County or
its relationships with County employees. All posted material shall bear the identity of the
sponsor, shall be signed by a duly appointed representative of the Association, shall be neatly
displayed, and shall be removed as soon as no longer timely.

Use of County Facilities.
County meeting room facilities may be made available upon timely application for use by

County employees and the Association. Application for such use shall be made to the party
under whose control the facilities are placed.

For the purpose of communication of Association business, the County shall permit
reasonable use of the County's e-mail system by the Association and its members for
communications between the Association, its members and the appointing authority or his
designee in regards to the interpretation and enforcement of the parties collective bargaining
agreement and/or the management and operation of the Association. Such use shall be limited
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to an employee's work breaks or non-working time whenever possible and shall not interfere
with the employee's assigned duties and responsibilities.
(Revised 7-1-99)

ARTICLE 28 - JOB CLASSIFICATION, PAY GRADES, AND OUT OF CLASS ASSIGNMENTS

The parties have entered into a point factor job evaluation process in which a Job Evaluation
Committee (JEC) is hereby granted authority to determine the points assigned to classifications
in the bargaining unit pursuant to the Hay job evaluation process. rsta6lished classifications,
pay grades and job titles in the Agreement are set forth in Appendix A, B and C. Changes may
result in classifications and titles when the JEC has reclassified a job or where classificationi
are added or eliminated. The parties agree that sefting pay grades, satary schedutes and
market pay differentials for classifications are the exctusive responsibility delegated by the
parties to Hay Group, lnc. Further, the parties agree that appeals of claisification or
reclassification requests shall first go back to the JEC and subsequent appeals shal! be to Hay
Group, lnc. and are not subject to the grievance and arbitration provisions of the Laboi
Agreement.
(Revised 7-1-15)

Proposed duties and responsibilities or significant changes to existing responsibilities
assigned to a position shall be submitted to the JEC for a determination oi the appropriate
classification. The JEC's determination of the points assigned to a new classification shall
determine the appropriate pay grade.

Nothing herein shall restrict management's right to assign and allocate responsibilities to
positions.
(Revised 7-1-15)

The parties recognize the County's right to assign and direct its employees. However, the
County will endeavor to keep employees working within their respective classifications.
A. Reclassifications

ln the event that there is a permanent assignment of duties which the employee or the
county believes alters the classification of the employee's position, the employee or iounty may
request to have the employee's position studied. Such request shall be submitted to the Hirman
Resources/Labor Relations Department, setting forth in writing, on the prescribed forms, the
reasons that form the basis for the review and the duties and responsibilities assigned to the
position or positions under review. Documented reason(s) for submitting reclassification
requests and new or revised position description(s) shall be submitted to thsJEC, which will
determine whether an existing classification is appropriate, or whether a new classification is
necessary.

lf the employee or appointing authority disagrees with the results of the reclassification
request, !h9y may request a further review by the JEC. lf they still disagree, any subsequent
appeal shall be to Hay Group, lnc., and are not subject to the grievance and arbitration
provisions of the Labor Agreement.

The effective date of a position(s) reclassified to a ctass having a higher salary grade shall
be either the date reclassification was approved by the JEC or by Hay Group or ninbty (g0) days
after the request to study the position(s) was received in the Human Resources/Labor Relations
Department, whichever occurs first. The status of employees so reclassified shall be governed
by the provisions of the Merit Personnel Ordinance. The effective date of a position(s)
reclassified to a class having a lower salary grade shall be the date the position(s) was studied.
An employee in a position so reclassified shall retain the employee's status in the lower
classification, and if the employee's salary is above the top of the salary range for the lower
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classification, shall have the employee's salary trozen at their existing rate until the lower salary
grade reaches the employee's frozen rate.

B. TemporaryAssignments
ln the event there is a temporary assignment of duties of a higher classification, the

employee shall be compensated according to the following policies and piocedures:
1. Pay for work in a higher classification is a short-term remedy in those instances where
temporary replacement is required for an incumbent of a position who is not availabte to
perform the duties of the position or when there is a vacant position in a higher classification
requiring the temporary assignment of duties prior to filling the position.
2. The department head will decide which employee will be assigned and request
authorization by submitting the prescribed forms to the Human Resources/Labor Relaiions
Department which, in turn, will forward the request with a recommendation to the County
Manager's Office for final approval or disapproval. ln making the assignment, th;
department head shall assign the work to the next lower classification provided there are
capable employees available. Employees selected for the assignment are expected to meet
the minimum qualifications for the higher classification. Selection of persons not meeting the
minimum qualifications may be made only when a person who meets the minimum
qualifications is unavailable.
3. ln order to receive pay for work in a higher classification, the nature of the assignment
must be such that the employee in the lower classification becomes fully responsiblsfor the
duties of the higher classification and the assignment is for a period of at least fifteen (1S)
consecutive calendar days. Assignment of the employee must be to a position presently
classified and allocated to the Basic Salary Schedule.
4. Higher pay will be applied retroactively to the first day of the assignment, provided that
the conditions listed above are met, and will be for a period not to exceed six (6) months.
There may be extensions of such periods upon submission of a new request form.
5. ln the event that a department head makes a higher classification assignment as
provided for above, and a request for pay for work in a higher classification is not submitted,
a grievance may be filed under Article 32. tf it is determined that such assignment was
made under the conditions set forth above, higher pay will be applied retroactively to the first
day of the assignment, notwithstanding the time limits contained under Article 32, provided,
however, that higher pay will in no instance be applied retroactively for a period of more than
six (6) months from the date the grievance was filed. This exception to the time limits
contained under Article 32, wil! only apply to situations where grievances are filed during the
assignment in question or within fourteen (14) days of the assignment ending. Any
grievance that is filed after fourteen (14) days of the assignment ending, will not be accepted
as timely.
6. The rate of pay for the assignment will be determined by the higher classification in
which the employee is working and application of the rules of salary on promotion in the
Merit Personnel Ordinance (Section 5.119). Any incentives and special differentials
accruing to the employee in the employee's permanent position shall continue at the
permanent rate, except for the five percent (5%) special increment provided for under
Section 5.123 of the Merit PersonnelOrdinance.
7. The employee's status in the employee's regular classification continues and their
anniversary and salary review dates are determined by the employee's regular
classification.
8. lf overtime pay, shift differential and/or work location differential is allowable payment will
be made on the basis of the rate of pay for the higher classification.
9. Pay for work in a higher classification shall terminate when the regular incumbent of the
higher position becomes available to perform the duties of the position or, if the position is
vacant, when the position is filled.
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C. Training Assignments
An employee may be assigned to a higher classification without any additional

compensation as part of a formal training program established for the purpose of providing
qualifying experience to employees. Prior to such assignment, the appointing authority shall
prepare a formal training program which shall include the method for selection for tiaining
opportunities, method of instruction and evaluation standards for determination of qualifying
experience sufficient to satisfy the recruitment standards for the classification in which they are
training. The formal training program will be provided to the Association for review and
comment prior to adoption and the final program must have the approval of the Director of
Human Resources prior to assignment of any employees for training.

The parties further recognize that such training assignments may include participation by
non-supervisory employees in the existing Washoe County Core Supervisory Training Series of
classes.
(Revised 7-1-04)

ARTICLE 29 - PERSONNEL INFORMATION

An employee covered hereunder shall, on the employee's request and by appointment be
permitted to examine the employee's personnelfile, which shall be kept in the Human Resources
Department. An employee may be given a copy of any material in the employee's personnelfile if
it is to be used in connection with a grievance or a personne! hearing.

No material derogatory to an employee covered hereunder shall hereafter be placed in the
employee's personnel file unless a copy of same is provided the employee. The employee shall
be given an opportunity to submit explanatory remarks for the record, which remaiks shall be
placed in the employee's personnelfile.

Upon written request of an employee, disciplinary materialthat has been in the employee's file
for a period of six years wlll be removed from the employee's personnel file excluding those
materials referred to underArticle 33 as exceptions to the 18 month provision.

Disciplinary materials removed from an employee's personnel file may be maintained by the
Human Resources Department as historical records of discipline imposed and for the purpoie of
providing a defense in any future employment litigation invotving the County, provided, however,
in such event, the County shall not disclose the identity of an employee unless a court of
competent jurisdiction shall determine that such disclosure is relevant to the said litigation.
(Revised 8-15-00)

ARTICLE 30 - ACCESS TO INFORMATION

Upon written request of the Association, the County shall make available one copy of the
following for the Association's retention and record:

Tax rates
Classification information, including grade and step
Tenure information
Salary anniversary
Merit increase given to unit personnel
All budgetary information filed with the Nevada Tax Commission
Departmental budget requests as well as tentative and final appropriations
Monthly trial balances
Any other relevant material mutually agreed upon by the parties.
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ARTICLE 3{ - DISCHARGE

A. The County shall not discharge a permanent, classified employee without just cause. The
right to protest a discharge pursuant to this Article shall be limited to non-probationary, classified
employees.
B. Before taking action to discharge an employee having permanent status in the classified
service, the appointing authority shall serve on the employee and the Association, either
personally or by certified mail, a Notice of Proposed Action, which shall contain the following:

1. A statement of the action proposed to be taken.
2. A copy of the charges, including the acts of omissions and grounds upon which the
action is based.
3. lf it is claimed that the employee has violated a rule or regulation of the County,
department or districtr a copy of said rule shall be included with the notice.
4. A statement that the employee may review and request copies of materials upon which
the proposed action is based.
5. A statement that the employee has seven (7) calendar days to respond to the appointing
authority either orally or in writing.

C. The employee or Association upon whom a Notice of Proposed Action has been served
shall have seven (7) calendar days to respond or protest to the appointing authority either orally
or in writing before the proposed action may be taken. Upon application and for good cause, the
appointing authority may extend, in writing, the period to respond.
D. An appointing authority may immediately suspend, without pay, an employee pending
discharge for gross misconduct or conduct which gives rise to a clear and present danger to
public health and safety. Notice of immediate suspension hereunder shall comply with the
provisions of Paragraph B above and be served on the employee and the Association either
personally or by posting by certified mail within twenty-four (24) hours of the effective time of
suspension
E. An appointing authority, upon giving notice as provided in Paragraph B above, may
immediately suspend an employee against who there is pendin! a criminal charge and which
charge must adversely and directly affect the County service or conflict with continued
employment, or is seriously and substantially disruptive of department or County operations.
Pending criminal charges exist when an employee has been named a defendant in a criminal
complaint or indictment filed in any court.
F. ln any action to discharge an employee having permanent status in a position in the
classified service, after complying with the applicable requirements of Paragraphs A through E
above and having reviewed the employee or Association response, if any, given pursuant to
Paragraph C above, the appointing authority may order the discharge of the employee. Such
order shall [1] be in writing, [2] state specifically the causes for the action, [3] state the effective
date of such action which shall not be less than seven (7) calendar days from the date of such
order, and [4] be served on the employee and the Association, either personally or by certified
mail, and [5] be filed with the Human Resources Director.
G. Either the employee or Association may protest the discharge, which protest shall be an
appeal considered and processed in accordance with procedures of Article 32, Grievance
Procedure commencing at Level ll.
(Rev.8-15-00)

ARTICLE 32 - GRIEVANCE PROCEDURE

A. General

1. Definitions
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(a) Grievance: A grievance is a dispute by one or more employees or the Association
concerning the interpretation, application or claimed violation of an expressed provision
of this Agreement.
(b) Grievant:

(1) A County employee who is covered by the provisions of this Agreement and who
is adversely affected by the matter being grieved.
(2) The Association on behalf of an employee or group of employees who are
covered by the provisions of this Agreement and who are adverseiy iffected by the
matter being grieved.

Q Day: For purposes of this procedure, a day is defined as a calendar day.
2. Effect of a Grievance

The making or filing of a grievance shall not prevent the County, a department head, a
department supervisor, or other authorized person from taking acti-on deemed appropriaie,
nor shall it have the effeci of suspending action previously taken even though'the action
may involve or be a part of the subject matter of the grievance.
3. Written Submission of Grievance

The written grievance submission shall state the circumstances over which the
grievant(s) claims to be aggrieved, the specific Article(s) of this Agreement which are in
dispute, how the interpretation, application or claimed violation ot,n;r Agreement is affecting
him/her to the employee's detriment and the redress sought.
4. Copies

A copy of each official written communication on a grievance shatl be filed wtth the
County Labor Relations Manager and with the Association Office for record purposes.
5. Conference Time

Association business conducted by non-employee representatives must be conducted
during the employee's work breaks or iunch p"riba. Association business shail not interfere
with the employee's duties. Representatives must obtain permission from the employee,s
immediate supervisor bgfore entering the work area during working hours. Upon entLring
during breaks or lunch periods, representatives must identify [hemselves and make
arrangements to meet with a particular employee.
6. Representation

A grievant(s) shall have the right to representation by one (l) Association representative
at each step of the grievance procedure.

Procedure

Level l:
The grievant shall take up the grievance with the emptoyee's department head within

forty-five (45) days of its occurrence. The department head shall attempt to adjust the
matter at that time. lf the grievance is not settled during the informal discussion, 

-and 
the

grievant wishes to pursue the matter, the grievant shall submit it in writing to the emptoyee's
department head within seven (7) days of the informal discussion. The department 

-head

shall render a decision in writing to the grievant within seven (7) days aftei receiving the
grievance.

. _ ln departments with manager level divisions, a department head may require that the
informal discussion required at this level shall be with the division manager. lf not resolved at
the informal level, and the grievant wishes to pursue the matter, the written grievance shalt be
submitted to the department head within seven (7) days of the notification oithe employee by
the division manager that the informal discussion will not resolve the grievance.

Level ll:

B
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lf the grievant is not satisfied with the decision rendered by the department head, the
employee may appeal the decision to the County Manager or his designee within seven (7)
days of receiving the decision by submitting the written appeal to the County Labor
Relations Manager. The County Manager or his designee shall render a decision in writing
to the grievant and to the Association within seven (7) days of receiving the appeal.

Level lll:
lf the Association is not satisfied with the decision rendered at Level ll, the Association

may within seven (7) days of receiving the decision, notify the County Labor Relations
Manager in writing that it wishes to submit the grievance to arbitration.

\lfithin seven (7) days of receiving the Association's written notice of submission to
arbitration, the County Labor Relations Manager or designee shall meet with the Association's
representative to select a mutually acceptable arbitrator. lf the parties are unable to agree
upon an arbitrator, a request for a list of names for seven (7) arbitrators shall be made to the
American Arbitration Association in the selection of an arbitrator. The parties shall strike the
names from said list with the order of striking determined by a toss of a coin. The parties shall
be bound by the rules and procedures of the American Arbitration Association in the selection
of an arbitrator.

The arbitrator so selected shall confer promptly with the parties, shall hold further
hearings, and shall issue a report not later than thirty (3Q) days from the date of the hearing
which shall set forth the arbitratofs findings of fact, conclusions of law and decision on the
issues submitted. The arbitrato/s decision shall be consistent with the law and the terms of
this Agreement and shall be binding upon the parties.

(Rev.8-15-00)

C. Condition
1. Failure to Act

lf the management response to a grievant at any level of the procedure is not appealed
within the prescribed time limits, said grievance shall be considered settled on the basis of
the last answer provided, and there shall be no further appeal, review or resubmission of
said grievance. Should management not respond within the prescribed time limits, the
grievance shall proceed to the next level.
2. Waiver of Time Limits

Any of the time limits contained in this procedure may be waived upon the mutualwritten
agreement of both parties, except that the waiver of any of the time limits contained in Level
I of this procedure can only be agreed to on the part of the County by the division or
department head.
3. Settlement of Grievance

No grievance settled by an employee in a classification represented by the Washoe
County Employees Association shall be accepted by the County unless said employee has
received concurrence of the employee's division or department head on the settlement.
4. Arbitration

All hearings held by an arbitrator shall be in closed session and no news releases shall
be made conceming the hearing.

The arbitrator's fees, costs and expenses and the costs of any court reporter and
transcript shall be borne equally by the parties. All other expenses incuned by either party
shall be borne by the party incurring the expense.

The arbitrator shall not have the authority to modify, amend, alter, add to or subtract
from any of the provisions of this Agreement. ln cases involving discharges, suspension,
demotion or other disciplinary actions, the arbitrator may determine whether the action taken
was for just cause, and, if not, what remedy would be appropriate under the circumstances,
up to reinstatement and full restoration of all wages and benefits with no loss of rights in
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order to make the employee whole. ln case of immediate suspension pending discharge,
the arbitrator may, in the discharge protest, determine the validity of the suspension

(Revised 7-1-99)

ARTICLE 33 - DEMOTION, SUSPENSION AND DISCIPLINE

The County shall not demote, suspend or take any other disciplinary action against an
employee without just cause. The County shall notify employees affected and the Ass-ociation's
Grievance Committee in writing of all disciplinary actions taken. lf it is claimed that an employee
has violated a rule or regulation of the County, Department or District, the County must have
notified the employee in writing of such rule or regulation prior to taking disciplinary action. The
posting of rutes or regulations on departmental bulletin boards shall be deemed sufiicient
notification. The effective date of such rules or regulations shall be seven (7) days from the
posting on bulletin boards, or if individual copies are provided to emptoyees, shall become
effective immediately upon receipt.

lf the County alleges that an employee's work performance has fallen below standard, said
employee's supervisor shall inform the employee promptly and specifically of such tapses before
issuing a warning letter or reprimand. The County may not take disciplinary action against an
employee if more than forty-five (45) days has transpired from the date the appointingiuthority
had knowledge of the occurrence of the matter upon which the disciplinary action is being taken.
lf the County takes disciplinary action against an employee for a matter which exceeds the forty-
five (45) day time limit, the County must demonstrate extenuating circumstances as to why the
time limit had to be exceeded. Notification to an employee that is within the forty-five (+5i day
time limit that a matter is being investigated will satisfy the time limit requirement even though
the ultimate disciplinary action taken occurs beyond the forty-five (45) daytime limit.

Nothing shall be used against an employee in a demotion, suspension or other disciplinary
action unless the employee has been notified in writing. ln the event that there has been such
notification, that notification shall not be used against an employee if it has been in the
employee's file for a period of eighteen (18) months, discounting periods of leaves of absence,
provided that there has been no notification for the same or similar conduct during that eighteen
(18) month period. This eighteen (18) month limitation does not apply 1) to any discipline rising
to the level of a suspension or demotion, or 2) to any disciplinary action taken against an
employee arising out of a matter covered under Title Vll of the Civil Rights Act of t0Oa. me
purpose of the second exception is to allow consideration of both the seriousness of the
employee's proven offense and the record of the employee with the County in determining the
degree of discipline administered, given the County's specific legal obligations under Tifle Vi!.

An employee may appeal discipline, demotion, suspension or other form of discipline
through the grievance procedure of Article 32, which shall be the exclusive remedy foi tfre
appeal of disciplinary actions.
(Revised 7-1-01)

ARTICLE 34 - BILINGUAL LANGUAGE SKILLS

Employees who are pre-identified and utilized by the County to provide bilingual language
skills, which are not a minimum qualification for an employee's job classification, shall, on flie
approval of the department head or designee and Human Resources, receive a five percent
(5%) differential during the actual period of time that the bilingual skills are being utilized during
an employee's working hours. The bilingual pay differential must be recorded on an hourfor
hour basis or major fraction thereof.

ln positions where employees are utilized by the County to use bilingual language skills in
providing County services to the public, where such bilingual skills are not a minimum
qualification for the individual's job classification or position, the employee's work assignments,
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workload, and the expectations of the County as to the employee's performance in terms of
quantity of work shall be adjusted to reasonably reflect the employee's absence from their
regular duties to perform such bilingualrole.
(Revised 7-1-13)

ARTICLE 35 - NOTICE OF ACCRUED SICK LEAVE AND VACATION LEAVE

The County shall notify each employee, not less than quarterly, of the amount of the
employee's accrued and unused sick leave and vacation leave.

ARTICLE 36 - INCLINE DIFFERENTIAL/REMOTE AREA PAY

Employees assigned at lncline Mllage and residing at lncline Village, Crystal Bay, Brockway,
Kings Beach, Tahoe Vista, Agate Bay, Camelian Bay or Cedar Flats orTahoe City, shall be paid a
differential of $250.00 biweekly.

Employees who are provided living facilities or are otherwise receiving living assistance from
the County are not eligible for this provision.

Employees assigned at Gerlach and Vya, Nevada shall be paid a remote area differential of
$75.00 biweekly except as provided herein.

Employees who are provided living facilities by the County are not eligibte forthis provision.
A committee of representatives from associations affected by this article has been formed to

address this issue. Subject to the approval of the Association and the County, the locations
affected and the amount of any such differential may be changed during the term of this
agreement.

Effective 2004, and each year thereafter, the foregoing amounts shall be increased at the
beginning of the first pay period in February equal to the annua! percent increase in the Consumer
Price lndex- All Urban Consumers (CP|-U) for the prior calendar year. For February 20M, this
increase equals 1.9o/o. Employees in this bargaining unit shall begin drawing this rate effective the
start of the first full pay period in July 2004.

Effective the start of the first full pay period in July 2004, employees who are assigned at
lncline Village who do not reside there shall receive ffiy dollars ($50.00) transportation atlowance
per pay period. Provided, no transportation allowance shallapply or be paid to any employee who
has hired or accepts an assignment, which has as a condition of employment/assignment that
they have an obligation to reside in lncline Village. Effective 2009, and each year thereafter, the
foregoing amount shall be increased at the beginning of the first pay period in February equalto
the annual percent increase in the Consumer Price lndex-All Urban Consumers (CP!-U) for the
prior calendar year.
(Revised 7-1-08)

ARTICLE 37 . PARKING ALLOWANCE

The County shall provide Fifteen Dollars ($15.00) per biweekly pay period parking allowance
for employees working in downtown Reno who are not provided free parking. At such time as
the County constructs a parking facility, employees receiving the allowance will be required to
park in the County facility and pay the required fee to the County. The County's fee charged for
the employee shall not exceed the parking allowance set-forth in this Article.

The County agrees to'continue to pay the biweekly parking allowance to employees working
in downtown Reno who are not provided free parking, if they utilize public transit, provided, the
employee must dpcument their continued purchase of the RTC monthly pass.

The County agrees to continue to evaluate the parking situation and accept any policy the
Board adopts concerning parking reimbursements forWCEA.
(Revised 7-1-05)
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ARTICLE 38 - PORTABLE TOILET FACILITIES

Where other sanitary facilities are unavailable to fieldwork crews, employees shall be
permitted to leave the worksite in a vehicle for the purpose of using public sanitary facilities at
the closest available location upon notifying their immediate supervisor. lf the County provides
for portable toilet facilities in the vicinity of the worksite, employees must use these portable
toilets and will not be permitted to leave the worksite for using other sanitary facilities.
(Revised 7-1-99)

ARTICLE 39 - PHYSICAL EXAMINATIONS REQUIRED BY COUNTY

Washoe County will provide free of charge to the employee any physical examination
required for job-related activities.

ARTICLE 40 - EDUCATIONAL FEES

Washoe County will reimburse Washoe County employees for job-related courses taken
upon satisfactory completion.

Courses taken under the provisions of this Article require prior approval by the County.

ARTICLE 41 - GOPY MACHINE USE

The County agrees to permit the use of County copy facilities by the Association. The
Association shall be charged quarterly for such use at County cost. Use of these facilities shall
be limited to five hundred (500) copies per month provided, however, that additional use may be
allowed upon approval of the County Manager.

ARTICLE 42 - LABOR MANAGEMENT COMMITTEE

1. A Committee of the County and Association (not to exceed three (3) representatives of
each) shall meet monthly or more frequently when mutually agreed. The meetings will be
held at 4:00 p.m. on mutually agreed dates and shall be for the purpose of:

(a) Discussing the administration of this agreement;
(b) Exchanging genera! information of interest to the parties; and
(c) Giving the Association representatives the opportunity to share the views of their
members and/or make suggestions on subjects of interest to their members.

2. As a courtesy and to facilitate the adjustment of work schedules, the Association's
representatives will personally notify their immediate supervisors of the dates and times of
such meetings immediately upon the parties reaching mutual agreement as to the date of
any such meeting.
3. Association committee members shall not lose pay nor be eligible for any overtime
payment for time spent in any meeting authorized by the provisions of this Article.
4. The Labor Management Committee shall be advisory only.

ARTIGLE 43 - GENERAL SAVINGS CLAUSE

It is not the intent of either party hereto to violate any laws, rulings, or regulations of any
governmental authority or agency having jurisdiction of the subject matter of this Agreement;
and the parties agree that, in the event that any provisions of the Agreement are finally held or
determined to be illegal or void as being in contravention of such laws, rulings, or regulations,
nevertheless, the remainder of the Agreement shall remain in full force and effect unless the
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parts so found to be void cannot be separated from the remaining portion of this Agreement.
The parties agree that, if and when any provisions of this Agreement are held or determined to
be illegal or void, they willthen promptly enter into lavyful negotiations concerning the substance
thereof.

ARTICLE 44 - DISTRIBUTION OF CONTRAGT

This Agreement shall be posted on the Washoe County Labor Relations website within
thirty (30) days of BCC approval.
(Revised 7-1-13)

ARTICLE 45 . CONTRIBUTION TO RETIREMENT FUND

Commencing July 1, 1975, the County shall pay the employee's eight percent (8%)
contribution to the Public Employees Retirement System.

Personnel who leave County employment between July 1 , 1975, and the date of execution
of this Agreement shall not be entitled to reimbursement from the County for their retirement
contributions.

!t is understood by the parties that the contribution payment hereinabove set forth is paid in
lieu of cost-of-living increase for fiscal 1975-76.

Commencing July 4, 1988, the County shall pay an additional one- half percent (112o/o) to
the Public Employees Retirement System for the increased contribution attributable to the
employee.

It is understood by the parties that this additional contribution payment hereinabove set forth
is paid in lieu of a cost-of-living increase for fiscal year 1988-1989 above the amount set forth in
Article 8 of this Agreement.

ARTICLE 46 - PROFESSIONAL LICENSE FEES

The County shall pay for all professional license fees (e.g., Architect, Professional Engineer,
Professional Land Surveyor) that are required by law and as part of an employee's job
classification.
(Revised 7-1-13\

ARTICLE 47 - DISTRIBUTION OF COMPENSATION DUE A DECEASED EMPLOYEE

lf an employee dies while owed compensation by the County, the parties recognize and
agree that such compensation, to include wages, payment for accrued vacation leave, payment
for accrued compensatory hours, payment for sick leave cash out, payment for pro-rata
longevity pay, and payment for any reimbursable expenses due the employee shall be
distributed in an expedient and legalfashion pursuant to NRS 251.155.

ARTICLE 48 - DURATION OF AGREEMENT

This Agreement shall take effect on July 1, 2016, and shall continue in force through June
30,2018.

The Parties agree that new legislation, SB 241, went into effect in June of 2015. 58241
encompasses oevergreen' clauses as they pertain to collective bargaining agreements. The
Parties remain on opposite sides of the new law's interpretation.
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Washoe County asserts that the "evergreen' language in Article 48 of the 2014-2015
Collective Bargaining Agreement, "it shall automatically be renewed from year to year thereafter
unless either party shall notfy the other in writing by such time as would permit the parties to
comply with collective bargaining schedule established under the Local Government Employee
Management Relations Act, NRS Chapter 288, i.e., February first of each yeaf immediately
after the dates describing the durations of the Agreement, is in contravention of SB 241, and is
therefore null and void pursuant to law and Article 43 of this Agreement. Washoe County
therefore will not agree to Include the quoted language in the Agreement.

The Association asserts that SB 241 does not affect the quoted language in Article 48 and
seeks to continue to include that language in.the Agreement.

ln the interest of concluding negotiations for this 2016-2018 Agreement, the Parties agree to
abide by any legally binding decision concerning 5B 241.

lf, after a legally binding decision, the Association and/or the County desire to discuss the
impact, they shall have the option to exercise the protocol set forth in Article 43 to negotiate the
ramification(s) 28 241has on the Agreement.

This Agreement may be amended at any time during its term only by the mutual written
consent of the parties. Such amendments shall be lettered or numbered, dated and signed by the
parties and, together with the attached Appendices, shall constitute a part of this Agreement. The
parties hereto through their duly authorized officers or representatives and intending to be legally
bound hereby have hereunto set their hands and seals this 13h day of September , i016.

Washoe County has the right to reopen this collective bargaining agreement for
renegotiations under the circumstances, and pursuant to the processes, described in NRS
288.150(4) and NRS 288.150(2Xw).

KITTY K. JUNG, CHAIR
WASHOE COUNTY COMMISSION

c
\

LORI DELANO, PRESIDENT
WASHOE COU NTY EMPLOYEES ASSOCIATION
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CLASSI FICATION LISTING
WCEA SUPERVISORY - ADMINISTRATIVE UNIT

Appendix A

TITLE GRADEO CODE

Administrative Assistant I I

Administrative Assistant ll
Administrative Clerk - County Commissioners.
Administrative Secretary Supervisor ...........
Administrative Services Manager
Air Quality Specialist l! ...............
Air Quality Supervisor ..................OO
AnimalServices Manager.. ..........OO
Animal Services Supervisor
Appraiser lll .............
Assistant Chief Deputy Treasurer
Assistant Food Manager...........
Assistant Manager/ Family Support
Assistant Registrar of Voters
Basis Administrator ll
Behavioral Health Program
Building lnspection Supervisor
Building Operations Project Manager
Business Facilitator..
Business Systems Analyst I ................
Business Systems Analyst ll ...............
Buyer.......
Carpenter Supervisor
Case Com pliance Reviewer-CPS
Chief lnvestigator (Public Defender)
Chief of Building Operations
Chief Property Appraiser.
Chief Records Clerk..
Children's Services Coordinator Supervisor...............
Civil Engineer ll
CivilSupervisor
Claims Analyst.....
Collections Supervisor
Community Health Nutritionist
Community Outreach
County Grants Administrator
County Payroll Supervisor

PP
LL 0317*

O The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marKed by an asterisk receive payment for overtime at the rate of time and one-half.
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.

LL
LL
KK

0318"
0321
0174*
0163
s163*
0168*
0024"
s16135*
061 8*
0609
15051
2217"
0330*
0319
9005"
1024
17927
15775
17750
2111
8124*
17925
0260
0261
0412"
8127
6138
15525
8123
0338
0103*
6130
3016
16326"
17452
16800*
0607

KK.
PP
NN

LL
NN
NN

oo

oo
RR
NN

PP

NN
LL
NN
LL
LL

MM..

PP
PP
RR
il
RR
NO
KK
NN
KK
NN
NN . 15156"

.0169*
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GLASSIFICATION LISTING
WCEA SUPERVISORY - ADMINISTRATIVE UNIT

Appendix A

CODETITLE

Crime Analyst/GlS Specialist I

Crime AnalysUGlS Specialist ll
Criminalist 11...............
Curator
Department Support Supervisor
Department Systems Support Coordinator
Department Systems Support Supervisor .

Deputy Building Official
Deputy Treasurer
Detention Operations Manager...
Detention Programs Coordinator
Detention Services Manager
Development Officer..
District Park Manager
E-Gov lnformation Officer
Eligibility Case Compliance Reviewer
Eligibility Supervisor
Emergency Medical Services Coordinator ...............
Emergency Medical Services Program Manager
Environmental Engineer I I

Environmental Health Specialist
Environmental Health Specialist Supervisor
Epidemiologist
Equipment Parts lnventory Control Su
Equipment Services Superintendent....
Equipment Services Supervisor
Facilities Contract & Services Supervisor
Facilities Technician Supervisor
Family Court lnvestigative Specialist 11.............
Family Support Program Manager...
Family Support Supervisor
Fiscal Compliance Officer
Fiscal Compliance Officer
Fiscal Manager/Sheriffs Office
Food Manager ...................
Foster Care Training & Support Specialist.............
GIS Mapping Supervisor
Golf Maintenance Supervisor
Health Educator Coordinator.
Health Educator ll ...............

N

16826*
16126"
2252*
4010*
0440
17650*
17652
16127
0322*
2223*
15331*
2222"
5008"
16130
7005*
6147"
6148"
0644
17675
3041
0614*
0615
0648"
9112*
15200
8109
9008*
8141*
17702*
1023
1012*
0351
s351"
17653
9006*
16550"
3004*
16137*
17625*
0628*

N

O The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half.
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.

42



CLASSIFICATION LISTING
WCEA SUPERVISORY - ADMINISTRATTVE UNIT

Appendix A

CODET!TLE

Heavy Eq uipment Mechanic Supervisor-GerA/ya
Horticulturist.............

GRADEO

LL
NN

Human Resources Specialist 111.............. ......KK...
Human Services Program Supervisor ...........pp
Hydrogeologist 11........ ..................NN
lmaging and Records Management Supervisor PP
lnmate Property/Services Supervisor ............JJ
lnmate Work Program Supervisor
lnternet Services Librarian ...........NN
Legal Secretary Supervisor ..........KK.

...NN

...oo

...QR

9101*
0067"
15333*
16075
3052
0201
2203*
2206*
16900*
0104*
5020*
5022"
5024
3017
16501
17176"
0146*
16052
6152*
6153*
6154
17101
16350"
16175"
8131
16136*
4029
2116*
0345*
0712

Management Analyst NN
Management Analyst ...................NN
Marriage & Business Division Operatigns Manager LL

PP
NN
PP

Medicolegal Death lnvestigator Supervisor...............

Librarian 111..............
Licensed Engineer..

Mental Health Counselor I

Mental Health Counselor ll
Mental Health Counselor Supervisor
Natural Resources Manager..
N NCTC I nfrastructure Liaison Coordinator................
NNCTC lntelligence Analyst.....
Painter Supervisor

QA
RR
PP
oo
KK.

Parks Maintenance Supervisor LL
Parks Operations Superintendent RR
Permit Services Coordinator............... ..........KK..
Personal Property Auditor - Appraiser
Planning Manager... ....RR
Plans Examiner Supervisor NO
PrincipalAccount C1erk........ ........JJ
Print and Distribution Officer
Probate Estate Case Manager oo
Program Assistant ......KK
Program Coordinator

2117
0314"
0205*
0187*
0172*
0171*
3020*
17626*
16701
8133

LL
Project Coordinator - CSD ,..........NN
Project Coordinator - DA NN

Property Program & Fiscal ControlManager oo
Project Manager .........eR

O The code number listed under the Grade column can be found in eitherAppendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and onehalf.
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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CLASSIFICATION LISTING
WCEA SUPERVISORY - ADMINISTRATIVE UNIT

TITTE GRADEO

Public Health Communications Program Manager...
Public Health Emergency Response Coordinator ...............
Public Health Preparedness Manager..............
Public lnformation Officer......
Recording Supervisor ..
Recreation Coordinator
Regional Communications Coordinator................
Risk Management Analyst
Roads Supervisor
Senior Accountant
Senior Air Quality Specialist
Senior Appraiser
Senior Business Systems Analyst
Senior Criminalist
Senior Department Programmer Analyst.
Senior Environmental Engineer
Senior Environmental Health Specialist
Senior Epidemiologist
Senior Financial Analyst
Senior Grounds/Parks Maintenance Worker .....
Senior Hydrogeologist........... .......pe
Senior Library Assistant..
Senior Licensed Engineer

Appendix A

CODE

oo
oo
oo
LL.
KK.
il ...
QR

17701
0646
16325
5006*
0134*
4031*
17425
2325
8352*
0315
15900*
0331
0262
2250"
0430
3038
0613*
1M51*
16751
8023*
3030
5018*
3019
0706"
17300
15335
15838
15833
15840
2221"
16134*
8138*

NN
LL
PP
oo
PP
PP
OQ
NO
OP
oo
PP.
PP.

Senior Planner.....
RS.
oo
oo
oo

Senior Public Services Librarian
Senior SocialWorker
Senior Technology Network Engineer
Senior Technology Systems Administrator..............
Senior Technology Systems Developer
Sherffi Support Specialist Supervisor KK..

MM.Sheriffs Office Records Manager
Sign Shop Supervisor
Social Services Case Manager I ................
Social Services Case Manager I I ...............
Social Services Program Specialist..
Social Services Supervisor
SocialWorker I

SocialWorker ll

PP
PP
PP

JJ
KK.. ..15600*
LL.
oo

15601*
6133
6136
6141"
6142"

PP
KK
LL
NN
NN

Social Worker lll .............
Statistician

.6143*
15155

o The code number listed under the Grade column can be found in either Appendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half.
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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CLASSIFICATION LISTI NG
WCEA SUPERVISORY - ADMTNTSTRATIVE UNIT

GRADEO

Appendix A

CODETITLE

Supervising Communications Specialist..
Supervising Criminalist
Supervising Guardian Case Manager
Systems and Access Services Librarian
Technology Project Coordinator................
Technology Systems Administrator Specialist
Technology Systems Developer I

Technology Systems Developer ll
Vector Borne Disease Specialist..
Vector Contro! Coordinator
Water Management Planner .........................
Water Management Planner Coordinator................
Water Resources Program Manager...
Water, Sewer and Civil Project lnspector Supervisor
WIC Program Manager.............

MM
OR
oo
oo
QR
oo

2207"
2253"
0190
5028
15825
17900
15834
15835
16375*
0616
0723
3035
3053
17159
0643

LL
NO
NN
oo
NN
PP
QR
NN
oo

O The code number listed under the Grade column can be found in eitherAppendix B or C and will
correspond to the appropriate salary range for the specific class. This salary grade does not represent
any market differentials where appropriate.

NOTE: Classes marked by an asterisk receive payment for overtime at the rate of time and one-half.
Classes not marked by an asterisk receive payment for overtime at the rate of straight time.
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Salary
Grade

Range
Maximumum

ual Range
M Maximum

Y HH 20.40 26.52 42.432.00 55,161.60

Y lt 21.60 28.06 44,928.00 59,364.90

Y JJ 22.93 29.79 47,694.40 61,963.20

Y JK 24.40 31.75 50.752.00 66,040.00

Y KK 24.40 31.75 50,752.00 66.040.00

Y LL 26.11 33.92 54,308.80 70,553.60

Y LN 28.93 37.62 60,174.40 78,249.60

Y MM 27.43 35.67 57,054.4A 74,193.60

Y NN 28.93 37.62 60,174.40 78,249.60

Y NO 30.63 39.83 63,710.40 82,846.40

Y NP 32.53 42.27 67.662.40 87,921.60

Y oo 30.63 39.83 63.710.40 82,846.40

Y OP 32.53 42.27 67,662.40 87,921.60

Y OQ 34.67 45.04 72,113.60 93,683.20

Y PP 32.53 42.27 67,662.40 87,921.60

Y PQ 34.67 45.04 72,113.60 93,683.20

Y oo 4.67 45.04 72,113.60 93,683.20

Y QR 37.05 48.16 77,064.00 100,172.90

Y RR 37.05 48.16 77,064.00 100,172.80

Y RS 39.78 51.72 82.742.40 107,599.40

Y RU 46.U 60.23 96.387.20 125,278.40

Y SS 39.78 51.73 82,742.40 107,599.40

Y TT 44.11 57.31 91,748.80 119.204.80

Appendix B
WCEA SUPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA SUPERVISORY

* Effective: 0710112016

* Reflects 3.oo% coLA effective o7n1r2o16 (as approved by the BCC on 09/13t2016)
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Shlary
Grade

Hourly Range 
,

Minimum Maximum

' Annual Rangd. tr,,,,'r
'.a ',:...-.'.M_inimum Maifim0m

Y HH 21.11 27.45 43,908.90 57,096.00

Y 22.36 29.04 46,509.90 60,403.20

Y JJ 23.73 30.83 49,358.40 64,126.40

Y JK 25.25 32.86 52,520.00 68,349.90

Y KK 25.25 32.86 52,520.00 68.348.80

Y LL 27.02 35.11 56,201.60 73,028.80

Y LN 29.94 38.94 62,275.20 80,995.20

Y MM 28.39 36.92 59,051.20 76.793.60

Y NN 29.94 38.94 62,275.20 80,995.20

Y NO 31.70 41.22 65,936.00 85.737.60

Y NP 33.67 43.75 70,033.60 9'1,000.00

Y oo 31.70 41.22 65,936.00 85,737.60

Y OP 33.67 43.75 70,033.60 91.000.00

Y OQ 35.88 46.62 74.630.40 96,969.60

Y PP 33.67 43.75 70,033.60 91.000.00

Y PQ 35.88 46.62 74,630.40 96,969.60

Y oo 35.88 46.62 74,630.40 96,969.60

Y QR 38.35 49.85 79.768.00 103,688.00

Y RR 38.35 49.85 79,769.00 103,688.00

Y RS 41.17 53.54 85.633.60 111,363.20

Y RU 47.96 62.34 99,756.80 129.667.20

Y SS 41.17 53.54 85,633.60 1 11,363.20

Y TT 45.65 59.32 94,952.00 123,385.60

Appendix B
WCEA SUPERVISORY

SALARY SCHEDULE
REPRESENTED: WCEA SUPERVISORY

* Effective z 07 10112A17

*Reflects 
a 3.50% COLA effective A7n1n7
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CLASS TITLE

ACCOUNT CLERK
Fiscal Compliance Officer
Principal Account Clerk
Account Clerk ll
Account Clerk

AGCOUNTANT
Accounting Manager
Senior Accountant
Accountant ll
Accountant I

ADMINISTRATIVE ASSISTANT
Administrative Assistant ! I

Administrative Assistant I

Administrative Assistant Trainee

ADMINISTRATIVE SERVICES MANAGER

AlR QUALITY CONTROL
Air Quality Supervisor
Sr. Air Quality Specialist
Air Quality Specialist ll
Air Quality Specialist I

ATRCRAFT MECHANIC

ANIMAL SERVICES
Animal Services Manager
Animal Services Supervisor
Lead Animal Control Officer
Animal Control Officer
Animal Services Kennel Assistant
Animal Services Assistant
Animal Services Garetaker

APPRAISER
Chief Property Appraiser
Senior Appraiser
Appraiser lll
Appraiser ll
Appraiser I

Appraisal Assistant

ASSISTANT REGISTRAR OF VOTERS

WGEA - LIST OF CLASS SERIES

CLASS CODE

0351

0314
031 1

0312

0321
0315
0318
0320

0163/5163
0174
0173

s16135

0609
15900
0618
0617

2229

15051

2217
2230
2216
15053
16825
15054

Appendix C

GRADE

YNN

YJJ

WHH
WGG

Y00
YPP

YNN

WLL

YQO
YOO
YNN

WLL

YLL

YKK
WKK

YPP

17927

WKK

YOO

YLL
WJJ

WI
WFF

WEE

wcc

YRR
YPP
YNN

WLL
WKK
WGG

0338
0331
0330
0329
0328
0340

YPP

PERSONAL PROPERTY AUDITOR APPRAISER
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WGEA - LIST OF CLASS SERIES

CLASS TITLE

AUTO BODY MECHANIC
Automotive Mechanic Lead
Automotive Mechanic
Auto Body Repairer

BASIS ADMINISTRATOR
Basis Administrator ll
Basis Administrator I

BEHAVIORAL HEALTH PROGRAM COORDINATOR

BENEFITS SPECIALIST

BUILDING INSPEGTION
Deputy Building Official
Plans Examiner Supervisor
Building lnspection Supervisor
Plans Examiner
Building lnspector
Building lnspector Trainee

BUILDING MAINTENANCE
Chief of Building Operations
Facilities Technician Supervisor
Facility Technician
Maintenance Worker - Facilities

BUILDING PERMIT TECHNICIAN
Permit Services Coordinator
Building Permit Technician
Plans/Permits/Applications Aide

BUILDING SYSTEM GONTROLS SPECIALTST

BUSINESS FACILITATOR

BUSINESS SYSTEMS ANALYST
Technology Project Coordinator
Senior Business Systems Analyst
Business Systems Analyst ll
Business Systems Analyst I

BUYER

CARPENTER
Carpenter Supervisor
Carpenter

Appendix C

GRADECLASS CODE

17475
8107
8104

15775
15800

17750

0499

WKK
WJJ

WI

16127
2117
2111
2112
2105
2100

8123
8141
8136
17975

2116
2114
0178

8134

17925

15825
0262
0261
0260

0412

8127
8126

YOO

WNN

YRR

WKK

YQO

YNO

YNN

WLM

WLL

WI

YPP
YMM
WKK
wcc

YKK
WHH

WGG

\A/MM

YNN

YQR
YPP

YNN
YLL

YLL

YLL
WJJ
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CLASS TITLE

CIVIL ENGINEER
Senior Licensed Engineer
Licensed Engineer
Civil Engineer ll
Civil Engineer I

Engineering Technician

CLAIMS ANALYST

CLERICAL SERIES
Administrative Secretary Supervisor
Administrative Secretary
Office Support Specialist
Office Assistant lll
Office Assistant ll
Office Assistant I

GLERK-COUNW COMMISSIONERS
Maniage & Business Division Operations Manager
Administrative Clerk - County Commissioners
Deputy Clerk - County Commissioners

CODE ENFORCEMENT OFFICER
Code Enforcement Officer ll
Code Enforcement Officer I

COLLECTIONS
Collections Supervisor
Collections Analyst

COMMUNICATIONS SPEGIALIST
Supervising Commu nications Specialist
Communications Specialist
Communications Specialist Trainee

COMMUNITY HEALTH AIDE

COMMUNITY HEALTH NUTRITIONIST

COMMUNITY OUTREACH COORDINATOR

CRIME ANALYST/STATISTICIAN
Crime AnalysUGlS Specialist ll
Crime AnalysU GIS Specialist I

WCEA - LIST OF CLASS SERIES

CLASS CODE

3019
3017

3016
3015
3025

17452

Appendix G

GRADE

YRS

YOR

YNO
WLL

WHH

YNN

YKK

WJJ

WHH
WGG

WEE

WDD

YKK

WKK
WJJ

YKK
W1

YMM
WJJ

WGG

WEE

YNN

YNN

YOO

0024
0023
0017
0016
0015
0014

0146
0168
15332

YLL

WI

0700
15851

16800
6140

2207
2210
2209

0600

0607

15156

16126
16826
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CLASS TITLE

CRIMINALIST
Supervising Criminalist
Senior Criminalist
Criminalist !l
Criminalist I

Forensic Chemist
Criminalist Trainee

GURATOR

CUSTODIAL
Facilities Contract and Services Supervisor
Lead CustodialWorker
Maintenance Worker I

DEPARTMENT PROGRAMMER ANALYST
Senior Department Programmer Analyst
Department Programmer Analyst

DEPARTMENT SYSTEMS SUPPORT
Department Support Supervisor
Department Systems Support Supervisor
Department Systems Support Coordinator
Department Systems Specialist
Department Systems Technician

MEDICOLEGAL DEATH INVESTIGATOR
Medicolegal Death lnvestigator Supervisor
Medicolegal Death lnvestigator/Technician
Depu$ Coroner (lnvestigator)

DEPUTY COUNTY RECORDER
Recording Supervisor
Property Transfer Compliance Recorder
Senior Deputy Recorder
Deputy County Recorder I

DEPUTYTREASURER
Assistant Chief Deputy Treasurer
Deputy Treasurer

DETENTION OPERATIONS
Detention Operations Manager
Sheriff Support Specialist Supervisor

DETENTION SERVICES
Detention Services Manager

WCEA - LIST OF CLASS SERIES

CLASS CODE

2253
2250
2252
2259
2251
2258

4010

9008
9007
8002

0430
15175

Appendix G

GRADE

YAR
YOQ

YNP

WLL

WLL

WKK

YLL

YLL

WFF
wcc

YNO

WLL

YOO

YOO
YNN

WKL
WJJ

YPP

lVtvlM

WMM

YKK

WI
WHH
WGG

YMM

YQQ

0440
17652
17650
17600
17651

16052
2254
2255

0134
0135
0133
0130

0319
0322

2223
2221

YLL

YKK
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WCEA - LIST OF CLASS SERIES

CLASS TTTLE

Detention Programs Coordinator

DEVELOPMENT OFFICER

E-GOV INFORMATION OFFICER

ELIGIBILITY WORKER
Eligibility Case Compliance Reviewer
Eligibility Supervisor
Eligibility Certification Specialist ll
Eligibility Certification Specialist I

EMERGENCY MEDICAL SERVICES
Emergency Medical Services Program Manager
Emergency Medical Services Coordinator

ENVIRONMENTAL ENGINEER
Senior Licensed Engineer
Senior Environmental Engineer
Environmental Engineer ll
Environmental Engineer I

ENVIRONMENTALIST
Environmental Health Specialist Supervisor
Senior Environmental Health Specialist
Environmental Health Specialist
Environmental Health Specialist Trainee ll
Environmental Health Specialist Trainee I

Environmental Health Aide

EPIDEMIOLOGIST
Senior Epidemiologist
Epidemiologist

EQUIPMENT MECHAN!C
Equipment Services Superintendent
Equipment Services Supervisor
Heavy Equipment Mechanic Supervisor - GerlachA/ya
Heavy Equipment Diesel Mechanic
Grounds Equipment Mechanic
Equipment Services Worker ll
Equipment Services Worker I

EQUIPMENT PARTS WORKER
Equipment Parts lnventory Control Supervisor
Equipment Parts Specialist
Storekeeper

CLASS CODE

15331

5008

7005

6147
6148
6150
6149

17675
0644

3019
3038
3041
3040

Appendix C

GRADE

YMM

YNN

YNN

YKK

WHH

YQQ

YNN

YRS

YOP
YNO
WLL

YOO
YOO
YNN

WLL
WKK
WFF

YPP
YOO

YRR
YMM
YLL
WKK
WI

WFF
WCC

YI
WGG
WEE

YLL

WI

0615
0613
0614

0612
0611
17450

15200
8109
8101
8103
8102
8111
8100

15451
0648

8112
81 10
0400
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WCEA - LIST OF CLASS SERIES
Appendix C

CLASS GODE GRADEGLASS TITLE

ESTATE INVESTIGATOR SERIES
Probate Estate Case Manager
Public Administrator Estate lnvestigator

EVIDENCE PROPERTY CONTROL CLERK

FAMILY COURT INVESTIGATIVE SPEGIALIST
Family Court lnvestigative Specialist ll
Family Court lnvestigative Specialist I

FAMILY SUPPORT SPEGIALIST
Family Support Program Manager
Assistant Manager/Family Support
Family Support Supervisor
Family Support Specialist

FISCAL MANAGER/SHERIFF'S OFFICE

FORENSIC MEDICAL TRANSCRIBER

FORENSIC TEGHNICIAN
Forensic lnvestigator !l
Forensic lnvestigator I

GEOMATICS TECHNICIAN
Geomatics Specialist
Geomatics Technician

GIS SPECIALIST
GIS Mapping Supervisor
GIS Specialist

GRANTS GOORDINATOR

GUARDIAN CASE MANAGER
Supervising Guardian Case Manager
Guardian Case Manager ll
Guardian Case Manager I

Guardian Case Manager Trainee

HEALTH EDUCATOR
Health Educator Coordinator
Health Educator ll
Health Educator I

HORTIGULTURE
Horticulturist

0187
0189

0054

17702
15250

1023
1024
1012
1014

17625
0628
0627

17653

0175

2226
2225

16150
16132

3004
072A

15153

YOO

WKK

WHH

YNN

WLL

YOO

YOO
YKK

wil

YRR

WHH

WLL
WJJ

WMM
WKK

WKK

WLL

YOO

WLL
WKK

WI

YNN

YMM
WLL

YLL

0190
0188
17951
17950
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

Horticulture Assistant

HUMAN RESOURCES SPECIALIST
Human Resources Specialist lll
Human Resources Specialist !l
Human Resources Speclalist I

HUMAN SERVIGES SUPPORT SPECIALTST
Human Services Program Supervisor
Senior Human Services Support Specialist
Human Services Support Specialist ll
Human Services Support Specialist I

HYDROGEOLOGIST
Water Resources Program Manager
Senior Hydrogeologist
Hydrogeologist ll

Hydrogeologist I

IMAGING AND RECORDS MANAGEMENT
!maging and Records Management Supervisor
lmaging Equipment Technician ll
Records Management Technician ll
Records Management Technician I

lmaging Equipment Technician I

lmaging Equipment Technician Trainee

INMATE GLASSIFICATION/INMATE ASSIST. SPECIALIST

INMATE PROPERTY
I nmate Property/Services Supervisor
Supply Specialist
Property lnventory Clerk

INMATE WORK PROGRAM LEADER
lnmate Work Program Supervisor
lnmate Work Program Leader

INVESTIGATIVE ASSISTANT
CivilSupervisor
lnvestigative Assistant

TNVESTTGATOR (PUBL|C DEFENDER)
Chief lnvestigator (PD)
lnvestigator ll (PD)
lnvestigator I (PD)

CLASS CODE

0068

15333
0510
0509

Appendix C

GRADE

YKK

WJJ
WHH

YPP

WI
WHH

WGG

YQR

YPQ

YNN

WLL

YPP

WGG
WEE
WDD
wcc
WBB

WJJ

YJJ

WFF
WEE

YJJ
WGG

YPP

WLM
WKK

WI

16075
6127
6129
6128

3053
3030
3052

3051

0201
0203
0055
0056
0202
0200

2241

2203
2201
0410

2206
2204

16326
1013

YKK
WI

15525
1015
101 1
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

IRRIGATION SPECIALIST
lrrigation Specialist
Maintenance Worker ll
Maintenance Worker I

JAIL COOK
Food Manager
JailCook

LATENT FINGERPRINT EXAMINER

LEGAL SECRETARY
Legal Secretary Supervisor
Legal Secretary Lead
LegalSecretary

LIBRARIAN
Senior Public Services Librarian
Librarian lll
Systems and Access Services Librarian
Librarian ll
Intemet Services Librarian
Librarian I

LIBRARY ASSISTANT
Senior Library Assistant
Library Assistant lll
Library Assistant ll
Library Assistant I

LibraryAide

MANAGEMENT ANALYST

MENTAL HEALTH COUNSELOR
Mental Health Counselor Supervisor
Mental Health Gounselor ll
Foster Care Training and Support Specialist
Mental Health Counselor I

MITIGATION SPECIALIST

NATURAL RESOURCES MANAGER

NNCTC INFRASTRUCTURE LIAISON COORDINATOR

CLASS CODE

4028
8003
8002

9006
2242

2260

0104
0102
0101

Appendix C

GRADE

WGG

WFF
wcc

17300
5024
5028
5022

16900
5020

5018
5016
5014
5012
5000

16501

6145

17101

16350

6154
6153
16550
6152

YLL

WHH

WLL

YKK
WJJ
WI

YOO
YOO

YOO
YNN
YNN
YKK

YJJ

WHH
WGG

WEE
WAA

YNN

YO0
YPP

YPP
YNN

WLM

YRR

YPP

NNCTC INTELLIGENCE ANALYST
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

PAINTER
Painter Supervisor
Painter

PARK RANGER
Parks Operations Superintendent
District Park Manager
Park Ranger ll
Parks Ranger I

PARKS MAINTENANCE
Parks Operations Superintendent
Golf Maintenance Supervisor
Parks Maintenance Supervisor
Senior Grounds/Parks Maintenance Worker
Maintenance Worker ll
Maintenance Worker I

Laborer

PAYROLUPERSONNEL CLERK

PAYROLL SUPERVISOR
County Payroll Supervisor
PayrollTechnician ll
PayrollTechnician I

PERSONAL PROPERTY FIELD REPRESENTATIVE

PLANNER
Planning Manager
Senior Planner
Natural Resources Planner
Park Planner
Planner
Assistant Planner

PLANNING TECHNICIAN
Planning Technician
Plans/Permits/Applications Aide

PROGRAM COORDINATOR
Program Coordinator
Program Assistant

GLASS CODE

8131
8'130

4029
16130
4017

16875

Appendix C

GRADE

YKK

YRR
YOO

WKK
WI

W1

4029
16137

16136
8023

8003
8002
8000

YRR

YLL
YLL

YJJ

WFF

wcc
WAA

0513

0317
17451
0514

0341

0712
0706
16750
4036
0705
0704

0703
a178

0171
0172

WHH

YLL
WJJ
WHH

WI

YRR
YOO

WNN

WJJ

WHH
WGG

YLL

YKK

PROJECT COORDINATOR - DA
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

PROJECT MANAGER
Project Manager
Project Coordinator - CSD

PROPERTY INVENTORY CLERK
Property I nventory Technician
Property lnventory Clerk

PROPERTY PROGRAM AND FISCAL CONTROL MANAGER

PUBLIC HEALTH EMERGENCY RESPONSE COORDTNATOR
Public Health Preparedness Manager
Public Health Emergency Response Coordinator

PUBLTC HEALTH INVESTIGATOR
Public Health lnvestigator ll
Public Health lnvestigator !

PUBLIC INFORMATION OFFICER

RANGEMASTER

RECORDS CLERK
Administrative Services Manager
Sheriffs Office Records Manager
CivilSupervisor
Chief Records Clerk

RECREATION SPEGIALIST
Recreation Coordinator
Recreation Specialist

REGIONAL COMMUNICATIONS COORDINATOR

REPROGRAPHIGS SERIES
Print and Distribution Officer
Duplicating Equipment Operator ll
Duplicating Equipment Operator I

RISK MANAGEMENT ANALYST

ROADS MAINTENANCE
Roads Supervisor
Lead Heavy Equipment Operator
Heavy Equipment Operator
Medium Equipment Operator
Maintenance Worker ll

Appendix G

CLASS CODE GRADE

16701
3020

0414
0410

8133

16325
06216

15304
15303

5006

4018

s'16135/16775
16134
16326
0103

4031
4011

17425

0205
o213
o212

2325

8352
8245
8243
8242
8003

YLL

YQR
YNN

WHH

WEE

YQQ

YQQ
YOO

WLL
WKK

WJJ

YPP

YMM
YKK
Ylr

Yll
WGG

YOR

YLL
WGG
WDD

YNN

YLL
WJJ
WI

WGG
WFF
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CLASS TITLE

Maintenance Worker I

Laborer

SAFETY TRAINING/EOC COORDINATOR - CSD

SEGURITY ELECTRONICS ADMINISTRATOR

SENIOR FINANCIAL ANALYST

SEWER SYSTEMS WORKER
Wastewater Collections Systems Supervisor
Sewer Systems Worker ll
Sewer Systems Worker I

SHERIFF SUPPORT SPECIALIST
Sheriff Support Specialist Supervisor
Sheriff Support Specialist - B/C/PC
Sheriff Support Specialist - Field Services
Sheriff Support Specialist - B/C/PC Trainee
Sheriff Support Specialist - Field Trainee

SIGN FABRICATOR
Sign Shop Supervisor
Sign Fabricator

SOCIAL SERVICES
Children's Services Coordinator Supervisor
Case Compliance Reviewer-CPS
Social Services Program Specialist
Social Services Supervisor
Foster Care Training and Support Specialist
Senior SocialWorker
SocialWorker lll
SocialWorker ll
SocialServices Case Manager ll
SocialWorker I

SocialServices Gase Manager I

CPS lntake Screener

STATISTICIAN

STOREKEEPER

TEGHNOLOGY NETWORK ENGINEER
Technology Project Coordinator
Sr. Technology Network Engineer
Technology Network Engineer ll

WCEA - LIST OF CLASS SERIES

CLASS CODE

8002
8000

17476

16125

16125

15827
3032
3031

2221

2205
2202
16525
16526

8138
8137

Appendix C

GRADE

WCC

WAA

WKK

WNN

WNN

WKK
WI

WGG

YKK

WHH
WHH
WGG
WGG

YJJ

WFF

YQR

YPP
WLM

6130
6138
6133
6136
16550
15335
6143
6142

15601

6141

15600
6137

YRR

YOO
YQQ
YPP
YPP

YOO
YNN
YLL

YLL
YKK

YKK

WKK

YNN

WEE

15155

0400

15825
15838
'15837
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WCEA - LIST OF CLASS SERIES

CLASS TITLE

Technology Network Engineer I

TECHNOLOGY SUPPORT TECHNICIAN
Sr. Technology Support Technician
Technology Support Technician ll
Technology Support Technician I

TECHNOLOGY SYSTEMS ADMINISTRATOR
Technology Project Coordinator
Sr. Technology Systems Administrator
Technology Systems Administrator Specialist
Technology Systems Administrator I I

Technology Systems Administrator I

TECHNOLOGY SYSTEMS DEVELOPER
Technology Project Coordinator
Sr. Technology Systems Developer
Technology Systems Developer ll
Technology Systems Developer I

TELEPHONE TECHNTCIAN

UTILITIES
Utility Worker ll
Utili$Worker I

VECTOR BORNE DISEASE
Vector Control Coordinator
Vector Borne Disease Specialist

VETERINARY TECHNICIAN

VICTIM WITNESS ADVOCATE

vtcTtM WITNESS ADVOCATE (SHER!FF'S)

VIDEO PRODUCTION COORDINATOR

VOLUNTEER COORDINATOR

WATER AND SEWER PROJECT INSPECTOR
Water, Sewer and Civil Projects lnspector Supervisor
Water and Sewer Project lnspector
Engineering lnspector

Appendix C

CLASS GODE GRADE

15836 WKL

15839
15830
15726

WKK

WHH

W1

15825
15833
17900
1s832
15831

15825
15840
15835
15834

2314

3014
3013

0616
16375

15052

1025

15154

o179

16876

17159
3045
3027

YAR
YPP

YOO

WLM

WKL

YQR
YPP

YNO
YLL

WKK

WGG
WI

YOO
YNN

WJJ

wll

WJJ

WJJ

wlt

YNN
WLL
WLL
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CLASS TITLE

WATER MANAGEMENT
Water Management Program Manager
Water Management Planner Coordinator
Water Management Planner

WIG PROGRAM MANAGER

Updated 0810112015

WCEA - LIST OF CLASS SERIES

GLASS CODE

3053
3035
0723

0643

Appendix G

GRADE

YQR

YPP
YNN

YOO
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Appendix D
WCEA NON-SUPERVISORY

SI]BSIDY SCIMDULE

POST 97/98 (Under Age 65) Retiree
Years of Service Subsidy

POSI 97198 (Under Age 65) Retiree
Years of Service Subsidy

7 tltl2018-

*For the 18 month perlod beglnnlng
over the FY 15/16 subsidy rates

through 72l3il2Ot7,the subsidy schedule has lncreased per month per year of service

** Forthe 12 month period beglnnlng,tlil2olsthrou$h L2l3il2078,the subsidy schedute has lncreased 51.00 per month peryear ofservice
over the prlor yea/s subsldy schedule

Years of
Service

Subsidy

5 S1o8.8e

6 S141.31

7 Stz3.73

8 $zoatq
9 $238.s6

10 Szzo.gs

7t S303.4o

!2 S33s.81

13 5368.23

L4 S4oo.6s

15 S+ss.oz

t6 $aes.ae

L7 5497.90

18 Ssso.sz

19 5s62.73

20 Ssss.ls

Years of
Service

Subsidy

5 Sue.sg
6 $tqt.Et
7 S180.73

8 S2t4.L4

9 Sz47.s6

10 Szao.ga

L7 5314.40

72 5347.81

13 5381.23

L4 5414.6s

15 $448.4s

L6 S481.48

t7 Ss14.so

18 Ss+a.sz

19 ss81.73

20 561s.1s
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Appendix D
WCEA NON-SUPERVISORY

SUBSIDY SCTM,DULE

POST 97/98 (Over Age 65) Retiree
Years of Service Subsidy

POSI 9298 (Over Age 65) Retiree
Years of Seruice Subsidy

7 tillzo1:B-

*For the 18 month period beginnlng
over the FY 15/16 subsldy ntes

through 12131,/2017, the subsldy schedule has lncreased $0.50 per month per year ofseMce

** For the 12 month period beglnnin Clhl2OTSthrou1h Lzl3tl1}78,the subsldy schedule has increased $1.00 per month per year of service
over the prior yea/s subsldy schedule

Years of
Service

Subsidy

5 Ssz.so

6 s6s.o0

7 S8o.so

8 Se2.oo

9 $1o3.so

10 S11s.oo

L7 S126.so

L2 Srsa.oo

13 S14s.so

74 $rer.oo
15 S172.so

16 S184.oo

L7 Srgs.so
18 S2o7.oo

19 S218.so

20 S23o.oo

Years of
Service

Subsidy

5 562.so

6 Szs.oo

7 S87.so

8 Sroo.oo

9 S112.so

10 S12s.oo

LI S137.so

12 Slso.oo

13 Sroz.so

74 S17s.oo

15 S187.so

15 s2oo.00

t7 S2t2.so

18 Szzs.oo

19 S238.so

20 S2so.oo
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