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This Agreement is made and entered into by and between Okanogan County, hereinafter
referred to as the "Employer", and Teamsters Local Union No. 760, affiliated with the
International Brotherhood of Teamsters, hereinafter referred to as the "Union". The

purpose of this Agreement is to set forth the hours of work and conditions of employment

for employees of the Employer who are represented by the Union as set forth in Article 1

herein.

ARTICLE 1 - RECOGNITION

1.1 The Employer hereby recognizes the Union as the exclusive bargaining

representative for all full-time and regular part-time employees of the Okanogan County
Juvenile Department, excluding supervisory and confidential employees and all other

employees of Okanogan County as certified by the State of Washington, Department of

Labor and Industries in Case No. SK-1623, dated September 16, 1974, and amended
Case No. SK-1623, E-76-115.

ARTICLE 2 - DEFINITIONS

2.1 For the purposes of this Agreement, the following definitions shall apply:

Adjusted Date of Hire: The actual hire date with an adjustment made for any leave
without pay or suspension without pay.

Anniversary Date: Date within a job classification (based upon promotion, demotion, or

other change in job classification) adjusted by leaves without pay and suspension without
pay listed below under continuous service.

Continuous Service: Services from the date of employment within this bargaining unit,

unbroken by leave without pay or separation, except that time spent on military leave,
Peace Corp duty, leave resulting from a job incurred injmy, maternity leave, or
authorized Family Medical Leave, all of which shall include continuous service. Time

spent on all other types of authorized unpaid leave shall not count as part of continuous

service; however, employees returning from such leave, or employees who are laid off,
shall be entitled to credit for service prior to such leave.

Probationary Period: The employment of any newly hired employee in a position
covered by this Agreement is considered to be on a trial basis and temporary until the

newly hired employee services a trial service period of six (6) months. The trial period
may be extended up to an additional six (6) months; provided; however, such request is
agreed upon in writing by the Union. Such agreed upon extension shall be determined on

a case-by-case basis. During the trial service period, the employee is considered an at-
will employee and may be terminated for any reason and shall have no recourse to the

grievance/arbitration procedure.



ARTICLE 3 - UNION MEMBERSHIP

3.1 Employees of the Employer covered by this Agreement may, following the
beginning of such employment join the Union.

3.2 The Union agrees to represent all employees within the bargaining unit without

regard to Union membership. The Union shall provide the Employer with thirty (30)
calendar days' notice of any change in the dues structure and/or the initiation fee

structure.

3.3 The Union and a non-member employee may enter into an agreement to provide

for a division of the costs incurred, should the employee request the Union's assistance in

pursuing a grievance on the employee's behalf. If such employee pursuant to this Section
requests the Union to use the Grievance and Arbitration Procedure on his behalf, the

Union is authorized to charge the employee for the reasonable cost of using such

procedure.

3.4 When the Employer hires a new employee, the Employer shall, within fourteen

(14) calendar days of the date of employment, notify the Union in writing giving the
name, social security number, hire date, address, and classification of the employee hired.
The Employer will inform new, transferred, promoted, or demoted employees in writing

prior to appointment into positions included in the bargaining unit(s) of the Union's
exclusive representation status. The Employer will furnish the employees appointed into

bargaining unit positions membership materials supplied by the Union. The Employer
will inform employees in writing if they are subsequently appointed to a position that is
not in a bargaining unit.

3.5 The Employer must provide the exclusive bargaining representative reasonable

access to new employees of the bargaining unit for the purposes of presenting
information about their exclusive bargaining representative to the new employee. The

presentation may occur during a new employee orientation provided by the employer, or

at another time mutually agreed to by the employer and the exclusive bargaining
representative.

a) Access to the new employee occurs within ninety days of the employee's start

date within the bargaining unit and,
b) the access is for no less than thirty minutes; and

c) the access occurs during the new employee's regular work hours at the employee's

regular worksite, or at a location mutually agreed to by the employer and the

exclusive bargaining representative.

d) Nothing in this section prohibits the Employer from agreeing to longer or more
frequent new employee access, but in no case may an employer agree to less
access than required by this section.

e) There shall be no soliciting of employees for Union membership, outside of a
designated new member orientation, and any employee who does so shall be

subject to disciplinary action, including dismissal.



ARTICLE 4 - AUTHORIZED DEDUCTIONS

4.1 Pursuant to RCW 41.56.110, the Employer will deduct an amount equal to the
Union's uniform monthly dues from the pay of each member of the Union who

voluntarily executes a wage assignment authorization form. This assignment shall apply
to the deduction of monthly dues and shall not include deductions for fines, assessment,

or other Union fees. When filed with the Employer the form will be honored in
accordance with its terms.

4.2 The Union agrees to supply the Employer with a statement of deductions to be

withheld each month. The Employer shall make deductions for the current month's dues
only and shall not be responsible for the collection of any dues that may be in arrears.

Deductions will be promptly transmitted to the Union by check payable to its order.
Upon issuance and transmission of a check to the Union, the Employer's responsibility
shall cease with respect to deductions covered thereby. The Union and each employee

authorizing the assignment of wages for the payment of Union dues hereby undertakes to

indemnify and hold the Employer harmless from all claims, demands, suits, or other

forms of liability that may arise against the Employer for or on account of any deduction
made from the wages of such employee.

ARTICLE 5 - NON-DISCRIMINATION

5.1 The Employer and the Union agree that there will be no discrimination against
any employee because of age, sex, race, creed, color, national origin, or the presence of

any sensory, mental, or physical handicap, unless based upon a bona fide occupational
qualification, in the administration or application of the terms of this Agreement. The

Union shall share equally with the Employer the responsibility for applying this provision
of the Agreement.

5.2 No employee covered by this Agreement shall be discriminated against because
of the employee's membership in the Union or non-membership in the Union or activities

on behalf of or against the Union, provided, however, that such activity shall not be

conducted during working hours, nor shall it interfere in any way with the employee's job
duties or the Employer's operations.

ARTICLE 6 - RIGHT OF ACCESS - UNIONREPRESENTATION

6.1 Duly authorized representatives of the Union shall be permitted to enter upon the

Employer's premises at reasonable times for the purpose of observing working conditions

and transacting Union business that cannot be transacted elsewhere; provided, however,
that no undue interference with the work of the employees or the proper operation of the

Employer shall result.

6.2 The Union agrees that Union business conducted by Union stewards, or other

Union members, including the investigation of grievances, shall occur during non"
working hours (e.g., coffee breaks, lunch periods, and before and after shift). When it is
not possible to transact such business during non-working periods, the Employer may



allow the steward, on request a reasonable amount of time during working hours to

perform such functions.

ARTICLE 7 - SENIORITY

7.1 Seniority shall mean an employee's continuous length of service in a classification

within the department from most recent date of hire. Classifications are set forth in

Appendix A. Seniority shall not apply to an employee until he has completed the
required probationary period. Upon satisfactory completion of this probationary period,
the employee shall be credited with seniority from the employee's most recent date of

hire.

7.2 Seniority within a department shall be a determining factor in job openings,
layoffs and recall from layoffs, provided such factors as skill, ability, experience,
performance, qualifications, and quality of work are considered equal in the opinion of

the Employer.

7.2.1 Seniority within the job classification shall determine shift selections,
provided such factors as skill, ability, experience, adequate performance, qualifications,
and quality of work are considered equal and sufficient experienced staff are available for
each shift rotation.

7.3 Seniority shall terminate upon discharge, resignation, retirement, twelve (12)

consecutive months of layoff, medical leave due to on or off the job illness or injury of

more than twelve (12) months and for unexcused absences of three (3) or more days in

duration.

ARTICLE 8 - WRITTEN JOB DESCRIPTION

8.1 Each job in the Juvenile Department will receive a written job description. The
job description will be as descriptive as possible of the responsibilities and tasks required
of the job being performed. Each new employee will be given a copy of the employee's
job description and shall sign and date the job description after the employee reviews the
job description with the Department Head.

ARTICLE 9 - CONDITIONS OF EMPLOYMENT

9.1 Confidentiality of Personnel Records.

Performance appraisals, records of physical examinations and like records maintained in

an employee's individual personnel file kept by the employer shall be available for
inspection and review by the following persons only: The Board of Commissioners; the

employing department head; the EEOI Officer; supervisors required to evaluate

performance; the Prosecuting Attorney or designee in anticipation of, or during litigation

involving the employer; and the individual employee.



Upon request, an employee or former employee may inspect and/or obtain copies of the

employee's personnel file. Upon the signing of a release, an employee or former
employee may have copies of the employee's personnel file provided directly by the
employer to other employing entities or third parties. Information in the

employee's/former employee's personnel file may not be inspected nor copies provided to

third persons to the extent that disclosure would violate their right to privacy unless
required by law.

9.2 Educational Incentive

The County offers an Educational Incentive for any employee with a college degree in
Law Enforcement/Correctional related studies from an accredited college and approved

by the Department Head. Any employee with a two-year degree (AA/AS) will receive an
additional one and a half (1.5) percent monthly Education Stipend, over and above the
employee's base salary. Any employee with a four-year degree (BA/BS) will receive an
additional three (3.0) percent monthly Education Stipend, over and above the employee's

base salary.

ARTICLE 10 - PERFORMANCE EVALUATION

10.1 The level of performance of an employee shall be evaluated by the employee's
immediate supervisor and reviewed by the department head. Evaluations should be

conducted at the following intervals: 1. Three (3) months after date of hire; 2. Six (6)
months after date of hire; 3. once per year thereafter. Additional evaluations may be
done at the discretion of the department head.

ARTICLE 11 - HQURSOFWORK

11.1 The Juvenile Department is a twenty-four (24) hours per day, seven (7) days a

week operation. The normal workweek shall consist of five (5) shifts of (8) hours in any
seven (7) consecutive days, (40) hours in a workweek. Employees may be required to

work in excess of the normal work shift or workweek, if necessary, in order to meet the

needs of the County. Overtime shall be paid at the rate of time and one-half (1-1/2) for
all hours worked in excess of the normal daily shift. Employees may request

compensatory time in lieu of overtime at the rate of time and one-half (1- Vi). No

employee may accumulate more than forty (40) hours of compensatory time.

11.2 Except in cases of an emergency or to meet unusual work loads a minimum of
two (2) weeks notice will be given prior to any change in the work schedule.

11.3 A fifteen (15) minute rest period shall be allowed during each four (4) continuous
hours of work. A paid one (1) hour meal period shall be taken no less than two or more

than five hours from the beginning of the shift. No employee shall work more than five
consecutive hours without a meal period. If the meal period is interrupted by a work task,
upon completion of the task, the meal period will continue until Employee has received a

one (1) hour meal period.



11.4 Hours of work for overtime computation include all vacations or other paid leaves
but shall not include sick leave.

ARTICLE 12 - CLASSIFICATIONS AND RATES OF PAY

12.1 The wage schedule for employees on the payroll is set forth in Appendix "A".

12.2 Effective January 1, 2020, based on the employee's adjusted date of hire,

employees will receive longevity pay in addition to their base rate of pay pursuant to the
following schedule:

AFTER 7 Years' Service

2.0%

AFTER 10 Years' Service

2.5%

AFTER 15 Years' Service

4.0%

AFTER 20 Years' Service

4.5%

12.3 Employees shall receive additional compensation of one dollar and fifty cents

($1.50) per hour added to the employees' base rate of pay for a shift differential for all
hours worked between the hours of 11 PM and 7 AM.

12.4 Employees having an approved certification shall receive a stipend of $35 per
month providing the certification remains current. Certifications receiving a stipend are:

Defensive Tactics Instructor.

ARTICLE 13 - PAY DAY

13.1 Pay dates shall be the 15th of the month and the 30th of the month.

13.2 There shall be two (2) pay periods ending on the 5th and 20th respectively of each
month.

13.3 If pay day falls on a weekend or holiday, pay day will be the last business day
prior to the weekend or holiday.

13.4 All overtime worked in the pay period will be paid on the pay date following the
pay period.

ARTICLE 14 - HOLIDAYS

14.1 Employees shall be entitled to the following legal holidays; New Year's Day,
Martin Luther King Day, Presidents Day (third Monday in Febmary), Memorial Day,
Independence Day, Labor Day, Veteran's Day - (November 11 ), Thanksgiving Day,

Friday after Thanksgiving Day, Christmas Day and two floating holidays and any other
day that is proclaimed a legal holiday by the Governor of the State of Washington.

14.2 Any employee scheduled to work on a legal or observed holiday will receive
holiday pay at straight time plus time and one-half(P/2) for all hours actually worked on



such holiday. If employee is scheduled to work on both a legal and observed holiday,
employee will be entitled to holiday pay for the legal holiday only.

14.3 If a holiday falls on an employee's normal day off and the employee is precluded
from utilizing the day off because of work demands, the employee may receive a

compensatory day off converted to annual leave or pay, provided, however, that such
employee must request said annual leave at least five (5) working days prior to the taking
of such leave, and the granting of said request must be approved in advance by the
employee's department head.

ARTICLE 15 - ANNUAL LEAVE

15.1 Annual leave with full pay shall be granted each regular full-time employee who
has been in the continuous employ of the Employer and to each part-time employee. Such

leave shall be in addition to holidays.

15.2 Annual leave shall be earned on the following basis:

Months of
Continuous

Service
0-12

13-24
25-60
61 -84
85- 120
121 -180
181 -240

241-300+

Years

1
2
3
5
7
10
15

20+

Hours
Earned Per

Month
8.00
8.66

9.33

10.00
10.66
12.00
14.00
16.00

Hours

Earned Per

Year

96
104
112
120
128
144
168
192

Days Earned

Per Year

12
13
14
15
16
18
21
24

Annual leave may be accumulated to a total of two hundred forty (240) hours. An

employee with two hundred forty (240) hours of accumulated annual leave may take
currently accrued annual leave; provided, however, employees may not carry over more
than two hundred forty (240) hours of accumulated annual leave beyond December 31 of
any given year.

Employees who have a maximum accrual of annual leave and are denied a previously

approved annual leave request by the Employer after November 1 5 , shall submit a new

request for annual leave within fifteen (15) working days, if this request is denied by the
Employer, a maximum amount of forty (40) hours of annual leave above the cap of two

hundred forty hours (240), shall be paid to the employee.

Regularly scheduled part-time employees shall earn annual leave as set forth herein on a

pro-rata basis upon the relationship between the number of hours of part-time

employment to the total number of hours of full-time employment. Annual leave may be
accumulated to a total of 240 hours.
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15.3 Employees shall be compensated in cash for all accumulated unused annual leave

upon separation from employment or retirement provided adequate notice is given.
Regular employees shall be required to give two (2) weeks written notice of resignation.

Failure to give such notice shall result in loss of pay for unused annual leave credits. In

the event less than two (2) weeks notice is given, termination benefits shall be reduced on
a pro-rata basis according to the amount of notice actually given by the employee.

15.4 Regular full-time and regular part-time employees are eligible to take leave as
earned on a discretionary basis with approval from immediate supervisor. Such requests

shall not prevent a seniority employee from taking previously scheduled leave.

15.5 Annual leave shall be taken when it will least interfere with the work of the
department, as determined by the Department Head.

15.6 Employees who are laid off and rehired within one (1) year, shall maintain their
years of service in effect at the time of layoff for purposes of calculating annual leave.

ARTICLE 16 - SICK LEAVE

16.1 Leave with pay, less the amount of any State Industrial Insurance time-loss

payments, shall be granted to employees working on a regularly scheduled basis who are

absent from work for any of the following reasons:

a) An absence resulting from an employee's mental or physical illness, injury, or
health condition; to accommodate the employee's need for medical diagnosis,

care, or treatment of a mental or physical illness, injury, or health condition; or an
employee's need for preventative medical care.

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

care; and

c) When the employee's place of business has been closed by order of a public
official for any health-related reason, or when an employee's child's school or

place of care has been closed for such a reason.

16.1.1 For the use of paid sick leave for an employee's family member, family member

is defined as:

a) A child: including a biological, adopted, or foster child, a stepchild, or a child to
whom the employee stands in loco parentis, is a legal guardian, or is a de facto

parent, regardless of age or dependency status.

b) A parent; including a biological, adoptive, de facto, or foster parent, stepparent, or
legal guardian of an employee or the employee's spouse or registered domestic

partner, or a person who stood in loco parentis when the employee was a minor

child.
c) A spouse, registered domestic partner, grandparent, grandchild, sibling,

significant other (as defined by the County Personnel Manual), or any other

person residing within the employee's household.



*This list is not exhaustive for all authorized uses of sick leave under the law. Please
refertoRCW49.46.210.

16.2 Illness must be reported to the immediate supervisor at the beginning of any

period of sick leave. Upon return to work an employee may submit a formal request for
approval of leave so taken. Medical certification may be required for absences in excess

of three (3) consecutive days; provided, however, the Employer may request medical
certification in accordance with the law on the basis of abuse or patterns of abuse of sick

leave usage.

16.3 Sick leave is accumulated to a total of nine hundred sixty (960) hours. Any
employee who accumulated sick leave in excess of the allowable limit shall receive a

cash bonus at the end of the year, when said leave is lost, in an amount equal to twenty-
five percent (25%) of the normal salary rate times the number of hours, but in no case,

less than one hundred dollars ($100.00). Such bonus payment shall not be used for
calculation of retirement benefits.

16.3.1 Upon Separation of employment (except for cause), any unused sick leave

over seven hundred (700) hours may be cashed out at thirty percent (30%) of the normal
salaiy rate times the number of hours.

16.4 Sick leave is earned at the rate of eight (8) hours for each complete month of
service and is accumulated to a total of nine hundred sixty (960) hours or as otherwise in

compliance with applicable, existing law(s).

16.5 All accumulated sick leave is canceled automatically when an employee separates

from service but will be restored if the employee re-enters County employment within

twelve (12) months following such separation or as otherwise in compliance with
applicable, existing law(s).

16.6 This provision shall not conflict with the State Industrial Insurance law (RCW 51)
relating to persons injured in the course of their work.

A. An employee injured on the job will be compensated by the Department ofLabor
and Industries in accordance with their rules and regulations and applicable State law,

rules, and regulations.

B. Employees, when injured on the job, may elect to use any accumulated sick leave
and/or annual leave time to receive their normal salary and benefits. Payments from the

Department of Labor and Industries must be turned over to the County if the employee

elects to use accumulated leave time. The payments turned over to the County will
restore the accumulated leave credits in proportion to the amount of the payment. Sick

leave pay shall be integrated with any health and welfare plan, income benefit, or State

Workman's Temporary Disability Compensation schedule of benefits, so that the sum of
the daily sick leave allowance hereunder, and the aforesaid Health and Welfare Plan,

accident and sickness income benefit, or State Disability daily benefits; shall not exceed

one hundred percent (100%) of the regular daily rate of pay for any one (1) day. Any
portion of the sick leave pay allowance not received by the employee by reason of any



such reduction shall be retained in the employee's sick leave pay account as part of

accumulated sick leave pay credits.

C. Whenever an employee is given a permanent and fixed disability rating, return to
the job must be based on the same medical information which the employee used to

obtain the award. Unless these medical facts are carefully considered, subsequent

injuries or aggravations of the original injury can occur. If there is a position available, it

is the policy of the County that an employee return to duties the employee can perform
safely without undue risk or further injury to the employee or other employees.

D. The medical criteria presented to the disability board by the employee and the
employee's doctor shall be obtained and utilized by the County and interpreted in terms
of specific job restrictions and limitations. The County shall then interpret and apply
such job restrictions and limitations to the specific physical requirements as to whether or

not the employee shall:

1. Return to the employee's former position, if available;

2. Transfer to some other position (if available) for which the employee is qualified,
based upon physical ability and experience, if possible;

3. Be terminated from employment subject to Section 17.4

16.7 Paid Family and Medical Leave- Beginning January 1 , 2019, premiums will be
assessed for a statewide insurance program entitling employees up to 12 weeks of wage

replacement when eligible and for qualifying situations such as caring for family
members, bonding with new child, or the care for an employee's medical condition. The

premium assessment for each employee will be 0.4% of the gross paycheck, with
deductions starting January 1st, 2019.

^Usage of the program can begin January 1st, 2020. Chapter 50A.04 RCW

ARTICLE 17 - OTHER LEAVE OF ABSENCE

17.1 Jui-v Duty Leave " Pay forjuiy duty shall be the employee's regular straighMime

salary less any amount received as compensation for the jury duty performed. Employees
granted such leave shall remain absent from work only as long as necessary to satisfy the

requirements of the duty being performed. The employee shall furnish the Employer

with satisfactory evidence of the actual time spent on such duty and the compensation

received, therefore.

17.2 Military Leave - Leave not to exceed twenty-one (21) calendar days in any one
year, over and above annual leave, may be allowed for active training duty to an

employee who is a member of the Washington National Guard or a Reserve Corps of the

United States as authorized by RCW 38.40.060.

17.3 Bereavement Leave - When verified by employees supervisor, each employee

shall be allowed-up to five (5) days of bereavement leave with pay for the death of a
spouse, child, (including adopted, foster, step, or child of employee standing in loco

parentis), sibling(s), parent(s), stepparents, grandparents, grandchild, any in-law relation
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of the same, or any relative living in the employee's household. Additional bereavement,

in the form of sick leave, may be taken at the discretion of the employee's supervisor on
an individual basis.

17.4 Leave of Absence Without Pay - Leave of absence without pay may be granted at
the discretion of the department head. This leave shall be for non-medical, non-FamiIy

Medical Leave as described under Section 17.5.

Requests for leave of absence must be submitted in writing and approved by the
department head at least five (5) working days in advance of the effective leave date,
except when the employee is responding to an emergency due to a natural disaster
wherein the employee shall provide as much prior notice as possible.

An employee on leave of absence shall not be eligible for accrual of sick leave, vacation,

or holiday pay.

An employee on an authorized leave of absence is entitled to reinstatement to the
employee's former position at the expiration of the employee's leave. If an employee is

unable to work at the expiration of the authorized leave, due to inability to perform the

job because the employee is disabled, the County may fill a disabled employee's position
with a regular employee, subject to the following conditions.

a) Prior to filling the disabled employee's position on a regular basis, the
County shall determine through appropriate documentation the extent of

the disabled employee's disability. If the County is unable to fill the
position on a temporary basis or filling the position on a temporary basis

would create an undue hardship to the County, the County may fill the
position on a regular basis. In such case the disabled employee will be

notified of termination of employment with a right of reinstatement as set

forth in paragraph (b).

b) The County shall maintain the name of the disabled employee in an
employment pool. The former employee shall be required to maintain a

written statement on file with the County of the desire to return to work,

and provide current address, phone number and all current medical
information regarding the former employee's ability to return to work and

ability to perform work. Failure of the former employee to provide the

above information may result in removal from the employment pool.

Prior to removal from the employment pool, the former employee shall be
sent a letter by certified mail at the last known address advising the former

employee removal from the employment pool will result if appropriate
information is not provided within twenty (20) days of the date of the
letter. Subject to the provisions herein^ the County shall continue to notify

the former employee of job openings. Should the former employee
qualify for an open position, such employee shall be provided the option
of reinstatement to employment. This provision shall not be interpreted to

require the County to create a position by the layoff of another employee
or by any other method.
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Medical, dental and vision coverage will be reinstated on the first day of the first full pay
period the employee returns to work, provided however, that the employee shall notify

the payroll department ten (10) working days before the date of return to work.

Calculation of salary for an employee on leave of absence shall be as follows:

Annual Salary divided by 2080 hours = hourly rate. The number of hours worked (x) the
hourly rate ^ salary to be paid.

17.5 Family and Medical Leave.

Under the terms of The Family and Medical Leave Act of 1993 (FMLA), Title 29, Part
825 of the Code of Regulations, employees may request leave without pay under the
following conditions:

1. For the birth of a son or daughter, and to care for the newborn child;

2. For placement with the employee of a son or daughter for adoption or foster care;

3. To care for the employee's spouse, son, daughter, or parent with a serious health
condition; and,

4. Because of a serious health condition that makes the employee unable to perform
the functions of the employee's job.

Consistent with FMLA and adopted regulations, employees are entitled to request leave

without pay for up to twelve (12) weeks within a twelve (12) month period.

The twelve (12) month period shall be defined as a "rolling" twelve (12) month period
measured from the last use ofFMLA leave.

This policy shall be consistent with the FMLA and adopted regulations and is not
intended to expand upon the rights set forth in said Act or regulations.

The Employer will require employees to use all sick leave as part of any family medical
leave. The Employer will not require the use of annual leave as part of family medical

leave, but the employee at the employee's option may use annual leave as part of family
medical leave.

The employee is required to request in writing family medical leave on forms provided
by the County, which includes a physician's verification.

The County will continue to pay disability and life insurance provided by the County
during family medical leave.

17.6 Declared Emergency - In the event of a declared emergency by Okanogan County,

the department head may approve up to three (3) days of paid administrative leave for
those employees whose real property is directly affected or is in danger.

17.6.1 Emei'fiency/Natural Disaster. In the event of a natural disaster such as fire,

earthquake, flood or other similar natural disaster event, employees may use up to three
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(3) days of sick leave to attend to emergency family needs. Additional leave may be
taken as annual leave pursuant to Article 15, or as unpaid leave as provided in Article
17.4, subject to department head approval.

17.7 Volunteer Emergency Services Personnel - Leave not to exceed thirty (30) hours in

any one year, over and above annual leave, may be allowed for active volunteer

emergency services personnel after approval by supervisor. During a declared emergency

for a natural disaster in Okanogan County, an additional thirty (30) hours may be
available after approval by supervisor. Leave may not be carried over or paid out if not

exhausted.

ARTICLE 18 - WITNESS SERVICE

18.1 An employee subpoenaed as a witness in a court or administrative proceeding,

whose testimony is job related, shall receive regular County pay for the time spent in
serving as a witness, including service on days off. Said employee shall also receive

reimbursement from tlie County for travel expenses incurred, except that the employee

shall receive reimbursement for mileage traveled only where the employee is not able to

receive reimbursement from the court or administrative body, or to the source, after
"signing in" as a witness.

ARTICLE 19 - TRAVEL EXPENSES

19.1 Any employee required to be away from home overnight in the performance of
the employee's work shall be reimbursed for reasonable expenses incurred for meals and

lodging. Additional travel expenses may be granted when authorized.

ARTICLE 20 - HEALTH AND WELFARE

20.1 Effective January 1, 2021, medical, dental and vision insurance coverage for full

time employees will be Teamsters Inland Empire Plan A. The County shall in no event

be required to pay more than One Thousand Twenty-Five Dollars ($1025.00) per month
per employee for said benefits. The difference between the County contribution and the
total cost will be paid by employee through payroll deduction.

Effective January 1, 2022 - If health insurance premium increase is greater than

5%, both parties agree to meet to discuss contribution amounts.

Effective January 1, 2023 - If health insurance premium increase is greater than

5%, both parties agree to meet to discuss contribution amounts.

20.2 Employer agrees to contribute seventy dollars ($70.00) per month into the
employees VEBA account for all full-time employees beginning January 1, 2014.
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ARTICLE 21 - BENEFITS

21.1 Regular full-time employees. The County contributes specified maximum dollar

amounts for medical/vision/dental coverage. These specified amounts and the type of
coverage provided are set forth in Article 20.

21.2 Regular part-time employees. The County pays 50% of the medical, dental, and
vision benefit for regular part-time salaried employees who work at least 50% of the

time. If the employee works 60% of the time or more, the County pays a percentage of

the above benefits in proportion to the percentage of time worked.

21.3 Eligibility new employees. New employees will be eligible to receive medical,
dental and vision coverage the first day of the first month immediately following the
fourth month in which the eligibility requirements of the Collective Bargaining
Agreement are met provided the required contributions for all four months are paid to the

plan or as required by law. (Example: An employee is hired in January and works the

required number of hours (80) in January, February, March and April, and the County has
paid the required contributions during these months. The employee's coverage begins
May 1st.).

21.4 The County contributes the amount required by the State Department of
Retirement Systems for the employer's share of retirement. Regular part-time employees

who meet the eligibility requirements for the Department of Retirement Systems are also
eligible for retirement benefits.

21.5 Benefits cease on the last day of the month of the employee's termination date
unless the employee elects to continue coverage under terms of the Consolidated

Omnibus Budget Reconciliation Act (COBRA). The cost of continued medical coverage
shall be borne by the terminated employee.

ARTICLE 22 - MANAGEMENT RIGHTS

22.1 Subject to the express terms and conditions of the Agreement, all of
management's inherent rights, powers, authority, and functions shall remain vested

exclusively in the Employer. It is expressly recognized that such rights, power, authority
and functions include but are by no means limited to the full and exclusive control,

management and operation of the County affairs; the determination of the scope of its

activities, the business to be transacted, the work to be performed, and the methods

pertaining thereto; the equipment and facilities to be utilized, the process and procedures

to be followed; the right to contract or subcontract work, to establish the qualifications
for employment and to employ employees, the right to maintain, train and utilize non-
paid reserve officers to assist and support regular employees in maintaining public safety;
the right to make and enforce reasonable work rules, regulations and procedures; the right

to maintain order, efficiency and standards of performance; the right to fix standards of

quality and quantity of work, and the right to control the scheduling of such work; the
right to determine the number of employees and the direction of working forces; the right
to hire, select and train, discipline, suspend, discharge for cause, assign, promote, retire
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and transfer its employees, the action necessary to carry out the mission of the County in

emergencies, and to determine the department budget.

22.2 The Employer and the Union agree that the above statement of management rights

is for illustrative purposes and is not to be construed as restrictive or interpreted so as to

exclude those prerogatives not mentioned which are inherent to management.

22.3 The County shall have no obligation to negotiate with the Union with respect to
any decision, in the exercise of its discretion. The exercise of any management

prerogative, function, or right which is not specifically modified by this Agreement is not

subject to the grievance procedure, to arbitration, or to bargaining during the term of this
Agreement. Without limitation, the parties agree the examples set forth in Section 22.1

are within the exclusive prerogatives, functions, and rights of the County.

ARTICLE 23 - DISCIPLINE

23.1 Employee Discipline. The County agrees that arbitrary or capricious discipline

shall be subject to the grievance procedure. The County agrees that notice of alleged

misconduct or actions that would subject the employee to discipline will be given to the
employee within ten (10) working days of department head or elected official's
knowledge of the incident or within ten (10) working days of the completion of the
investigation, whichever is later.

23.2 Corrective Discipline. The County agrees with the tenets of progressive discipline,

where appropriate. The County may bypass progressive discipline for serious
misconduct.

23.3 Disciplinary Records. Copies of all records of disciplinary action shall be placed
in the employee's personnel file with a copy forwarded to the Union.

23.4 The County specifically reserves the right to make all disciplinary decisions,
provided that those decisions shall be based on just cause. In determining just cause, the

Arbitrator shall be limited to considering whether (1) the County's action was based upon
facts, reasonably believed by the County to support the discipline; (2) the employee knew
or should have known of the possible or probable consequences of the employee's

actions; (3) the County, before administering the particular disciplinary action, made a
reasonable effort to investigate and discover whether the employee violated any County

policy, rule, regulation, or generally accepted work practice; and (4) the discipline
imposed was consistent and non-discriminatory based upon the seriousness of the offense

and the employee's past disciplinary and work record.

ARTICLE 24 - GRIEVANCE PROCEDURE

GRIEVANCE DEFINED:

A grievance is defined as an alleged violation of the terms and conditions of this
Agreement. If any such grievance arises, it shall be submitted to the following grievance

procedure. Time limits for processing a grievance pursuant to this Grievance Procedure
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may be extended only by mutual written consent of the parties hereto. Any day

referenced in this article shall be understood by both parties to mean "calendar" days.

Step One: Immediate Supervisor

The grievance in the first instance will be presented to the Immediate Supervisor,

either orally or in writing, within ten (10) days of the alleged breach of the
express terms and conditions of this Agreement. Every effort shall be made to

settle the grievance at this Step One. The Union may, at the employee's request,

represent the employee throughout the grievance procedure.

Step Two: Department Head

If the Immediate Supervisor does not adjust the grievance to the complainant's

satisfaction within ten (10) days from the time the grievance was submitted in
Step One, then the grievance may be presented to the Department Head or

designated representative within ten (10) days after the Immediate Supervisor's
response was due. The grievance shall be presented to the Department Head or

designated representative in writing, setting forth detailed facts concerning the
nature of the grievance. Upon receipt of the written grievance, the Department

Head or designated representative shall, within ten (10) days, meet with the
grievant and/or the representative of tlie Union in an attempt to resolve the

grievance. Within ten (10) days after such meeting, the Department Head or
designated representative shall send to the Union a written answer stating the

Employer's decision concerning the grievance.

Step Three: Superior Court Judge

If the Department Head does not adjust the grievance to the complainant's

satisfaction within ten (10) days from the time the grievance was submitted in
Step Two, then the grievance may be presented to the Superior Court Judge or his

designated representative within ten (10) days after the Department Head
response was due. The grievance shall be presented to the Superior Court Judge

or his designated representative in writing, setting forth detailed facts concerning
the nature of the grievance. Upon receipt of the written grievance, the Superior

Court Judge or his designated representative shall, within ten (10) days, meet with
the Secretary/Treasurer or his designee of the Union in an attempt to resolve the

grievance.

Step Four: Arbitration

If the Union after completing the grievance procedure outlined herein still
believes the grievance has not been dealt with justly, the Union may request
independent arbitration of the matter. Any grievance involving a dispute with

respect to the application, meaning or interpretation of this Agreement may be

submitted to arbitration in the following manner. If arbitration is desired by the
Union and/or the Board of County Commissioners, the arbitrator shall be

appointed by agreement between the arbitrating parties. If the parties are unable
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to agree upon an arbitrator within ten (10) working days after they meet to
determine such an appointee, either party may request the Washington State

Public Employment Relations Commission to provide a list of five (5) arbitrators.
The representatives of the Employer and the Union shall alternatively eliminate
the name of one (1) person on the list until only (1) remains. The person whose
name was not eliminated shall be the arbitrator.

It shall be the duty of the arbitrator to represent the public interest in reviewing
appeals; only after all other grievance procedures have been exhausted. During

such review, both the Union and the Employer shall have the right to be heard and
to present evidentiary facts. At the hearing of such appeals or grievances
technical rules of evidence shall not apply.

In conducting the hearing, the arbitrator has the power to administer oaths, issue

subpoenas, receive relevant evidence, compel the production of books and papers
relevant to the hearing, and question witnesses. It shall be the duty of the

arbitrator, at the conclusion of the hearing, to forward his findings concerning the

appeal to the Board of County Commissioners and the Union. The findings of the

arbitrator shall be certified in writing to the Board of County Commissioners and
shall be forthwith enforced.

The decision shall be final and binding upon the parties to the grievance provided
the decision does not involve action by the County which is beyond its
jurisdiction nor shall the decision have the authority to amend, alter or modify this
Agreement and its terms shall be limited to the interpretation and application of
this Agreement. The expenses of the arbitrator will be borne equally by the

parties hereto.

Each party will bear all of its own costs inclusive of attorney's fees necessary to

present the party's case to arbitration.

ARTICLE 25 - SEXUAL HARASSMENT

25.1 Statement.

It is the policy of Okanogan County to promote and support the individual human dignity
of all of its employees. Okanogan County further recognizes that unwelcome sexual

advances, offensive verbal or physical conduct of a sexual nature, and other forms of

harassment based on gender and sexual orientation create an unpleasant and stressful
work environment and demean the value of the individual and the individual's work. It is

therefore the aim of Okanogan County, with this agreement to prevent all types of sexual

harassment with County employment.

25.2 It is illegal and a violation of this agreement for any worker, male or female, to

harass another worker on the basis of sex. Unwelcomed sexual advances, requests for
sexual favors, and other verbal or physical conduct of a sexual nature constitute sexual

harassment when:
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1. Submission to such conduct is made either explicitly or implicitly a term or
condition of an individual's employment,

2. Submission or rejection of such conduct by an individual is used as the basis for

employment decisions affecting such individual, or,

3. Such conduct has the purpose of effect or unreasonable interference with an
individual's work performance or creates an intimidating, hostile or offensive

working environment.

25.3 The creation of an intimidating, hostile, or offensive working environment may

include, but is not limited to, such actions as persistent comments on a worker's sexual

preferences or the display of obscene or sexually oriented photographs or drawings.

25.4 Conduct or actions that arise out of a personal or social relationship and that are

not intended to have a discriminatory employment effect can be acceptable and not
viewed as harassment. In determining whether alleged conduct constitutes sexual

harassment, the County will examine the facts and circumstances on a case-by-case basis.

25.5 The County will not condone any sexual harassment of its employees. All
workers, including supervisory employees, will be subject to severe discipline, up to and

including discharge, for any act of sexual harassment committed.

25.6 Retaliation against one who complains about sexual harassment, even if that

complaint is determined to be unfounded, is a form of sexual harassment itself and will

be dealt with according to the procedures set forth in this section.

25.7 Any employee making false accusations of sexual harassment shall be subject to

discipline up to and including discharge for such misrepresentations.

25.8 The procedure for handling sexual harassment complaints is as follows:

1. Any employee who feels victimized by sexual harassment should report that
harassment to their supervisor immediately. If the employee's immediate

supervisor is the source of the alleged harassment or is so closely associated with

the source of the harassment that the employee does not believe that the employee

can get a fair hearing from the supervisor, the employee may report the problem
to the supervisor's superior.

2. A supervisor or department head who receives a sexual harassment complaint
must take immediate and appropriate confidential corrective action, even before

investigation, to ensure that the behavior the complainant finds offensive is not
repeated during investigation.

3. If the complainant does not wish that further investigation or action be taken, the
complainant must so state in writing. The supervisor or department head who

receives a complaint shall inform the complainant that a confidential written

record must be kept if further investigation is done or disciplinary action is taken.
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4. The supervisor or department head who receives a sexual harassment complaint

must carefully and confidentially investigate the matter questioning all employees

who may have knowledge of either the incident in question or similar problems.

The investigating supervisor or department head should keep contemporaneous
notes of all investigative conversations and findings. Such notes must be kept

confidential except to the extent that either a court orders release, or the object of
disciplinary action wishes to examine evidence used in such action.

5. Upon a finding that sexual harassment has taken place, the supervisor or

department head shall take disciplinary action against any offending parties
according to the procedure set forth in Article 23.1 of this agreement. The

objective of such disciplinary action should be to ensure that incidents of sexual
harassment do not continue or recur.

6. Employees who are dissatisfied with the investigating supervisor or department
head's resolution of a sexual harassment complaint may file a complaint with the

Board of County Commissioners. No employee will be subject to any form of

retaliation or discipline for pursuing a bona fide sexual harassment complaint.

ARTICLE 26 - DRUG AND ALCOHOL

26.1 Drug and alcohol dependence and substance abuse have become serious problems
in modem society and in the modem workplace. These problems include increased

number of sick days and illness, loss of productivity, and an impairment of the quality of

work. As well, drug and alcohol abuse leads to the loss of self esteem and well being of
tlie individual. It is therefore the policy of Okanogan County to create a dmg-free

workplace and healthful work environment for its employees while at the same time

preserving the right of privacy, individual liberty, and personal dignity of its employees.
Testing based on individualized suspicion combined with treatment and/or disciplinary
actions are among the methods the County may use to accomplish these ends.

26.2 An employee whose conduct indicates the employee is not in a physical or mental

condition that would permit the employee to perform in a job safely or efficiently will be
subject to submitting to a urine, blood, or breathalyzer test to determine the presence of
alcohol or drugs in the body.

1. A supervisor must have reasonable suspicion to believe that the employee is under
the influence of or affected by alcohol or drugs. Reasonable suspicion includes,

but is not limited to, abnormal coordination, appearance, behavior, speech or

odor, unusual work performance or attendance problems.

2. If two management employees are on the premises, the reasonable suspicion for

testing must be confirmed by another member of management wherever
practicable. If only one is on the premises, the supervisor must make a good faith
effort to confirm the supervisor's reasons for testing with another member of

management by telephone prior to testing.
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3. An accident for which there is no reasonable explanation will establish sufficient

reason for testing the employee(s) involved. An employee who is not an actuator
in the accident, but only a passive participant will not be subject to testing unless

the County has reasonable suspicion that the employee has otherwise violated this

agreement. Examples of a non-actuator party to an accident include, but are not
limited to, a vehicle passenger, a passenger, driver, or pedestrian found to have no

fault in an accident caused by another vehicle, or the victim of a workplace

accident caused by another party.

26.3 Failure to submit to a test after procedures set forth in Section 26.2 of this Article

have been followed will be sufficient reason for termination. Employees who feel that

they have a legitimate grievance must still submit to the test and then file a grievance in
accordance with the collective bargaining agreement.

26.4 The County shall select reputable facilities for drug or alcohol testing and such
testing shall be performed at County expense. The facility for such testing shall meet
accepted standards of the industry and must employ technologists and technicians
possessing credentials commensurate with accepted norms for the industry. The Union

or individual if non-union, will be provided with the testing facilities' name, addresses
and credentials if requested.

26.5 Employee representatives and/or the employee will have the opportunity to

review the testing procedure.

26.6 All samples which test positive will be confirmed using a gas
chromatography/mass spectrometry test or an equally reliable test if same becomes
reasonably available.

26.7 The employee, at the employee's expense, will have the opportunity to have a

reputable testing facility test the same sample submitted to the original test facility.
Accepted chain of custody procedures must be followed in such testing and the test

facility must meet accepted standards of the industry, and such facility must employ
technologists and technicians possessing credentials commensurate with accepted norms

for the industry. The County will be provided with the testing facilities' names, addresses
and credentials if requested. An employee may request the independent test by notifying

the County in writing within twenty-four hours after the day the employee is informed of
the test results. The test results will be kept confidential and will be available only to
designated employer representatives, designated union representatives, or designated
legal representatives.

26.8 None of the testing procedures are intended to be in violation of the law, and, if

found to be invalid by a court of competent jurisdiction, they shall be eliminated or
amended to comply with current Washington State Court decision, and the remaining

language of this agreement shall remain in full force and effect.

26.9 If test results indicate the presence of alcohol at a level suggesting impairment, or

illegal controlled substances at any level, the employee may be disciplined or discharged
or may be required to undergo treatment as a condition of continued employment.
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Treatment will be at the employee's own expense unless otherwise provided for in this

manual or under a County Health insurance plan, and the employee may be suspended
until the employee can produce a certificate from a certified treatment facility showing

completion of a treatment program.

26.10 Other actions, such as notification to and involvement of law enforcement

agencies, may be taken in regard to any employee suspected of violating this agreement,
at the County's discretion as it deems appropriate.

26.11 Employees must, as a condition of employment, abide by the terms of this drug
and alcohol agreement and report any conviction under a criminal drug or alcohol statute
including DWI convictions for violations occurring on or off County premises while

conducting County business. A report of a conviction must be made within five (5) days

after the conviction. Failure to report a conviction within the five (5) day period may
result in disciplinary action, including immediate termination.

ARTICLE 27 - LIFE THREATENING ILLNESS_AND
COMMUNICABLE DISEASE

27.1 The County recognizes that many employees with life-threatening and other
chronic illness desire to lead normal lives, which includes working as long as their health

permits. Employees are encouraged to continue working as long as they are able to
perform their full and complete duties and their illness presents no threat to themselves,

other employees, or the public. The County further recognizes that many diseases,

although infectious in nature, are not spread in the normal working environment and pose

no threat to co-workers, other employees, or members of the public services by such

employees in the employment context.

27.2 Employees with Ufe-threatening illnesses are entitled to the same employment

benefits as are other county employees who have medical problems. The County will

attempt to ensure within its benefit plan, that workers with life-threatening illnesses are

provided with competent medical care and with information concerning counseling and

other services where needed.

27.3 The County will attempt to supply pertinent medical information to supervisors

and other employees when a co-worker has a hfe-threatening illness. Supervisors and
other employees would be aware that continued employment for a worker who has a hfe-

threatening illness may have a therapeutic value and contribute to the individual's

remission or recovery process.

27.4 Managers and supervisors should remember that all medical records of employees
are confidential.

27.5 The County reserves the right to require an employee to undergo a medical
examination by a doctor chosen by the County whenever there is a question of an

employee's fitness to work or where there is reason to fear that a worker's condition might

pose safety or health hazards for the employees or the public.
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27.6 The County will make reasonable job accommodations where necessary to assist
employees with a hfe-threatening illness, when such accommodation does not impose an
undue business or economic hardship upon the County.

ARTICLE 28 - WHISTLEBLOWER

Statement:

It is the policy of Okanogan County (1) to encourage reporting by its employees of
improper governmental action taken by Okanogan County officers or employees and (2)

to protect Okanogan County employees who have reported improper governmental
actions in accordance with this Article.

Definitions:

As used in this agreement, the following terms shall have the meanings indicated:

1. "Improper governmental action" means any action by an Okanogan County
officer or employee:

a. That is undertaken in the performance of the officer's or employee's
official duties, whether or not the action is within the scope of the employee's

employment; and

b. That (i) is in violation of any federal, state, or local law or rule, (ii) is an
abuse of authority, (in) is of substantial and specific danger to the public health or safety
or (iv) is a gross waste of public funds.

"Improper governmental action" does not include personnel actions, including employee

grievances, complaints, appointments, promotions, transfers, assignments, reassignments,
reinstatements, restorations, reemployments, performance evaluations, reductions in pay,
dismissals, suspension, demotions, and violations of collective bargaining or civil service

laws, alleged violations of labor agreements or reprimands.

2. "Retaliatory action" means any adverse change in the terms and conditions of an

Okanogan County employee's employment.

3. "Emergency" means a circumstance that if not immediately changed may cause

damage to persons or property.

Procedures for Reportinfi:

Okanogan County employees who become aware of improper governmental actions

should raise the issue first with their supervisor. If requested by the supervisor, the

employee shall submit a written report to the supervisor, or to some person designated by
the supervisor, stating in detail the basis for the employee's belief that an improper

governmental action has occurred. Where the employee reasonably believes the improper

governmental action involves the employee's supervisor, the employee may raise the
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issue directly with the Okanogan County Human Resources Coordinator or such other

person as may be designated by the Okanogan County Human Resources Coordinator to

receive reports of improper governmental action.

In the case of an emergency, where the employee believes that damage to persons or
property may result if action is not taken immediately, the employee may report the

improper governmental action directly to the appropriate government agency with
responsibility for investigating the improper action.

The supervisor, the Okanogan County Human Resources Coordinator or the Okanogan

County Human Resources Coordinator's designee shall take prompt action to assist

Okanogan County in properly investigating the report of improper governmental action.

Okanogan County officers and employees involved in the investigation shall keep the
identity of reporting employees confidential to the extent possible under law, unless the

employee authorizes the disclosure of the employee's identity in writing. After an
investigation has been completed, the employee reporting the improper governmental
action shall be advised of a summary of the results of the investigation, except that

personnel actions taken as result of the investigation may be kept confidential.

Okanogan County employees may report information about improper governmental

action directly to the appropriate government agency with responsibility for investigating
the improper action if the Okanogan County employee reasonably believes that an
adequate investigation was not undertaken by Okanogan County to determine whether an

improper governmental action occurred, or that insufficient action has been taken by

Okanogan County to address the improper governmental action or that for other reasons
the improper governmental action is likely to recur.

Okanogan County employees who fail to make a good-faith attempt to follow Okanogan

County procedures in reporting improper governmental action shall not receive the

protections provided Okanogan County in these procedures.

Protection Against Retaliatory Actions:

Okanogan County officials and employees are prohibited from taking retaliatory action
against an Okanogan County employee because the employee has in good faith reported

an improper governmental action in accordance with this Article.

Employees who believe that they have been retaliated against for reporting an improper

governmental action should advise their supervisor, the Okanogan County Human

Resources Coordinator, or the Okanogan County Human Resources Coordinator's

designee. Okanogan County officials and supervisors shall take appropriate action to

investigate and address complaints or retaliation.

If the employee's supervisor, the Okanogan County Human Resources Coordinator, or the

Okanogan County Human Resources Coordinator's designee, as the case may be, does

not satisfactorily resolve an Okanogan County employee's complaint that the employee

has been retaliated against in violation of this Article, the Okanogan County employee
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may obtain protection under this Article and pursuant to state law by providing a written
notice to the Okanogan County council that:

a. Specifies the alleged retaliatory action and

b. Specifies the relief requested.

Okanogan County employees shall provide a copy of their written charge to the
Okanogan County Human Resources Coordinator no later than thirty (30) days after the
occurrence of the alleged retaliatory action. Okanogan County shall respond within thirty

(30) days to the charge of retaliatory action.

After receiving either the response of Okanogan County or thirty (30) days after the
delivery of the charge to Okanogan County, the Okanogan County employee may request
a hearing before a state administrative law judge to establish that a retaliatory action
occurred and to obtain appropriate relief provided by law. An employee seeking a

hearing should deliver the request for hearing to the Okanogan County Human Resources

Coordinator within the earlier of either fifteen (15) days of delivery of the Okanogan
County's response to the charge of retaliatory action, or forty-five (45) days of delivery of

the charge of retaliation to Okanogan County for response.

Upon receipt of request for hearing, Okanogan County shall apply within five (5)
working days to the State Office of Administrative Hearing for an adjudicative
proceeding before an administrative law judge:

Office of Administrative Hearings
P.O. Box 42488

2424 Heritage Court SW, Suite 302
Olympia, Washington 98504-2488
(360)664-8717

Okanogan County will consider any recommendation provided by the administrative law

judge that the retaliator be suspended with or without pay or dismissed.

Responsibilities:

The Okanogan County Human Resources Coordinator is responsible (1) for reporting

improper governmental action and (2) for protecting employees against retaliatory
actions. This includes ensuring that this Article (1) is permanently posted where all
employees will have reasonable access to them, (2) is made available to any employee

upon request and (3) is provided to all newly hired employees. Officers, managers, and
supervisors are responsible for ensuring the procedures are fully implemented within

their areas of responsibility. Violations of this Article may result in appropriate
disciplinary action, up to and including dismissal.
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List of Agencies:

Following is a list of agencies responsible for enforcing state and local laws and

investigating other issues involving improper governmental action. Employees having

questions about these agencies or the procedures for reporting improper governmental
action are encouraged to contact the Okanogan County Human Resources Coordinator.

OKANOGAN COUNTY:

Okanogan County Law Department
Okanogan County Prosecutor

Criminal and Civil Divisions
Post Office Box 1130
Okanogan, Washington 98840
(509) 422-7280

Okanogan County Sheriffs Department
Post Office Box 32
Okanogan, Washington 98840
(509) 422-7200

STATE OF WASHINGTON:

Attorney General's Office

Fair Practices Division MSTV 14
900 Fourth Avenue
Seattle, WA 98164-1012
(206) 464-6684

State Department of Ecology
NW Regional Office
3190160th S.E.
Bellevue,WA 98008-5852
(206) 649-7000

State Department of Health
Health Consumer Assistance
P.O. Box 4789

01ympia,WA 98504-7891
1-800-525-0127

State Liquor Control Board
Enforcement Office

2101 Sixth Avenue
Seattle, WA
(206) 464-6094

Okanogan County Health District
Post Office Box 231
Okanogan, Washington 98840
(509)422-7140

State Auditor's Office
Legislative Building
P.O. Box 40021

01ympia,WA 98504-0021
(360) 586-0260

Human Rights Commission
711 South Capitol Way, Suite 402
Post Office Box 42490
Olympia, WA 98504-2490
(360)753-6771

Department of Labor & Industries

300 West Hamson, Room 201

Seattle, WA
(206)281-5400

Department of Natural Resources
P.O. Box 68

Enumclaw, WA 98022
1-800-527-3305
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Puget Sound Water Quality Authority Department of Social and
P.O. Box 40900 Health Services

Olympia, WA 98504 Special Investigation Office
(360) 407-7300 5200 Southcenter Blvd, Suite 23

Tukwila, WA
(206) 764-4048
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ARTICLE 29 - CONTINUITY OF WORK

29.1 Neither the Union nor its members, agents, representatives, employees, or persons
acting in concert with them, shall incite, encourage, or participate in any strike, walkout,
slowdown, or other work stoppage of any nature whatsoever during the life of this

Agreement for any cause whatsoever. In the event of any strike, walkout, slowdown, or

work stoppage or a threat thereof, the Union and its officers will do everything within

their power to end or avert the same.

29.2 Any employee authorizing, engaging in, recognizing, or assisting any strike,

slowdown, picketing or other concerted interference against the Employer, or who
refuses to perform services duly assigned to him, shall be subject to immediate dismissal.

ARTICLE 30 - SAVINGS CLAUSE

Should any part hereof or any provision herein contained be rendered or declared invalid

by reason of any existing or subsequently enacted legislation or by any decree of court of

competent jurisdiction, such invalidation of such part or portion of this Agreement shall
not invalidate the remaining portions hereof provided, however, upon such invalidation
the parties agree immediately to meet and negotiate such parts or provisions affected.

The remaining parts or provisions shall remain in full force and effect.
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ARTICLE 31 - TERM OF AGREEMENT

31.1 This agreement shall be effective January 1, 2021 and shall be in full force and
effect through December 31, 2023. Negotiations for the full contract shall commence no
later than August 1st, 2023, unless a mutual written extension is agreed upon by both
parties. Article 20.1, Health and Welfare, shall be open on November 1st for negotiations
by both parties for contract years 2022 & 2023 if the premium increase exceeds five
percent (5%). In tiw event the parties have not received any rate information by
November 1st, the parties will mutually agree on a date to meet as near to November 1st as
possible. Any agreement reached to satisfy Article 20.1 shall be memoriaUzed with a
Letter of Agreement signed by both parties and incorporated herein.

IN WITNESS WHEREOF, the ^rties hereto have executed this Agreement in triplicate
originals this 'Z^^IL^ day of \'^h/L^^v~i_^ _,2021.

OKANOGAN COUNTY

BY:
County Commissioner

BY;^
County (commissioner

BY: ^-i- ^A-Z'^^

TEAMSTERS LOCAL NO. 760

W^^M^^^-^^
Leonard Croud

S ecretary/^reasurer

.-^ ^-

BY;^
(ivenile Services Admin.

."oltnty, Conpnissioner

BY:_LyiLi&_
Superior Court Adge

ATTEST:',

^GOMA^,
;€•""„-.„_ '";%r.

^'~
•. ^

^/
SEAL!?0

0
7' •.

-;-%;-•.. ""..•'''./

\ u^\'--....... <;-^ .'

'co.'.^^'.-^

•\0~
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Appendix A

PAY CLASSIFICATION PLAN

Effective January 1, 202 1, a GWI of 2% is included in the table below:

Grade

20
Job Title

Corrections

Effective January 1,

Grade

20
Job Title
Corrections

Effective January 1,

Grade

20
Job Title
Corrections

Counselor

2022, a GWI

Counselor

2023, a GWI

Counselor

Year 1

3217
18.5596

Year 2

3378
19.4885

of 2% is included in

Year 1

3281
18.9288

Year 2

3446
19.8808

of 2% is included in

Year 1

3347
19.3096

Year 2

3515
20.2789

Year 3

3548
20.4692

Year 4

3725
21.4904

the table below:

Year 3

3619
20.8789

Year 4

3800
21.9231

the table below:

Year 3

3691
21.2942

Year 4

3876
22.3615

Year 5

3910
22.5577

Year 5

3988
23.0077

Year 5

4068
23.4692

Appendix B

Effective January 1, 2021, for all regular full-time employees, Employer shall provide a

reimbursable allowance up to two-hundred and fifty dollars ($250) per year for the
purchase of suitable work attire for the workplace. Employee is entitled to reimbursement

upon submitting a sales receipt to the Employer.
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