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THIS AGREEMENT is made and entered into 13" day of January 2014, by and between the
City of Camas, Camas, Washington, hereinafter referred to as the “Employer,” and Camas
Public Employees Association, hereinafter referred to as the “Association.”

PREAMBLE
WHEREAS, it is the purpose of this agreement to achieve and maintain a high level of
performance in the operation of the Camas City government, together with promoting
efficiency, productive initiative, and harmonious relations between the Employer and the
Association, and to provide for the rights, well being, and security of the parties involved, and

NOW, THEREFORE, BE IT MUTUALLY AGREED TO AS FOLLOWS:

ARTICLE 1 — RECOGNITION

WHEREAS, the parties have agreed to certain terms and conditions of wages, hours, and
conditions of employment for employees of the Employer as listed herein and wish to reduce
the agreement to writing.

The Employer agrees to recognize the Association as the sole collective bargaining agent for the
full-time and part-time office-clerical other employees of the City of Camas, employed in the
departments of Public Works, Community Development, Information Technology, Finance,

Police, Parks and Recreation and Fire in the following classifications:

Accountant

Accounting Assistant
Administrative Support Assistant |
Administrative Support Assistant Il
Assistant Planner

Building Inspector |

Building Inspector Il

Code Enforcement Officer

Court Security Officer

Engineer |

Engineer Il

Engineer Il

Engineering Technician

Financial Assistant |

Financial Assistant Il

GIS Coordinator

Information Systems Analyst
Information Systems Technician
Offender Crew Leader

Permit Technician

Planner |

Planner Il

Planner IlI

Plans Examiner

Lead Police Records Clerk/Dispatcher
Police Records Clerk/Dispatcher |
Police Records Clerk/Dispatcher Il
Project Manager

Recreation Coordinator

Sr. Administrative Support Asst.
Sr. Building Inspector

Sr. Engineering Technician

Sr. Permit Technician

Sr. Planner

Sr. Plans Examiner



New position classification will be discussed with the Association President and attorney for
clarification on their bargaining unit status.

2.1

2.2

2.3
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3.1

3.2

4.1

ARTICLE 2 - ASSOCIATION SECURITY

The Employer agrees that all employees covered under this agreement shall become
and remain members of the Association in good standing through the payment of
Association dues to cover the cost of contract negotiations and administration. This
includes all full-time and part-time employees in the classifications listed in Article 1.

The Employer will furnish the Association on a current basis notice of all full-time, and
part-time employees as defined in Article | who have been hired, rehired, transferred,
laid off or terminated. The Employer will provide written notification to the Association
President in a timely manner of all newly hired, rehired, transferred, laid off or
terminated employees as defined in Article 1.

Nothing in the above sections will interfere with the employee’s rights under RCW
41.56.122 of the Public Employee’s Collective Bargaining Act.

The Association agrees to defend, indemnify, save and hold the City harmless from, for
and against any and all claims arising from the application of this article.

ARTICLE 3 - CHECK-OFF OF DUES

The Employer agrees to deduct Association dues from the wages of each employee as
qualified in Section 3.2 below. The Employer agrees to forward such dues to the office
of the Association monthly.

The employee shall have their dues deducted, by signing an authorization card to that
effect, copies of which shall be given to the Employer and the Association for

certification purposes.

ARTICLE 4 - WORK SCHEDULE

Eight (8) consecutive hours, excluding the lunch period, shall constitute a day’s work.
The normal lunch period shall be one (1) hour. The normal work week will consist of up
to forty (40) hours of work in a seven (7) day work period. For clerical employees, the
normal work week will be consecutive days, Monday through Friday. The Employer can
schedule employees to work non-consecutive work days. Examples of the scheduling are
inclusive of working Monday through Thursday, Friday off, and working Saturday. The
department head or designee will provide notification of work schedules and changes to
those schedules at least two (2) weeks prior to implementation of the different work
schedule except in the event of an emergency. If an emergency exists then no notice of
change is required.



4.2

4.3

4.4

4.5

5.1

5.2

Each employee shall receive a maximum of two (2) fifteen (15) minute relief periods
including transit time in each day’s work schedule except in cases of emergency. The
first relief period will normally occur prior to lunch, and the second relief will occur after
lunch during the tour of duty.

Employee Development and Training

1. Voluntary Training — Voluntary training or education which directly relates to an
employee’s current position or department function and which leads to a degree,
registration or certification, shall be reimbursable in accordance with the City of
Camas Tuition Reimbursement Program if approved by City Administrator.

2. Mandatory Training - City-sponsored training which is required of the employee shall
be paid for by the City. Attendance and travel time in excess of the standard
workday will be compensated in conformance with the FLSA. Travel and costs for
meals and lodging shall be reimbursed in conformance with the City’s travel and
meal policies.

3. An employee attending a training session or school in or out of the City shall be
assumed to be working a normal work day.

Each member of the bargaining unit may be allowed to exchange shifts with other
members when the change is not detrimental to the best interests of the Employer as
determined by, and subject to, the approval of the department head or designee.

Consistent with the provisions of Article 32.2, and by mutual consent, the work week for
classifications in the bargaining unit may be adjusted to four (4) consecutive ten (10)
hour days, exclusive of the meal period. Under this work schedule, overtime shall be
paid for work in excess of a ten (10) hour work day or forty (40) hours in a work week.
Additionally, employees or the city may propose alternative work schedules within the
limits of a maximum forty (40) hour per week schedule and such schedules may be
established by mutual agreement of the Association and the City. No alternative
schedule is permitted which would result in the payment of overtime for hours worked
during the regular shift.

ARTICLE 5 - OVERTIME

All work performed in excess of eight (8) hours per day (except as noted in 4.5) /or forty
(40) hours per week shall be paid for at the rate of one and one-half (1.5) times the
regular rate of pay.

Call-backs shall be compensated at a minimum of two (2) hours at the overtime rate of
pay. A call-back is defined as having to return to your work site outside of the
employee’s regular work shift.



5.3

5.4

5.5

6.1

6.2

6.3

Receiving Work Telephone Calls at Home: An employee who is called during non-
working hours for work related business and who is not required to report to a work
site, shall receive pay in fifteen (15) minute increments. This provision does not apply to
telephone calls regarding work scheduling or work site directions.

Off Duty Telephone/Computer Work at Home: An employee directed by their
supervisor to perform work from an offsite location outside of their regular scheduled
hours will receive pay in fifteen (15) minute increments at the applicable rate of pay.

Any employee may elect to accrue compensating time off at the rate of time and one-
half (1.5) in lieu of overtime payments up to a maximum accumulation of (120) one
hundred twenty hours. The use of said compensatory time off is subject to the prior
approval of the department head or designee.

ARTICLE 6 - HOLIDAYS

The following days shall be paid holidays at the straight time rate for employees covered
by this agreement:

New Year’s Day

Presidents Day

Martin Luther King Day

Memorial Day

Independence Day

Labor Day

Veterans Day

Thanksgiving Day

Day after Thanksgiving*

Christmas Day

Three (3) Floating Holidays (to be used prior to December 31% of the current year)

*Or another day in lieu thereof may be taken by mutual agreement between the
Employer and the employee.

For the calendar year 2014 only, each member of CPEA will receive three (3) additional
floating holidays to be used before December 31%, 2014. These hours may not be
carried to subsequent years and may not be cashed out.

The date of observance of the holidays shall be the date on which the City of Camas, by
law, observes those holidays, provided that whenever one of the above holidays falls on
a Sunday, the following Monday shall be observed as the holiday, and when such
holidays fall on a Saturday, the preceding Friday shall be observed as the holiday.

Any employee who has worked his/her shift or who is on authorized sick leave the day



6.3

6.4

6.5

6.6

6.7

6.8

6.9

prior to, or immediately after, a holiday will receive their normal rate of pay.

Holidays paid for but not worked shall be recognized as a shift worked for the purpose
of determining weekly overtime.

Any employee who is on medically authorized sick leave when a holiday occurs will
receive their normal rate of pay for that holiday and will not have their sick leave accrual
charged.

Any employee who is on scheduled and approved vacation when a holiday occurs will
receive their normal rate of pay for that holiday and will not have their vacation accrual
charged for the holiday.

Any employee who works a minimum of 6 hours on Christmas Eve day will be allowed to
leave two (2) hours prior to the end of their regular quitting time, with pay, unless in the
opinion of the Employer, the employees services are needed and required in the
interests of the public health, safety or general welfare, or for reasons of emergency in
which case the employee shall not be entitled the time off. If an employee is required to
work they will be allowed to take two (2) hours off at another mutually agreeable time.

An employee who is required to work on any of the holidays listed in Article 6.1 shall be
compensated at the rate of one and one-half (1.5) times their regular rate of pay for all
hours worked. In addition, the employee shall receive eight (8) hours of holiday pay. By
mutual agreement an employee may choose to take another day off in lieu of holiday

pay.

Newly hired employees shall be entitled to a pro-rata share of the three “floater”
holidays, based on the part of the year that the employee is employed. Part time
employees shall be entitled to a pro rata share of the three (3) floater holidays.

Employees in the positions of Offender Crew Leader and Court Security Officer who
choose to voluntarily work on the holidays listed in Article 6.1 shall be compensated
only at their regular rate of pay for hours actually worked, provided that the employee
gets approval from a supervisor in advance. Employees may combine their part-time
holiday hours off with hours actually worked in order to complete a standard work day,
not to exceed 8 hours. Or, employees in this class may choose to take their holiday
hours off on another day, with prior supervisory approval, as is outlined in Article 6.8.

Employees in this class, who elect not to work on City holidays, will be required to use
compensatory time or vacation time, in addition to the holiday pay, to the degree
necessary to account for an 8-hour work day.

If the employee is not scheduled to work on a City holiday, the same provisions above
would apply for another day that is mutually agreed upon by the employee and the



supervisor, provided it falls within the same pay period.

ARTICLE 7 - VACATIONS

7.1 Paid annual vacation accrual shall begin at the date of hire. No vacation accrual may be
taken by new employees until the completion of six (6) months of service; thereafter
vacation accrual may be taken as earned according to the following schedule:

Length of Service Hours Per Year Hours Per Month
0 -4 years 96 8
5—-9years 120 10
10— 14 years 156 13
15-19 years 180 15
20 years and more 216 18

Maximum vacation accrual to carry over: 400 hours.

7.2 All part-time employees shall accrue vacation at the same rate as full-time employees
but in proportion to the number of hours worked.

7.3 Employees shall choose vacation by seniority and may schedule their vacation any time
upon approval of their supervisor or department head. Seniority does not override
vacation which has already been approved.

7.4 An employee not taking their vacation shall not be entitled to extra compensation for
having worked during the period for which they were entitled to vacation unless
required by a department head or designee and approved by the Employer to do so.

7.5 Employees shall receive all accrued vacation at the time of termination including that
earned during the year of termination.

7.6 Holidays occurring during an employee’s vacation shall not be charged against earned
and accrued vacation. Employees shall be permitted to utilize both vacation leave and
sick leave on the same day.

7.7 Employees are eligible to use only vacation leave which is in their leave bank. An
employee may not use leave that is being accrued in the current pay period.



8.1

8.2

8.3

8.4

8.5

8.6

8.7

ARTICLE 8 - SICK LEAVE

Employees shall accrue sick leave at the rate of eight (8) hours per month with a
maximum accrual of one thousand forty (1040) hours. Part time employees working ten
(10) or more hours per week shall accrue sick leave at the same rate but in proportion to
the number of hours worked.

Employees noted in Section 8.1 above are entitled to use sick leave for only a bona fide
illness or injury, quarantine due to exposure to contagious diseases, any physical
treatment or examination including medical, dental or ocular. Employees may also use
sick leave for illness or injury to the employee’s spouse or minor child, or any person
living in the immediate household, requiring the employee’s attendance and/or care.
Sick leave may also be used for parents, including “step”, under circumstances as
defined by the Shared Leave Policy Section IC. Bargaining unit members are entitled to
the protection of the Washington Family Care Act and all other applicable laws.

Employees entitled to sick leave who have exhausted their sick leave accrual may use
accrued vacation.

Time off for medical purposes shall be charged against sick leave for actual time used
only.

Employees are eligible to use only sick leave which is in their leave bank. An employee
may not use leave that is being accrued in the current pay period.

Sickness or disability shall be reported to the department head or immediate supervisor
prior to time for commencement of the employee’s work day, or as soon thereafter as
practicable. The employee maybe required to provide proof of illness. Any employee
who utilizes more than three (3) separate one-day annual sick leave periods on a work
day either immediately prior to, or immediately following, their normal weekend
(weekly days off) or holiday, may be required to provide a doctor’s certificate for every
subsequent sick day taken during the remainder of that year.

a. Any employee who has reached their maximum accrual of one thousand forty (1040)
sick leave hours and has used less than eight (8) hours sick leave during the previous 12
consecutive calendar months, shall be eligible to cash out at straight time, 33% of all
hours that would have been accrued over the maximum allowed. The benefit paid under
this article shall be pro-rated for part time employees.

b. If an employee has less than 1040 sick leave hours and has used less than eight (8)
hours sick leave during the previous 12 consecutive calendar months, the employee
shall have the option of accepting the addition of twelve (12) hours of leave added to
their vacation bank, or a $300 cash bonus. This applies once each 12 month period and

au_n

may not be in combination with provision “a”.



8.8

8.9

8.10

If an employee retires from the City, meeting PERS plan requirements, or in the event of
death of the current employee, that employee or his/her beneficiary is eligible to cash
out 25% of their sick leave balance at their current straight time rate.

The city shall administer state and federal laws related to family leave in accordance
with those laws and consistent with city personnel policies.

Family Leave: Employees who work for the city at least twelve (12) months and have
worked 1250 hours over the previous twelve (12) months are eligible for up to twelve
(12) weeks total of paid or unpaid leave per 12 months period for birth, adoption, foster
care of a child or a serious health condition of the employee or immediate family
member requiring in-patient care or continuing treatment by a health care provider. The
12 weeks allowed by State Law (RCW 49.78) is in addition to leave provided for
pregnancy or childbirth. Employees may use sick leave for illness or injury to the
employees spouse or minor child requiring the employee’s attendance and/or care
under the provisions of RCW 49.78.

An “immediate family member” is an employee’s son, daughter, spouse, or parent. A
son or daughter is a minor child either under the age of eighteen (18) or eighteen (18)
years of age or older but incapable of self-care because of a mental or physical disability.
A “serious health condition” is an injury, illness, impairment, physical or mental
condition that involves in-patient care or continuing treatment by a health care
provider. The city may require certification from a health care provider for leave based
on a serious health condition. The disability portion of pregnancy leave is considered a
serious health condition for purposes of the Family and Medical Leave Act. The leave
would normally end six (6) weeks after a normal birth or eight (8) weeks after a
cesarean section.

Employees must provide the city with at least thirty (30) days notice if possible, before
taking such leave or notify the city as soon as practicable. Before going on unpaid leave
status for the birth, adoption, or foster care of a child, an employee is required to use all
accrued unused compensatory or floating holidays and all accrued unused vacation
leave. Before going on unpaid leave status for the serious health condition of the
employee, spouse, parents or the employee’s minor child requiring in-patient or
continuing treatment, an employee is required to use all accrued unused sick leave,
floating holidays, compensatory time and vacation leave.

As required by law, the city shall maintain the employee’s health benefits during the
FMLA leave to a maximum of 12 weeks. In the event an employee does not return to
city employment after taking leave under this section, the city may recover the cost of
any health insurance premiums paid by the city during the unpaid portion of the leave.
Upon return from such leave, the employee will be reinstated to the employee’s former
or equivalent position.



9.1

9.2

9.3

9.4

Under the Washington Family Leave Act, (but not the FMLA), an eligible employee may
be entitled to up to 12 weeks of leave to care for the employee’s registered domestic
partner with a serious health condition. The rules and procedures set forth above will
apply to such leave requests, provided that health insurance will not be automatically
continued unless the employee elects continuation coverage at his/her expense.

An eligible employee may also take up to 26 weeks of leave during a single 12-month
period to care for an injured servicemember who is the employee’s spouse, parent, child
or next of kin. A covered servicemember is a current member of the Armed Forces,
including National Guard or Reserves members, who has a serious injury or illness
incurred in the line of duty on active duty that may render the servicemember medically
unfit to perform his or her duties for which the servicemember is undergoing medical
treatment, recuperation or therapy; or is in outpatient status; or is on the temporary
disability retired list. For purposes of this kind of leave, the 12-month period begins
with the first day the employee takes leave. The combined total of leave for all
purposes described in this policy may not exceed 26 weeks in the applicable leave year.

ARTICLE 9 - BEREAVEMENT LEAVE

A maximum of three (3) paid working days (consecutive or non-consecutive) for
bereavement leave shall be allowed when there is a death in the employee’s immediate
family or any other member of the immediate household. An additional two (2) days
shall be allowed as needed and will be charged to sick leave, vacation leave, comp time,
floating holiday or leave without pay at the discretion of the employee.

Recognizing the need for family support, a maximum of two (2) days bereavement leave
shall be allowed to attend the funeral or memorial service of aunts, uncles, nieces or
nephew of the first generation.

Employees may be excused by the Employer to attend the funeral of deceased fellow
employees as leave with pay.

Human Resources will administer Article 9 for consistency in unique circumstances as
they arise.

Immediate Family - The employee’s spouse or significant other, child, parents, brother,
sister, grandparents and grandchildren, or any member of the immediate household.
This will also include “step” and “in-law” relationships.

ARTICLE 10 - JURY DUTY

An employee shall be granted leave with full pay for any regularly scheduled straight-time
hours of work missed because he/she was required to be on jury duty. An employee shall

10



endorse any jury fee (excluding mileage and meal allowances) to the City. An employee shall
notify the Employer promptly upon receiving notice to report for jury duty. When an employee
is excused or dismissed from jury duty, he/she shall promptly report to work.

111

11.2

ARTICLE 11- OTHER LEAVE

In the event of a military leave, the Employer abides by the provisions of the State of
Washington RCW 38.40.060 which stipulates that employees who are members of the
National Guard or Federal Reserve military units are entitled to be absent from their
duties up to twenty-one (21) calendar days with pay during each calendar year while
engaged in the performance of ordered military duty and while going to or from such
duty.

During a period of military conflict declared by the President or Congress, an employee
who is the spouse or registered domestic partner of a member of the Armed Forces,
National Guard or Reserves is entitled to up to 15 days of unpaid leave while his/her
spouse or domestic partner is on leave from deployment, or before and up to
deployment. (Spousal military leave may also be covered under FMLA leave for a
qgualifying exigency, although an employee need not meet the more stringent FMLA
eligibility requirements in order to take this spousal military leave.) The purpose of this
leave is to support the families of military personnel serving in military conflicts by
permitting them to spend time together before a family member is deployed or while
the family member is on leave from a deployment. An employee must work an average
of 20 hours per week to be eligible for this family military leave. Employees are eligible
for this leave per deployment.

An employee who seeks to take family military leave must provide the City with notice
of his/her intent to take leave within five business days of receiving official notice that
the employee’s spouse will be on leave or of an impending call to active duty. The
employee may substitute any available accrued leave for any part of this family military
leave.

The Employer may grant an employee a leave of absence without pay for a period not to
exceed ninety (90) days. No leave of absence without pay shall be granted except upon
written request of the employee. Whenever granted, the leave shall be in writing and
signed by the Employer, and a copy filed with the department head or designee. Upon
expiration of a regularly approved leave without pay, the employee shall be reinstated
in the position held at the time leave was granted without loss of seniority status,
excepting that the time on leave will be deducted from the employee’s total service to
determine seniority. Failure on the part of the employee on leave without pay to report
promptly at the expiration of the leave shall constitute cause for forfeiture of right to
reinstatement. The Employer may, in exceptional circumstances, extend leave beyond
ninety (90) days. The City cannot guarantee position reinstatement after 90 days.

11



11.3

11.4

12.1

12.2

12.3

12.4

13.1

Association Business Leave: for Mutually Agreed City/Association Joint Functions shall
be considered City paid time: Such functions shall include negotiations and joint
City/Association committees such as Labor Management Committees, duties as a
Executive Committee member as defined in Association bylaws, and any other joint
City/Association business, subject to mutual agreement of the parties. City employees
participating in such activities will be allowed to do so without loss of pay, as long as
such activity occurs during regular scheduled working hours.

City Property: Subject to prior approval by the Employer, the Employer may allow the
Association to meet on City Property, provided there is no disruption to the work, and
subject further to proper advance notice and no scheduling conflict(s).

Domestic Violence/Sexual Assault: The Employer will grant leave in accordance with the
City’s Domestic Violence/Sexual Assault policy.

ARTICLE 12 - SENIORITY

City seniority is the length of continuous employment of an employee with the City of
Camas. Where abilities are substantially equal City seniority shall be observed with
respect to promotions, transfers and layoff.

Seniority shall be broken only by resignation, discharge, retirement, layoff of more than
twelve (12) months, or failure to return in accordance with the terms of a leave of
absence or when recalled from layoff.

Part-time employees will receive seniority on a seniority pro-rata basis equal to the
actual hours worked as related to the normal work year of 2080 hours.

Department seniority is defined as the length of employment with the City in any one
department, and is the seniority used in selection of vacation, overtime and similar

scheduling matters.

ARTICLE 13 - EVALUATIONS, PROMOTIONS, DEMOTIONS AND TRANSFERS

The City shall implement a semi-annual or annual performance evaluation of each
employee. The importance of this process, and the need for its careful consideration in
execution, is emphasized. The purpose of the performance review is to maintain a
mutual understanding of the Employee and Employer’s role in providing quality and
service to the City; and is a basis for promotions, goal setting, pay step progression (ref.
24.2) and other personnel related action. These evaluations and performance review
procedures shall be carried out, and submitted each year, for ultimate review by the
City Administrator.
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13.2

13.3

134

13.5

13.6

13.7

14.1

(a)

(b)

Promotion is hereby defined as a move from a lower position to a higher position. It is
the intention of the Employer to fill newly created positions or position vacancies from
within before hiring new employees, provided employees are available with the
necessary qualifications and abilities to fill the vacant position. Lateral transfers may be
made.

Notice of new and current position vacancies within the bargaining unit shall be emailed
to all City employees. The position will be open for five (5) working days and will include
position title, pay range, and a brief description of the position. Those employees who
make application during the five (5) day period will be considered for the position.

An employee who is promoted to a higher position grade shall receive a minimum
increase of the next step higher than his/her regular rate of pay. In the event the
employee does not successfully pass the probationary period, such employee shall be
reinstated without any loss of seniority or pay provided the pay rate shall not exceed
the normal rate of the subject employee for the position being reinstated to.

An employee may apply for and receive a transfer to a position of another classification
with the same position, range, and step. Such transfer may be made upon request of the
employee at the discretion of the Employer. Any employee so transferred shall receive
the same salary as in his/her former position, however, all requests must be in writing
and agreed to by the Employer.

Demotion: Demotion may be used by the Employer if the Employer determines the
employee is not performing all the job requirements properly or completely. The
Employer will not use demotion in disciplinary actions.

Lateral Transfers: This is defined as an employee who voluntarily takes another position
of the same pay range. In the event that the employee does not successfully pass the
probationary period, such employee shall be reinstated without any loss of seniority or
pay provided the pay rate shall not exceed the normal rate of the subject employee for
the position being reinstated to.

ARTICLE 14 — LAYOFFS AND RECALLS

Application of the principle of seniority shall apply in the case of layoff and
reinstatement provided that the remaining employees shall have the skill and ability to
do the work as determined in a fair and equitable manner.

In layoff, the last employee employed shall be the first laid off provided the senior
employee is capable of performing the work with the required skills and ability as

determined by the department head or designee.

The last employee laid off shall be given the first opportunity to be reinstated provided,
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14.2

14.3

15.1

15.2

15.3

15.4

15.5

however, that such employee has the qualifications and abilities for the position for
which he/she is to be reinstated. Any notice of re-employment to an employee who has
been laid off shall be made by phone or certified mail. The employee shall keep the
Employer advised of his/her current address. Failure of such employee to report for
reinstatement within 10 days shall result in loss of seniority.

Two (2) week’s notice of such layoffs shall be given as soon as possible before the
scheduled layoff or two (2) weeks pay in lieu of notice. The Union shall be notified
concurrent with notice to employees.

Any employee laid off shall be placed on the recall list for a period of twelve (12)
months.

ARTICLE 15 - HEALTH & WELFARE | DENTAL |VISION| PRESCRIPTION| PENSION|
LIFE INSURANCE

The Employer shall offer at least two (2) hospital-medical plans for employees and their
dependents.

The Employer shall provide post-retirement medical insurance from retirement to age
65 for the employee only, provided the employee has been employed by the city for a
total of ten (10) years and is retiring from the city under the provision of the applicable
PERS retirement plan. Coverage for a spouse may be purchased by the employee in
accordance with the requirements of the applicable plan. Employees hired after January
1, 1998 as described above shall not be eligible for employer paid post-retirement
medical insurance, but may participate for themselves and spouse at their own expense
for the employee and spouse, consistent with plan requirements.

The Employer shall provide a term life insurance policy for all employees working twenty
(20) hours a week or more. The amount of the policy shall be equal to the nearest
thousand dollars of the employee’s normal yearly salary exclusive of overtime but not to
exceed a maximum of Fifty Thousand Dollars ($50,000.00).

The Employer shall maintain a Section 125 Plan for all eligible employees.

Effective January 1, 2014, the association members will receive health coverage from
the AWC Regence Healthfirst 250 Plan and Kaiser$250/150V/10%.

The employer will pay medical coverage premiums for employees and dependents as
follows:

Employee coverage: Ninety-five (95%) percent. Employees shall pay, through pre-tax
payroll deduction, five (5%) percent of total premium cost.)

Dependent(s) coverage: ninety (90%) percent. Employees shall pay, through pre-tax
payroll deduction, ten (10%) percent of total premium cost.
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15.6 For the term of this agreement, the Employer agrees to pay only the premiums for
dental (Plan F), vision, and life insurance plans offered by the Employer. The Employer
will continue prescription drug coverage through the medical plan, consistent with the
provisions of the medical plan.

15.7 The Association and/or the employee will indemnify and hold the Employer harmless
from any and all claims or disputes between an insurance carrier and employees relating
to medical claims and/or coverage.

15.8 Any and all disputes or disagreements and/or claims involving coverage of employees
between the insurance company and the employee are not grievable under this

contract.

15.9 The Employer shall make pension contributions required by statute to the Public
Employees Retirement System.

15.10 Employees and their family (spouse and dependent children) shall be issued pool passes
for the municipal swimming pool.

15.11 Employees shall be allowed to participate in the City’s Dual Insurance Incentive
Program, a copy of which is attached to this agreement.

ARTICLE 16 — JOINT LABOR/MANAGEMENT COMMITTEE

The Employer and the Association agree to maintain a Joint Labor/Management Committee
(JLMC).
JLMC MISSION STATEMENT

The Joint Labor/Management Committee (JLMC) is recognized as an Association/Management
partnership. The common mission is to commit to a relationship that promotes a participative
and cooperative endeavor between Camas Public Employees Association and the City of Camas.

The JLMC acknowledges that both the Association members and the City management team
bring value, talent and resources necessary to provide excellent public service to the citizens of
the City of Camas.

Through a forum of open communication and cooperation, this mission will result in sustaining
and enhancing a quality work environment meeting the future challenges of service to the
community.

The JLMC will consist of members from labor and management. Meetings will be scheduled as

necessary. The responsibility of the JLMC will be to address problems, issues or concerns of the
bargaining unit or management, using the interest-based problem solving process to arrive at
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consensus agreement.

17.1

17.2

17.3

17.4

17.5

17.6

ARTICLE 17 - DISCIPLINARY PROCEDURES

The Employer may discipline an employee for just cause.

Disciplinary action or measures shall include only the following:
(a) Verbal counseling;
(b) Written reprimand;
(c) Suspension without pay;
(d) Discharge.

The parties agree that progressive and escalating levels of discipline are preferable to
allow an employee proper notice of misconduct and the opportunity to improve
performance. The level or degree of discipline imposed shall be appropriately based on
an employee’s prior record of service, length of service, severity of offenses and prior
record of discipline.

When the Employer determines the circumstances are such that retention of the
employee will likely result in the disruption of Employer services, damage to or loss of
Employer property or be injurious to the employee, fellow employees or the services
provided by the Employer, the Employer may immediately suspend with or without pay,
depending on the circumstances. In such cases the facts supporting the circumstances
will be made available to the employee by the Employer not later than three (3) working
days after the action became effective.

The provisions of this article shall not apply to newly hired employees serving a six (6)
month or longer probationary period subject to the following provisions. The Employer
may extend a probationary employee’s probationary period for up to an additional
three (3) months. Any extensions beyond the three (3) month period will be subject to
mutual agreement with the Association. In any event, the probationary period shall not
exceed twelve (12) months. Probationary employees shall work subject to the provisions
of this agreement but shall be only on a trial basis during which period they may be
discharged without cause and without any recourse.

The employee and the employee’s Association representative with the employee’s
authorization shall have the right to inspect the full contents of his/her personnel file.
No written record of disciplinary action may be placed in the personnel file without the
employee having been first notified and given a copy, with a copy to the Association. An
employee who disagrees with the validity of any disciplinary action added to their file
shall have the opportunity to challenge said action under the issue resolution procedure
herein. The employee shall be required to sign any disciplinary action document
acknowledging that they have read the contents.
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17.7

17.8

17.9

18.1

Records of disciplinary action shall be removed from all City or Department maintained
files and permanently destroyed in accordance with the following retention schedule
and upon request of the employee:

1. Verbal Warning - Written records of a verbal warning or counseling shall be removed
and destroyed after twelve (12) months without a reoccurrence of similar conduct
which gave rise to the warning or counseling.

2. Written Reprimand - Written reprimands shall be removed and destroyed after
eighteen (18) months without reoccurrence of the same conduct which gave rise to
the reprimand.

3. Suspensions - Written records of suspensions shall be removed and destroyed after
sixty (60) months without a reoccurrence of similar conduct which gave rise to the
suspension.

It is the employee’s responsibility to make requests for removal to the Human
Resources office.

In the event an employee may be subject to disciplinary action up to and including
discharge, the Employer will notify the employee of the facts supporting such action and
provide the employee with an opportunity to confer with his/her representative prior to
the disciplinary action being finalized. The employee will be provided an opportunity to
respond to the facts before the disciplinary action is finalized. If the employee requests
the presence of his/her Association representative, they shall be allowed to attend the
disciplinary meeting provided scheduling of the meeting is not unreasonably delayed.

It is the Employer’s sole determination as to whether or not an employee suspended
without pay may be allowed to forfeit accrued vacation or compensatory time off in lieu

of the suspension of pay.

ARTICLE 18 - ISSUE RESOLUTION PROCESS

Issue Resolution

The objective of this process is to promote open and continuous communication
regarding concerns in the workplace and recommendations for improving the quality of
work life. This process is established on the premise of trust and mutual respect and is
to be used for determining “what’s right” NOT “who’s right”.

To facilitate this process, the levels below should be followed in sequence unless
inappropriate for the circumstances. Some issues may necessitate meeting more than
once at any particular level or obtaining information from additional sources. Each level
will be addressed in an expedient manner.
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LEVEL 1: Employee, Association President and First line Supervisor

Scope: Issues and recommendations that can’t be resolved by the employee and supervisor.

Procedure: Issues and recommendations will be orally addressed within ten (10) working
days of the occurrence or knowledge thereof. If unresolved, the Supervisor and Association
President will document the circumstances on the Issue Resolution Form and provide copies
to the Department Head and Executive Board Member for Level 2.

LEVEL 2: Individuals involved in Level 1 and the Department Head or designee.

Scope: Unresolved issues from Level 1.

Procedure: Review issue and documentation. Department Head and Association President
should try to help Level 1 parties identify underlying interests in the search for “what’s
right”. Resolutions reached at this level will be documented with copies sent to CPEA and
the Human Resources Department.

LEVEL 3: Appropriate members of the Joint Labor/Management Committee (JLMC).

Scope: Unresolved issues from Level 2.

Procedure: JLMC members will review documented material and interview appropriate
personnel in order to resolve the issue in an expeditious manner.

18.2. Mediation and Arbitration
If the issue cannot be resolved at Level 3 (three), the parties may, by mutual
agreement, seek the assistance of the Federal Mediation and Conciliation Service
(FMCS) or the Public Employees Relation Commission (PERC) in an attempt to resolve
the dispute.

In the event that an issue has not been settled, an arbitrator shall be selected by the
Employer and Association President from a panel obtained from the FMCS or PERC. The
decision of such arbitrator shall be final and binding upon both parties. The parties shall
each pay their own costs and each shall pay one-half of the cost of the service of the
arbitrator and of any other joint costs of the arbitration.

ARTICLE 19 - NON-REDUCTION OF WAGES AND WORKING CONDITIONS

The parties hereto agree that the wages and working conditions specified by the Employer
ordinances and resolutions now in force shall be maintained consistent with this agreement
for its term.
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ARTICLE 20 - STRIKES AND LOCKOUTS

The City and the Association recognize that the public interest requires the efficient and
uninterrupted performance of all City services and to this end pledge their best efforts to avoid
or eliminate any conduct contrary to this objective. During the term of this agreement, neither
the Association nor the City shall cause, engage in, or sanction any work stoppage, slowdown,
or other interference with City functions. Employees who engage in any of the foregoing
actions shall be subject to disciplinary action including suspension or discharge. No individual
shall receive any portion of his/her salary or benefits as provided by the City, and in accordance
with applicable law, while engaging in activities in violation of this Article. The City shall not
constitute any lockout of its employees during the term of this Agreement.

ARTICLE 21 - ASSOCIATION REPRESENTATION

An authorized representative of the Association shall have the right to investigate issues or
conditions at reasonable hours upon first securing permission from the Employer to do so and
without interfering with the progress of work. The Association shall advise the Employer, in
writing, of the names of their authorized representatives and officers.

ARTICLE 22 - BULLETIN BOARD

The Employer shall provide a bulletin board for the Association’s use in an area conveniently
accessible to bargaining unit employees. The Association may maintain the board for the
purpose of notifying employees of matters pertaining to Association business. All notices shall
be signed by a representative of the Association who is authorized by the Association to
approve Association notices.

ARTICLE 23 - NON-DISCRIMINATION

23.1 The Employer agrees that they will not discriminate against any employee because of
lawful Association activity.

23.2 Neither the Association nor the Employer, in carrying out their obligation under this
agreement, shall discriminate in matters of hiring, training, promotion, transfer, layoff,

discharge, or otherwise because of race, color, creed, national origin, sex or age.

23.3  All references to employees in this contract designates both sexes, and wherever the
male gender is used, it shall be construed to include male and female employees.

ARTICLE 24 - WAGES, CLASSIFICATIONS AND PAY PLAN

24.1 The applicable pay plans are attached hereto and incorporated herein by reference as
Exhibits A, B, Cand D.
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24.2

24.3

24.4

24.5

24.6

(1)

Newly hired employees will be paid at step 1 of their pay range as determined by the
Employer. An employee may be granted a step increase to step 2 subject to satisfactory
completion of the six (6) month probation, as determined by the department head or
designee. Thereafter, the end of probation establishes a new employee’s anniversary
date.

Step increases will thereafter occur on an employee’s anniversary date subject to a
satisfactory performance review by the department head or designee. If performance
reviews result in an unsatisfactory performance rating then the employee may be held
in the existing step for up to an additional twelve (12) months. Thereafter, the employee
will be considered for a further step increase subject to a satisfactory performance
review by the department head or designee.

When an existing employee is promoted to higher job classification then the employee
will receive pay at a step which results in a minimum 3% increase and shall thereafter
progress through the applicable steps. The promoted employee’s anniversary date will
not change, and the completion of the probation period in the new position does not
result in a step increase.

Effective January 1, 2013, there shall be a cost of living wage increase of 0.5%.
Effective January 1, 2014, there shall be a cost of living wage increase of 3.0%.
Effective January 1, 2015, there shall be a cost of living wage increase of 2.5%.
Effective January 1, 2016, there shall be a cost of living wage increase of 2.5%.

Step increases are not applicable if an employee reaches the maximum step of their pay
plan.

Employees will perform the job duties and responsibilities of their current classification
set forth in each respective job description.

An employee who is temporarily assigned the duties and responsibilities of a higher
level position shall be paid at a rate one step (3%) above his/her current rate of pay, or
at the entry rate of the higher job class, whichever is greater. Higher level positions are
defined as higher paid positions. All of the following conditions must be met for an
employee to receive the out of class pay:

The position is currently vacant; OR, the employee normally filling the position is on
authorized leave; OR, the employee normally assigned to the position has been
temporarily relieved of his/her regular duties to complete a special project approved by
their supervisor; OR, the workload has been temporarily increased; and
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(2)

(3)

24.7

24.8

25.1

25.2

25.3

The employee is formally assigned to perform, and actually performs duties of the
higher job class which are not within the normal duties of the employee’s regular job
class. Formal assignment should normally include a written directive from the
employee’s supervisor; and

The employee is so assigned and actually works the assignment for a period of eight (8)
consecutive working hours or more. If the employee is so assigned and actually works
the assignment for a period of eight (8) hours or more, the out-of-class pay shall be
retroactive to the first hour of that specific assignment.

The same employee shall not be assigned to the higher level duties for more than six (6)
consecutive months unless specifically approved by the city administrator for
extenuating circumstances. An extension of an out-of-class assignment beyond twelve
(12) months must be approved by the City Council. The Association will be given notice
of any such extensions.

The out-of-class rate of pay shall apply for that time actually worked in the higher class.
Periods of paid leave during the out-of-class assignment shall be compensated at the
employee’s regular rate of pay except when the assignment is for more than one
month. When assigned for more than one month, the employee shall receive the out-of-
class pay for leave taken during the out-of-class assignment.

If a person is hired, terminated, or works only part way through a month, their pay will
be based on their hourly rate of pay for the portion of the month worked.

In recognition of the achievement of the Camas Police Department in obtaining and
maintaining State Accreditation, all employees in the bargaining unit who work out of
the Police Department, shall receive a 1% accreditation premium each month added to
their base pay. As of the signing of this contract, this includes the Court Security Officer,
Offender Crew Leader, Lead Police Records Clerk, Police Records Clerk/Dispatcher |,
Police Records Clerk/Dispatcher I, and Code Enforcement Officer . Should the Police
Department lose their accreditation during the term of this contract, this premium will
no longer be received by the above employees.

ARTICLE 25 -CLOTHING ALLOWANCE

The Employer agrees to maintain and provide foul weather gear (rubber boots, rain
gear), and the necessary safety equipment for employees required to work in the field.

An employee representative will participate with the Employer in the selection of a
suitable brand of clothing.

Based on the employee’s work environment as defined in his/her job description and
working conditions certain employees will receive field clothing allowances.
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Field environment: $225.00 (Offender Crew Leader, Sr. Building Inspector, Building
Inspector | and Il, Engineering Technician and Sr. Engineering Technician)

Office and field environment: $140.00 (Plans Examiner, Engineer 1, Il & Il
Information Systems Analyst and Information Systems Technician).

Employees shall receive their clothing allowance in January. New employees will receive
a pro-rated clothing allowance upon successful completion of probation. Part time
employees will receive a pro-rated amount.

25.4 Employees are to use said clothing allowance for city work purposes only and shall
select from the following: Jackets, shirts, coveralls, work shoes and/or work pants.

25.5 Employees must pass probation before clothing allowance is applicable.
25.6  Association members in the Police Department inclusive of Lead Police Records Clerk,
Police Records Clerk/Dispatcher |, Police Records Clerk/Dispatcher Il, Code Enforcement

Officer and Court Security Officer will be placed under the quarter master system for
work related uniform clothing.

ARTICLE 26 - HEALTH AND SANITATION

The Washington State rules and regulations covering health and sanitation shall prevail.

ARTICLE 27 - SEPARABILITY

In the event that any provision of this agreement shall at any time be declared invalid by a final
judgment of any court of competent jurisdiction, or through a final decree of a government,
state or local body, such decision shall not invalidate the entire agreement, it being the express
intention of the parties hereto that all other provisions not declared invalid shall remain in full
force and effect. The parties agree that any invalid provision of this agreement shall be
modified through negotiations to comply with the existing regulations or laws.

ARTICLE 28 - MILEAGE ALLOWANCE

All employees required by the department head or designee to use their private cars for official
departmental business, shall be compensated at the rate for such use as determined by the
Internal Revenue Service.

ARTICLE 29 - DEPARTMENT RULES AND REGULATIONS

The Association agrees that its members shall comply in full with departmental rules and
regulations, including those relating to conduct and work performance. The Employer agrees
that new departmental rules and regulations affecting working conditions shall be reviewed
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with the Association prior to implementation.

ARTICLE 30 - JOB DESCRIPTIONS AND RECLASSIFICATIONS

When work operations involving new or substantially changed requirements are established as
determined by the Employer, and such requirements are not adequate or properly prescribed
in any existing position, the Employer will revise the position or establish a new position
classification consulting with the Association committee beforehand.

Any requests for position reclassification will be processed as quickly as possible by the City. In
the event that a reclassification takes longer than 120 days from the date of original submission
to the supervisor to process, the employee shall receive retroactive pay to the date it was first
submitted. Otherwise, the pay change will take place effective the first of the month the pay
adjustment is approved.

ARTICLE 31 - CONFLICT OF CONTRACT AND ORDINANCE

It is agreed that the intention of the parties of this agreement is that this agreement and all
working agreements shall be consistent with the personnel ordinances, and that where it is
found that the provisions of such an agreement are in conflict with the personnel ordinance(s),
that the language of the agreement would become the basis for recommending an amendment
of the ordinance(s).

ARTICLE 32 - MANAGEMENT RIGHTS

The Association recognizes the prerogative of the City to operate and manage its affairs in all
respects in accordance with its responsibilities, lawful powers and legal authority.
Management’s affairs and prerogatives which the parties have agreed do not constitute
negotiable matters relating to wages, hours and working conditions are inclusive of, but not
limited to, the following:

32.1 The right to institute, from time to time, work rules applicable, to bargaining unit
employees.

32.2 The right to determine work schedules, overtime and the methods and processes by
which work is to be performed. Changes to work schedules will be preceded by

reasonable notice.

32.3 The right to hire, promote, demote, transfer, assign, and/or retain employees in
positions within the City.

32.4 The right to discipline employees for just cause.

32.5 The right to lay off employees for lack of work, lack of funds, reorganization or
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occurrence of conditions beyond the control of the city.

32.6 The right to take whatever actions the Employer deems necessary to carry out services
in an emergency. The term “emergency” is inclusive of, but not limited to, life
threatening situations, civil disorders, natural disasters, unforeseen occurrences or
conditions, complications of circumstances, sudden or unexpected occasion for action.

32.7 The right to determine the methods and processes, means and personnel by which
operations are to be carried out on an efficient basis. This includes the right to modify

operations, personnel and equipment.

ARTICLE 33 - EMPLOYEE RIGHTS

Subject to the provisions of this contract and except as otherwise provided, employees have
the right to use the issue resolution procedure contained herein to protect their rights as set
forth in this Agreement.

ARTICLE 34 - DRUG AND ALCOHOL POLICY AND PROCEDURES

The Drug and Alcohol Policy and procedures mutually agreed on by the parties is hereby
incorporated by reference as though it were set out specifically and completely in this
Agreement. Said policies and procedures are a part of this Agreement.

ARTICLE 35 — SHARED LEAVE POLICY

The Shared Leave Policy and procedures is mutually agreed on by the parties and is hereby
incorporated by reference as though it were set out specifically and completely in this
Agreement. Said policies and procedures are a part of this Agreement.

ARTICLE 36 — ASSOCIATION SECURITY

The City agrees to notify the Association in advance of its desire to contract out any bargaining
unit work. Both parties agree to follow any obligations of bargaining as required by the law.
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ARTICLE 37 —TERMINATION AND RENEWAL

This agreement shall be in full force and effect from January 1, 2013 except as otherwise
indicated, until December 31, 2016, except for contract language changes which shall be
effective from the effective date of signature forward.

CITY OF CAMAS CAMAS PUBLIC EMPLOYEES ASSOCIATION

By: oS —ex. .
Scott Higgins, Mayor Sarah Fox, President
Date: l/22—/2~©\4 Date: (7 Jon 2014
Pete Capell, City Administrator Joe/ﬁ'tiska, Vice President
Date: \/22-/20\4 Bites o oer S IY
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DEFINITION OF JOB TERMS

(1) Full-Time Employee - An employee working a full-time schedule of forty (40) hours per
week.

(2) Part-Time Employee - An employee working a part-time schedule of twenty (20) hours,
but less than forty (40) hours per week. Part-time employees will receive health and welfare
insurance, sick leave, vacations and holiday benefits on a pro-rata basis in accordance with the
number of hours worked. The employee’s portion of the insurance premium will be carried out
by payroll deduction. Floating holidays will be credited on a pro-rated basis for the portion of
the year worked.

(3) Provisional Part-Time Employee - An employee working a part-time schedule of less
than twenty (20) hours per week. Such employee is eligible to participate in non-insured benefit
programs at a level proportionate to their monthly work schedule.

(4) Temporary Employees - An employee working a full or part-time schedule not to exceed
six (6) months. Temporary employees are not eligible to participate in the benefit programs nor
shall they accrue seniority.

(5) Probationary Employees: The probationary period for employees shall be six (6) months
or longer subject to the following provisions. The Employer may extend a probationary
employee’s probationary period for up to an additional three (3) months. Any extensions
beyond the three (3) month period will be subject to mutual agreement with the Association. In
any event, the probationary period shall not exceed twelve (12) months. New employees shall
work subject to the provisions of this agreement but shall be only on a trial basis during which
period they may be discharged without cause and without any recourse.

(6) Nineteen (19) hour positions: Employees who work in a nineteen (19) hour position for
longer than twenty-four (24) months shall be given the option of participating in the city’s
medical, dental and vision coverage at 50% of the rates described in Section 15.4, and under
the cost-sharing provisions described in item two (2) under “Definition of Job Terms.”
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EXHIBIT A

Salary schedule effective January 1, 2013 [0.5% wage increase]

1 2 3 4 5 6 7
Accountant 5,029 5,180 5,337 5,495 5,659 5,827 6,005
Accounting Assistant 4,088 4,210 4,339 4,468 4,601 4,740 4,881
Administrative Support Asst. | 2,783 2,867 2,954 3,043 3,133 3,227 3,326
Administrative Support Asst. Il 3,227 3,326 3,424 3,528 3,633 3,742 3,854
Assistant Planner 3,854 3,969 4,088 4,210 4,339 4,468 4,601
Building Inspector | 4,210 4,339 4,468 4,601 4,740 4,881 5,029
Building Inspector Il 4,601 4,740 4,881 5,029 5,180 5,337 5,495
Code Enforcement Officer 3,854 3,969 4,088 4,210 4,339 4,468 4,601
Court Security Officer 3,969 4,088 4,210 4,339 4,468 4,601 4,740
Engineer | 4,601 4,740 4,881 5,029 5,180 5,337 5,495
Engineer Il 5,029 5,180 5,337 5,495 5,659 5,827 6,005
Engineer lll 5,495 5,659 5,827 6,005 6,184 6,370 6,563
Engineering Technician 4,339 4,468 4,601 4,740 4,881 5,029 5,180
Financial Assistant | 3,424 3,528 3,633 3,742 3,854 3,969 4,088
Financial Assistant Il 3,742 3,854 3,969 4,088 4,210 4,339 4,468
GIS Coordinator 5,180 5,337 5,495 5,659 5,827 6,005 6,184
Information Systems Analyst 5,180 5,337 5,495 5,659 5,827 6,005 6,184
Information Systems Technician 4,210 4,339 4,468 4,601 4,740 4,881 5,029
Lead Police Records Clerk 3,854 3,969 4,088 4,210 4,339 4,468 4,601
Offender Crew Leader 3,528 3,633 3,742 3,854 3,969 4,088 4,210
Permit Technician 3,633 3,742 3,854 3,969 4,088 4,210 4,339
Planner | 4,601 4,740 4,881 5,029 5,180 5,337 5,495
Planner Il 5,029 5,180 5,337 5,495 5,659 5,827 6,005
Planner llI 5,180 5,337 5,495 5,659 5,827 6,005 6,184
Plans Examiner 4,601 4,740 4,881 5,029 5,180 5,337 5,495
Police Records Clerk/Dispatcher | 2,783 2,867 2,954 3,043 3,133 3,227 3,326
Police Records Clerk/Dispatcher I 3,227 3,326 3,424 3,528 3,633 3,742 3,854
Project Manager 6,005 6,184 6,370 6,563 6,760 6,962 7,170
Recreation Coordinator 3,969 4,088 4,210 4,339 4,468 4,601 4,740
Sr. Administrative Support Asst. 3,854 3,969 4,088 4,210 4,339 4,468 4,601
Sr. Building Inspector 5,029 5,180 5,337 5,495 5,659 5,827 6,005
Sr. Engineering Technician 4,601 4,740 4,881 5,029 5,180 5,337 5,495
Sr. Permit Technician 3,969 4,088 4,210 4,339 4,468 4,601 4,740
Sr. Planner 5,337 5,495 5,659 5,827 6,005 6,184 6,370
Sr. Plans Examiner 5,029 5,180 5,337 5,495 5,659 5,827 6,005
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EXHIBIT B

Salary Schedule effective January 1, 2014 [3% wage increase]

1 2 3 4 5 6 7
Accountant 5,180 5,335 5,497 5,660 5,829 6,002 6,185
Accounting Assistant 4,211 4,336 4,469 4,602 4,739 4,882 5,027
Administrative Support Asst. | 2,866 2,953 3,043 3,134 3,227 3,324 3,426
Administrative Support Asst. Il 3,324 3,426 3,527 3,634 3,742 3,854 3,970
Assistant Planner 3,970 4,088 4,211 4,336 4,469 4,602 4,739
Building Inspector | 4,336 4,469 4,602 4,739 4,882 5,027 5,180
Building Inspector Il 4,739 4,882 5,027 5,180 5,335 5,497 5,660
Code Enforcement Officer 3,970 4,088 4,211 4,336 4,469 4,602 4,739
Court Security Officer 4,088 4,211 4,336 4,469 4,602 4,739 4,882
Engineer | 4,739 4,882 5,027 5,180 5,335 5,497 5,660
Engineer Il 5,180 5,335 5,497 5,660 5,829 6,002 6,185
Engineer lll 5,660 5,829 6,002 6,185 5,340 6,561 6,760
Engineering Technician 4,469 4,602 4,739 4,882 5,027 5,180 5,335
Financial Assistant | 3,527 3,634 3,742 3,854 3,970 4,088 4,211
Financial Assistant Il 3,854 3,970 4,088 4,211 4,336 4,469 4,602
GIS Coordinator 5,335 5,497 5,660 5,829 6,002 6,185 6,370
Information Systems Analyst 5,335 5,497 5,660 5,829 6,002 6,185 6,370
Information Systems Technician 4,336 4,469 4,602 4,739 4,882 5,027 5,180
Lead Police Records Clerk 3,970 4,088 4,211 4,336 4,469 4,602 4,739
Offender Crew Leader 3,634 3,742 3,854 3,970 4,088 4,211 4,336
Permit Technician 3,742 3,854 3,970 4,088 4,211 4,336 4,469
Planner | 4,739 4,882 5,027 5,180 5,335 5,497 5,660
Planner Il 5,180 5,335 5,497 5,660 5,829 6,002 6,185
Planner IlI 5,335 5,497 5,660 5,829 6,002 6,185 6,370
Plans Examiner 4,739 4,882 5,027 5,180 5,335 5,497 5,660
Police Records Clerk/Dispatcher | 2,866 2,953 3,043 3,134 3,227 3,324 3,426
Police Records Clerk/Dispatcher I 3,324 3,426 3,527 3,634 3,742 3,854 3,970
Project Manager 6,185 6,370 6,561 6,760 6,963 7,171 7,385
Recreation Coordinator 4,088 4,211 4,336 4,469 4,602 4,739 4,882
Sr. Administrative Support Asst. 3,970 4,088 4,211 4,336 4,469 4,602 4,739
Sr. Building Inspector 5,180 5,335 5,497 5,660 5,829 6,002 6,185
Sr. Engineering Technician 4,739 4,882 5,027 5,180 5,335 5,497 5,660
Sr. Permit Technician 4,088 4,211 4,336 4,469 4,602 4,739 4,882
Sr. Planner 5,497 5,660 5,829 6,002 6,185 6,370 6,561
Sr. Plans Examiner 5,180 5,335 5,497 5,660 5,829 6,002 6,185
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EXHIBIT C
Salary Schedule effective January 1, 2015 [2.5% wage increase]

1 2 3 4 5 6 7
Accountant 5,309 5,469 5,635 5,801 5,974 6,152 6,340
Accounting Assistant 4,316 4,445 4,581 4,717 4,858 5,004 5,153
Administrative Support Asst. | 2,938 3,027 3,119 3,213 3,308 3,407 3,511
Administrative Support Asst. Il 3,407 3,511 3,615 3,725 3,836 3,951 4,069
Assistant Planner 4,069 4,190 4,316 4,445 4,581 4,717 4,858
Building Inspector | 4,445 4,581 4,717 4,858 5,004 5,153 5,309
Building Inspector Il 4,858 5,004 5,153 5,309 5,469 5,635 5,801
Code Enforcement Officer 4,069 4,190 4,316 4,445 4,581 4,717 4,858
Court Security Officer 4,190 4,316 4,445 4,581 4,717 4,858 5,004
Engineer | 4,858 5,004 5,153 5,309 5,469 5,635 5,801
Engineer Il 5,309 5,469 5,635 5,801 5,974 6,152 6,340
Engineer lll 5,801 5,974 6,152 6,340 5,473 6,725 6,929
Engineering Technician 4,581 4,717 4,858 5,004 5,153 5,309 5,469
Financial Assistant | 3,615 3,725 3,836 3,951 4,069 4,190 4,316
Financial Assistant Il 3,951 4,069 4,190 4,316 4,445 4,581 4,717
GIS Coordinator 5,469 5,635 5,801 5,974 6,152 6,340 6,529
Information Systems Analyst 5,469 5,635 5,801 5,974 6,152 6,340 6,529
Information Systems Technician 4,445 4,581 4,717 4,858 5,004 5,153 5,309
Lead Police Records Clerk 4,069 4,190 4,316 4,445 4,581 4,717 4,858
Offender Crew Leader 3,725 3,836 3,951 4,069 4,190 4,316 4,445
Permit Technician 3,836 3,951 4,069 4,190 4,316 4,445 4,581
Planner | 4,858 5,004 5,153 5,309 5,469 5,635 5,801
Planner Il 5,309 5,469 5,635 5,801 5,974 6,152 6,340
Planner IlI 5,469 5,635 5,801 5,974 6,152 6,340 6,529
Plans Examiner 4,858 5,004 5,153 5,309 5,469 5,635 5,801
Police Records Clerk/Dispatcher | 2,938 3,027 3,119 3,213 3,308 3,407 3,511
Police Records Clerk/Dispatcher I 3,407 3,511 3,615 3,725 3,836 3,951 4,069
Project Manager 6,340 6,529 6,725 6,929 7,137 7,350 7,570
Recreation Coordinator 4,190 4,316 4,445 4,581 4,717 4,858 5,004
Sr. Administrative Support Asst. 4,069 4,190 4,316 4,445 4,581 4,717 4,858
Sr. Building Inspector 5,309 5,469 5,635 5,801 5,974 6,152 6,340
Sr. Engineering Technician 4,858 5,004 5,153 5,309 5,469 5,635 5,801
Sr. Permit Technician 4,190 4,316 4,445 4,581 4,717 4,858 5,004
Sr. Planner 5,635 5,801 5,974 6,152 6,340 6,529 6,725
Sr. Plans Examiner 5,309 5,469 5,635 5,801 5,974 6,152 6,340
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EXHIBIT D
Salary Schedule effective January 1, 2016 [2.5% wage increase]

1 2 3 4 5 6 7
Accountant 5,442 5,606 5,775 5,946 6,124 6,306 6,498
Accounting Assistant 4,424 4,556 4,695 4,835 4,979 5,129 5,282
Administrative Support Asst. | 3,012 3,103 3,197 3,293 3,390 3,492 3,599
Administrative Support Asst. Il 3,492 3,599 3,705 3,818 3,931 4,049 4,171
Assistant Planner 4,171 4,295 4,424 4,556 4,695 4,835 4,979
Building Inspector | 4,556 4,695 4,835 4,979 5,129 5,282 5,442
Building Inspector Il 4,979 5,129 5,282 5,442 5,606 5,775 5,946
Code Enforcement Officer 4,171 4,295 4,424 4,556 4,695 4,835 4,979
Court Security Officer 4,295 4,424 4,556 4,695 4,835 4,979 5,129
Engineer | 4,979 5,129 5,282 5,442 5,606 5,775 5,946
Engineer Il 5,442 5,606 5,775 5,946 6,124 6,306 6,498
Engineer lll 5,946 6,124 6,306 6,498 5,610 6,893 7,102
Engineering Technician 4,695 4,835 4,979 5,129 5,282 5,442 5,606
Financial Assistant | 3,705 3,818 3,931 4,049 4,171 4,295 4,424
Financial Assistant Il 4,049 4,171 4,295 4,424 4,556 4,695 4,835
GIS Coordinator 5,606 5,775 5,946 6,124 6,306 6,498 6,692
Information Systems Analyst 5,606 5,775 5,946 6,124 6,306 6,498 6,692
Information Systems Technician 4,556 4,695 4,835 4,979 5,129 5,282 5,442
Lead Police Records Clerk 4,171 4,295 4,424 4,556 4,695 4,835 4,979
Offender Crew Leader 3,818 3,931 4,049 4,171 4,295 4,424 4,556
Permit Technician 3,931 4,049 4,171 4,295 4,424 4,556 4,695
Planner | 4,979 5,129 5,282 5,442 5,606 5,775 5,946
Planner Il 5,442 5,606 5,775 5,946 6,124 6,306 6,498
Planner IlI 5,606 5,775 5,946 6,124 6,306 6,498 6,692
Plans Examiner 4,979 5,129 5,282 5,442 5,606 5,775 5,946
Police Records Clerk/Dispatcher | 3,012 3,103 3,197 3,293 3,390 3,492 3,599
Police Records Clerk/Dispatcher I 3,492 3,599 3,705 3,818 3,931 4,049 4,171
Project Manager 6,498 6,692 6,893 7,102 7,315 7,534 7,759
Recreation Coordinator 4,295 4,424 4,556 4,695 4,835 4,979 5,129
Sr. Administrative Support Asst. 4,171 4,295 4,424 4,556 4,695 4,835 4,979
Sr. Building Inspector 5,442 5,606 5,775 5,946 6,124 6,306 6,498
Sr. Engineering Technician 4,979 5,129 5,282 5,442 5,606 5,775 5,946
Sr. Permit Technician 4,295 4,424 4,556 4,695 4,835 4,979 5,129
Sr. Planner 5,775 5,946 6,124 6,306 6,498 6,692 6,893
Sr. Plans Examiner 5,442 5,606 5,775 5,946 6,124 6,306 6,498
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