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PREAMBLE 

THIS AGREEMENT is made by and between the Board of Mason County Commissioners and 
Mason County Elected Of-ficials (except Sheriff, Superior Court Judge, Coroner, and Prosecuting 
Attorney), hereinafter called the "Employer", and Mason County, Washington, Public Employees 
Local Union No. 1504 of the American Federation of State, County and Municipal Employees, 
J\FL-CIO, and its Council 2, the Washington State Cow1cil of County and City Employees, 
hereinafter called the "Union," for the purpose of setting salaries, benefits and condition::, of 
employment of those employees for whom lhc Public Employment Relations Commission has 
certified the Union as the collective bargaining representative. 

The purpose of the Employer and the Union in entering into this Agreement is to set forth their 
entire agreement with regard to wages, hours, and working conditions so as to promote 
uninterrupted public service, efficient operations, and harmoni.ous relations, giving full recognition 
to the rights and responsibilities of the Employer and the Employees. 

ARTICLE l - DEFINITIONS 

As used herein, the following terms shall be defined as fo llows: 

1.1 Bargaining Unit (Union) shall be Local 1504 Washington State Council of Counly and City 
Employees of the Amerjcan Federation of State, County and Municipal Employees, AFL-CIO. 

1.2 Employer shall mean the Board of Mason County Commissioners and Mason Cmmty 
Elected Officials as identified in the Preamble to this Agreement. 

1.3 Employee shall mean a person occupying a position and paid a salary or wage by the 
Employer and who is a member of U1.e bargain ing uni t (as defined in Atiicle 2.1 herco1) covered by 
this Agreement. Employee shall not include any person retained by the Employer under a written 
personal services or consultant contract or agreement. 

1.4 Executive, Administrative, and Professional Employees shall mean all employees as 
defined in WAC 296-128-500. 

l.5 Job classifica Lions and salary steps a1·e listed and categorized in Attacluncnt A and B of this 
Agreement. 

1.6 "Immediate fami ly" shall be defined as persons related by blood, marriage, or legal 
adoption in the degree of relationship of grandparent, parent, wife, husband, brother, sister, chj]d, 
grandchild, domestic partner (state registered), in compliance with WAC 296-130-030 and RCW 
49.12.270 (or subsequent statutes) and other persons with the approval ofthe Elected Official / 
Department Head or designee. 

1.7 Overtime shall mean all Employer-required work which has been perfo1med in excess of 
forty hours per week, consiste;nt with Article 6.4. 

1.8 Promotions, Transfers and Demotions defined and distinguished: 
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a. Promotion is a change of an employee from a job classification to a di [forent job 
classification which is compensated at a higher salary range. 
b. Transfer js a change of an employee from a job classification to a different job 
classification which is compensated at the same sala1y range. 
c. Demotion is a change of an employee from ajob classification to a differenLjob 
classification which is compensated at a lower salary range. 

1.9 Vacation shall mean a scheduled work day or accumulation of scheduled work days on 
which an employee may, by pre-anangement~ continue to receive the regular rate or compensation 
although he or she does not work. 

1.10 Working Day shat! m.can for the purpose of timelines associated with grievances, appeals 
and policy issues, an 8-hour working day, excluding holidays. 

ARTICLE 2 - RECOGNITION 

2.1 llECOGNlTlON 
The Employer recognizes the Uni.on as the exclusive collective bargaining representative for all 
employees within the Offices of the Auditor, Assessor, Treasurer, and County Clerk, the Division of 
Emergency Management and District Court. 

Excluded are: appointed officials as pursuant to statute, employees represented by another bargaining 
unit, confidential employees, as cerlified by the Public Employment Relations Commission, Extra 
Help or Seasonal employees with a duration of less than 1040 hours wiL11in any 12 month period, the 
Chief Accountant, Elections Superintendent and Chief Deputy in the Auditor's Office, the 
Administrati ve Supervisor in the Treasurer's Office, the Chief Deputy and Chief Appraiser in the 
Assessor's Office, Chief Deputy in the Clerk's Office, and the District Cout1 Administrator. In 
unusual circumstances the parties may agree to extend the 1040 hours threshold for Extra Help or 
Seasonal employees. 

All collective bargaining with respect to wages, hours and working conditions shall be conducted by 
authorized representatives of the Union and authorized representatives of the Employer. Agreements 
reached between the parties of th1s Agreement sball become effective only when signed by the 
authorized representatives of the Union and by the Board of Mason County Commissioners and the 
Elected Officials/Department Heads of the Offices and Departments named above. 

2.2 NEW CLASSl1i'ICA1'l0NS 
When new Regular or Temporary positions are created withln the Departments represented or the 
classifications I isted in Article 9 .1, the Union will be notified of the pending action prior to hire. 

When existing classifications are substantially modified within the Departments represented or the 
classifications listed in Article 9.1, the Union will be notified of the pending action within ten (10) 
working clays of the date that the position is first posted/ advertised or the proposed effective date 
or the action that would change the status of the classification. 

It is mutually agreed that it is the intent of the parties to meet, upon request by either party, in order 
to include or exclude new or modified positions in the bargaining unit consistent wjth the du.ties. 
responsibilitjes, and organizational level of the classification. 
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The parties agree that new classifieation(s) designated and approved by U1e Employer to be within 
the non-represented pay plans shall be excluded from the bargaining unit, absent a request to meet 
within thirty (30) calendar days. Existing bargaining unit classifications shall remain within the 
bargaining unit absent a mutual agreement by the parties or a decision by the Public Employment 
Relations Commission (PERC). 

lf either party disagrees with the pay plan designation for a new or reclassified position, the pruties 
recognize the determination of whether the position is included within the bargaining unit may be 
reviewed by PERC upon petition by either party or jointly. Should PERC determine the 
classification to be included in the bargaining unit, the position shall be placed within the Union 
salary schedule at the appropriate rate of pay and at a step arrived at either by mutual agreement/ 
negotiation or PERC ruling. 

ARTICLE 3 -UNION SECURITY 

3.1 M EMBERSIILP 
Membership in AFSCME Local 1504 shall be a condition of employment with the Employer for all 
employees of the bargaining unit. All cutTent bargaLning unit employees who have been employed 
by the Employer for one (1) month or more shall immediately become and remain Union incmbers in 
good standing. All new employees within the bargaining unit shall become and remain members in 
good standing by not less than one (1) month from their dale of hire. 

The Employer shall .inform candidates for pm;itions within the bargaining unit of the Union Security 
requirement. 

Failure by an employee to abide by the above provisions shall constitute cause for discharge of such 
an employee; provided that when an employee faiJs to fu lfill the above obligation the Unfon shall 
provide the employee and the Bmployer with thirty (30) calendar days notification of the Union's 
intent to i11itiate discharge action and dm'ing this period the employee may make restitution in the 
amount which is overdue. 

3.2 DtJES D EDUCTION 
Dues and service fees levied above shall be deducted by the Employer and provided to the Union 
upon written authorization from the employee as a condition of employment. The Union shall be 
responsible for securing and delivering to the Auditor's Office the authorizations for payroll 
deductions of Un.ion dues. The Auditor will calculate and deduct the amount of Union dues to be 
paid for each employee. Dues and service fee deductions shall not be modified more than once per 
year. Rights of non-association, dues deductions and any service fee shall be administered 
consistent with applicable state and federal law. 

If any employee does 1iot have a check coming or the check js not large enough to satisfy the 
deduction., no deduction shall be made from that employee for that month. The Union agrees to 
refund lo the Employer any amounts paid to it in error upon presentation of proper evidence. 

The Union agrees that it will indemnify, defend and hold the Employer harmless from actions 
brought against the County arising out of application of this Article. 

J\FSCME Locul No.1504 anti Muson Co1inty 2017-2019 Collective 13:H'gnining 1\ g1·cemcn1 



In accordance with RCW 41.56.122, employees covered by this Agreement who based on bona fide 
religious tenets or teachings of a church or religious body of which they are a member have the right 
of non-association, shall conti'ibute an amount equivalent to regular Union dues and initiation fees to 
a non-religious charily or to another charitable organization mutually agreed upon by the employee 
affected and the bargaining representative to which such employee would otherwise pay the regular 
monthly dues. 

The Employer fu1ther recognizes that employees may, at their discretjon, pay a service fee in Ueu 
of Union membership dues, consistent with Jaw. The Union accepts its responsibility to fairly 
represent all employees in the bargaining unit regardlc!:lS of membership status. 

3.3 BARGAINING UNIT ROSTER 
The Auditor's Office will provide the Union with a list of all employees within the bargaining unit on 
an annual basis. The Auditor will also provide to the Union President/Shop Steward the name and 
other pertinent information rcgarcling new hires. 

The Union agrees to supply lluman Resources wi Lh c1.1rrent lists of Officers and stewards. The 
Employer wi ll recognize the Officers and stewards as soon as the list is recejved, in writing, by 
Human Resources. 

3.4 NONDISCl;HMINATION- U NION ACTIVITY 

Neither party shall discriminate against any employee because of membership in or non­
membership in or activity on behalf of the Union. No employee shall be di scharged or 
discriminated againsl for upholding Union princip les, fulfilling duties as an Officer in th~ Union or 
serving on a Union committee. 

ARTICLE 4 - UNION/ EMPLOYER RELATIONS 

4.1 UNION ACCESS 
Employees shall have the right to Union representation. The Union's authorized staff representatives 
shall have access to the Employer 's premises where employees covered by this Agreement are 
working for the purpose of investigating grievances and contract compliance, after notifying the 
Employer. Access for other purposes shall not be unreasonably denied by the Employer. Such 
visits shall not interfere with or disturb employees in lhe performance of their work during working 
hours. 

4.2 FACILITY USE 
The conduct of Union business on Employer time and premises shall be subject to the limitations 
set fo1ih in this Article and with the understanding that no Union member or Officer shall use 
Employer's equipment in the conduct of Unfon business. 

The Union shall be permitted to use designaled premises of the Employer for Union meetings, with 
or without Union staff present, provided it is not disruplive to operations and space is available. 
Use of Employer's premises fo r meetings shall be limited to the hours of 5pm to 8am and 12pm to 
l pm, unless otherwise approved by the Employer. 

4.3 STEWA(U)S 
The Unjon. may designate one (1) Steward for each Cow1ty Department, not to exceed seven (7) 
Stewards and one (1) Chief Steward. Stewards shall be allowed reasonable time during working 
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houl's to investigate and process grievances. Prior to unde1taking such g1ievance duties, the Steward 
shall inform his/her supervjsor of the need to be away from his/her work. The Elected 
Official/Department flead shall grant the Steward's request unless the Steward cannot be spared at 
that particular time. If such is the case, then the Elected Official/Department Head shall allow the 
Steward time to perform his/her Steward duties at the earliest possible time. 

The Union shall provide the Human Resources Department with a current list of all Stewards and 
Officers. With notice to the Employer~ Stewards and/or the OfOcers shall be allowed reasonable 
time during working hours to investigate and process grievances, as defined in Ati icle 4.8, 4.9 and 
19.4. 

Union activities other than those provided for in this Atticle are to be conducted on the employee's 
own time; e.g. lw1ch or coffee breaks, before or after work. Employees shall attend Union meetings 
on their own time. 

4.4 0.RJENTATlON 
During the new employee orientation process, the Employer wrn notj[y the employee or the 
requirements of Article 3 .1, as appropriate to the respective classification, and U njon contact 
information. 

4.5 B ULLETIN BOARDS 
The Employer will provide a bulletin board for Union use. No materials shalJ be posted except 
notices of meetings and elections, results of elections, changes in Union by-laws, notices of 
employee social occasions, similar Union notices, letters, and memoranda. All material shall be 
signed by ao Officer of the Union. Union wi.11 .limit the posting of any material 011 the Employers' 
premises to its bulletin board. 

4.6 CONTRACT DISTRIBUTION 
The Union will provide access to a copy of this Agreement to each new and current employee in 
the unit. 

4,7 NreGOTJA'TIONS RELEASE TlME 

The Employer wlll make a good faith effort to assist in providing release time [or Union 
negotiating team members participating in contract negotiations if negotiations take place on work 
time, provided that coverage can be arranged. 

4.8 G RlEVANCE R ELEASE T IM£ 
Prior to any proposed investigation of a grievance, sccwat·ds or Officers provide notice to their and 
the grievant's supervisor, which wilJ be granted unless the steward, Officer or the gricvant is 
working on something that requires immediate attention. If permission cannot be immediately 
granted, the Employer witl arnmge to allow investigation of'the grievance at the earliest possible 
time. When it is necessary for stewards or Officers to conduct Union business authorized by this 
Agreement in an area or on a shift other than their own, they shall notify the supervisor of that area 
or shift of theh' presence and of the nature of their business. No compensation shall be provided by 
the Employer for such steward activities outside the employee's work shift, without express pre­
authorization by the steward 's Department Director or Human Resources. 

4.9 UNION B USfNESS 
Compensable Union business shall be defined as meeting with an authorized Employer 
representative who schedules a meeting during normal business how·s when it is necessary for a 

/\ FSCME Local No. I 504 nnd Mason County 2017-2019 Collective 13argnirling Agrccmcnl Page 9 



duly authorized Officer of the Union (who is also a member of the bargaining uni t) to attend for the 
purpose of resolving a grievance fi led by a member of the bargaining unit, or other issues thal 
require the presence of a Union official. When reasonably possible) the Union representative will 
notify their Supervisor or designce when they are requested to attend a Union meeting during 
regular business hours. Consistent with Articles 4.3, 4.8 and 19.4, stewards and/or the Officers 
shall be afforded reasonable time for the investigation of grievance and compliance issues dealing 
with this Agreement. Other Un.ion business will not be conducted on Employer time. 

Any concerns by the Employer which indicate that a Union Officer or steward is spending an 
unreasonable amount of time performing Union duties shall be referred to Human Resources for 
discussion and resolution with the Staff Representative of the Union or their designcc. 

The Union and the Employer have the right to communicate on matters of concern using e-mail, 
written correspondence, and telephonic communi.cations. The Parties agree to ensure that all 
respective stakeholders are notified and copied appropl'iately. The pa1iies agree to respond to 
written and e-mail correspondence and telephonic messages as soon as reasonably possible. 

ARTICLE 5 - EMPLOYMENT 

5.1 PROBATlONARY PER10DS 
AJl newly hired employees will be placed on probationary status for a period of six (6) calendar 
months from date of hire. New employees with prior related experience may be placed at a step in 
the salary range equivalent to one step for each two years of experience, up to a maximum of three 
steps. 

The Employer may discharge a probationary employee with a minimum of one (l) day written 
notice. A probationary employee does not have the right to grieve termination of his or her 
employrnent during the probationary period. 

The .Employer .may extend the six month probationary period for new employees up to an 
additional six months. The Employer shall provide a written notice to the Union no less than 
fom1een (14) calendar days prior to the probationary period)s expjration of his or her intent to 
extend a probationary period. The Union may request reconsideration of the decision and/or the 
length of the extension period within fourteen (14) calendar days of the date of the notice. The 
employee will remain on probati.on until such time as a resolution has been determined. 

TriaJ Service Period - Employees who are transferred or promoted to another position and/or 
classification in the bargaining unit shall serve a trial service period for six (6) months of work, 
consistent with Article 7.3. 

5.2 TYPES OF EMPLOYMENT 

5.2.1 REGULAR FULL-TIME EMPLOYEES: 
A regular foll time employee is scheduled to work forty (40) hours per week in a regularly 
budgeted, on-going position. Regular Full-Time e111ployees are eligible to receive the 
standard benefit package. 
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5.2.2 REGULAR PART-TIME EMJ'LOY!l'.ES: 
A regular part-time employee typically is scheduled to work a minimum of twenty (20) 
hours per week but no more than forty ( 40) hours per week in a regularly budgeted, on­
going position. Regular Part-Time employees are eligible to receive the standard benefit 
package, prorated to match the FTE percentage and adj ustcd by actual hours 
worked. Medical benefits are consistent with Article 15 .1. 

5.2.3 TEMPORARY EMPLOYtrns: 
A temporary employee is hired for a specific assignment that has a dutation of employment 
and schedule that is anticipated to work one thousand and forty (1 ,040) hours or more in a 
twelve (12) month period. 

A temporary employee is eligible for the standard benefits package, prorated to match the 
anticipated FTE percentage and adjusted by actual hours worked. Medical benefits are 
consistent with ArticJe 15. l if Pa11-Time Temporary. 

If a regular employee accepts an assigmnent of a temporary position> that employee wil I be 
eligible for retwn rights to their former position upon completion of the specific assignment 
or term of the temporary employment or L1pon twenty (20) calendar days' notice from the 
Employer or 30 calendar days' notice from the employee, whichever is earlier. The regular 
employee shall continue to earn seniority as to their former position during the period of the 
temporary position assignment. Any new-hire employee who is hired to fill. the vacancy, 
which was created by the regular employee accepting a temporary position, will also be 
hired as a temporary employee and that employee will cease to have employment rights 
upon the return of the regular employee to the former position. 

Union membership will be required per Article 3 for represented classifications, per the 
terms of the Agreement. Regular employees moving to a temporary position, as above, will 
become or remain Union members, per the Agreement representing the temporary position. 

Employees in temporary positions serve an anticipated but not guaranteed te1m. While a 
term of employment is anticipated, the assignment / project may be terminated at any time 
for any reason, with or without notice. 

5.2.4 EXTllA HELP/ ON-CALL EMPl)OYl,i:ES: 
An on-call/ extra help employee works in a limited, but on-going capacity. They do not 
have a specific end date. Their schedule may consist of an intermittent or varying schedule 
per week on an as needed basis, and are anticipated lo work fewer than one thousand and 
forty (1 ,040) hours within a twelve (12) month period. They arc not eligible for the benefits 
package. 

5.2.5 SEASONAL EMPLOYEES: 
A seasonal employee works for a specific amount of time and ts not anticipated to meet or 
exceed one thousand and forty (1,040) accumulated hours in a twelve (12) month period. A 
seasonal employee is not eligible to receive the benefits package. 

5.3 CONTRACTORS 
'The Employer will make good faith efforts to limit bargaining unit work to employees covered by 
this Agreement. ''Contractors" who are not employees of the Employer will be permitted to do 
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bargaining unit work where both the need is occasional and temporary and when there are not 
regular staff either qualified or avai I able to do such work. 

Should the Employer consider Subcontracting, the parties shall meet to allow the Union an 
opportunity to review the CO\mty's financial reasons for considering subcontracting and to present 
any alternative means of cost-savings besides subcontracting for the County to consider. J\lthough 
the County has the final decision on whether to subcontrnct> th.at decision must be based on economic 
response after conside1ing alternatives presented by the Union. Tfthe County determines that 
subcontracting is necessary. the Cmmty shall negotiate with the Union the effects of subcontracting 
upnn members of the bargajning unit. 

5.4 STUDEN'fS / INTERNS 
Student and f nternship programs may be created by the employer provided such does not take work 
away from budgeted classifications represented by the Union, the Union is provided notice and, 
upon request by the Union. the Employer meets with the Union to discuss the impacts and benefits 
of the program. 

ARTICLE 6 - HOURS OF WORK AND OVERTIME 

6.1 WORl<DAY / WORKW£EK 
A regular full -time workweek shall consist of forty ( 40) hours of time actually worked or 
compensated within a seven (7) day period (typically Sunday 12:00 a.m. through Satutday 11 :59 
p.m.) . Changes in work schedule, which may include changes in the schedule or total hours, shall 
be consistent with Atiicle 6.2. 

6.2 WOIU( SC.HE.DU L ES 

For regular foll-time employees, the workweek shall normally consist of forty (40) hours of time 
scheduled within a seven (7) consecutive day period. Work hours for full-time employees covered 
by trus Agreement shall normally be 8:00 a.m. to 5:00 p.m., unless a Co1.mty Office or DepaJtment 
establishes an alternate work schedule as described below 

A. The regular workweek shall normally consist of five (5) consecutive workdays, 
Monday tlu·ough Friday. 

B. The County may modify the regular workweek to support special purposes at 
specified periods of time (for instance, elections, April/October tax receipt 
collections, and annual prope1ty revaluations), provided employees receive at least five 
(5) working days' notice of the schedule change. 

C. Jr the Employer makes a non-emergency change in the emp.loycc's work schedule, the 
employee shall be given at least ten (10) working days' notice prior to the new 
schedule going into effect. 

D. Hours shall be extended outside of nom1al business how-s as necessary to allow for the 
uninterrupted and efficient operation of Dishict and Superior 
Cou1t as detc1111ined by the sitting judge. 

Flex Time: An earlier or later starting time may be adopted for any or all employees. Such starting 
time shall be mutually agreeable with the Deparlment Head/Elected Official and the employees and 
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shaJl not result ir't the application of the ove1time provision, but shall be paid at the regular rate for an 
eight-hour work day. 

Altemate Work Schedule: Workweeks and work shifts of difforent ntunbers of hours and/or 
workdays may be established by the Elected Official/Department Head in order lo meet business and 
customer service needs, or in response to budgetary demands. Employees may be assigned to an 
alternate work schedule with five (5) working days' noLice from the Elected Official/Department 
I lead. Employees may request an alternate work schedule, which is subject to approval by the 
Elected Official/Department Head. 

6.3 REST / MEAL BREA l<S 
Employees will be allowed up to a one (1) hour unpaid lunch period as approved and scheduled by 
tlie Elected Official/Department IIead. Employees may take one (1) fifteen-minute break for every 
four (4) hours worked. Breaks should be arranged so that they do not interfere with County 
business or service to the public. Lunch periods and breaks shall not be combined and they may not 
be used to shorten an employee's workday. 

6.4 OVERTIMt 
Any employee who works or more than forty (40) hours in a workweek shall be paid one and one~ 
half (1 1/2) times their straight-time hourly rate fo r all such overtime hours worked. Upon a eequest 
to work beyond the regular workday, by mutual agreement, the parties may agree upon an aqjusled 
work-week for that specific workweek, for purposes of employee convenience and to avoid overtime. 

Time compensated shall be considered as time worked for pu1voses of this Article. Overtime shall 
be compensated for and accounted for in six (6) minute increments (i.e. to the nearest onc-lcnth of the 
hour). 

Any work required on a weekend (Saturday and/or Sunday) or holiday sh!:!ll be paid at double the 
straight-time hourly rate for all such hours worked, except Departments which require a ft ve (5) day 
week including a Saturday as a normal work day, i.e. Tuesday through Saturday. 

Any employee requesting to work overtime on a Saturday in lieu of working overtime during the 
regular workweek shall do so at the time and one-half ( J & 1 /2) rate. The employee shal'I make the 
request in writing. If the 1·equested overtime i& approved, the Elected Official/Depaitment Head may 
respond orally. If denied, the Elected OfflciaJ/Department Head shall respond in writing. 

6.5 COMPENSATORY TIME 
The Elected Official/Department Head may authorize compensatory time i.n lieu of overtjme 
compensation and, if so, the employee shall receive con,pc11satory tlme at the time-and-one-half (1 
1/2) rate. Employees hired before January 1, 2011 , may accrue up to two hundred forty (240) hours 
of compensatory time. All compensatory time after the limit of two hundred fot1y (240) hours is 
reached shall be paid at time and one-half, or used by the employee as time off. Employees lured on 
or after January 1, 20 11 , ::;hall be permitted to accrue up to eighty (80) hours of compensatory time. 
The sohedul ing of compensatory time off shall be requested and approved in the same manner as 
vacation leave. 

Compensation shall not be paid (nor compensatory time earned) more than once for the same hours 
under any provision of this Article or Agreement. Premium or overtime pay shall not be duplicated 
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or pyramided unless l'equired by the Fair Labor Standards Act, in which case premium or ovcrLime 
pay shall be based on the employee's regul,u· rate of pay. 

Unless there arc bonafide work rcqufrernents, authorized overtime work opportunities shall be 
distributed as equally as possible, in inverse order of senjority within job classifications. Employees 
may decline voluntary overtime opportunities. 

ARTICLE 7 - EMPLOYMENT PRACTfCES 

7.J NONDISCRIM INATION 
Mindful of their legal and moral obligations, the parties agree that in their service to the public they 
will provide equal treatment and respect for all including the public, as well as the parties to this 
Agreement. The Employer and the Union agree that they will not discriminate against any employee 
by reason of race, color, creed, national origin, physical handicaps, physical characteristics, sexual 
orientation, sex, age, place of residence and marital or family status as long as the employee is 
capab.le of meeting the job requirements. 

Disputes involving this Article may be processed through an appropriate agency and/or the grievance 
procedure; however, use of the grievance proccdUJc is encouraged prior to the initiation of any other 
official action involving si1ch a dispute when the action is originated by the Union or members 
thereof. 

Whenever words denoting gender are used in this Agreement, U1ey are intended to apply eqt1al ly to 
either gender. 

7.2 .JOB POSTING 

When a job opcrung or vacancy in the bargaining unit occurs, notice of such position shall be 
posted by the Human Resources Department for a period of no less than seven (7) calendar days 
before the position is fi1led. The posting shall indicate the salary range for the position, the required 
or prefell'ed minimum qualificaUons and/or experience, the Department to whom the position will 
report and the application process. Union positions will be identified as such. 

The Elected Official or Department J lead having the vacancy or new position which constitutes a 
promotion will limit applications to bargaining unit employees of the aITected Office or Department. 
Employees on layoff and still on recall status from the affected Office or Department may apply at 
the same time as active employees. The notice of such vacancy shall be posted for seven (7) calendar 
days. 

If the position is not filled it shall be posted again with applications limited to existing bargaining unit 
employees, if qualified. Employees on layoff and still on recall status from a bargaining unit Office 
or Department may apply at the same time as active employees. If a person on a recall list i_s selected 
and takes the position, their name shall be removed from tbe recall list. The notice of such vacancy 
shaH be provided to the Union steward and be posted in a space made pennanently avrulable, without 
obstruction, on each County employee Depatiment bulletin board in each bargaining Wlit 
Department. The notice shall be posted for seven (7) calendar days. Tbe Elected Oflicial or 
Department Head may elect to post the promotional opportunity in his/her Office and bargainjng unit 
wide concurrently. If that occurs he/she shall consider applicants from the Office before considering 
applicants from other Offices. 
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Qualified employees must apply for Lhe posted position within the seven (7) calendar day posting 
period in order to be considered. "Qualified'' shaJl mean that the einployee meets the qualifications 
for the position as stated on the job description and has received a satisfactory raUng in all areas of 
the latest annual evalt~ation. 

rt is the Employer's interest to fill positions with the most qualified individuals who apply. Wh.ile 
qualified employees within the bargaining unit shall be given first consideration for a position, the 
Employer may consider outside applicants if two or less qualified bargaining unit employees apply. 

7.3 PROMOTlONS 
Promotions. Transfers and Demotions defined - As used in this Article the following terms mean: 

A) Promotion is a change of an employee from a job classification to a different job 
classification which is compensated at a higher salary range. 

B) Transfer is a change of an employee from a job classification to a different job 
classification which is compensated at the .same salary range. 

C) Demotion is a change of an employee from a job classification to a different job 
classification which is compensated at a lower sala1-y range. 

Employees who promote, trnnsfer or voluntarily demote to another job classification within theit 
Office or Department shall serve a six (6) month trial service period in their new position. 

Employees may elect to revert to their previous job classification and position within thirty (30) 
calendar days of the effective date of the promotion, transfer or voluntary demotion. After this time, 
if an employee fails to successfully complete the trial service period in the new job classification. the 
employee may be returned to their previous position i r it has not been either abolished or filled. lf the 
posit.ion was abolished or filled, such employee will be laid off and eligible for recall in accordance 
with Atticle X:Vl, except that the employee may not bwnp another employee. Employees on trial 
service shall be paid the appropriate established salary for that position; and, if reve1iecl, will 1'ctutn to 
their previous salary (including any adjustments due; e.g. salary increase, step increase, etc). 

Employees who promote, transfer or voluntari ly demote to a job classification outside of an Office or 
Department shall serve a six (6) month trial service period in their new position. If they fail Lo obtain 
Regular status in the new position the employee may not return to their previous position, unless the 
employee chooses to revert back within thirty (30) calendar days. In that case, the employee will be 
retum.ed to the same or similar classification and pay as held p1ior to promotio11 01· transfer (including 
any adjustment due, e.g., salary increases, step increases, etc.). 

When an employee is promoted they will be placed on the step and range on the salary plan that 
gives them at least a five percent (5%) wage increase. Step increases from that date will depend on 
where the employee is placed. 

When an employee is transferred, they shall retain their step placement and their step date. 

When an employee volw1tarily accepts a lower classification within the bargaining unit he/she shall 
be placed on the same step in the new range (Example: 16 Step 5 to 14 Step 5). 

Promotions for Appraisal Technician series require a three (3) year employment with Mason County 
and other job related requirements as outlined on the job description to be eligible to move to the 
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senior position. Judicial Support Specialist .tnust meet qualifications as outlined in the job description 
to move to the next Salary Range. 

7.4 PERSONNEL FILE/ POLICIES 
Unless otherwise provided by the terms of this Agreement, the Employer Administrative and 
Perso1meJ Policies shall apply to members of this bargaining unit. Employees shall also refer to 
Employer policies to resolve matters not covered by this Agreement or for clarification of matters 
covered by this Agreement. However, where there is a conflict between Employer policies and any 
provisions of this Agreement, the provision(s) of this Agreement shall govern. 

The official personnel file for each employee shall be clearly identified as such and the Human 
Resow·ces Deprutrnent shaJl be the custodia.h of such files. The files shall be locked, and access shall 
be limited to the employee's Elected Official/Department Head or anyone designated by the 
Employer to act on their behalf, and staff in the Human Resources Depa1tment. An employee may 
examine his/her own personnel file during work hours by making an appointment with Human 
Resources. Representatives of the employee may be granted access with the written authorization of 
the employee~ except as authorized by law. 

Conditions of hiring, tel'mination change in status, shift, evaluations, commendations and 
disciplinary actions shall be in w1'iting with a copy to the Employee prior to placement in their 
persmmel file. The Employer's failure to abide by this Article pel'taining to personnel file access 
shall not affect the Employer's ability to proceed with the merits of discipline or discharge but may 
be a separate Union grievab!e matter and any grievance time-lines will be correspondingly 
extended. 

Employees shall have the dght to provide a written response to any written evaluations or 
disciplinary actions to be included in th,e personnel file. Upon approval of the Human Resources 
Department, employees may add additional documents to their personnel file including, but not 
limited to, certifications, degrees, and commendations. 

Medical files shall be kept separate and confidential in accordance with state and federal law. 

7.5 EVALUATIONS 
The purpose of evaluation is to help an employee be successful in performance and to understand 
the standards and goals of their position and their Department. The evaluation wi ll assess and 
focus on the employee's accomplishment of their job functions and the goals and standards of the 
position. Where the employee does not meet the above, a plan for correction, training or support 
should be developed with the employee. 

Evaluation may occur in two fo1ms: 

7.5.1 All regular employees should be formally evaluated in writing by their immediate 
supervisor and/or Department head or designee during the probationary or trial service 
period and at least annually (at date of hire or a common date) thereafter. 

7.5.2 Additionally, evaluation of job performance may occui' at any time and on an 
ongoi11g basis. Evaluation may occur in various ways and may include coaching, 
counseling or written assessment. 

The evaluation process shall also include a review of the current job description. 
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Evaluation shall not, by itse1t: constitute disciplinary action - disciplinary action must be 
specifically identified as such, in writing, consistent with Article 7.6. 

Gmployees will be given a copy o[ the evaluation . Employees will be required to sign the 
evaluation, acknowledging its receipt. Evaluations are not grievable, however, employees may 
elect to provide a written response to the evaluation, which will be retained with the evaluation in 
the employee's personnel file. 

7.6 DISCIPLINE / C ORRECTIVE A CTION 
The Employer agrees to act in good faith in the discipline, dismissal or demotion of any regular 
employee and any such di scipline, dismissal or demot ion shall be made only for just cause. 

No employee shall be discharged except for just cause. The parties recognize that just cause 
requires progressive discipline. Progressive discipline may include: 

• oral wamings, which will be documented; 
• written warnings - which may also includt: work performance improvement or corrective 

action plan for poor work performance or misconduct, 
• suspension without pay; 
• demotion; or 
• discharge. 

The intent of progressive discipline is to assist the employee with performance improvement or to 
c01Tect misconduct. Progressive discipline shall not apply where the offense requires more serious 
discipline in the fast instance. Both the sequencing and the steps of progressive discipline are 
determined on a case-by-case basis, given the nat ure of the problem. 

All disciplinary actions shall be clearly identified as such in writing. The employee will be 
requested to sign the disciplinary action. The employee's signature thereon shall not be construed 
as admission of gui It or concurrence with the discipline, but ratJ,er shaJ I be requested as an 
indication that they have seen and comprehend the gravity of the disciplinary action. Employees 
shaJl have the right to review and co111ment on disciplinary actions in their personnel file. 

A copy of all disciplinary notices shall be provided to the employee before such materiaJ is placed 
in their personnel file. Employees disciplined or discharged shall be entitled to utilize the grievance 
procedure. If, as a result of the grievance procedure utilization, just cause is not shown, personnel 
records shall be cleared of 1·cfcrence to the incident, which gave rise to the grievance. 

The Employer will notify the Union in writing within three (3) working days after any notice of 
discharge. The failure to provide such notice shall not affect such discharge but will extend the 
period within w hich the affected employee may file a grievance. 

The Employer recognizes the right oC an employee who reasonably believes Lhat an investigatory 
interview with a supervisor may result in discipline to request the presence of a Union 
representative at such an interview. Upon request, they shall be afforded a Union representative. 
The Employer will delay the interview for a reasonable period of time in order to allow a Union 
representative an opportun ity to attend. If a Union representative is not avai !able or delay is not 
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reasonable, the employee may request the presence of a bargaining unit witness. (Weingarten 
rights) 

Employees shall also have a right to a notice and a determination meeting prior to any disciplinary 
action (except oral wlu-ni11g). The Employer must provide a no lice and statement in writing to the 
employee identifying the performance violations or misconduct alleged, a finding of fac t and the 
reasons for the proposed action. The employee shall be given an oppor1.11nity to respond to the 
charges in a meeting with the Employer, and shall have U1e right to Unioo representation during 
that meeting, upon request. (Loudermill rights) 

The Employer shall endeavor to correct employee errors or misjudgments in private, with 
appropriate Union representation if requested by tJ1e employee. 

Discipline shall be subject to the grievance procedure in this Agreement as to whether or not such 
action as to any post-probationary employee was for just cause. Just cause shall be established if 
the following has been shown by the Employer: 

7 .6.1 That the Employer did forewarn employee of possible consequences of conduct~ 

7.6.2 That the Employer policy, ru le, or order involved reasonably related to the orderly, 
effi cient, or safe operation of the Employer; 

7.6. 3 That before administering discipline, the Employer did make an effort to discover 
whether employee did, in fact, violate or disobey an Employer policy or rule; 

7.6.4 That the Employer conducted its investigation objectively; 

7.6.5 That, in the investigation, the Employer did obtain evidence or proof that the 
employee violated such e mployer policy or rule; 

7.6.6 Tbat the Employer applied its rules, orders, and penalties without discrimination 
under the circumstances; and 

7.6.7 That the degree of discipline was reasonably related Lo the seriousness of the offense 
and/or the employee's record. 

ARTICLE 8 - SENIOlUTY 

8.1 DEFINITIONS 
Office/ Department Seniority: the service time spent in each individual Elected Official 's Office or 
Depat1ment within the bargaining unit. 

Employer / Connty Seniority: the total unbroken services wilh Mason County. An employee's 
County seniority shall be established as the 111itial date of hire, upon completion of the original six (6) 
month probationary period. 

Bargaining Unit Seniority: the total .length of continuous calendar-based service with the Employer 
and in the bargaining unit. 
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Seniority shall be established upon appointment to a regular full-time or part-time, budgeted 
position within the bargaining unit. No seniority shall be established while an employee is 
employed in Seasonal or Extra Help/On-Cal 1. position. Ti111e in service in a Temporary position 
shall count for leave accrual or step movement purposes only. A Temporary employee or a 
Regular employee in a Ten\porary position who is hired without a break in service directly into a 
Regular position in the same classification shall be credited for Office/ Department S1::niority from 
the original date of hire into that classification. 

The appointment date shall be adjusted for leaves of absence without pay, except when such leaves 
are the result of federal or state legally protected leaves. 

Other Definitions: 

8. 1.1 Application of Seniority 
How an employee's years of continuous service are utilized to detcnnine their respective rights 
in regard to postings, promotions, reassignment, transfer, layoff, or reca ll. 

8.1.2 Continuous Service 
Means uninte1rnptcd employment with the Employer subject to the following provisions: 

l. Continuous calendar-based service shal l include unintenupted employment. 

2. Continuous service is temunated by resignation, termination, retirement, layoff 
or fai lure to respond to two offers of recall to former or comparable employment. 

8.1.3 Layoff 
A layoff is identified as the anticipated and on-going or prolonged reduction in the number 
of fu ll-time equivalent (FTE) positions or in the number of pa1iial fTEs within the 
Employer or w ithin a job classification covered by this Agreement. A t·eduction in force jn a 
classification may occur for reasons of lack of funds, lack of work, efficiency or 
reorganization. Reductions in force are identified by classification within the affected Office 
or Department. 

8.1.4 Affected Group/ Employees 
An Affected Group would be any job classification th.at is subject to a layoff. An Affected 
Employee would be the .least senior employee(s) within an affected job classification which 
are subject to lay-off or reduction in force and have certain rights as a result. 

8.1.5 Layoff Alternatives 
A number of alternatives exist for affected employees including: 

1. Assume a vacant position - per Article 8. 13. l 
2. Bump - displacing a less senior employee 
3. Recall - accepting unemployment and the option of future recall 

8.1.6 Bumping 
The displacement of a less senior regular employee by another i-cgttlar employee wiLh more 
seniority as deDned by this Article. 
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8.2 A 1'1'LlCATlON OF SENIORJTY 
In the event of reassignment, transfer, layoff, or recall, seniority shall be the determining factor 
where employees are equally qualified to do the joh. 

Seniority shall be applied in the following manner: 

Por purpose of promotions and/or layoffs from within an Office or Department, sen.iority shall mean 
that time spent in each individual Hlcctcd Official's Office or DepartmenJ within the bargai11ing unit. 

For aJl other purposes, seniority means total unbroken services with Mason County. B. An 
employee's County seniority shaU be established as the initial date of hire upon completion of the 
original six (6) month probationary period. 

8.2.1 Postings/ promotions 
In regard to job postings, promotion and reassignment, "qualifications" and/or "ability" will 
be the primary consideration, with such posting or prnmotion being consistent with A11icle 
7 and this Article. Qttalificalions will include the minimum qualifications of education, 
training and experience as set forth in the job description, as well as the job performance, 
ability, ornployment record and contribution to the needs of the Department. 

8 .2. 2 Layoffs 
Total Office/ Department Seniority shall detennine who is to be laid off within the selected 
classification (affected grnup) and witl1in the Offtce or Department. The least senior regular 
employee(s) within the classification shall be the affected employee(s). In the event of two 
employees having the same Office / Department Seniority, bargaiojng unit senioJity shall be 
determinative. In the event of two ernployees having the same bargaining unit seniority, 
Employer seniority shall be determinative. 

8.2.3 Bumping 
As to bumping, the employee's "competence" and the ability to adequately perform the 
unique functions of the job assi.gnment will be the primary consideration, appJied in 
accordance with seniority. Competence/ Ability to adequately perform will be defined as 
the immediate, clear and full perfonnance on the job, with a minimal period of orientation 
and no material reduction in the efficiency of the operation or services, as determined by 
the Employer. 

8.2.4 Recall 
Seniority shaJJ be determinative in the identification of which employee is to be recalled, 
when there are more than one who is qualified and/or have previously performed a 
position. In the event that an employee Is being recalled to a new position, the employee's 
qualification and the ability to adequately perform the unique functions of t11c job 
assignment will be the primary consideration, applied in accordance with seniority, 
consistent with Article 8.2.3. 

8.3 PROBATIONARY PERIOD 
Upon successful completion of the probationary period, the Employer seniority of the Regular 
employee shall be establ ishod as the initial date of hire including the service dw·i ng the 
probationary period. Department seniority shall then be based on continuous service with the 
Department. 
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8.4 Loss OF S.ENIORITY 
Seniority shall tcm1inatc by discharge from service or by voluntarily leaving County service; 
provided lhat employees on lay-off stat11s retain the seruority they had at I imc of Jay-off for fourteen 
(14) months from date of layoff. 

An employee, lherefore, will lose seniority rights by and/or upon: 

8.4.1 Resignation. 

8.4.2 Discharge. 

8.4.3 Retirement. 

8.4.4 Layoff/ Recall list of more than fourteen (J 4) consecutive months. 

8.4.5 Failure to respond to two offers of recal l to former or comparable employment. 

Employees who are re-employed fol1owing the loss oftheit seniority, shall be deemed a newly­
hired employee for all 1:ruq)oses under this Agreement, except as provided in the fo llowing: if an 
employee is laid off or resigns in good standing after working at least twelve (12) consecutive 
months, and is thereafter re-employed within twcJve ( 12) months (or fourteen (14) months in the 
event of recal I), the employee will, upon successful completion of the probationary period, regain 
the seniority that they had as of the effective date that the employee resigned. 

8.5 LAYOli'FS 
A layoff is idcnlificd as the anticipated and on-going or prolonged reduction in the number of full­
time equivalent (FTE) positions or i.n the number of partiaJ FTEs within the Employer or within a 
job classificabon covered by this Agreement. 

for pw·poses of this a1ticle, layoff is further identifi ed as any reduction in houJs which results in a 
regular position being less than their budgeted FTE. 

Total Office/ Departmem Seniority shall determine who is to be laid off within U1e selected 
classification. Bmnping rights are detennined by Office or Department seniority, consistent with 
Article 8.2. 

Layoff process: 

A. The Employer may reduce the work force because oflack of work, lack of funds, or 
workflow reorganization. 

B. If a reduction in the work force becomes necessary, the 'Employer will first consider 
reduction through normal attrition, (i.e., by not fi lling notmally occuning vacancies). 

C. If no1maJ attrition is not feasible, then the Elected Official or Department I read shall 
determine which position(s) wm be eliminated. The least senior employee(s) in the 
affected job classificalion(s) within the affected Office or Department shall be laid off. 
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Before laying off any regular employee, all temporary and probationary employees within the same 
Office or Deparlmcnt shall be laid off Cirst> provided there is a regular employee qualified to do the 
work of the position. 

8.6 NOTICE 
Employees scheduled for layoff shall be given at least fourteen ( 14) calendar days' written notice of 
the layoff. 

8.7 M EETING WlTll UNION 
The Uni.on shall also be notified in writing of any reduction in hours proposed by the Employer, 
including the purpose, scope, and duration of the proposed reduction. 

Upon the Union's request, the Employer and the Union shall meet promptly during the notice 
period identified in Atiicle 8.6 to discuss the 1·easons and the time-lines for the layoff and to review 
any suggestions concernihg possible alternatives to layoff. Union concerns shall be considered by 
the Employer prior to implementation of any reduction in hours. This procedure shall not preclude 
the Employer from providing notice to employees or requesling volunteers to take leaves of 
absence without pay, provided the Employer notifies the Union ofthe proposed request. 

8.8 AFFECTED GROUP 
The following procedure shall apply to any layoff: 

8.8.1 Affected employees 
The Employer shall first detemline by job classification the number of employees or FTEs 
to be affected by the layoff. The employee(s) holding such Ti'TTis, which are subject to 
layoff, shal I be the "affected employce(s)". 

The least senior employee, by Office or Department seniority, within the affected job 
classification shall be selected for layoff, consistent with Article 8.2.2. The exception 
would be only when the Employer determines that the position requires unique 
qualifications and abilities necessary to perform the specialized and required functions of 
that position, which would then become an overriding factor. 

In cases where Office or Department seniority within ajob classification is equa1, 
bargainfag unit seniority will be the dcterminjng factor. In the event this is also equal, 
Classification seruority will control. In the event thls is also equal, Employer seniority wi II 
control. If all of the seniorities are equal , then Management shall make the final decision 
based on performance and job skills. 

8.8.2 Volunteers 
Simultaneous with implementing the provisions of the layoff procedure, the Employer may 
first seek, by a five (5) working day posting process, volunteers for layoff or voluntary 
resignation from among those employees who work within the same job classification as 
the affected employees. Tfthere arc more volunteers than affected employees, volunteers 
will be chosen by bargaining unit seniority. Employees who volunteer for layoff may opt 
for recall rights as described in this article at the time of layoff. 
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If there are no or insufficient volunteers within the affected job classification, the renrnining 
affected employees who have received notkc must choose promptly (within five (5) full 
working days of receipt of the Notice) among the layoff options set forth in Article 8.13. 

8.8.3 Probatiomu-y Employees 
If the number of volunteers is not suilicient to meet the announced number of necessary 
layoffs, and if the affected employee is an initial probationary employee, then that 
employee shall be laid off and are ineligible to select among layoff options. 

8. 9 VA CANT PosrtlONS 
Positions will be filled in accordance with Article 8.2 and other sections of this Article. 

Within the bargaining unit and the Department, affected employees and employees on tbe recall list 
shall be given first opportunity for vacant bargaining unit positions fo r whkh they are qualified 
prior to outside hiring by the Employer, consistent with Article 8.13.1. Within other Departments 
aftected employees will be given consideration for vacant positions for which they are qualified. 

8.10 SENIORITY LIST 
The Employer shall update the seniority list and provide it to the Union annually or upon request, 
consistent with A11icle 3.3. Ifa layoff is announced, a current ranked seniority list includingjob 
classifications, names, job locations, and FTE or hours per week shall be provided to the Union and 
posted in the affected Department. 

8.11 0RDlm OF LAYOFF 
The least senior employee (by Office/ Department Seniority) within the affected job classification 
and affected Department shall be selected for layoff. No regular employee shall be laid off while 
another employee in U1e same classification within the Department is employed on a probationary, 
extra help or temporary basis, unless specialized skills are required to fill the position that are not 
possessed by the regu!aJ staff member. This provision shall apply only to the classification where 
the initial layoff occms and not to the classification into which laid off employees have bumped. 

8.12 COMPAHABLE EMPLOYMENT 

For purposes of this Al1iclc, ''comparable employment," "comparable position" or vacancy shall be 
defined to include a position which has the same salary pay fange and, additionally, the educati.onal 
and exper.icnce gua]ilications, FTE and work-week are substantially similar. 

8.13 LAYOFF OPTIONS 
Affected employees who have completed theiJ probationary period shall have the fo!Jowing 
options: 

8.13.l Assume a Vacant Position 
On a bargaining unit seniority basis, to assume a vacanl position in the same Department 
and bargaining unit, for which they arc qualified. On a bargaining unit seniority bas is, the 
employee shall also be considered for available job opc11ings within the Employer for 
which the employee is qualified. 

When a regular full-time or part-time employee is being laid off the Employer may ofter a 
temporary positjon if one is available and the employee has the ability to perform the work. 
Laid off employees who accept these assignments will be provided the benefits and 
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provisions of the temporary assignment. Employee(s) accepting these assignments will be 
subject to recall. 

8.13.2 Bump 

Employees scheduled fo r layoff may bump into another employee's position within their 
Office or Department in lieu of being laid off, if all of the fo llowing conditions are met: 

1) They have more seniority than the employee they will bump; 
2) The job classification they are bum.ping to is paid on a salary range that is equal to 

or less than the salary range of their job classification; and 
3) They previously held status in t11at job classification or they are determined by the 

employer to be qualified and competent to perform the job within thirty (30) 
calendar days. 

Under no circumstances shall an employee's exercise of his/her bumping right result in a 
greater benefit to the employee than previously held (e.g. a promotion or increase to full-time 
if previously part-time). 

Laid off employees, including bumped employees, shall be allowed to btlmp less senior 
employees (by bargaining w1it seniority) within their Department in lower classifications 
or in classifications which the employees previously held and are still competent to perform 
the work of fue classification. 

Regular Employees faced with a reduction of hours shall have the option of remaining ln 
the reduced position (if above the 20 hour tlu·cshold) or bumping to a lower classification, if 
competent as defined in Article 8,2.3. Competent shall mean having demonstrated skills 
and required experience to perform the job; and in case of disputes, the final decision sha ll 
be made by the Employer. 

An employee who has bumped shall move to lhe highest step of the new range that does not 
exceed their cum:mt salary. 

If there is no employee in the next lower classification who is Jess senior than the person 
scheduled for layoff1 that person may look progressively to the next lower classification for 
such bumping rights. 

The employee who is bumped by the affected employee shall have the same rights under 
this Article. 

8.13.3 Recall 
If the affected employee elects not to take a vacant position, elects not to bump or cannot 
immediately and adequately perform the functions of the job assignment in assuming a 
vacant or bumped position, then that employee will be placed on the recall list and wi ll be 
eligible for recall under Article 8.15. 

Nothing contained in this layoff section shall be constr ued to require the Employer to modify its 
position and classification structure in order to accommodate bumping ot· other re-employment 
rights. 
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Salary placement rules shall apply to recall to regular positions and to employees who have 
bumped. Employees bumping to another position shall retain their old anniversary date for 
purposes of step increases. Persons recalled to the same salary range shall be placed in their former 
step and time in step. The salary for non-regular positions not represented by the bargaining unit 
shall be determined by lhe Employer. 

8.14 REDUCTION HOURS / FTE 
An employee st1bject to an involuntary reduction in their FTE may elect to accept the reduction, 
may bw11p and/or may elect to be placed on recall in accordance with A1iicle 8.1 3. If the reduction 
results in hours less than their budgeted FTE, it will be considered a layoff and the employee shall 
have the right to bump or recall List. 

8.15 R tCALL 
Any Regular employee who is laid off shall have his/her name placed on a recall list wi thin each 
respective Office or Depaii ment for the classification he/she was laid off from, for any lower 
classificaljon in the same series, and for any other classification in which the employee has held 
Regular status. The employee's name shall i-emaLn on the recall list(s) for a period of fourteen (14) 
months from date of layoff. Persons shall be 1-ecal led in inverse order of layoff to the classification 
held at the time oflayoff. Employees who were laid off shall be considered for other positions in 
their Office or Department ancl/or within the bargaining unit in accordance with Aiiide XIII. 

It shall be the responsibility of each person on a recall 1 ist to keep the County informed of his/her 
cunent address and telephone number. The layoff letter to the employee shall advise him/her of their 
recall rights and of the name and addt'ess of the person in County government to whom the employee 
must send notice of thei r current address or any subsequent changes. The County shall have the right 
to remove the name of any person on the recall list if there is no response within fourteen ( 14) 
calendar days after the County has mai led a certified letter (retum receipt request) to the pel'son's last 
lcnown address. 

lf an employee on recall accepts an opportunity l o return to work in a lower elassi fication than the 
one laid off from, the employee's name may remain on the recall list for their previous higher 
classification for the balance of the fourteen ( 14) months, and shall be given an opportunity to accept 
such a position if it should become available. If an employee is recalled to return to the same 
classification from which he/she was laid on: and refuses the offer to retum, his/her name shall be 
removed from the recall list and fu1iher return rights shall be forfeited. 

Employees recalled to their former classification within fourteen (J 4) months of being laid off shall 
be placed al the same saJary range and step, and time in step, j11 effect at the time of layoff. In 
addition, employees recalled to County service wHhin fourteen (14) months to the same or another 
job classification, Office or Depru1mcnt shall have the sicl< leave balance as of the date of layoff 
restored (unless the employee received a sick leave cash out at the lime of layoff\ shall accme annual 
leave al the same accrual rate in effect as of the date of layoff; and the number of years of continuous 
County service at the Lime of layoff shall be credited towards eligibility for the longevity benefit. 
Employees recalled into regular part.-tim.e positions shall be subject to pro-rated benefits as described 
in other a1ticles of this Agreement. 

As long as any employee remains on the recall list the Employer shall not newly employ by hiring 
persons into the affected bargaining unit classification(s), within their Department, until all 
qualified employees holding recall rights to that affected classification have been offered recall. 

AFSCM t:: Local No. I 504 ru1d Mnson County 2017-2019 Collective Bnrgaining Agreement Pagc25 



A copy of the recall I ist shal I be provided to the Union, upon request. 

There shall be no probationary requirement for persons retw·ning to their former position if the 
initial probationary period has been completed. 

Employees shall not lose seniodty original as a result of layoff [or a period of up to fourteen (14) 
months, per Article 8.4.4; provided> however, thal no benefits nor seniority shall be accrued during 
the period of layoff. 

8.16 VACATION & LEAVE CASli OUTS/ PAY 

Any regular employee who is laid off or terminated shall be cashed out for any unused vacation 
benefits o1' comp time with their final paycheck, to the extent of established maximums (per other 
Articles of this Agreement). 

Sick leave balances at the date of layoff shall be restored upon recall with the Employer if the 
person is recal led .into a regular position from the recall list and the employee did not receive a sick 
leave cash-out per Article 13 .1 . No sick leave shall accrue during the period of layoff. 

Jf a person on the recall list is employed in a temporary position, only sick leave accrued duri ng 
temporary employment may be used during temporary employment. Sick leave accrued dming 
temporary employment may be added to any existing sick leave balance if the person is hired into a 
regular position from the recall list. 

8.17 UNEMPLOVME'NT CLAIMS 
If laid off employees apply for unemployment compensation bcnefils, the Employer will not 
contest the claim and wil I confirm that the employee was laid off. 

ARTICLE 9 - WAGES 

9. J ,v AGE Sc111.mULE. 

Effective upon the signing of th.is Agreement through December 31, 2019, each employee shall have 
his/her base wage increased 2% in each year 2017, 2018 and 2019 as set forth in Attachments A and 
B and as adj ustcd by sections A,B, C and D if applicable: 

A. Effective January 1, 2017 the wage scale shall be increased to reflect the cost of 
Jiving increase that is eighty percent (80%) of the CPI-U, US All Items (June to June). The rate 
shall be no lower than zero percent (0%) and no higher than three percent (3%). 

B. Effective January 1, 2018 the wage scale shall be increased to reflect the cost of 
living increase that is eighty percent (80%) of the CPI-U, US All Items (Jw1e to June). The rate 
shall be no lower than zero percent (0%) and no higher than three percent (3%). 

C. Effective January 1, 2019 the wage scale shall be increased to reflect the cost of 
living increase that is eighty percent (80%) or U,e CPJ-U, US All Items (June to June). The rate 
shall be no lower than zero percent (0%) and no higher than three percent (3%). 

D. Any additional economic consideration offered to employees of Mason County 
represented by a union and jn effect as of 2/21 /17 will trigger a "me too" provision fol' the 
members of AFSCME 1504, thereby granting said members the same economic considerations. 
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Should it become necessary to establish a new job classification within the bargaining unit during 
the life of this Agreement, the Employer 111ay designate a j ob classification title and salary for the 
classification. The salary for any new classificat1on within the bargaining unil shall be subject to 
negotiations, consistent with Article 2.2. 

Rach move wilhin a range is determined by the employee's anniversary dale. The anniversary date is 
the day lhe employee started work within a range. Upon promotion of an employee placing him/her 
in a higher range, the date of the promotion becomes the anniversary elate that determines future step 
increases within that range. The employee1s achtal date of hire with Mason County wi11 always 
remain the same (regardless of promotion) for pmposes of vacation leave, sick leave, and retirement. 

A reclassification is a change in the allocation of a position from its current j ob classification Lo a 
different job classification. Reclassification wi ll be considered when an employee has been 
permanently assigned to perfom1 the primary functions of a different job classification or has been 
perma11ently assigned signHicantly different duties whjch 111.ay warrant establishing a new job 
classification. 

An employee may request reclassification by submitting a written request, which includes a 
justification, to their Elected Official or Department Head. The Elected Official or Department Head 
~hall respond to the employee in writing within thirty (30) worki ng days. 

An Elected Official/Deparlment Head may request reclassification of a position by submitting a 
writlen request with justification to the Human Resources Director. The Human Resources Director 
shall respond to the tequest in writing within thirty (30) working clays of receipt of the request. If 
approved or denied by the Hwnan Resources Director, the request may then be submitted to the 
Board of County Commissioners, with written justification from the Elected Of"ficial/Department 
Head for their review. The Board of County Commissioners shall respond to Lhe request in writing 
within thirty (30) working days of their receipt of the request. If approved, the reclassification shall 
be effective as of the date of the written request for reclassification. If the Board denies the request, 
the matter is closed. 

Step placement of an employee who has been reclassified shall be the same as if the employee had 
been promoted, transferred, or demoted, whichever is applicable. 

Job descdptions will be on file in each it1dividual Department/Office within the Bargaining Unit and 
at the Union Office. 

9.2 HIRE-IN RATES 
New regular employees shall normally be placed at Step l of the appropriate salary range or placed 
consistent with current personnel rules. 

9.3 S III FT D1FFERENTlAL 
Shift differential is not applicable to this bargaining unit. 
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ARTICLE 10 - 0THER COMPENSATION 

10.1 STANDBY/ DUTY OFFICER STIPEND 
Employees whose duties require them to serve as a 24/7 point of contact fo r after business hours 
and weekends (duty officer) shall be paid a stipend of $ 100 (one hundred) dollars per week of duty. 
The $100 will be adjusted for any pre-approved periods of time not available for standby duty 
during that workweek. The employee may be paid overlime (or offered comp time) for such hours 
as work is actually petformed in the event of an incident, provided such hours wotked are 
consistent with the requirements of Article 6.4 and results in more than forty ( 40) hours in a 
workweek which shall be paid one and one-hal f (1 1/2) times theit sLTaight-time hourly rate or any 
work required on a weekend (Saturday and/or Sunday) or a holiday shal l be paid at double the 
straight-time hourly rate for all such hours worked. 

10.2 CALL-BACI< PAY 
All emp.loyees ,¥ill respond to emergency call-outs unless extenuating circumstances such as 
illness or other incapacitation prevent the employee from responding. Pursuant to provisions of' 
RCW 38.52 conceming Emergency M,magement, and Mason County Code 2. ] 9.050, the County 
rnay utilize personnel of any County Department or agency in a declared disaster. 

Full-time employees who are called back to work after leaving the job site (and not adjacent to the 
next regularly scheduled shift), shall receive a minimum of two (2) hours' pay at the overtime 
rate. When an employee is called out between shifts, the time worked between shifts shall be paid 
at the rate of one and one-half (l 112) times the regular rate. After working the call out shift, the 
employee may have the option of working the next regularly scheduled shift, provided the 
supervisor and the employee feel the employee can carry out the duties of the position 
safely. When the employee does continue working, the t:ime worked on the next regularly 
scheduled shift shall be compensated at lhe normal strnight time rate. 

During periods of emergency, changes of shift can be made with eight (8) hours' notice, provided 
the employee has eight (8) hours off between the two (2) shifts. 

This provision shall apply to employees who are required to attend Employer scheduled meetings 
on their regularly scheduled day(s) off. 

Pa11 time employees who are called back to work after leaving the job site shall receive a minimum 
of two (2) hours' pay at the appropriate rate of pay. 

10.3 WORK IN A HtGHER CLASSIFICATCON 
No employee shall be reduced .in salary or benefits because of being assigned by the Employer to 
perfo1m the work of a lower classification, except in the situation of Jay off. 

A supervisor may assign an employee to perform the primary duties of a higher classification, when 
those duties are not part of the employee's current job classification, for the pu1pose of: 

A. Providing work coverage during an authorized vacation period; 
B. Providing work coverage during an authorized sick leave; 
C. Providing work coverage for an authorized leave of absence; or 
D. Providing wol'k coverage for a currently vacant position. 
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[f lhe employee is scheduled to work in the higher job classification for a minimum of three (3) 
consecutive workdays, the employee shall be paid on the step of the salary range for the higher 
classification that provides at least a five percent (5%) i11erease. 

10.4 MlLEAGI': REIMBURSEMENT 
All bargaining unit employees who are required to use their own vehicles for Employer business 
shall be reimbursed at the mileage rate set by the current policy for all miles driven on such 
business. 

J 0.5 LONCEVITV 
The County shall provide addjtional monthly compensation above each eligible, regular foll-time 
employee's hase salary to recognize continuous length of service as a County employee. Eligible, 
regular part-time em,ployees shall receive a pro-rated .longevity benefit in proportion to the number of 
hours the part-time employee is in pay status during the month as compared to that required for full­
time employment. T'he longevity benefit wiH be implemented in accordance with the following 
schedule: 

Beginning of 11th year of County se1vice = I .5% of base pay. 
Begi ruling of 16111 year of County service = J. 0% o r hase pay. 
Beginning of 21st year of County service = 4.5% of base pay. 
Beginning of26111 year of County service = 6.0% of base pay. 

10.6 BTLTNCUAL PAY 
.El igible employees that possess bilingual Ducncy in a County-approved non-English language, and 
who use their bilingual skills in the performance of official duties, shall receive bilingual incentive 
pay as indicaled herein: 

$ 75.00 per month for Bilingual Language r luency 

Eligibility requirements: 
(A) - t he County shall determine if bilingual pay shall be utilized, the Janguage(s) that 
bilingual is payable for and the number of employee's eligible for bilingual pay. 
(13) - Bilingual la11guage fluency eligible employees are those who have taken and passed a 
language fluency test from an accredited institution and/or employees who have self­
identified bilingual fluency that has been demonstrated on the job. 

10.7 EnUCATlON PAY 

In order to quaJify, indiv.iduals must receive their degree from a nalionaJ!y or regionally accredited 
institution approved by their Elected Official or Depruiment Head and have a degTee or transcripts 
submitted to Human Resources. 

Two (2) year Associate Degree 
Four (4) year Baccalaureate Degree/Master's Degree 

ARTICLE 11 - HOLIDAYS 

JJ.l HOLIDAYS 

$60.00 per month 
$85.00 per month 

The fo llowing annual paid hoJidays are recognized for all employees: 
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New Year's Day 
Martin Luther King Day 
President's Day 
Memorial Day 
Independence Day 
Labor Day 

Veteran's Day 
·1·hanksgiving Day 
Day following Thanksgiving 
Christmas Day 
(2) Floating Holidays 

Employees must receive written approval at least one week in advance of the datc(s) in which they 
desire to utilize their floating holiday. All requests to use a floating holiday must be made no later 
than the last working day of November. Floating holiday(s) not used by the end of the calendar year 
will be forfeited, unless denied on the basis of the staffing needs of the Office or Department. Except 
by mutual agreement, floating holidays shall be used in whole day increments. 

1 l.2 RELIGIOUS HOLIDAYS 
Employees may also take other religious holidays off with their supervisor's approva l, with or 
without pay, through utilization of vacation or comp time or by making alternative work schedule 
arrangements. Such requests shall not be unreasonably denied. 

] 1.3 J-JOLIOAV OBSERVANCE 
When a recognized holiday falls on a Saturday, the proceeding Friday shall be considered the 
holiday. When a recognized holiday fo l.ls on a Sunday, the following Monday shall be considered the 
holiday. 

For those employees on a 4/10 worl< schedule or other alternate schedule, when one of the listed 
holidays fall s on one of the employee's regularly scheduled days off, the holiday shall be observed 
on a day mutually agreeable to the employee and the Employer within the same workweek. 

11.4 HOLIDAY ON .DAY OFF 
Benefitted employees shall receive eight (8) hours' holiday benefit pay and time-off for each holiday 
listed in. Article 11.1 - Holidays. 

l 1.5 HOLi DAY CoMl>l£NSA'l'lON 
13ene1itted employees shall be paid no more than eight (8) homs of holiday benefi l pay for that day 
regardless of their work individual schedule. Part-time employees will receive a paid holiday in 
proporlion to the number of homs they ordinarily would be scheduled to work (not to exceed eight 
(8) hours) on that day. 

Should any work be performed by an employee on a holiday at the approval and/or direction of their 
supervisor they shall be paid for time worked and overtime may result if, consistent with Article 6.4, 
it results i11 over forty (40) hours worked for the workweek. No employee shall be called on a holiday 
for less than four (4) hours, except those personnel serving Standby Duty. 

ARTICLE 12-VACATION 

12.1 VACATION ACCRUAL 
Regular and Temporary full-ti.me employees shall accrne paid vacation leave as follows: 

Years of Continuous Service 
First through third 

/lf'SCME Local No.15011 and Mnso11 County 

Homs per Year 
96 hours 
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Fourth through seventh 
Eighth tlu·ough ninth 
Tenth through eleventh 
Twelfth through fourteenth 
Fifteenth through sixteenth 
Seventeenth tlu·ough nineteenth 
Twenty or more 

120 hours 
144 hours 
160 hours 
176 hours 
184 hours 
192 hours 
200 hours 

Regular and Tempotaty part-time employees shall accrue vacation leave on a pro-rated basis in 
proportion to the number of homs the part-time employee is in pay status during the month as 
compared to that required for full-time employment, plus they must also meet the qualification for 
PERS participation to have vacation leave accrual apply. 

The first day of the month of hire shall be the effective date of subsequent increases in the vacation 
leave acctual rnte for employees hired between the first and the frlteenth of the month. The first day 
of the month fol lowing the month of hire shall be the effective date of subsequent increases in the 
vacation leave accrual for employees hired between the sixteenth and the last day ofthe month. 

With the exception of promoted employees, vacation leave accrued within the first six (6) months of 
employment cannot be utilized by an employee until they have successfu lly completed their initial 
appointment probationary requirements. An employee whoso employment with Mason County 
terminates within the six (6) month probationary period shall not be paid for any vacation leave 
accrued during the probationary period. 

For Regular and Temporary full -time or Regular and Temporary part-time employees, the maximum 
amOLmt of vacation leave chat may be accmed at any point in time is four hundred (400) hours. No 
vacation leave accrued will be added to an employee's vacation leave benefit when the maximum 
accrual has been attained, except that the four hundred (400) hotirs maximum may be exceeded in 
any given month with prior written approval of the Elected Official or Department l lead. 

Whereas the Union and the Employer recognizes the importance of employees utilizi11g earned 
vacation leave to promote and enhance their mental and physical well-being, employees shall attempt 
to use vacation leave durh1g the year in which it is earned. 

12.2 VACATION SCIIEDULING 
Upon completion of six (6) months' conlinuous service in a Regular and Temporary position, an 
employee shall be eligible for paid vacation. An employee,s request for vacation leave will be 
granted, provided that prior approval is given by the employer and provided that leave requested 
does not prevent a Department or division thereof from providing efficient public service. 

Vacation leave approval will be on the basis of meeting the workload requirements of the Mason 
County service schedule where the employee is employed. 

All requests to use vacation leave shall be submitted in writing. When an employee desires to use 
five (5) or more consecutive vacation leave days he/she must submit a leave request at least fifteen 
(15) calendar days in advance of the time off requested. FajlLU'e to request leave at least fifteen (15) 
calendar days in advance may be cause for the denial ofthe requested leave. The Employer wi ll 
respond to leave rcq uests within ten (10) calendar days of receipt; except that leave requests 
submitted more than sixty (60) calendar days in advance of the time off requested shall be consideted 
on a case-by-case basis. 
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Regular and Temporary full-time employees must work ot· be in a paid status at least eighty (80) 
hours in a month in order to accrue vacation leave for the month. Regular and Temporary part-time 
employees must work or be in a paid status at least in the same proportion to the eighty (80) hours as 
their regular hours are to full-time employment to accrue vacation leave for that month. 

If an approved holiday occurs within the approved vacation leave period, such day shall be charged 
as holiday leave rather than vacation leave. 

Employees shall have the option of using compensatory time or vacation leave for approved paid 
time off. 

12.3 VACATlON PAY 
Vacation leave days shall be the same as the regular workday schedule for the Depaiimcnt wherein 
the employee is etnployed. Vacation pay shall be the amount that the employee would have earned 
if the employee had worked their regular posi tion during the vacation period. 

ff an authorized holiday occurs within an employee' s vacation period, that day will be paid as a 
holiday and not deducted from the employee's vacation accruals. Employees cannot receive 
vacation, sick leave or holiday pay simultaneously for the same days. 

12.4 VACATION UPON TERMINATION 
Upon separatjon of a Regular and Temporary full-lime or Regular and Temporary pmt-ti.mc 
employee by resignation (with ten (10) working days' notice), retirement, layoff, dismissal or death, 
the employee or beneficiary thereof, shall be paid for unused vacation leave at the employee's rnte of 
pay at the time of separation, provided that no employee may cash out more than four hundred (400) 
hours of vacation leave. 

Employees shal l provide at least ten (J 0) work ing days written notice oftheir effective resignation 
date. The time limit of the resignation may be waived at the discretion o.f thc Director. Pay jn lieu 
oft.mused vacation shall be forfeited if ten (10) workjng days written notice is not provided or 
waived. 

ARTICLE 13 - SICK LEA VE 

13.1 SlCI< LEAVE A CCRUAL 
Sick leave shall be accumulated for all Regular and Temporary fuH-timc employees at the rnte of 
eight (8) hours per month for each month of employment. 

Regular and Temporary ful I-ti me employees must work or be in a paid status at least eighty (80) 
hours in a month to accrue sick leave fo r the month . Regular and Temporary part-time employees 
must work or be in a paid status at least in the same proportion to the eighty (80) houl's as their 
regular how·s are to foll-time employment to accrne sick leave for that month. 

Sick leave accrual may not exceed one thousand two hundred (1 ,200) hours. 

Employees hired before January 1, 201 1, shall receive payment for Lumsed sick leave upon 
termination or employment with fificcn (15) years of continuous County service; or upon termination 
of employment with Mason County when the te1mination is contemporaneous with retirement under 
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an appropriate Washington State PubJic Employees Retirement System; or upon the death of the 
employee, in which case payment shall be made to his/her estate. Employees hired on or after 
January 1, 2011 , shaJl not be eligible (nor their estate) to receive any cash out of their accrued sick 
leave upon separation from County service. 

13.2 SICK L EAVE USAGE 
Employees are expected to be on the job unless excused by Supervisor or Department Director 
because of illness. Sick leave shall be considered as a lype of insurance and not as a benefit. 
Abuse of sick leave shall be grounds for disciplinary action. An Elected Official/ Department 
llead may require an employee to provide a written notice from the employee's health care 
provider when a pattern of excessive absence and/or sick leave abuse is indicated. 

Employees may use accrued sick leave for their own illness, injury, pregnancy and/or childbirth, 
medical and dental appointments and prescribed treatment associated therefrom. Sick leave may be 
used for the care of im,mediate family members who have a health condition that requires treatment 
or supervision and to take .immediate family members to medica l and dental appointments. 
However, two (2) workdays' advance notice is required when the medical/dental appointment is not 
due to an emergency condition and the immediate family member is other than the employee's child. 

"Immediate familyn shall be defined as persons related by blood, marriage, or legal 
adoption in the degree of relationship of grandparent, parent, wi Ce, husband, brother, sister, 
child, grandchild, domestic partner (state 1·egistered), in compliance with W /\.C 296-130-
030 and RCW 49.l 2.270 (or subsequent statutes) and other persons with the approval of 
the Elected Official / Department Head or clesignce. 

When an employee's sick leave necessitates more than thxee (3) consecutive days of leave from work, 
the employee may be requested to provide the Elected Official/Department Head written verification 
that he/she has been under the care of a medical doctor, or other bona fide practitioner. 

13.3 SHARED LEAVE 
The Employer may permit an employee to receive donation of vacation, sick or comp time 
consistent wiU1 the then current Shared Leave policy. 

13.4 COORDINATION - WORKER'S COMPl!:'NSATXON 
In the event an employee shall be entitled Lo benefits or payments under any program of disability 
insurance furnished by the Employer, Worker's Compensation Act or similar legislation by the 
State of Washington or other governrnental unit, the Employer shall pay to the employee only the 
difference between the benefits and payments received under such insurance or act by such 
employee and the regular rate of compensation that he/she would have received from the Employer 
if able to work. Tn such event, the number of hours deducted from the employee's total accrued 
sick leave shall be the hourly equjvalent of the Employer's payment. 'fhe foregoing payment or 
contribution by the employer shall be limited to the period oftime that such employee has 
accumulated sick leave credits as herein above specified. 

13.5 FAMILY MEMBER 
Sick leave may be utilized as refei·enced above in this article for immediate family requiring the 
employee's attendance. 
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ARTICLE 14 - LEAVES OF ABSENCE 

14.1 IN GENKRAL 
Leaves of absence requests shall not be unreasonably denied. All leaves are to be requested in 
wrjting as far in advance as possible. 

As appropriate for the type of leave requested) paid leave accruals will be ulilized prior to unpaid 
leave, unless otherwise provided for in this Agreement. 

Leave docs not accrue nor may it be used until the first day of the fo llowing pay period in whicl1 it 
is earned (no "negative" leave use during the period in which it is earned). 

14.2 .JURY DUTY/ COURT 
An employee) who is required to serve on a jury or as a result of official Employer duties is 
required to appear before a court, legis lative committee or quasH udicial body as a witness in 
response to a subpoena or other directive, shall be allowed authorized leave with pay less any 
amount received for such duty. 

14.3 MILITARY LEAVE 
All Regular and Temporary employees shall be allowed military leave as required by RCW 
38.40.060 and as interpreted by the Court. This provides for twenty-one (21) working days of 
military leave per year (October 1 through September 30). 

]4.4 BEREAVEMENT 
Employees wi ll be provided up to three (3) days of paid bereavement leave in the event of the death 
of an immedi ate fami ly member. A day of bereavement leave shall be in accordance with the 
employee's regularly scheduled workday. Immediate fami ly includes only persons related by blood 
or marriage or legal adoption. For purposes of this Bereavement Article these individuals are: wire, 
husband, parent, grandparent, brother, sister, child or grandchild, grandmother-in-law, 
grandfather-in-law, mother-i11-law, father-in-law, sister-in-Jaw, brother-in-law, son-in~law, daughter­
in-law, nieces, nephews, cousins, aunts, and uncles of the employee. Funeral leave will not be 
deducted from the accrued sick/vacation time. Upon request, two (2) days of accrued sick leave shall 
be granted. Additional time off may be requested and charged to compensatory time, :floating holiday 
or vacation leave, as approved by the Elected Officjal/Depattment Head. 

14.5 MAINTENANCE OF SENCORITV 
The Employer shall adj ust lhe employee's anniversary date to reflect any period of unpaid 
leave. Seniority shall continue to accrue and the employee's anniversary date shall not be adj usted 
for periods of legally protected leave, such as FMLA or military leave. 

14.6 LEAVE WITHOUT P AY 
An employee may reqt1est a leave of absence without pay for up to a period of ( 1) year to 
accommodate recovery from a long-term illness or irtjury. Other leave of absence requests arc 
limited to six (6) months. 

If a medical leave of absence without pay is granted, the employee shall have return rights to his/her 
previously held position. Retmn rights for any other leave of absence shall be limited to three (3) 
months. If the previously hold position has been abolished during the leave of absence, then the 
employee shal I have return rights to a similar position (a position in the same classification at the 
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same salary level) iftherc is a vacancy. If there is no vacant similm position, the employee shall be 
placed 011 the recall list, pursuant to Alticlc XVI, Seniority, Layoff and Recall. 

An employee on .leave of absence may be affected by a lay-off in the same manner as if the employee 
were worJd ng. 

Leave of absence without pay is not creditable towards seniority and senfority related benefits, except 
as identified above in Ai:iicle 14.5 for identified legally protected leave such as FMLA and Military. 
An employee who takes a leave of absence without pay shall have his/heJ date of hire for seniority 
purposes adjusted for the same dw·ation of time as the period of leave without pay. Step increases are 
based on duration or employment and will be adjusted accordingly. General salary increases are not 
based upon duration of employment and will not be adjusted in this manner. The employee's 
seniority fo r purposes of vacation accrual, promotion and layoff would be adjusted in the same 
amount as the duration of the leave without pay. In the unlikely event an employee was granted a 
leave without pay durin,g hfa/her probationary period, the probationary period would be extended for 
the same duration as the leave without pay. 

As approptiate for the type ofleave requested, paid leave accruals will be utilized prior to unpaid 
leave. 

14.7 FAMILY LEAVE- FMLA 
Under tl1e tetms of the Family and Medical Leave Act of 1993 (FMLA) and the state law, upon the 
completion of one (1) year of employment, any employee who has worked at least 1250 hours 
during the prior twelve (12) months shall be entitled to up to twelve (12) weeks of leave per rolling 
year for the bhth, adoption or placement of a foster child; to care for a spouse or immediate family 
member with a serious health condition; or when the employee is unable to work clue to a serious 
health condition. For purposes of this Aiticle, the definition of "immediate fami ly' will be found in 
Artic.les l and 13.2. 

The Employer shaJI maintain the employee's health benefits during this leave. If the employee fails 
Lo return from leave for any reason other than the medical conditiun initially qualifying for the 
FML/\ absence, the Employer may recover fr.om the employee the insurance premiums paid during 
any period of unpaid leave. 

ff a leave qualifies Lmder both federal and state law, the leave shall run concmrently. Ordinarily, 
lhe employee must provide thirty (30) days written advance notice to the Employer when the leave 
is foreseeable. The employee should report. qualifying events as soon as known and practicable. 

The combination of FMLA and other types of leave(s) js not precluded and, in fact, leave 
utiljzations are to be concmrent, with the intent that appropriate paid accruals are Lo be utilized 
first, consistent with other Articles of this Agreement. The Employee may elect to retain up to forty 
(40) hours of vacation (prorated by their FTE) for use upon retum to work, consistent with the 
process identif1ed in the personnel policy. Upon Lhe employee's election, any accrued comp time 
may be utilized prior to any period of unpaid leave. 

The Employer will grant leave consistent with state and federal law. family leave shall be 
consistent with the FMLA and the adopted conditions and provisions of the state and federal law 
and are not intended to expand upon the rights thus seL forth . 
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14.8 MATERNl.1'Y LEAVE 

Consistent with WAC 162-30-020, the Employer will granl a leave of absence for a period of 
temporary disabi lity because of pregnancy or childbirth. This may be in addition to the leave 
entitlements of FMLA. 

This leave provides female employees with the right to a leave of absence equivalent to the 
disability phase of pregnancy and childbi1th. There is no eligibil ity req1liroment, however the 
Employer has no obligation to pay fo r health insurance benefits while on this ]eave (unless utilized 
concurrent wilh FMLA). 

Leave for temporary disability duo to preg11ancy or childbirth will be medically verifiable. There is 
no limit to the length of the disability phase, except for the right for medical verification and the 
right of second opinion at the employer's expense. At the end of the disability leave, the employee 
is entitled to return to the same job or a simila{ job of at least the same pay as provided by 
law. Employees must use their accrued vacation and sick leave, i f any, during the leave period 
and, at their election, any accrued comp time, consistent with the retenlion provision as provided in 
Artie.le 14.7. Once this paid leave is exhausted, the employee's leave may be switched over to 
unpaid leave. 

14.9 INCLEMENT WEATHER 
Employee rights and responsibilities during severe weather and emergency or disaster conditions 
are covered by the current Inclement Weather Policy of the Employer. The goal shall be to 
conlinue to provide essential Employer services, consistent with public and employee safety and 
emergency opetations priorities. 

The parties specifically agree that during 201 4, they will meet to develop recommendations for 
Court and County security issues which balance employee safely and continuity of operations and, 
particularly, the Court's necessary discretion. Such will be a policy workgroup with 
representatives of key stakeholders and with a goal of recommendations for the County and the 
Comt and, upon adoption, integrated into the County's Emergency Management and Inclement 
Weather/ Emergency policies. 

ARTICLE 15 - HEALTH & WELFARE 

15.l H EALTH AND LWE INSURANCE 
The County shall contribute as below each month during the term of this Agreement for each 
eligible employee for medical, dental, vision, a11d life insurance coverage. 

A. Effective January 1, 2017 the contribution shall be increased to one thousand one 
hundred and fi(ly fom dollars ($1 ,154) per month during the term of this Agreement for 
each eligible employee for medical, dental, vision, and life insurance coverage. 

B. Effective January 1, 2018 the contribution shall be increased to one thousand two 
hundred six dollars ($1,206) per month du1-ing the tetm of this Agreement for each eligible 
employee for medical, dental, vision, and life insurance coverage. 

C. Effective January 1, 2019 the contribution shall be increased to one thousand two 
hundred fi fty eight dollars ($ 1,258) per month during the term of this Agreement for each 
eligible employee for medical, dental, vision, and life insurance coverage. 
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D. Any additfonal health contributions offered to employees of Mason County 
represented by a union and in effect as of 2/21/17 will trigger a "me too" provision for tho 
members of AFSCME 1504, thereby gt'anting said members the same heallh contributions. 

Eligible employees are those Regular and Temporary full-time and Regular and Temporary part­
time employees compensated for eighty (80) hours or more per month dt,ll'ing the calendar year. 
Part-time employees hired after January I, 2014 will have the benefits of this Article prorated to 
FTE and adjusted by actual hours worked effective upon the date of such language being approved 
under the Employer's Pei-sonnel Policy. 

The above contribution is to bo applied to premiums for Washington Teamsters Welfare Trust 
Medical Plan without optional coverage, and current County vision, dental, and life insurance 
plans. 

b1 the event the County's maximum monthly contribution is insufficient to provide 100% of the 
total Health and Welfare premiums as referenced above, the priority of order for full County 
payment shall be as follows: (1) Li fe f nsurance, (2) Vision, (3) Dental and (4) Medical. 

Any monthly premium contribution required above the County's contribution shall be paid by a 
reduction of the necessary amount from the employee's wages. 

The County shall provide an Employee Assistance Program (EAP) benefit for all bargaining unit 
employees. 

J 5.2 R ETIREMENT 
Pensions for employees and contributions to pension funds will be governed by the Washington 
State statutes in relation thereto in existence during the contract period. 

ARTICLE 16 - TRAINING 

16.1 TRAtNrNG 
Approval for attendance at trnining, the hours intended to be compensated and the reimbursement 
for travel and expenses shall be established by the supervisor prior to the h·alning, consistent with 
the current policy. 

16.2 TRAINING R EJMBURSF.MENT 
Compensation associated with training or representation of the Employer on official business shall 
be consistent with the currenl policy and the Fair Labor Standards Act (FL.SA) and WAC 296-128-
500. 

ARTICLE 17 - LABOR / MANAGEMENT COMMITTEES 

17.1 PURPOSE 01" COMMITTEE 
The Employer and the Union agree that a need exists for continuing cooperation between labor and 
management, and to meet from time to time upon the request of either party concerning 
suggestions and issues of a general natme affecting the Union and tbe Employer relations. 
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The parties therefore establ ish a Labor/Management Committee consisting of up to six (6) members 
from the Bargaining Unit and the Union staff representative, and up lo seven (7) members from the 
Employer, including a representative from Human Resources. The committee will meet from time to 
time during working hours to discuss matters o[mutual interest or concern. The committee shall not 
bave the authoi-ity to change this Agreement, nor shall it substi t11te for the grievance procedure. 

The above provision docs not preclude and in fact encourages the parties to also meet informally 
and expeditiously on an as needed basis on matters of mutual concern. 

Policy Work Groups - The Union will be given an opportunity to designate participants lo Policy 
Work Groups related to employment poJioies. Policy Work Groups will be chaired by Human 
Resources. Policy Work Group participants will not negotiate on behalf of the Union regarding 
employment policies that would impact wages, hours and working conditions. 

17.2 C OMPOSlTION OF COMMITTEE 

The Labor Management Committee meetings wi.11 include a minimum of three (3) representatives 
of the employer and a minimum ofthrne (3) representatives appointed by Local No. l 504, unless 
otJ1erwise mutually agreed upon. Said committee shall attempt to meet fot the purpose of 
discussing and facilitating the resolution of issues which may arise between the pal'ties other than 
those for which another procedure is provided by law or other provisions of this Agreement. 

17.3 COMPENSATION 

All meeting time spent by members of the joint Labor-Management Committee will be considered 
time worked if during duiy houts and will be JJaid at the appropriate regular rate of pay. 

ARTICLE 18 - HEALTH & SAFETY 

18.1 SAJq.~ WORKPLACE 
The Employer is responsible for maintaining a safe and healthful workplace. The Employer shall 
comply with all federal, state, and local laws applicable to the safety and health of its employees. 

Employees shall not be required to perform work if they have a reasonable basis for believing tJ1e 
assignment would constitute a clanger to their health and safety. The employee shall immediately 
contact a supervisor who shall make a determination with regard Lo safety. Upon the supervisor's 
review and liability, the employee will perform the work but may refer the matter to the safety 
committee or risk management. 

All on-the-job injw·ies, no matter how slight, must be reported. Employees must immediately 
notify their supervisor if they are unable to work because of a work~related injury or Lllness. 

A place will be provided for employees to lay down i r any become ill on the job. Such facility shall 
have a cot and shall be screened from view of the surrounding area. It shall be well lit and ventilated. 
Reasonable first aid materials shall be kept on hand for emergencies. The paities agree there is no 
room of this type available at this time, but the County shall make every effort to provide such a 
room as soon as possibJe. 
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18.2 HEALTH & SAFETY PLAN 
The Employer shall develop and follow written policies and procedures to deal wiU1 on-the-job 
safety and shall conduct an ongoing site specific safety and security plans in conformance with 
state and federal Jaws. 

18.3 DRUG li'REE WORI{PLACli: 
The Drug Free Workplace Act of 1988 for federal contl'actors and grant recipients requires thal 
employers will provide a drug free workplace. This policy strictly prohibits the unlawful 
manufacture, distribution, dispensation, possession, or use of a controlled substance in the 
workplace. 

Fitness For Duty - Ir a supervisor or manager reasonably suspects, through observation, that an 
employee may physically incapable of performing the essential functions of the job and/or may be 
be under any influence of, or impafred by, a substance, the employee shall be removed from duty 
immediately and undergo substance testing for the suspected substance. Except in emergency 
situations, the supervisor or manager shall consult with another supervisor, manager or 
representative ofl luman Resources to ensure that adequate grounds for reasonable suspicion exist. 
The consulted supervisor, manager or representative of Human Resources sha.ll also petsonal I y 
observe the employee before the employee is required to test for the presence of that substance. At 
this time the employee will also be notified of his or her Weingarten ri ghts. 

Employees removed from duty under such circumstances who test positive shall be required to 
meet with the Employer's Substance Abuse Professional (SAP) and shall only be allowed to return 
to work, if at all, in accordance with the return to work provisions of the Employer's substance 
abuse policy. 

18.4 WOIU< PLACE VIOLENCE 
The Employer is cornmitted to employee hca!U1 and safety. Workplace violence, including threats 
of vio lence by or against a County employee, will not be tolerated and should be immediately 
reported whether or not physical injuty occurs. 

ARTICLE 19 - GIUEVANCE PROCEDURE 

19.1 G RIEVANCE D EFINED 
The purpose of this grievance procedure is to promote harmony and efficiency between employees 
and the County by providing timely settlement of grievances without fear of discrimination or 
reprisal. A grievance is an allegation by an employee, group of employees or the Union that there 
has been a violation, misapplication or misinterpretation of this Agreement. 

Employees wi ll be unimpeded and free from restraint, interference, coercion, discrimination or 
reprisal in seeking adjudication of their grievance. 

Any grievance procedure time limit may be extended by mutual written agreement. 
f ajlure by an employee and/or the Union to comply with any grievance time limitations shall 
constitute withdrawal of the grievance. Failure of the County to comply with any grievance time 
limitations shall automatically pennit the Union or the employee to advance the grievance to the next 
step in the grievance procedure. 

A grievance of interest to sovcral employees may be .filed as a 11group grievance." 
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The processing and adjudication of grievances shal I be conducted dming working hours. 

19.2 GRIEVANCE PROCEDURE 
In the event of a grievance, the following procedure shaJJ be used: 

Step 1. A grievance must be presented within ten (10) working days of the incident giving rise to the 
grievance or the date the grievant knew en· could reasonably have known. of the incident to the 
employee's jmmediate supervisor or manager if the grievance is not related to a salary issue. 
However, if the incident is related to a salary issue, the employee and/or the Union Steward shall 
submit a written grievance at Step 2 to the Elected Official/Deprutment Head. Ifthc grievance is not 
resolved by the employee and the immediate supervisor/manager, then a formal g1'ievance may be 
filed at Step 2. 

Step 2. The grievance shall be presented in vYriting on an official Union grievance f01m. This shall 
include: 

I. The specific details of the incident or issue giving rise to the g1icva11ce; 
2. The Alticle(s) and Section(s) of the Agreement allegedly violated; and 
J. The remedy sought. 

The written grievance shall be submitted by the employee and/or the Union Steward to the Elected 
Official/Department Head within seven (7) working days of the date of the discussion in Step 1 
above. A copy of the grievance will be fi led with the Human ResotLrces Department. Within seven 
(7) working days after the receipt of the official vrrittcn grievance, the Elected Official/Depa11ment 
Head shall schedule a meeting with the employee and Shop Stcwai'd and/or Union Representative to 
hear and seek to resolve the grievance. The Elected Official/Department Head shall provide a written 
answer to the Employee and the Union Steward/Union Representative within ten (10) working days 
of the meeting. If the grievance is not resolved at Step 2, the grievance may be advanced to Step 3. 

Step 3. The written grievance shall be submitted to the Human Resow·ces Dixector within seven (7) 
wol'king days of the date of the written response at Step 2. Within seven (7) working days of 
receipt of the grievance, Lhc Human Resources Director or designee shall schedule a meeting with 
the employee and Shop Steward and/or Union Representative to hear and seek to resolve the 
grievance. The Human Resources Director shaJ l provide a written answer to lhe Employee and the 
Union Steward/Unjon Representative within ten (10) working days of the meeting. If the 
grievance is not resolved at Step 3, the grievance may be advanced to Step 4. 

Step 4 The Union may refer the grievance, in writing, to the Public Employment Relations 
Commission (PERC), Federal Mediation and Conciliation Services (PMCS) or a mutually agreed 
upon arbitration service for arbitration and to request a list of seven (7) qualified arbitrators. If a list 
of seven arbitrators is requested, both parties will attempt to agree upon an arbitrator from this list. lf 
they cannot agree within ten (10) working days from the receipt of the list, a flip of the coin will 
determine whfoh pruty strikes the first name from the list. This striking of names wil l alternate 
between the pait ies until one name remains. This person shall be the arbitrator. The written refena l 
to arbitration must be made with.1n thiity (30) calendar days after tJ1c decision of the Humru1 
Resources Director, and a copy of the referral provided to the Elected Of.ficlal/Deparonent Head and 
the Human Resources Director. The referral to arbitration will contain the fo llowing: 
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1. The specific details of the incident or issue giving rise to the grievance; 
2. Article(s) and Section(s) of the Agreement allegedly violated; 
3 Copies of the Step 2 and 3 responses to the grievance; and 
4. Remedy sought. 

Grievance Arb ihY1/io11. A hearing shall be scheduled at a date, time and location mutually convenient 
fo r all parties. In connection with any arbitration proceeding held pursuant to this Atticle, it is 
understood as follows: 

A. The arbitrator shal l have no power to render a decision that will add to, subtract Crom or 
alter, change, or modify the terms of this Agreement, and his/her power shalJ be limited to 
i11terpretation or application of the terms of this Agreement, and all other matters shall be excluded 
from arbitration. 

B. The decision of U1e arbitrator shall be final, conclusive and binding upon the Employer, 
the Union and the employee involved. 

C. The cost of the arbitrator sh al I be borne equally by the Employer and the Union, and each 
pmty shal l bear the cost of presenting jts own case. 

D. The arbitrator's decision shall be made in writ ing and shall be issued to the patt ies within 
a reasonable tu:neframe after the date of the arbitration hearing or after receipt of the parties' post 
hearing briefs are submitted to the arbitrator. 

19.3 UNION /EMPLOYER GRIEVANCE 
Either the Union or the Employer may initiate a grievance at Step 2 if the grievance is submitted in 
writing within ten (10) business days from the date the Employer / employees became aware or 
reasonably should have known that the grievance existed. The Employer may not grieve tJ1e acts 
of individual employees, but rather, only orchestrated acts or actions of author.ized reprcscntati ves 
believed to be 111 conflict with this Agreement. An Employer grievance wrn not be subject to 
Arbitration and may only go to mediation upon mutual agreement. 

The Union may initiate a Grievance at Step 2 anytime that it involves a group of employees 
involving different supervisors or from different Depmtments. Such grievances may be referred to 
mediation services by mutual agreement prior to Arbitration. 

19.4 SCHEDULE OF M EETINGS 
Upon request. and without unnecessary delay, a steward's immediate supervisor or designee shall 
allow the steward during normal work hours without loss of pay, reasonable time to: 

19.4. 1 Investigate any grievance or dispute so that same can be properly presented in 
accordance with the grievance procedure. 

I 9.4.2 Attend meetings with the Director or other Employer representatives when such 
meetings are necessary to adjust grievances or disputes. Meetings with designated 
personnel will be by appojntment and held without delay when possible. 

19.4.3 Coi1fer with a staff representative of the Union and/or employees on Employer 
premises, al such time and places as may be authorized by the Director or dcsignee in 
advance of the intended meetings. 
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For the purposes of this Article and Article 4.3, obtaining coverage to insure minimum staffing 
levels shall not be considered an unnecessary delay. The Employer shall not be obligated to 
provide coverage immediately if the use of ove11ime is the only means of providing that coverage. 

ARTICLE 20 -NO STIUKE / NO LOCKOUT 

20.1 No STRIKE /No LOCKOUT 
The Union agrees that there shall be no strikes, slow-downs, or stoppage of work, or any 
interference with lhc efiicient operation of the Department. Any such action shall be subject to 
disciplinary action, inclllding termination and replacement of the involved employees. The 
Employer shall not lockout any employee during the li fe of this Agreement. 

ARTICLE 21 - MANAGEMENT RIGHTS AND RESPONSIBILITIES 

21. l MANAGEMENT RIGHTS AND RESPO'NSJBILITIES 

Except as specifically abridged, granted, delegated or modified by this Agreement, includi11g 
arnentlments, the County acting through the Board of Com11:1issioners on issues regarding financial 
matters, and the Elected Officials acting individually retains all legal and inherent exclusjve rights 
with respect to matters oflegis)ative and managerial policy. Furthermore, the elected official and 
County reserve all customary management prerogatives including, but not limited to the tight to: 

A. Establish, plan for and direct the work force toward the organizational goals of 
County government. 

8. Dete1mine the organization and merits, necessity, and level of activity or service provided 
to the public. 

C. Dctcnnine the County budget and financiaJ policies, including accounting proccdmes. 

0. Determine the procedures and standards for hiring, promotion, assignme11t, transfer, 
layoff, discipline, and retention. 

E. Discipline employees for just cause. 

F. Determine ci1e methods, means, equipment, and kinds and number of personnel required 
to accomplish the governmental operations and maintain the efficjency thereof. 

G. Assign work and schedule employees. 

H. Establish work rules and rules of conduct 

I. Evaluate employee perfo1mance. 

J. Layoff or reduce any employee from duty due to lack of work, insufficient funds or 
work.flow reorganization. Layoff means involuntary reduction in Force by termination of 
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employment or a temporary or permanent involuntary reduction of hours belm,v an 
employee's normal workweek ol' work month. 

I<. Take all actions necessary to carry out the mission of the County in emergencies. 

ARTICLE 22 ~ GENERAL PROVISIONS 

22.l SAVINGS CLAUSE 
It is understood that the parties hereto are governed by the provisions of applicable Federal and State 
Law, which provisions shall prevail over this Agreement. Where there ,nay be conflict between 
Counly ordinances or resolutions and this Agreement, the Articles of the Agreement shall prevail. 

If an ruiicle of this Agreement or any addenda thereto should be held invalid by operation of law or 
by any tribW1al of competent jurisdiction, or if compliance with or enforcement of any article should 
be restrained by such tribunal, the remainder of this Agreement and addenda shall not be affected 
thereby, and the parties shall enter into immediate collective bargaining negotiations for the purpose 
of arriving at a mutually salisfaclory replacement for such a1i icle or addenda. 

ARTICLE 23 - ENTIRE AGREEMENT 

23.1 DURATION C LAUSE 
This Agreement shall become effective upon the signing of the Agreement and shall remain in effect 
through December 31, 2019. 

Either party may request negotiations or a successor agi-eement within ninety (90) days of the 
expiration of this Agreement. 

This Agreement may be modi lied during its term by mutual agreement of both parties concerned. 
Such mutual agreement shall be reduced in writing and shall be incorporated as a part of thi s 
Agreement. 

23.2 ENTIRII, AGREEM ENT 
The Agreement cxp1essed herein in writing constitutes the entire agreement between the parties and 
no oral statement shall add Lo or supersede any of its provisions. 'f'he Employer agrees not to enter 
into any Agreement or contract with any covered employee(s), either individually or collectively, 
which is inconsistent wi th the terms of this Agreement. 

The existing contract shall remain in effect until a successor contract is signed, or until one year from 
the termination of this Agreement. 
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AFSCME SALARY RANGE TABLE 
2017 

Reflects 2% Increase & 0.88% COLA (Note number$ may vi1ry slightly due to rounding in MUNIS) 

STEP l STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 
3,901. 19 4,098.92 4,305,8 1 4,527.56 4,753.90 4,871.63 4,996.23 
3,806.04 3,998.96 4,200.79 4,417.13 4,637.94 4,752.81 4.874.37 
3,7 13.2 1 3,901.42 4,098.33 4,309.40 4,524.83 4,636.88 4,755.48 
3 621.8 1 3,805.68 3,997. 16 4, 199.52 4,41 1.68 4,524.83 4,636.88 
3,534.77 3 713.2 ] 3,901.42 4,098.33 4,309.40 4,411.68 4,524.83 
3,448.85 3,62 1.8 1 3,805.68 3,997.16 4,199.52 4,309.40 4.4 ] 1.68 
3,361.8 t 3,534.77 3,7 13.21 3,901.42 4,098.33 4,199.52 4.309.40 
3 276.95 3 448.85 3,621.81 3,805.68 3,997.16 4,098.33 4, 199.52 
3,200.78 3,361.8 1 3,534.77 3.7 13 .2 1 3,901.42 3 997. 16 4 098.33 
3 121.36 3,276.95 3,448.85 3,621.81 3,805.68 3,90 1.42 3,997.16 
3 047.39 3,200.78 3,361.8 1 3,534.77 3,713.21 3,805.68 3,90 1.42 
2,971.22 3_,12 1.36 3,276.95 3,448.85 3,621.8] 3 713.2 1 3,805.68 
2 898.3 I 3,047.39 3,200.78 3,361.8 I 3,534.77 362 1.8 1 3.713.21 
2 827.62 2,97 1.22 3,121.36 3,276.95 3,448.85 3,534.77 3,62 1.8 I 

2018 
Refleels 2% Increase COLA 1130 (Note numbers mny vnry slightly due to rounding in MUNIS} 

STI£1> 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 
3,979.21 4, 180.90 4,391.92 4,618.11 4,848.98 4,969.06 5 096. 16 
3,882.16 4,078.94 4,284.80 4 505.47 4,730.70 4, 847.87 4.97 1.86 
3 787.47 3,979.44 4,180.29 4,395.58 4,6 15.32 4,729.62 4,850.59 

3,694.24 3,88 1.79 4,077.10 4,283.5 1 4,499.9] 4,615.32 4,729.62 
3,605.47 3,787.47 3.979.44 4,180.29 4,395.58 4,499.91 4,615.32 
3,S L 7.82 3,694.24 3,881.79 4 077. 10 4,283.51 4,395.58 4 499.9] 

3,429.05 3 605.47 3,787.47 3,979.44 4, 180.29 4,283 .51 4,395.58 
3,342.49 3,5 17.82 3.694.24 3,881.79 4,077. 10 4. 180.29 4,283.51 
3 264.80 3,429.05 3,605.47 3,787.47 3,979.44 4.077.10 4 180.29 
3, 183.79 3.342.49 3,517.82 3,694.24 3,881.79 3,979.44 4 077. 10 
3,108.34 3.264.80 3,429.05 3,605.47 3.787.47 3,881.79 3.979.44 
3,030.64 3, 183.79 3,342.49 3,517.82 3.694.24 3 787.47 3,881.79 
2,956.28 3, l08.34 3,264.80 3,429.05 3,605.47 3,694.24 3,787.47 
2 884. L 7 3,030.64 3,183.79 3,342.49 3,517.82 3,605.47 3 694.24 

2019 
RcOects 2% Increase COLI\ TOD (Note numbers mny vary slighlly due 10 rounding in MUNIS) 

RANGE STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STE.P 7 
27 
26 
25 
24 
23 
22 
21 
20 
19 
18 
17 
16 
15 
14 

4,058.80 
3,959.80 
3 863.22 
3,768. 13 
3,677.58 
3,588. 18 
3,497.63 
3 409.34 
3,330.09 
3,247.46 
3,170.50 
3,091.25 
3,015.41 
2,94 1.85 

4,264.52 
4, 160.51 
4,059.03 
3,959.42 
3,863.22 
3,768.13 
3,677.58 
3,588.18 
3,497.63 
3,409.34 
3,330.09 
3,247.46 
3, 170.50 
3.09 1.25 

A FSCMCJ Local No. I 504 and Mason Cuunty 

4,479.76 
4,370.50 
4,263.90 
4,158.64 
4,059.03 
3,959.42 
3 863.22 
3.768. 13 
3,677.58 
3,588. 18 
3,497.63 
3 409.34 
3.330.09 
3,247.46 

4,7 J0.48 4,945.96 5,068.44 5, I 98.08 
4,595.58 4,825.32 4,944.82 5,071.30 
4,483.50 4,707.63 4 824.21 4,947.61 
4,369. 18 4,589.91 4,707.63 4 824.21 
4,263.90 4,483.50 4,589.9 L 4,707.63 
4,158.64 4.369.18 4,483.50 4,589.9 1 
4,059.03 4,263.90 4,369.18 4,483.50 
3,959.42 4, 158.64 4 263.90 4,369.18 
3 863.22 4,059.03 4, 158.64 4,263.90 
3,768. 13 3,959.42 4,059.03 4 158.64 
3,677.58 3,863.22 3,959.42 4,059.03 
3,588. 18 3,768. 13 3,863.22 3,959.42 
3,497.63 3,677.58 3768.1 3 3,863.22 
3 409.34 3,588. 18 3,677.58 3,768.13 
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AFSCME CLASSIFICATION AND SALARY RANGE 

DEPARTMENT/JOB TITLE 
Assessor 
Administrative Data Technician 
Levy/Personal Prope1iy Technician 
Real Property Technician 
Senior Appraisal Teclu\ician 
Appraisal Technician 
Clerk 
Auditor 
Financial Analyst 
Recording Manager/ Archive Specialist 
Licensing Manager 
Accounting Technician 
Sr. Office Technician 
Assistant Election Administrator 
Office Technician 
Elections Technician 
County Clerk 
Jury Manager/Records Manager 
Judicial Support Specialist III 
Judicial Suppo1t Specialist II 
Judicial Suepott Specialist I 
District Court 
District Court Administrative Assistant 
Judicial Support Specialist ill 
Judicial Supp011 Specialist II 
Judicial Supp011 Specialist I 
Emergency Management 
Senior Emergency Management Coordinator 
Emergency Management Trainjng/Exercise Coordinator 
Treasurer 
Finance Accounting Deputy - Investments-Banking 
Finance Accounting Deputy - IT-Billing Specialist 
Cashier Deputy Forec]osure 
Finance Accounting Deputy 
Cashier Deputy Collections 
Senior Cashier 
Cashier 

PAY 
RANGE 

26 
21 
20 
20 
16 
14 

27 
26 
23 

18 
18 
18 
14 

14 

18 
18 
16 
14 

25 
18 
16 

14 

26 
23 

22 
22 

22 
18 
18 
16 
14 
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