
Revised 1/5/2021

BEFORE THE BOARD OF COMMISSIONERS OF LANE COUNTY, OREGON 

ORDER NO:  22-09-13-09 In the Matter of Approving the Tentative 
Agreement between Lane County and the 
Lane County Peace Officers’ Association 
(LCPOA) 

WHEREAS, a Tentative Agreement has been reached between Lane County’s bargaining 
team and the Lane County Peace Officers’ Association (LCPOA); and 

WHEREAS, the Agreement is consistent with the guidelines set by the Board of County 
Commissioners. 

NOW, THEREFORE, the Board of County Commissioners of Lane County ORDERS as 
follows: 

1. The Tentative Agreement between Lane County and the Lane County Peace
Officers’ Association (LCPOA) is approved.

2. The County Administrator, the County’s bargaining team, and County staff are
authorized to execute the successor agreement on behalf of the County.

ADOPTED this 13th day of September, 2022. 

____________________________________ 
Pat Farr, Chair 
Lane County Board of Commissioners 

LCGADLJ
Pat Farr



SUMMARY 

Changes to the Lane County Peace Officers’ Association (LCPOA)  
Collective Bargaining Agreement 

2022-2025 

Definitions 

Article 3 – Association Rights 

• Clarified gym membership location. 

Article 4 – Dues and Deductions 

• Updated language for compliance with Oregon House Bill 2016 related to the deduction of 
membership dues. 

• Added language to memorialize dues deduction and monthly auditing processes. 

Article 6 – Working Conditions 

• Removed outdated language referring to the “CCC.” 
• Added language providing overtime rate payments for persons called in while on approved leave. 
• Spacing clean up. 

Article 7 – Wages 

• 2% cost of living adjustment for fiscal year 2022-2023. 
• 2% cost of living adjustment for fiscal year 2023-2024. 
• 2% cost of living adjustment for fiscal year 2024-2025. 
• Retroactive to the first full pay period following July 1, 2022, employees in 7 classifications will 

receive negotiated wage scale adjustments, placed at a step closest in pay which does not result in 
a decrease. In each of the subsequent years, select classifications will move additional grades with 
employees placed at the step closest in pay, which does not result in a decrease. 

• All represented employees will receive a one-time payment of $1,000.00 in 2022. Employees not 
receiving a market increase will receive an additional one-time payment of $500.00 in 2022. 

• Removed Communications Officers and Specialists from provisions when assigned to Police 
Services Division or Corrections control and reception. 

• The Records Officer 1 classification will be eliminated with employees moving to the 
closest step without a decrease on the Records Officer 2 classification. The Records Officer 
2 classification will be renamed as Records Officer. 

• Added language to clarify practices for overtime when employees are held over after 
regularly assigned shifts. 

• Removed Flight Pay premium. 
• Added language for employees who participate in and successfully pass the Oregon Physical 

Abilities Test (ORPAT) annually will receive a one time payment of $150 each year. 
• Language clean up from previous contract. 
• Removed Interagency Drug Lab Response Team premium pay. 
• Added 1% deferred compensation for the duration of the contract, ending on June 21, 2025. 

Article 8 – Insurance 



• Updated dates of plan eligibility. 
• Removed opt out provisions for employees already covered by another County employee for 

persons who are hired on or after January 1, 2024. 
• Clarified the County’s continued six percent (6%) contribution to PERS on behalf of the 

employee to reflect current practice. 
• Added language to clarify use of the Elimination Period Bank when employees switch bargaining 

units. 
• Removed outdated language around sick leaves balances as no existing employees have a sick 

leave bank. 

Article 9 – Time Management 

• Removed outdated language around vacation leaves balances as no existing employees have a 
vacation leave bank. 

• Clarified language under maximum accumulation of Time Management (TM). 
• Clarified language on TM payout upon death to match the Administrative Procedures Manual 

(APM). 
• Modified leave scheduling language to provide direction for the bidding process. 
• Modified language on payout of time management upon separation for clarification and for 

conversion purposes to match the APM. 
 

Article 10 – Paid Leave 

• Added the Juneteenth holiday and updated holiday time/personal time maximum accumulation. 
• Added additional relationships under eligibility for bereavement leave, as well as language for 

any additional relationships as defined in the Administrative Procedures Manual. 

Article 12 – Allowances and Equipment 

• Added language memorializing providing external carry vests and uniform-style polo shirts. 
• Updated dates on parking provisions. 

Article 14 – Probation 

• Modified language to provide an 18 month probationary period for all new employees in DPSST 
certified positions. 

Article 16 – Personnel Records 

• Rolled in language from a previous Memorandum of Understanding (MOU) regarding the ability 
for employees to responding in writing to items placed in their personnel file. 

Article 17 – Grievance Procedure 

• Modified deadline dates for all steps to 14 days. 
• Added language regarding arbitrations to meet statute requirements. 
• Removed language no longer necessary under time limits. 

Article 18 – Youth Services Reassignment Opportunities 



• Added article to roll in previously agreed to MOU regarding the process when reassignment 
opportunities are available for Group Workers. 

Article 21 – Term of Agreement 

• Updated dates of agreement. 

Attachment – Compensation Plan 

• Removed classifications no longer in use. 
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ARTICLE 7 

WAGES AND OVERTIME 

7.1 SALARY/STEP CONVERSION 

A. Increase all salary schedules as follows: 

1. Effective the first pay period following July 1, 20192022, employees 
on the payroll on the date of ratification of the Agreement by the 
COUNTY, shall receive a two percent (2%) wage increase. 

2. Effective the first full pay period following July 1, 202320, employees 
on the payroll, shall receive a two percent (2%) wage increase. 

3. Effective the first full pay period following July 1, 20241, employees 
on the payroll, shall receive a two percent (2%) wage increase. 

B. Employees on the payroll as of the date of ratification and approval by the 
Board of County Commissioners who are in classifications not receiving a 
step adjustment under section 7.6 will receive a one-time payment of three 
hundred dollars ($300.00). Effective the first full pay period following July 1, 
2022, employees on the payroll on the date of the Board of County 
Commissioners’ approval of the Agreement in the Deputy Sheriff, 
Communications Officer, Communication Specialist, SO Communication 
Network Coordinator, Records Officer, Records Specialist and, Public 
Safety Support Specialist, Facility Support Officer classifications will move 
to the negotiated pay grades. Employees will be placed at the step closest 
in pay to their current step which does not result in a decrease in pay. with 
no greater than a one (1) step change. Employees in the classifications 
listed above will have their merit date reset to January 7, 2023.   

C.  Employees on the payroll as of the date of ratification and approval by the 
Board of County Commissioners will receive a one-time payment of one 
thousand dollars ($1,000.00). Employees on the payroll as of the date of 
ratification and approval by the Board of County Commissioners who did not 
receive a market adjustment will receive an additional one-time payment of 
five hundred dollars ($500.00). 

7.2 DPSST CERTIFICATION 
Those Sheriff’s Office bargaining unit members who have obtained a DPSST 
certification shall receive the following certification pay based on the following 
recognized DPSST standards. Once the Sheriff’s Office receives an approved 
DPSST certification, the pay increase will be retroactive to the first pay period 

TA'd 8/17/22
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following either: 1) the date listed on the DPSST certification; or 2) thirty (30) 
days after submittal by the employee to the Sheriff’s Office Training Coordinator, 
whichever occurs first. 

Advanced Certification 6.0% 
Intermediate Certification 3.0% 

Those members who are Communications Officers, Records Officers 1, 2 and 
Communications/Records Specialists and who are assigned for at least two (2) 
consecutive hours to either the Police Services Division Communications Center 
or the Corrections Division Central Control and Reception will receive a five 
percent (5.0%) premium above their normal rate-of-pay for that shift. 

7.3 BILINGUAL PAY  
Any employee who is bilingual in Sign Language or Spanish shall be paid five 
percent (5%) premium pay. Bilingual pay becomes effective on the first pay 
period following successful proficiency testing.   

7.4 LONGEVITY PAY  
Effective the first pay period following an employee's tenth (10th) year 
anniversary, employee will receive two point five percent (2.5%) premium pay in 
recognition of the knowledge of the job they have acquired in those years of 
service. Effective the first pay period following every fifth (5th) anniversary 
thereafter, employees shall receive an additional two point five percent (2.5%) 
premium pay. 

7.5 K-9 PAY 
Deputies assigned to the canine unit shall receive five (5) hours per seven (7)-
day workweek for care and feeding of the canine. Overtime will not be paid for 
such extra work, unless the deputy is not released from patrol to address canine 
care duties. Time allowed per workday for canine care shall be considered 
appropriate compensation for canine maintenance for the entire week, including 
days off. 

7.6 STEP ADVANCEMENT 
Each newly hired employee shall advance from Step 1 to Step 2 after twelve (12) 
months of appointment to a classification and to each higher step, up through 
step seven (7) provided that the employee receives at least an overall 
"successful" rating on their annual evaluation. In no case shall an employee be 
on a step longer than twelve (12) months including in-class transfers, provided 
the employee is performing at a “successful” level or higher. 
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Effective the first full pay period following July 1, 2022 all employees in the 
Records Officer 1 classification will move to the Records Officer 2 classification 
at a step that is closest to their current step that does not result in a decrease in 
pay. The Records Officer 1 classification will be eliminated and the Records 
Officer 2 classification will be renamed to Records Officer. 

Effective the first full pay period following July 1, 2019, employees on the payroll 
on the date of the Board of County Commissioners’ approval of the Agreement in 
the Deputy Sheriff, Communications Officer, Communication Specialist, SO 
Communication Network Coordinator and  Public Safety Support Specialist 
classifications will move to the newly negotiated pay grade. Employees will be 
placed at the step closest in pay to their current step which does not result in a 
decrease in pay with no greater than a one (1) step change. Employees in the 
Deputy Sheriff classification who are on step one (1) as of July 1, 2019 will have 
their merit date reset to June 30, 2020. 

7.7 EMPLOYEE EVALUATIONS 
In the event an employee's evaluation is not completed within thirty (30) calendar 
days of when due, the following pay period the employee shall advance to the 
next higher step through step 7. 

7.8 APPROPRIATE STEP PLACEMENT 
Upon appointment to a classification within the bargaining unit an employee shall 
be placed on the appropriate step within the salary range. 

OVERTIME 

When overtime work is required for the efficient operation of the COUNTY, the 
following shall apply: 

7.9 OVERTIME 
The following definitions shall be applicable for this section. 

A. Work Cycle: The "work cycle" shall either be a seven (7) day period, or a 
fourteen (14) day work cycle for those on eleven and one half (11.5) hour 
shifts. 

B. Overtime: "Overtime" shall be all work performed in excess of forty (40) 
hours in a 7 day work cycle, eighty (80) hours in a fourteen (14) day work 
cycle (as applied to the eleven (11) hours and twenty-five (25) minute 
schedule in article 6.2) or any work performed in excess of the employee’s 
regularly scheduled shift. 
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C. If an employee is held over after their regularly assigned shift, all 
continuous hours worked will be paid at the applicable overtime rate. 

C. Exceptions under Article 6.3, paragraph 3, apply to this article as well. 

7.10 OVERTIME COMPENSATION 
Subject to the exception in Section 7.9, all authorized overtime work shall be 
compensated by cash payment at the rate of one and one half (1-1/2) times the 
regular hourly rate. 

7.11 COMPENSATORY TIME 
A. At the request of the employee and with the consent of the COUNTY, an 

employee may earn compensatory time off at the rate of one and one half 
(1-1/2) hours for each hour of overtime worked. Any compensatory time 
off over forty (40) hours not taken by the first pay period of April and the 
first pay period of October of each year shall be paid out. 
 

B. In the event the County allows the accrual of Compensation Time per 
section 7.11 (A) above and subject to ongoing consent by the County: 
 
a. Any overtime worked by LCPOA employees to cover 

Compensation Time leave must be accepted as paid overtime and 
cannot be accrued as Compensation Time. 
 

b. Any overtime required to cover Compensation Time leave requests 
must be voluntarily accepted by other qualified employees prior to 
the leave request being approved. Mandatorily assigned overtime 
will not be utilized to cover Compensation Time leave. 
 

c. The policy to approve Compensation Time leave requests that 
result in staffing levels below minimum staffing will be determined 
by either the Sheriff’s Office Division Commanders and by work 
section; or Youth Services Program Supervisors that allows each 
section or work unit to facilitate critical operations in a fiscally 
responsible manner. These levels are considered management 
rights and shall not be negotiated with bargaining units. 
 

d. Section 9.10 (C) of this Agreement shall not apply for 
Compensation Time leave requests. Compensation Time leave 
requests not approved or denied in writing shall not be considered 
approved. 
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e. Any Compensation Time leave request submitted or not approved 
in writing 72 hours prior to the requested leave time shall be 
considered denied. 
 

f. It shall be the employee’s responsibility requesting Compensation 
Time to ensure that Compensation Time Leave requests are 
approved in writing prior to taking the requested Compensation 
Time leave. 
 

C. Any unused accumulated compensatory time off shall be paid out at the 
time of termination, death, or transfer to another Department or bargaining 
unit. 

7.12  COUNTY RIGHTS 
The COUNTY shall be the sole judge as to the necessity, requirement and 
qualifications of personnel to work overtime. 

7.13 OVERTIME COMPENSATION LIMIT 
Overtime shall be compensated for only once for the same hours worked. 

7.14 OVERTIME CALCULATION 
Overtime shall be calculated based upon actual time worked. 

7.15 OVERTIME REST PERIOD 
Employees who are required to work beyond their regular quitting time, shall be 
allowed a fifteen (15) minute rest period before the first hour of overtime worked 
has lapsed, providing that it can be reasonably foreseen that such overtime will 
exceed three (3) hours in duration, and providing that no operational emergency 
exists.  This section does not apply to voluntary prearranged overtime 

Juvenile Group Workers will not be allowed to work more than sixteen (16) 
consecutive hours, nor more than sixteen (16) hours out of a twenty-four (24) 
hour period. If a Juvenile Group Worker works at least twelve (12) consecutive 
hours they are prohibited from accepting overtime that will not afford them at 
least an eight (8) hour off-duty, unpaid break prior to their next regularly 
scheduled shift.  

7.16 SHIFT COMPLETION 
It is understood that for the purposes of overtime calculations, employees 
working shifts which overlap workdays shall be assumed to have completed their 
shift on the day in which it commenced. 

7.17 WORKING OUT OF CLASS 
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A bargaining unit employee temporarily assigned to act in the capacity of a 
bargaining unit or non-bargaining unit position classified at a higher rate of pay 
shall be paid at a minimum rate for the position to which assigned or at one step 
higher than the employee's current rate, not to exceed a maximum of five percent 
(5.0%) increase for all work performed for a minimum of one (1) complete shift 
per assignment, provided that such assignment is not for training purposes. Once 
the employee has completed a full shift as provided herein, said employee shall 
be compensated for the working-out-of-class pay from the beginning of said 
assignment. 

7.18 ABIDE BY PROVISIONS 
It is agreed that an employee shall not be assigned to such positions in a trainee 
status, nor shall an employee be rotated in and out of such assignment, nor shall 
the COUNTY request individual waiver for employees solely for the purpose of 
evading the provisions of this section. 

7.19 PAY/BENEFITS - NO REDUCTION 
An employee temporarily assigned to work in a position classified at a lower rate 
of pay shall not receive a reduction in pay or benefits during the period of such 
assignment. 

7.20 SALARY FROZEN 
Employees who are reclassified to a classification with a lower salary range and 
who at the time of the reclassification, are above maximum salary for the new 
classification, will have their salaries frozen for the period of time defined in the 
schedule below or until the range exceeds their salary: 

 

 

Years Continuous Regular Service Date of Salary Change 

Less than one (1) year Six (6) months from the date of 
reclassification 

One (1) year but less than five (5) years One (1) year from the date of 
reclassification 

Five (5) years, but less than ten (10) years Two (2) years from the date of 
reclassification 

Ten (10) years or more Three (3) years from the date of 
reclassification 
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Premium Pay 

7.21 FLIGHT PAY 
Employees assigned as pilots in an aircraft shall receive twenty dollars ($20.00) 
per hour flight premium.7.21 ANNUAL SUCCESSFUL ORPAT PAY 

Employees in the Deputy Sheriff classification who successfully pass the Oregon 
Physical Abilities Test (ORPAT) at the Deputy Sheriff entry standard will receive 
an annual payment of one hundred fifty dollars ($150.00) in the first full pay 
period following July 1 for each year of this agreement. Employees must submit 
documentation of successful completion of the ORPAT at the entry standard by 
June 30 each year.  

7.22 FIELD TRAINING OFFICER (FTO) PAY 
LCPOA members in the Sheriff’s Office shall receive five percent (5%) FTO 
premium pay for the hours they are responsible for training an employee in a 
formal FTO program. 

The COUNTY shall select FTOs pursuant to General Order 3.21. If a qualified 
FTO is not available due to short term absences during the day and time needed 
to train an employee, the COUNTY may designate a non-FTO to perform the 
training duties, and that employee will receive FTO pay. 

7.23 DETECTIVES 
Those employees assigned to detective shall receive a five percent (5%) 
premium pay while serving in that capacity. 

7.24 BOMB TECH 
Effective the first pay period following ratification by the COUNTY, eEmployees 
assigned as Bomb Techs will receive five percent (5%) premium pay while 
engaged as Bomb Techs. 

7.25 INTERAGENCY DRUG LAB RESPONSE TEAM (IDLRT) 
Members of the Interagency Drug Lab Response Team (IDLRT) shall receive a 
five percent (5%) premium pay while actively engaged in lab response/clean up. 
There shall be no premium pay for training for the IDLRT team. 

 

7.26 SPECIAL OPERATIONS RESEPONSE TEAM (SORT) 
The deputies selected for assignment to the SORT team shall receive five 
percent (5%) premium pay when either engaged in SORT emergency responses 
outside the setting of the Lane County Adult Corrections Division or when called 
in to, or utilized exclusively in controlling a major disturbance at one of Lane 
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County’s Correctional facilities. The premium pay will not be paid for training 
operations, taser assignments at the Correctional facility, cell extractions, or 
other non-emergency security contracts, such as the University of Oregon 
football games. 

A “Major” disturbance as defined in the LCAC Emergency Procedures Manual. 

7.27 ON-CALL 
Any employee required to be on-call by the COUNTY or Sheriff’s Office will 
receive fifty dollars ($50.00) per day of on-call pay. If called out, an employee will 
receive call back pay pursuant to Article 6.8. 

7.28 DEFERRED COMPENSATION 

Effective the first pay period following ratification by the Board of County 
Commissioners, the COUNTY will contribute one percent (1%) of the employee’s 
PERS subject wages rate to the COUNTY’s deferred compensation providers 
through June 20, 2025. Effective June 21, 2025, the COUNTY will not contribute 
to the deferred compensation providers. Employees shall be responsible for 
ensuring their accounts do not exceed the maximum allowed under IRS rules. 
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ARTICLE 8 

INSURANCE 

8.1 INSURANCE POLICIES 
The COUNTY agrees to cover its eligible and qualified regular probationary and 
non-probationary employees with certain insurance protection and related 
programs at benefit levels no less than those in effect as of ratification of this 
Agreement. These insurance benefit programs will include: 

A. Health Insurance. The COUNTY will provide employees health insurance.  
Employees will have the choice between the Co-Pay Plan, the Plus Plan 
and a High Deductible Health Plan (HDHP) with a Health Savings Account 
(HSA) or Health Reimbursement Arrangement (HRA).  All plans include 
coverage for a vision exam.  

(1) Effective the first full pay period following January 1 of 20202023, 
2021 2024 and 2022  2025  for all employees who elect the High 
Deductible Health Plan (HDHP), the COUNTY will deposit an amount 
equivalent to the annual deductible, based on their enrollment as 
individual ($1500) or family ($3000), into the employee’s health 
savings account or Health Reimbursement Arrangement. 

(2)  Health Plans and Contributions:  

ii. For all employees who elect the HDHP, the employee’s monthly 
contribution will be as follows:  Employee Only = twenty dollars 
($20.00); Employee + Other (Children/Family/Spouse or 
Domestic Partner) = twenty dollars ($20.00).  

iii. For all employees who elect the Plus Plan, the employee’s 
monthly contribution will be as follows:  Employee Only = thirty 
dollars ($30.00); Employee + Other (Children/Family/Spouse or 
Domestic Partner) = fifty dollars ($50.00). 

iv. For eligible employees who elect the Co-Pay Plan, the 
employee’s monthly contribution will be as follows:  Employee 
Only = fifty dollars ($50.00); Employee + Other 
(Children/Family/Spouse or Domestic Partner) = seventy dollars 
($70.00). 

vi. For employees paying a contribution to their health insurance 
who complete the annual “Live Well” Health Risk Assessment 
(LWHRA), which includes a biometric screening, health history 

County to LCPOA Supposal 8/8/2022Packaged Articles 7 & 8
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and risk assessment questionnaire and comprehensive health 
review, offered by the COUNTY, the COUNTY will provide a 
“Live Well” credit of twenty dollars ($20.00) to the employees’ 
monthly health contribution cost. 

B. Opt Out 

The COUNTY will offer an “opt out” provision for employees who 
determine that they do not require medical insurance and vision exam 
coverage through the COUNTY plans. The employee would receive three 
hundred and fifty dollars ($350.00) a month in lieu of medical insurance 
and vision exam coverage. The employee will be required to provide proof 
of other non-County group coverage at the time of the declination of 
County medical insurance and vision exam coverage, and is required to 
have continuous group medical coverage. 

Employees hired on or after January 1, 2024 covered by COUNTY health 
insurance through another eligible participant will not be eligible for the 
opt-out provision. 

C. Dental Insurance. The COUNTY will provide fully paid employee and 
dependent dental insurance, (including adult orthodontic care) or, at the 
option of the employee, a dental maintenance plan.  

D. Life Insurance. The COUNTY will provide fully paid employee term life 
insurance including accidental death and dismemberment in the amount of 
$50,000 or twice the employee's annual salary, whichever is greater; 

E. Occupational Life Insurance. The COUNTY will provide fully paid 
employee occupational life insurance in the amount, of $10,000 in-
accordance with ORS 243.005 through 243.055; 

F. Long Term Disability. The COUNTY shall provide fully paid employee 
long-term disability insurance to provide 66-2/3% of gross income after 
ninety (90) days of disability; not to exceed the limits of the plan, $10,000 
or ($6,667 per month); which shall not be decreased during the life of the 
Agreement. . 

G. Liability Insurance. The COUNTY shall maintain liability insurance or self-
funded protection per ORS 30.285; 

H. Supplemental Insurance. The COUNTY agrees to provide payroll 
deduction services for employees who elect to enroll and self-pay in one 
supplemental insurance policy subject to the ASSOCIATION’S choice. 

County to LCPOA Supposal 8/8/2022Packaged Articles 7 & 8
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8.2 PERS AND FICA ENROLLMENT 
The  COUNTY  agrees  to  enroll  each  eligible  and  qualified  employee  in  the 
following programs: 

A. The Public Employees Retirement System (PERS) or the Oregon Public 
Service Retirement Plan (OPSRP). The COUNTY shall pay the 
employer’s portion of this cost. 

The COUNTY will pay the employees’ required six percent (6%) IAP 
contribution. 

B. The Social Security System (FICA), for enrollment purposes, only. 

8.3 RETIREE’S INSURANCE 

A. Upon retirement, all employees hired on or before July 1, 1987 and who 
have worked ten (10) full, continuous years prior to age seventy (70), shall 
be eligible for County-paid health insurance and may transfer from the 
active group to the retired group, provided such employees are eligible for 
and receiving PERS benefits. 

B. Upon retirement, all employees hired between July 1, 1987 and July 1, 
1993 and who have worked twenty (20) full, continuous years prior to age 
seventy (70) shall be eligible for County-paid health insurance and may 
transfer from the active group to the retired group, provided such 
employees are eligible for and receiving PERS benefits. 

C. To qualify for Public Safety voluntary retirement, employees must be 
defined as Police Officers under ORS 237. 121 and. ORS 237.610, and be 
at least fifty (50) years of age. Other employees must be fifty-five (55) 
years of age or older or receiving benefits under the COUNTY long-term 
disability program regardless of age. 

D. It is understood that annual adjustments, if any, to health insurance 
benefits of retired employees will be determined in the sole discretion of 
the COUNTY and may or may not equal those of bargaining unit 
members. 

8.4 DISABILITY 

A. Non-occupational Illness or Injury 

1. County Medical Leave (Short Term Disability) will be paid as follows: 

County to LCPOA Supposal 8/8/2022Packaged Articles 7 & 8
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a. All employees who have completed six (6) months of regular 
employment with the COUNTY will be granted an eighty (80) 
hour Elimination Period Bank.   

b. This Elimination Period Bank (EPB) may only be used for the 
continuous 80-hour elimination period for approved Short Term 
Disability (STD) leave and once used will not be renewed. 

c. The EPB may not be donated or sold (converted), even at 
termination, nor does it accrue regular TM when used. 

d. EPB is not transferrable between COUNTY bargaining units and 
is ineligible for use if an employee continues COUNTY service 
under different representation. Nor will the employee utilized 
EPB granted by other bargaining units while represented by the 
ASSOCIATION. However, should an employee leave an 
ASSOCIATION represented position and return, any unused 
EPB from previous service will be eligible for use. 

d. First two (2) weeks of STD (one (1) week equals 40 hours for 
full- time employees) is the Elimination Period and will be 
charged to the employee’s accrued Leave Banks or may be 
taken as Unpaid Leave if all other approved Leave Banks have 
been exhausted. 

e. Third and fourth weeks continue at one hundred percent (100%) 
pay; 

f. Fifth (5th) and sixth (6th) weeks continue at ninety percent (90%) 
pay; (For full-time employee, this translates to seven hours 
twelve minutes (7.2) hours/day.) 

g. Seventh (7th) and eighth (8th) weeks continue at eighty percent 
(80%) pay; (For full- time employee, this translates to six hours 
twenty-four minutes (6.4) hours/day.) 

h. Ninth (9th) and tenth (10th) weeks continue at seventy percent 
(70%) pay; (For full-time employee, this translates to five hours 
thirty-six minutes (5.6) hours/day.) 

i. Remaining time will be paid at sixty-six and two-thirds percent 
(66-2/3%) to the conclusion of ninety (90) days. (For full-time 
employee, this translates to five hours eighteen minutes (5.3) 
hours/day.) 

County to LCPOA Supposal 8/8/2022Packaged Articles 7 & 8
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2. Each employee's existing sick leave balance, if less than four 
hundred (400) hours, as of January 6, 1990, to a maximum of one 
hundred and fifty (150) hours shall be preserved in a separate bank 
known as the Extended Illness Bank. If the employee's sick leave 
balance is four hundred (400) hours or more as of January 6, 1990, 
two hundred and fifty (250) hours shall be preserved in a separate 
bank known as the Extended Illness Bank. Extended illness bank 
hours may be used for the sole purpose of off-setting the use of time 
management hours to meet the fourteen (14) calendar day 
elimination period prior to the start of disability leave. After forty (40) 
consecutive work hours have been charged to the Time Management 
balance, the remaining hours of the elimination period shall be 
charged to any remaining balance in the employee's extended illness 
bank until the employee has exhausted their extended illness bank 
hours. 

3. Once an employee has received benefits under this provision, no 
further time shall be charged against an employee's time 
management leave until the employee has returned to work and 
subsequently suffered another illness or injury. 

4. If the same illness or injury recurs, requiring the employee to leave 
work, and the employee has returned to work for twenty-eight (28) or 
less calendar days, or if the employee is remaining under a doctor's 
care and the doctor recommends additional time off for the same 
illness or injury, no additional time will be charged against the 
employee's accrued time management leave. 

5. It is, understood that disability leave for any reason shall not exceed 
that period during which the employee is in fact physically unable to 
return to work in full capacity, as substantiated by the employee’s 
physician. Return to work in a limited duty capacity shall be counted 
as part of and shall not extend the ninety (90) day eligibility period. 

6. It is understood that any time off charged to disability leave pursuant 
to this Section may require substantiation to the satisfaction of the 
COUNTY prior to compensation. Failure to provide satisfactory 
substantiation will result in denying compensation and may result in 
disciplinary action pursuant to Article 15, DISCIPLINE AND 
DISCHARGE, of this Agreement. 

County to LCPOA Supposal 8/8/2022Packaged Articles 7 & 8
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7. Employees who are on disability leave shall not accrue Time 
Management (Article 9) or holiday time/personal time off (Article 
10.1-10.4). The COUNTY will not charge any holiday time/personal 
time off when an employee is off on disability leave. 

8. Employees who have exhausted the ninety (90) calendar days short- 
term disability leave and who have a medical prognosis to be able to 
return to full duty within the next ninety (90) calendar days may 
request up to an additional ninety (90) consecutive calendar days of 
leave without pay. 

9. Deputies who are approved for an additional ninety (90) days of 
unpaid leave per paragraph 8 are eligible to sell accrued leave 
(excluding Extended Illness Hours) up to the amount needed to 
match base pay plus certification pay and/or longevity pay plus the 
cost of maintaining health insurance benefits under the Consolidated 
Omnibus Budget Reconciliation Act (COBRA). 

10. If an employee is unable to return to full duty within the first one 
hundred eighty days (180), the parties agree to meet prior to the one 
hundred eightieth day (180th) to discuss the employee’s prognosis to 
a full return.  

B. Occupational Illness or Injury 

In the event of a leave of absence due to an illness or injury covered by 
Workers Compensation, the following shall apply: 

1.  Employees who sustain an injury or illness compensable by Workers' 
Compensation and who are unable to perform their assigned duties 
will be paid their full pay and benefits minus any applicable employee 
contributions for lost time for the first ninety (90) calendar days of the 
employee's on-the-job illness or injury. Such time shall not be 
charged against any earned leave balance.  

2.  Deputies or group workers who sustain an injury or illness 
compensable by Workers' Compensation and who are unable to 
perform their assigned duties will be paid  their full pay and benefits 
minus any applicable employee contributions for the first ninety (90) 
calendar days of the employee's on-the-job illness or injury. Such 
time shall not be charged against any earned leave balance. The 
COUNTY shall maintain fully paid health benefits minus any 
applicable employee contributions during a worker’s compensation 
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qualified leave up to one hundred eighty (180) days from first date of 
authorized time loss or modified duty, provided that the medical 
prognosis indicates that the employee will be able to return to work 
within the one hundred eighty (180) days. The COUNTY agrees to 
subsidize the cost of continuation of the deputy’s or group workers’ 
health insurance and dental benefits, minus any applicable employee 
contributions, under COBRA for a maximum period of one hundred 
eighty (180) days from the effective date of the employee separation. 

3.  Employees on Worker’s Compensation leave shall not have holiday 
time/personal time off deducted from their personal banks if they 
have not been released to work. 

4. Employees on Workers’ Compensation shall not accrue holiday 
time/personal time off if they have not been released to work. 

8.5 SUBROGATION 
Any employee who sustains any illness or injury and continues to receive their 
regular wages from the COUNTY shall be obligated to return to the COUNTY any 
payment they may receive reimbursing them for lost wages from a third 
party(ies). For example, if the employee is a victim in a motor vehicle accident 
and recovers lost wages from a third party(ies) or the third party’s(ies) insurance 
carrier, the employee must reimburse the COUNTY for the disability wages paid  
by the COUNTY. In addition, it is recognized that the COUNTY has a right to 
initiate or join any proceedings against a third party(ies) to seek reimbursement 
of disability wages. 

The parties recognize that many personal injury claims are settled for less than 
full value. If an employee believes a settlement of the claim against a third 
person was less than the full value of the claim, whether the employee spent a 
substantial amount of money in expert fees, court costs, to recover the claim, 
etc., the employee and the COUNTY will meet in an attempt to comprise the 
COUNTY'S right of subrogation. If that cannot be accomplished, the parties may 
mutually agree to submit it to an Arbitrator pursuant to the grievance procedure 
to establish an appropriate amount.  
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ARTICLE 9 

TIME MANAGEMENT 

9.1 PURPOSE 
It is the purpose of the employee time management (TM) program to provide 
employees with a leave with pay program which is easy to understand, 
responsive to individual needs, and easy to administer. 

9.2 ELIGIBILITY 
This program covers all employees in the bargaining unit. Employees covered by 
these provisions shall not be eligible for separate leave benefits covering the 
following: 

(1) Family Emergency Leave 

(2) Vacation Leave 

(3) Sick Leave (non-occupational or injury leave, excluding disability leave) 

9.3 TIME MANAGEMENT ACCUMULATION 
Eligible employees shall accumulate time management leave, based on full-time 
status, at the following rates: 

Months Earned Leave Earned Leave 
of Annual Bi-Weekly 
Service Accumulation Accumulation 
1-24 mos (0-2 yr) 23.0 days/yr 7.077 hrs/pay period 
25-48 mos (2-4 yrs) 26.0 days/yr 8.000 hrs/pay period 
49-108 mos (4-9 yrs) 29.0 days/yr 8.923 hrs/pay period 
109-168 mos (9-14 yrs) 32.0 days/yr 9.846 hrs/pay period 
169-228 mos (14-19 yrs) 35.0 days/yr 10.769 hrs/pay period 
229-288 mos (19-24 yrs) 38.0 days/yr 11.692 hrs/pay period 
289 mos +(24 + yrs) 41.0 days/yr 12.615 hrs/pay period 

 

9.4 PART-TIME EMPLOYEES 
Eligible, part-time employees shall accrue and use time off under this program on 
a pro rata basis using the percentage of full time the employee was paid in the 
previous two (2) pay periods as a base. 

9.5 EXISTING VACATION 
AtA the time of termination or retirement, any vacation balance shall be paid out 
at the then current salary rate on a one for one (1:1) basis. 
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9.6 USAGE 
During the course of the year, absences from work for any reason other than on-
the-job illness or injury covered by Worker's Compensation or holiday 
time/personal time off shall be charged against the employee's accrued leave 
balance. Earned leave shall accrue whenever an employee is on pay status with 
the COUNTY. Employees do not accrue earned leave when on leave without 
pay. 

9.7 MAXIMUM ACCUMULATION 
An employee may accumulate earned leave, excluding the separate vacation 
balance, if any, to a maximum of twice their current annual time management 
accumulationleave accrual. As of the end of the pay period in which March 31 
falls in each year, any employee credited with accrued leave greater than twice 
their current annual leave accumulation accrual shall forfeit that amount above 
their maximum accumulation. An employee who has acquired the maximum 
allowable accumulation of earned leave may continue to accumulate earned 
leave for the balance of the calendar year in which the maximum accrual was 
reached, provided, however, that the employee must reduce the accumulation to 
the maximum allowable prior to the following March 31 or forfeit the excess. 

9.8 TERMINATION 

A. After six (6) months of service, upon the termination of an employee, the 
employee's accrued time management leave balance as of the date of 
termination shall be converted into pay at the rate of one (1) hour for each 
two (2) hours of accrued time management leave. 

B. Employees who wish to use Time Management between the date of notice 
of termination and the employee’s termination will submit a memorandum 
to the employee’s supervisor explaining the reason for the request. If Time 
Management has not been requested and approved prior to the 
notification of intent to terminate employment, the employee may be 
allowed to take Time Management. Employees who have given less than 
two (2) weeks’ notice of termination will not be eligible. Employees who 
give two (2) weeks’ notice will be eligible for up to two (2) days of Time 
Management. Employees who give three (3) or more weeks’ notice will be 
eligible for up to five (5) days of Time Management. In no event shall the 
employee be eligible for more than five (5) days. Approval or denial of all 
such requests is subject to the reasonable operational needs of the 
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COUNTY. Time Management shall not be approved for the purpose of 
extending the employee’s termination date. 

 

9.9 DEATH 
InAfter six months of service, Iin the event of the death of an employee, all 
accumulated earned leave shall be paid to the employee's personal 
representative, at the current rate of pay. 

9.10 SCHEDULING 

A. Employees shall, whenever possible, request time-off in advance. Use of 
such leave must be scheduled between the employee and the COUNTY. 
When an employee is sick or an unforeseen situation occurs requiring 
their presence elsewhere, the employee must notify their supervisor as 
soon as possible. 

B. In the Sheriff’s Office there shall be an annual sign up for scheduled 
blocks of time off, made available by the COUNTY within the two (2) week 
period following the conclusion of the October shift bid. Employees may 
utilize the bid process to select one (1) three (3)-week block, one (1) two 
(2)-week block, or one (1) one (1)-week block. After the initial bid, the 
COUNTY will hold a final bid wherein the employees who selected a two 
(2)-week block or a one (1)-week block may bid again (by seniority) for 
their remaining block(s). During the second bid employees may bid all 
remaining blocks of time without the need for the blocks to be consecutive. 
New bargaining unit employees will be eligible to bid for blocks of time that 
occur twelve (12) months beyond their initial hire date. 

C. An employee's request for time off shall not be denied on the premise that 
it will be granted only if the employee finds a replacement. In addition, if 
an employee puts in a request for time off and the COUNTY does not 
respond to it within fourteen (14) days from the day it is submitted, the 
employee may assume that the request has been granted. 

D. In the Division of Youth Services there shall be an annual sign up for 
scheduled blocks of time off, conducted by the COUNTY during the time 
of the October shift bid for the following calendar year. Employees may 
utilize the bid process to select, by seniority, one three-week block, one-
two-week block, or one one-week block. After the initial vacation bid, the 
COUNTY will hold a final bid wherein the staff who selected a two-week 
block or a one-week block may bid again (by seniority) for their remaining 
block(s). During the second bid employees may bid all remaining blocks of 
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time without the need for the blocks to be consecutive. New bargaining 
unit employees will be eligible to bid for blocks of time that occur twelve 
(12) months beyond their initial hire date. Employees may request time off 
as part of this process that includes COUNTY recognized holidays. 
 

a. In conjunction with the bi-annual bid shift in October and April of 
each year employees will have the opportunity to request time off 
on COUNTY observed Holidays on the basis of seniority for the 
Holidays that fall within that specific bid period.  The process 
outlined in paragraph above takes precedent over the process in 
this paragraph.   

 
b. All other requests for time off outside of the process outlined 

above will be on a first come first serve basis.  
 

c. Employees must submit time off requests during the timeframes 
listed above. Requests for future time off will not be approved until 
the vacation/bid shift has been completed for that timeframe. 
Supervisors and Managers will make a good faith effort to 
approve time management requests. However, time off requests 
may be denied based on operational and business needs. 

 

9.11 UNEXCUSED ABSENCE  
Absence of an employee from duty including any absence for a single day or part 
of a day, which is not authorized by specific grant or leave of absence, or the use 
of a leave of absence for reasons other than for which it was approved, shall be 
deemed an unexcused absence without pay and subject to disciplinary action 
including discharge.   

9.12 CONVERSION  

A. EmployeesAfter six months of service, Eemployees may sell accrued time 
management hours and vacation hours subject to the following 
restrictions: 

1. The maximum number of time management hours and vacation 
hours that can be converted into paid compensation in a calendar 
year cannot be greater than the number of hours taken in that same 
calendar year or eighty (80) hours whichever is the lesser. 

2. The time management leave hours must be either scheduled or used 
prior to any conversion pursuant to this provision. 
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B. Subsection (1) above notwithstanding, during the last three (3) years prior 
to retirement, employees may sell up to two hundred (200) hours per year 
of their annual leave accrual at the current rate of pay. Extensions of an 
employee's scheduled retirement date notwithstanding, no employee will 
be entitled to this benefit in more than three (3) years. 

9.13 SUBSTANTIATION 
It is understood that illness or injury of any duration may require substantiation to 
the satisfaction of the COUNTY prior to compensation. 

9.14 TM DONATION 
Time Management Donations and exceptions to these requirements will be 
allowed on a case-by-case basis and require approval by the Human Resources 
Director. Employees who are eligible for the County’s Short Term Disability 
(STD) and/or for Long Term Disability (LTD) benefits are not eligible for this 
program, nor are the eighty (80) hour eligibility period for STD subject to this 
program. 

Employees who have an extreme emergent situation, and have no available 
earned leave time, may request Time Management Donations through the 
following procedure: 

A. Employees or their co-workers may make a request in writing to their 
supervisor stating the nature of the emergent condition and the reason for 
the request. 

B. The Supervisor will review the request, verify the employee’s leave 
balance and check to see if other options are available. If it is found that 
no leave is available, the request will be forwarded to the Department 
Director. If the Department Director concurs, the request is forwarded to 
the HR Director for approval. 

C. Employees of the Department are notified of need and given an 
opportunity to donate. In order for this policy to be most effective, 
employees should be given a specific period of time in which to donate 
hours. 

D. Donors must retain a minimum of eighty (80) hours in their TM bank after 
the donation occurs. 

E. The necessary Donation of Time Management Hours form is provided by 
the department and when filled out is submitted directly to Payroll in order 
to maintain confidentiality. All names of all donors are to remain 
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confidential. Every effort shall be made to protect the confidentiality of any 
medical information throughout this process. 

F. The donated Time Management hours may not be used for any other 
purpose than the emergency for which they are intended. The department 
is responsible for monitoring these hours. Hours are transferred to the 
employee’s account as needed. 

G. When the emergent situation has ended, any donated hours not used will 
be credited back to donors on a pro-rata basis. 

H. Donations will be based on time donated, not dollar value of donation. 

I. An employee who donates TM and subsequently retires or terminates 
employment before the emergent situation is over shall forfeit donated TM.  
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ARTICLE 10 

PAID LEAVE 

10.1 HOLIDAYS 
In lieu of paid holidays, employees shall accrue holiday time/personal time (PT) 
off at the rate of 3.385 hours per biweekly pay period to an accumulation of 
eighty-eight (88) hours at any one time. Employees will be required to use PT 
when taking off a County recognized holiday. County recognized holidays are 
New Year’s Day, Martin Luther King Jr.’s Day, President’s Day, Memorial Day, 
Juneteenth (June 19), Independence Day (July 4th), Labor Day, Veterans Day, 
Thanksgiving Day, Christmas Day. The day of the week that the holiday falls in 
the calendar year will be the day the employee must code as PT. For example if 
July 4th falls on a Saturday, LCPOA employees will code PT on the 4th of July, 
not on the Friday before, which would be the County observed holiday for non 
LCPOA employees.  

10.2 MUTUALLY AGREED SCHEDULING 
Holiday time/personal time off may be taken at times mutually agreeable 
between the employee and the COUNTY. If mutual agreement cannot be 
reached after the employee has reached eighty eightninety six (8896) hours 
accumulation then the COUNTY may assign time off to be in conjunction with the 
employee's normal days off to avoid payment of overtime. Compensation for 
holiday/personal time off shall be at the straight time rate per hour taken. 

10.3 MAXIMUM ACCUMULATION OF HOLIDAY/PERSONAL TIME 
An employee may accumulate up to a maximum of ninety-sixone hundred four 
(96104) hours if arrangements cannot be made to allow the employee to take 
holiday time/personal time off, and if the employee is unable to take 
holiday/personal time off due to COUNTY requirements, the employee may 
receive paid compensation at one and one half  (1:1.5) times the applicable 
straight time rate in lieu of future accumulations over ninety-sixone hundred four 
(96104) hours until such time as accommodations can be made to allow time off. 

10.4 HOLIDAY/PERSONAL TIME PAYOFF 
Employees when terminated, who have accumulated holiday/personal time not to 
exceed the limits above, shall be paid for such holiday time/personal time off 
provided that such pay shall be at the straight time rate. If the employee dies, 
their personal representative shall be paid in the same manner. 

10.5 BEREAVEMENT 
Employees shall be reimbursed for lost work as a result of a death in the 
employee's immediate family to a maximum of three (3) day's pay, (need not be 

County to LCPOA Supposal 8/8/2022



45 
 

consecutive),or if out-of-state travel is required one (1) week's pay at the regular 
straight time hourly rate. Immediate family is defined as spouse, child (biological, 
adopted, foster, step-child, or the child of an employee’s Registered Domestic 
Partner), mother, father, stepmother, stepfather, father-in-law, mother-in-law, 
grandparents, grandparents-in-law, grandchild, brothers, sisters, brother-in-law, 
sister-in-law, son-in-law, daughter-in-law, Registered Domestic Partner, domestic 
partner (affidavit on file), parent of a Registered Domestic Partner, a person with 
whom the employee is or was in a relationship of in loco parentis, or any other 
relative residing in the employee's immediate household., and any other 
relationship as defined in the Administrative Procedures manual. County paid 
bereavement must be taken within thirty (30) days of death. Exceptions may be 
granted by the Sheriff or the H&HSDepartment Director for exceptional 
circumstances. An employee may also be entitled to OFLA bereavement leave., 
which runs consecutively to COUNTY paid bereavement leave. This OFLA 
bereavement leave is unpaid unless the employee elects to use time 
management. OFLA bereavement leave must be taken within sixty (60) days of 
the death and only for those individuals recognized by OFLA as immediate 
family. 

10.6 JURY DUTY 
An employee who appears for jury duty, or subpoenaed as a State's witness in 
any municipal, COUNTY, State or Federal Court shall, upon receipt by the 
COUNTY of all fees paid to the employee for such service, be reimbursed for 
loss of wages incurred as a result of such service. In addition, said employees 
shall be reassigned to day shift while on jury duty by way of administrative shift 
trade, without regard to the notice requirements of Article 6.4. 

If an employee is released from jury duty more than one and a half (1-½) hours 
early, they shall contact their shift supervisor to see if they are required to report 
to duty. If the employee is released with less than one and a half hours (1-½) 
early the employee is not required to report back for duty. 
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ARTICLE 210 

TERM OF AGREEMENT 

210.1 LENGTH OF CONTRACT 
Three (3) years: July 1, 2019 2022 through June 30, 20222025. 

210.2 NEGOTIATE MODIFICATIONS 
If either party serves written notice of its desire to terminate or modify this 
Agreement, the parties shall commence negotiations by April 1 prior to the 
expiration of the Agreement except by mutual consent. 

210.3 CONTRACT CONTINUATION 
The provisions of this Agreement shall continue during negotiations for a 
successor, unless either party has terminated the Agreement. 
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Classification/Job Code
Deputy Sheriff Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F002 Current 033 28.42 29.61 30.87 32.16 33.60 35.18 36.25

Year 1 033 new 29.27 30.50 31.80 33.12 34.61 36.24 37.32
Year 1 COLA 033 new 29.86 31.11 32.43 33.79 35.30 36.96 38.07
Year 2 Fix 034 new 30.54 32.07 33.68 35.26 36.99 38.72 40.66
Year 2 COLA 034 new 31.16 32.71 34.35 35.96 37.73 39.50 41.47
Year 3 035 new 31.93 33.53 35.21 36.97 38.82 40.76 42.80
Year 3 COLA 035 new 32.57 34.20 35.91 37.71 39.59 41.57 43.65

Fix adjustments occur so that closest step results in no change an individual's step

Communications Specialist Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F018 Current 032 27.23 28.38 29.58 30.82 32.12 33.56 35.12

Year 1 032 new 28.05 29.23 30.47 31.74 33.08 34.57 36.17
Year 1 COLA 032 new 28.61 29.82 31.08 32.38 33.75 35.26 36.90
Year 2 Fix 033 new 29.86 31.11 32.43 33.79 35.30 37.07 38.92
Year 2 COLA 033 new 30.46 31.73 33.08 34.46 36.01 37.81 39.70
Year 3 034 new 31.16 32.71 34.35 35.96 37.73 39.50 41.47
Year 3 COLA 034 new 31.78 33.37 35.04 36.68 38.48 40.29 42.30

Closest step move applies before fix so no change to individual step

Communications Officer Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F017 Current 027 24.72 25.94 27.23 28.59 29.99 31.52 33.10

Year 1 029new 26.73 28.06 29.48 30.90 32.50 34.11 35.81
Year 1 COLA 029new 27.26 28.62 30.07 31.52 33.15 34.80 36.53
Year 2 Fix 031 new 27.96 29.40 30.81 32.36 33.97 35.65 37.44
Year 2 COLA 031 new 28.52 29.98 31.43 33.01 34.65 36.36 38.19
Year 3 033 new 30.46 31.73 33.08 34.46 36.01 37.81 39.70
Year 3 COLA 033 new 31.06 32.37 33.74 35.15 36.73 38.56 40.49

Will have one step back movement each year, but current unit has no compaction or leapfrogging

Records Officer Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F031 Current 019 20.27 21.29 22.33 23.47 24.63 25.87 27.15

Year 1 019 20.88 21.93 23.00 24.17 25.37 26.65 27.96
Year 1 COLA 019 21.30 22.37 23.46 24.66 25.88 27.18 28.52
Year 2 Fix 020 21.81 22.93 24.05 25.25 26.57 27.82 29.21
Year 2 COLA 020 22.25 23.39 24.53 25.75 27.10 28.38 29.79
Year 3 020 22.25 23.39 24.53 25.75 27.10 28.38 29.79
Year 3 COLA 020 22.69 23.86 25.02 26.27 27.64 28.94 30.39

Records Specialist Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F032 Current 026 24.08 25.34 26.56 27.91 29.29 30.75 32.30

Year 1 026new 24.80 26.10 27.36 28.75 30.17 31.67 33.27
Year 1 COLA 026 new 25.30 26.62 27.90 29.32 30.77 32.31 33.93
Year 2 Fix 026new 25.30 26.62 27.90 29.32 30.77 32.31 33.93
Year 2 COLA 026new 25.80 27.15 28.46 29.91 31.39 32.95 34.61
Year 3 026new 25.80 27.15 28.46 29.91 31.39 32.95 34.61
Year 3 COLA 026new 26.32 27.70 29.03 30.51 32.02 33.61 35.31

Scale Adjustments
TA'd 8/16/22
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SO Comm Network Coord Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
H021 Current 031 26.61 27.98 29.33 30.81 32.33 33.93 35.64

Year 1 031new 27.41 28.82 30.21 31.73 33.30 34.95 36.71
Year 1 COLA 031new 27.96 29.40 30.81 32.37 33.97 35.65 37.44
Year 2 Fix 032 new 28.61 29.82 31.08 32.38 33.75 35.26 36.90
Year 2 COLA 032 new 29.18 30.41 31.70 33.03 34.42 35.96 37.64
Year 3 033new 30.46 31.73 33.08 34.46 36.01 37.81 39.70
Year 3 COLA 033new 31.06 32.37 33.74 35.15 36.73 38.56 40.49

Facility Support Officer Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F035 Current 021 21.30 22.34 23.48 24.64 25.88 27.16 28.55

Year 1 021 new 21.94 23.01 24.18 25.38 26.66 27.97 29.41
Year 1 COLA 021 new 22.38 23.47 24.67 25.89 27.19 28.53 29.99
Year 2 Fix 022 new 22.95 24.07 25.26 26.60 27.83 29.23 30.71
Year 2 COLA 022 new 23.40 24.55 25.76 27.13 28.39 29.81 31.32
Year 3 022new 23.40 24.55 25.76 27.13 28.39 29.81 31.32
Year 3 COLA 022new 23.87 25.04 26.28 27.68 28.95 30.41 31.95

Public Safety Support Spec Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
F029 Current 025 23.47 24.64 25.89 27.17 28.54 29.96 31.45

Year 1 024 new 23.63 24.77 26.09 27.31 28.74 30.12 31.66
Year 1 COLA 024 new 24.10 25.27 26.61 27.85 29.31 30.72 32.30
Year 2 Fix 024 new 24.10 25.27 26.61 27.85 29.31 30.72 32.30
Year 2 COLA 024 new 24.58 25.77 27.14 28.41 29.90 31.33 32.94
Year 3 024 new 24.58 25.77 27.14 28.41 29.90 31.33 32.94
Year 3 COLA 024 new 25.07 26.29 27.69 28.98 30.50 31.96 33.60




