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AGREEMENT

This Collective Bargaining Agreement is made between CASCADE COUNTY, herein referred to as the
EMPLOYER, and the Federation of Cascade City County Health Department Local #7772 of the
Montana Federation of Public Employees, herein referred to as the ASSOCIATION.

PURPOSE

Tn consideration of the mutual covenants contained in this Agreement, which have been established
through the collective bargaining procedures as provided for under Montana State statute, or law, for the
purpose of defining wages, hours, and other working conditions of the employees covered by the
Agreement, the EMPLOYER and ASSOCIATION agree as follows:

ARTICLE 1: NONDISCRIMINATION
Section 1:

No member of the ASSOCIATION shail be discharged or discriminated against for upholding lawful
ASSOCIATION principles, and any member working under the lawful instruction of the
ASSOCTATION or who serves on an ASSOCIATION committee, shall not lose his/her position or be
discriminated against for that reason. '

ARTICLE 2: RECOGNITION
Section 1:

The EMPLOYER recognizes the ASSOCIATION as the exclusive representative for all employees in
the following classifications: Social Workers, WIC Nuttition Educators, Case Managers {who are not
Registered Nurses), WIC Nutrition Aides, Community Health Education Specialists, Registered
Dietitians, Epidemiology Specialists, Disease Investigation Specialist, Covid Coordinator,
Environmental Health Specialist, Environmental Health Specialist In Training, Environmental Health
Technician, Emergency Planner and Public Health Nurse- Immunizations (LPN).

The EMPLOYER and the Union agree that the Union is not the bargaining agent for clerical employees,
R.N.’s, short-term employees, temporary employees, part-time employees who work less than twenty
(20) hours per week and seasonal employees, or for management, supervisors, confidential employees
and employees excluded by statute. :

Article 3: EMPLOYEE AND ASSOCIATION BUSINESS
Section 1:

All ASSOCTATION business shall be conducted on the membet’s own time ASSOCIATION members
shall not use EMPLOYER’S equipment, including fax, copy machines, Email and/or internet for the
conduct of ASSOCIATION business. The ASSOCIATION may use Email to make ASSOCIATION
meeting announcements.

Section 2:
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The ASSOCIATION may conduct group meeting with its membership on Cascade County property that
is either on the site at City County Health Department (CCHD)-or offsite, provided such meetings do not
interfere or interrupt the normal operation of the EMPLOYER. If Cascade County Property is used for a
meeting, the ASSOCIATION must receive advance approval from the Director of the meeting place.

Section 3:

The EMPLOYER will make available a separate bulletin board in the break room for the
ASSOCIATION at CCHD for posting of ASSOCIATION or union non-political printed material.

Section 4:

An authorized representative of the ASSOCIATION may request annual leave for the purpose of
attending ASSOCIATION functions. Such request shall be made two (2) weeks in advance to the Health
Officer. The Health Officer shall make a reasonable attempt to accommodate such request if, in the
Health Officer’s discretion, the request does not interfere with the operations of the CCHD.

Section 5: Release Time

ASSOCIATION members (no more than three) who have been designated as the negotiating committee
shall be granted up to two (2) hours paid release time to prepare with their Union Representative for
negotiations. When using paid release time, ASSOCIATION members shall make every attempt to not
inhibit the operation of the EMPLOYER.

ARTICLE 4: ASSOCTATION SECURITY

Section 1:

Employees covered by the terms of this Agreement shall not be required to become members of the
ASSOCIATION.

Section 2:

Upon receipt of written authorization from an employee covered by this Agreement, the EMPLOYER
shall deduct from the employee’s pay the amount owed to the ASSOCIATION by such employee from
dues. The EMPLOYER will remit to the ASSOCIATION such sums within thirty (30) calendar days.
Changes in ASSOCIATION membership dues rate fee will be certified to the EMPLOYER in writing
over the signature of the authorized officer or officers of the ASSOCIATION and shall be done at least
thirty (30) calendar days in advance of such change.

Section 3:

All employees who are-covered by the terms of this Agreement, and become members of the
ASSOCIATION, shall within thirty (30) days of employment, pay dues to the ASSOCIATION.

Section 4:
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Upon written request from the ASSOCIATION, the EMPLOYER shall provide a list of new hires to the
ASSOCIATION which shall include the following: Names, classification, mailing address and date of
hire. This information is for the ASSOCIATION’S intetnal use only.

Section 3:

The ASSOCIATION shall indemnify, defend and hold the EMPLOYER harmless against any claim
made and against any suit instituted against the EMPLOYER, including attorney’s fees and costs of
defense thereof, on account of any provision of this Article.

ARTICLE 5: MANAGEMENT RIGHTS

Section 1:

This Agreement is subject to all applicable existing or future laws or regulations of the State of Montana
or its political subdivisions.

Section 2:

The provisions of this Agreement are intended to state minimum standard of employees’ rights and
benefits and the EMPLOYER is not hereby prohibited from extending additional rights and/or benefits
to its employees, when in the EMPLOYER judgment such rights and/or benefits are justified. The
EMPLOYER has the right to rescind such rights and/or benefits.

Section 3;

The ASSOCIATION and their representative shall recognize the prerogatives of the EMPLOYER to
operate and manage their affairs in such areas as, but not limited to:

Direct employees and requite observe of Federal, State, and Cascade County rules and regulations,
procedures, and policies;

Hire, promote, transfer, assign and retain or discharge for good cause;

Relieve employees from duties because of lack of work or funds or under conditions where continuation
of such work would be inefficient and nonproductive;

Maintain the efficiency of County operations;

Determine the methods, means, job classification, and personnel by which County operations are to be
conducted;

Take whatever actions may be necessary to carry out missions of the County in situations of emergency,

Section 4:
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The foregoing enumeration of the EMPLOYER’S management rights shall not deemed to exclude other
functions not specifically set forth. The EMPLOYER, therefore, shall not exercise these rights in
violation of the provisions of this Agreement.

ARTICLE 6: PROBATION
Section 1;

For all new employees hired after this Agreement has been approved by the parties, the new employee
will serve a six (6) month probationary period. By written notice to the employee before end of the six
(6) month probationary period, the EMPLOYER may extend the six (6) month probationary period by
an additional threc (3) months.

ARTICLE 7;: HOURS OF WORK
Section 1:

The normal work week shall be defined as forty (40) hours, Monday through Friday followed by two (2)
consecutive days off. Vacation leave, sick leave, and compensatory time used will not be counted as
regular hours worked for the accrual of compensatory time or overtime.

Section 2:

The EMPLOYER may establish an alternate work week when business necessity requires the
establishment of an alternate work week. An alternate work week is defined as any work week other ,
than Monday through Friday. If the EMPLOYER is going to change an employee’s regular work week
to an irregular work week, the employee shall be given ten working days’ notice of the change of
schedule to an irregular work week. In case of emergency or planned emergency exercise, the ten
working day notice is waived. Any alternation of the normal work week requested by the employee must
be approved by the supervisor and the CCHD Health Officer. Any such alternation must be scheduled
one (1) week in advance whenever possible. Employees may work more than (8) hours per day in order
to shorten the work week, subject to the supervisor and CCHD Health Officer approval. Once a
standard work schedule has been established, the EMPLOYER must give ten (10) working days’ notice
of changing an employee’s standard schedule, unless mutually agreed upon. In cases of €mergency or
planned emergency exercise, the ten (10) working days’ notice is waived. The EMPLOYER may allow
flexible (“flex”) scheduling in the course of a given work week to maintain hours of work at (40) hours
or less.

Section 3:

The ASSOCIATION and EMPLOYER recognize that many programs in the CCHD are funded by grant
sources. Nothing in the preceding sections guarantees an employee a certain number of hours of work.
Nothing in this article prevents the EMPLOYER from extending the hours of a shift.

ARTICLE 8: COMPENSATION

Section 1:
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The compensation schedule for the occupational groups in the bargaining unit is attached to this
Agreement as Addendum A.

Section 2: Overtime/Compensatory Time

Employees authorized to work in excess of forty (40) hours per week shall be granted compensatory
time/overtime at the rate of one and one-half (1%) hours for every hour worked over forty (40) hours.
Compensatory time/overtime usage will be scheduled at an employee’s request upon mutual agreement
between the employee and the EMPLOYER. There shall be no compounding or pyramiding of premium
pay or overtime pay. Holidays count as regular hours worked for accrual of compensatory time or
overtime. Vacation leave, sick leave and compensatory time will not be counted as regular hours worked
for the accrual of compensatory time or overtime. Compensatory time or overtime pay is to be divided
as equally as possible by location. Per project, employees will not be allowed to bump for

compensatory time or overtime pay based upon seniority, by seniority the employees doing the project
will be allowed to finish the project for unscheduled compensatory time or overtime pay.

Effective the first payroll in July, an employee may elect, in writing, on an annual basis to receive
compensatory time in lieu of cash overtime pay. If an employee so elects, the employee shall receive
compensatory time at the rate of one and one-half (1 14) for every overtime hour worked.

Section 3; On-Call/Call-Out

An employee shall be in an on-call status if the employee is assigned, in writing, by the Health Officer or
the Health Officer’s designee to be on-call and although the employee is not required to remain on the
EMPLOYER’S premises or at any other fixed location, the employee is required to remain available to be
work-ready to answer a telephone call concerning job-related activities and emergencies outside of regular
working, compensatory, overtime, stand-by or call-out houts. An employee who is assigned to be on-call
shall be compensated in the amount of thirty ($30.00) doilars for each day on call Monday through
Thursday and thirty-five ($35.00) dollars for each day on call on Friday, Saturday, Sunday and any
designated County Holiday for the inconvenience to their personal life. On-call responsibilities shall begin
at 8:00 a.m. each day scheduled and continue until 8:00 a.m. the following day. In the event that an
employee in an on-call status is subject to a call-out as defined below, the call-out provisions below shall
apply. When an employee is placed in an on-call status, the time in an on-call status does not count as
hours worked.

An employee shall be in a call-out status if the employee has completed their regularly scheduled hours
of work and is off shift and is then subsequently called and required to return back to the workplace by
the Health Officer or the Health Officer’s designee prior to the commencement of the employee’s next
regularly scheduled shift. An employee who is recalled and required to return to the workplace for a
call-out shall receive a minimum of two (2) hours pay. Nothing in this Article shall preclude the Health
Officer or the Health Officer’s designee from requiring the employee to work the entire two (2) hours.
If the hours worked on a call-out exceed forty (40) hours for the workweek, the employee shall be
granted compensatory time/overtime pay at the rate of one and one-half (1'%) hours for every hour
worked over forty (40) hours. An employee may request to work additional or overtime hours to
complete work, however, these hours are not considered "called to work" and are only allowed with
prior supervisory approval. Permanent part-time and part-time employees are not entitled to call-out pay
under any circumstances. Permanent full-time employees who are called back to work for meetings or
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training sessions shall be guaranteed one (1) hour of overtime compensation, then hour for hour after
that.

An employee shall be in a stand-by situation where employees are not required to remain on the
Employer’s premises and are free to engage in their own pursuits and are subject only to the
understanding that they may carry a cellular telephone or have some other means by which they may be
reached outside of regular working, compensatory or overtime hours. When an employee is placed in a
stand-by status, the time in stand-by status does not count as hours work and the employee shall not be
compensated nor receive compensatory time for any hours in a stand-by status unless the employee is
actually contacted concerning a job-related activity or emergency. In the event that an employee in a
stand-by status is called and substantively responds to a telephone call concerning job-related activities
or emergencies, the employee shall receive a minimum of fifteen (15) minutes of pay for each call not
related to the same issue and hour for hour pay for the actual hours worked in excess of the minimum
fifteen (15) minutes. If the hours worked during a call while on stand-by status exceed forty (40) hours
for the workweek, the employee shall be granted compensatory time/overtime pay at the rate of one and
one-half (1%2) hours for every hour worked over forty (40) hours. In the event that an employee in a
stand-by status is subject to a call-out as defined above, the call-out provisions above shall apply.

Section 4:

Holiday pay shall be in compliance with the Administrative Rules of Montana covering Holiday Pay.
ARTICLE 9: VACANCIES

Section 1:

The Cascade County Operations Manual (CCOM) Recruitment & Selection Policy shail be used in the
filling of vacant positions. All vacant positions shall be advertised pursuant to CCOM Policy 30-1,
subsection 30.10. When external recruitment is utilized, bargaining unit employees, who apply, will be
offered an interview for a vacant bargaining unit position for which they meet the minimum
qualifications regardless of their ranking on the applicant-ranking list.

Section 2:

Pursuant to the CCOM’s Recruitment & Selection Policy, nothing in Article 9 shall prevent the County
from reorganizing or consolidating positions. Such reorganized or consolidated positions that have an
incumbent in the position are not subject to the advertising requirements of Section 1. Newly created or
reorganized positions that do not have an incumbent in the position shall be advertised pursuant to
Section 1,

ARTICLE 10: HOLIDAYS

Holiday work and pay is regulated by CCOM Policy 20, Subsection 20-3,

ARTICLE 11: VACATION LEAVE

The administration of Vacation Leave shall be administered in accordance with CCOM Policy 60-6.
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ARTICLE 12: SICK LEAVE

The administration of Sick Leave shall be administered in accordance with CCOM Policy 60-7.
ARTICLE 13: MILITARY LEAVE

The administration of Military Leave shall be administered in accordance with CCOM Policy 60-13.
ARTICLE 14: BEREAVEMENT LEAVE

Employees shall be allowed leave with pay because of the death in the employee’s immediate family not
to exceed three (3) scheduled work days per death. This Jeave shall be used within two (2) weeks of the
date of death. Immediate family shall mean an employee’s spouse and any member of the employee’s
household or any parent, step-parent, step-child, grandparent, grandchild or corresponding in-law. Such
bereavement leave shall be charged as bereavement leave and shall not be charged against any of the
employee’s other leave accounts. Such bereavement feave shall be effective immediately upon hire.

ARTICLE 15: FAMILY AND MEDICAL LEAVE

The administration of Family and Medical Leave shall be administered in accordance with CCOM
Policy 60-9.

ARTICLE 16: JURY DUTY/SERVE AS A WITNESS LEAVE

The administration of Jury Duty/Serve as Witness Leave shall be administered in accordance with
CCOM Policy 60-11.

ARTICLE 17: LEAVE WITHOUT PAY
Section 1:

An Employee may take a leave of absence without pay if the Health Officer and/or Human Resources
Director gives prior approval.

Section 2:

Requests for leave of absence without pay shall be submitted in writing by the employee to the Health
Officer and/or Human Resources Director. The request shall state the reason for the leave and the
approximate length of time off the employee desires.

Section 3:

If an employee takes a leave of absence without pay to the extent, the employee is not entitled to any
EMPLOYER contributions to benefits; the employee may continue to retain County insurance coverage
in accordance with guidelines established by the Plan Sponsor and/or Plan Administrator provided that
100% of the premium amount is paid by the employee.

ARTICLE 18: MATERNITY LEAVE
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Employees shall be entitled to a reasonable maternity leave as required by Family Medical Leave Act
and Montana law.

ARTICLE 19: EDUCATION LEAVE

Section 1:

Time off with pay may be requested by any permanent non-probationary employee to attend courses,
which will directly relate to their present position at the discretion of the supervisor and pursuant to the
availability of funds.

ARTICLE 20: HEALTH INSURANCE

The EMPLOYER agrees to make Health Insurance Premium Contributions for bargaining unit members
in the same amount as any other bargaining unit, non-union employee or elected official during the term
of this Agreement.

ARTICLE 21: EMPLOYMENT SECURITY

Section 1:

Probationary Period: New employees shall be placed in a probationary period of time defined in this
Agreement. Probationary employees may be dismissed without cause during the probationary period and
shall have not right to grieve such action.

Section 2;

Disciplinary Action: All disciplinary action is subject to appeal through the grievance procedure
contained in this Agreement.

Section 3:

Discipline and Dismissal: Discipline shall be imposed on permanent employees pursuant to CCOM
Policy 30-8. _

Section 4:

Formal Written Warning letters and Disciplinary Actions:

The Human Resource Office personnel file shall be designated as the official personnel file for the
Cascade County Government. Formal disciplinary action taken against employees shall be reviewed

with the employee and must be kept in a scaled envelope in this file and placed within the file within one
(1) week of the disciplinary action. Formal written warning letters and disciplinary suspensions shall be

~ considered as temporary contents in the personnel file. Formal written warning letters and letters of

disciplinary suspension shall be removed from the personnel file at employee’s written request and
destroyed after one year of issuance provided there are not written warning letters or other formal
disciplinary action taken against the employee. Safety rule violations that have not resulted in minor
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injury, either to other county employees or the public shall remain in the employee’s personnel file for
one (1) year. Counseling session notes, verbal warnings and documentation notes that are or may be
related to disciplinary action may be kept in other files, diaries, etc., by supervisors for reference.
However, Employees shall have the right to periodically (annually) review their files and attach a
rebuttal for any such documentation to which they may disagree.

ARTICLE 22: REDUCTION-IN-FORCE
Section 1:

Reduction In-Force: Reduction in force shall be administered in accordance with the CCOM Policy 30-
9. The ASSOCIATION agrees that it does not have standing to negotiate the Reduction-In-Force policy
contained in the Cascade County Personnel Policy Manual or any other policy. However, the
EMPLOYER agrees to provide notification to the ASSOCIATION regarding any planned Reduction-In-
Force within (5) five days of deciding upon such action.

ARTICLE 23: GRIEVANCE PROCEDURE

Section 1: A grievance shall be defined as any controversy between the parties as to:
A) Any matter involving the interpretation of this Agreement;

B) Any matter involving an alleged violation of any provision of this Agreement.

Section 2: Every effort will be made to resolve a grievance on an informal basis prior to initiation of the
formal procedures set forth below.

A grievance not filed or advanced by the gricvance within the time limits provided shall be deemed
permanently withdrawn as having been settled on the basis of the decision most recently received.
Failure on the part of the EMPLOYER'S representative to answer within the time limit set forth in any
Step will entitle the employee to the next Step.

Step 1. The grievance shall be presented in writing to the employee’s immediate supervisor.

The Grievance shall set forth in as much detail as possible, the nature of the grievance, the
circumstances surrounding the matter, and shall specifically address the type and scope of corrective
action requested. The grievance shall be submitted within ten (10) working days of the occurrence of the
grievance. The immediate supervisor shall respond in writing to the employee within ten (10) working
days of receipt of the grievance.

Step 2. If the grievance is not resolved at Step 1, the grievance may be presented in writing to the Health
Officer, within ten (10) working days of the receipt of the Step 1 response. The Health Officer shall
respond in writing to the employee within ten (10) working days of receipt of the grievance.

Step 3. If the grievance is not resolved in Step 2, the grievance may be presented in writing to the Board
of County Commissioners or designee, within ten (10) working days of the receipt of the Step 2
response. The Board of Commissioners or designee shall attempt to resolve the grievance, and shall
respond in writing to the employee within twenty (20) working days of receipt of the grievance. Time
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limits at any stage of the grievance procedure may be extended upon written agreement of the parties at
that Step. '

Step 4. If the grievance is not resolved in Step 3, the grievance may be presented in writing to the Board
of County Commissioners or designee within ten (10) days with a request to convene a Grievance Panel
consisting of four (4) members, two (2) selected by the ASSOCIATION (one (1) of whom is not party to
the grievance or been involved in the processing of the grievance) and two (2) selected by the County
with the same conditions applying as for the ASSOCIATION’S sclected people. The panel will convene
within thirty (30) working days of receipt of request for the Grievance Panel to consider grievance.
Should the panel reach a majority decision on the issue, the panel will issue a decision and that decision
shall be final and binding on all parties involved in the grievance.

Step 5. If the grievance is not resolved at Step 4, the ASSOCIATION may submit the grievance to
arbitration, within ten (10) working days of the receipt of the Step 4 response, in accordance with the
following rules:

RULES OF ARBITRATION

Within ten (10) working days of receipt of the ASSOCIATION’S written notice of its intent to arbitrate
a grievance, the parties shall select an impartial arbitrator, who shall be agreeable to the EMPLOYER
and the ASSOCIATION. In the event that the parties to the dispute are unable to agree upon the
selection of an arbitrator, the parties shall request a list of five (5) potential arbitrators from the Federal
Mediation and Conciliation Service or the Board of Personnel Appeals.

Within five (5) working days of the date of receipt of the list of arbitrators each party shall alternate in
striking names until one (1) remains. The remaining name shall be the arbitrator. A drawing of lots shall
be used to decide which party strikes a name first.

The party requesting arbitration shall notify the arbitrator and the Federal Mediation and Conciliation
Service or the Board of Personnel Appeals of the selection within three (3) working days from the date
of selection. '

The arbitrator shall conduct a hearing and render a decision within thirty (30) working days of date of
the hearing. Such decision shall be final and binding on both parties. The arbitrator shall not have the
power to add to, subtract from, alter or modify any of the terms of this Agreement,

Each party shall share equally the cost of the arbitrator and each party shall be responsible for the cost of
its open representatives and witnesses.

In the event one of the parties to the arbitration wants a transcript of the arbitration proceedings, the
party requesting the transcript shall pay all costs.

ARTICLE 24: MISCELLANEOUS
Section 1: Environmental Health Specialist Licensures

Employees who are hired as an Environmental Health Specialist In Training as a condition of
employment must obtain their Registered Sanitarian(R.S.) License within one (1) year of employment.
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The EMPLOYER will reimburse the employee up to $750 upon receiptable documentation of R.S.
License. Employees who leave employment less than one (1) year after attaining their R.S. license shall
reimburse in full the amount to the EMPLOYER through payroll deduction on their final paycheck.

The EMPLOYER will pay for any licenses required for an employee to perform the duties of their
position. Only licenses that are required will be paid for and only the actual cost of the license.
EMPLOYER will reimburse licenses that are due for rencwal.

Section 2: Labor/Management

In order to facilitate communication and resolve issues of mutual interest, it is agreed that a
Labor/Management Committee shall be formed to confer on day-to-day work-related issues. Labor and
Management shall each be charged with establishing the composition of their respective place to initiate
the Committee and later on an “as needed” basis. The Committee shall be responsible for development
of its charge and bylaws to govern the committee.

Section 3: Temporary Lead

Lead Position - It is understood by both parties that employees who are asked to be in a lead position
have more duties and responsibilities to the successful accomplishment of the mission and vision of
Cascade County. Compensation for time filling a lead position will be provided in two forms:

1) financial and 2) supervisory time. Employees filling a designated lead position shall receive an
additional One Dollar ($1.00) hour for every hour worked as lead. Employees will accrue time as a
supervisor for every hour they are designated lead.

To be cligible to earn lead position compensation pay and supervisory time, the employee must receive
documentation from their Division Manager showing the duration of time they were designated lead and
a KRONOS time card printout, showing the actual time worked while being lead, must be attached to
the letter designating the individual as lead. This documentation will be maintained in the employee’s
official employee record located in Human Resources.

Documented supervisory time will be considered when supervisory vacancies occur within the County
and the employee applies for the position.

Team lead assignment will be determined by employee desire, seniority, fitness, ability and availability.
The determination of an employee’s fitness and ability shall be the right and responsibility of the
EMPLOYER, as measured against the following considerations: The EMPLOYER asserts that the
employee has the experience related to the job, where applicable; performs the work in the manner
required by the EMPLOYER; protects the property and interests of the EMPLOYER,; reports for work
promptly and regularly; obeys all safety rules and regulations associated with the work; and maintains
harmonious relations with co-workers.

" Team lead’s role in personnel matters is limited to advisory only; not responsible for any decision-
making regarding personnel actions. Coverage for unanticipated vacation request to be reviewed by the

lead and a recommendation made to the supetvisor in charge.

ARTICLE 25: SEVERABILITY
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Should any provision contained in this Agreement be declared invalid by reason of any existing or
subsequently enacted legislation or court decree of competent jurisdiction, such terms of the Agreement
shall be modified so as to conform to the requirements of such laws or decree, or other provisions of this
Agreement shall continue in full force and effect.

During the term of this Agreement, it is understood that the ASSOCIATION will not cause, permit, or
authorize its members to strike, sit down, slow down, or engage in any work stoppage or imitation of its
County’s services.

ARTICLE 26: TERM

This Agreement shall become effective upon ratification by the Federation of the Cascade City County
Health Department Local #7772 and Cascade County Board of County Commissioners, effective July 1,
2022. This Agreement shall remain in effect until June 30, 2025.

Either Party may request negotiations for a successor Agreement by giving written notice to the other
Party during the month of February of the year of Agreement expiration. If neither party gives notice,
the Agreement shall automatically renew for one (1) additional year until such notice is given.

ARTICLE 27: EMBODIMENT

It is mutually agreed that this Agreement sets forth the entire agreement between the EMPLOYER and
the ASSOCIATION and that during the course of collective bargaining each Party had the unlimited
right to offer, discuss, accept or reject proposals and therefore, for the term of this Agreement no further
collective bargaining shall be had upon any provision of the Agreement nor upon any proposal which
was offered and discussed but was not made a part of this Agreement. Furthermore, there shall be no
verbal or written agreement between the EMPLOYER and the ASSOCIATION in violation or
contravention of this Agreement.

ASSOCIATION

ety —Se

Jeff @owef, MFRE—
Elizifzﬂv’hittemore, Presigen

Edfifh CampBell, M Negotiation Team Member

a

Lenore Harris, MEPE Negotiation Team Member
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BOARD OF COUNTY COMMISSIONERS

CASCADE TY
By /7fé 2
0 /gg/siﬁlairman

N ks

N~ .
Jdmes L Larson, Conimissioner

By @r‘ 7&;1,«._

Don Ryan,/éommissioner

Attest

On this |’ day of %ﬁﬂjm 2022, T herby attest the above written signatures of the Board
of Cascade County Commissioners.

o A

Rind Fohtana Moore” S AS N
Cascade County Clerk and Recorder B
APPROVED AS TO FORM: \J@ . ﬁ“’\a 8
Josh Racki, County Attorney Ty, of 258t

_'l__ LG O =l
DEPUTY CQUNTY ATTORNEY
* THE COUNTY ATTORNEY HAS PROVIDED ADVICE AND APPROVAL OF THE FOREGOING DOCUMENT LANGUAGE ON BEHALF OF THE BOARD OF
CASCADE COUNTY COMMISSIONERS, AND NOT ON BEHALF OF OTHER PARTIES OR ENTITIES. REVIEW AND APPROVAL OF THIS DOCUMENT BY

THE COUNTY ATTORNEY WAS CONDUCTED SOLELY FROM A LEGAL PERSPECTIVE AND FOR THE EXCLUSIVE BENEFIT OF CASCADE COUNTY.
OTHER PARTIES SHOULD NOT RELY ON THIS APPROVAL AND SHOULD SEEK REVIEW AND APPROVAL BY THEIR OWN RESPECTIVE COUNSEL.
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ADDENDUM A
COMPENSATION SCHEDULE

Effective July 1, 20229: $1.05 increase for all existing employees in WIC Nutrition Aide, WIC Nutrition
Educator Aide, Environmental Health Technician, Community Health Education Specialist, Disease
Investigation Specialist, Case Manager, Covid Coordinator and Epidemiology Specialist positions.

Effective July 1, 2022, $1.15 increase for all existing employees in Environmental Health Specialist In
Training and WIC Nutrition Educator positions.

Effective July 1, 2022, $1.25 increase for all existing employees in Social Worker and Emergency
Planner positions.

Effective July 1, 2022, $1.75 increase for all existing employees in Environmental Health Specialist,
Public Health Nurse — Immunization (LPN) and Registered Dietician positions.

Effective July 2, 2023: minimum 2% increase of MACO COLA not to exceed 3%, whichever is greater
Effective July 1, 2024: minimum 2% increase or MACO COLA not to exceed 3%, whichever is greater
Hiring Schedule Ranges:

WIC Nutrition Aide
Entry: $12.18
Max: $12.76

WIC Nutrition Educator Aide
Entry: $15.62
Max: $16.54

Environmental Health Technician, Community Health Education Specialist, Disease Investigation
Specialist, Case Manager, Covid Coordinator, Epidemiology Specialist

Entry: $17.88

Max: $18.84

Environmental Health Specialist In Training, WIC Nutrition Educator
Entry: $17.98

- Max: $18.94

Social Worker
Entry: $18.08

 Max: $ 19.04

Emergency Planner
Entry: $20.73
Max: $24.14
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Environmental Health Specialist
Entry: $22.23
Max: $22.69

Registered Dietician and Public Health Nurse — Immunizations (LPN)
Entry: $21.23
Max: $24.64

The Epidemiology Specialist and Covid Coordinator positions are Red Circled at the respective
employee’s current pay plus the $1.05 increase set forth above. The Epidemiology Specialist and Covid
Coordinator positions will revert to the lower salary set forth above when the current employees in the
respective positions leave their position and/or the CCHD.

At the discretion of the Health Officer, new employees may be hired at Entry through Maximum at the
applicable level based on previous public health/health care experience.

- Longevity Pay: Longevity pay shall be according to the following schedule:

Years of Service Amount of Increase
6 continuous months $.10 per hour
5 continuous years $.15 per hour
10 continuous years $.25 per hour
15 continuous years $.35 per hour
20 continuous years $.45 per hour

The eligibility date for purposes of this section shall be the employee’s date of hire with the CCHD.

Retroactive pay will only be paid to those employees who are working under this Agreement by and
between Cascade County and Federation of Cascade City County Health Department Local #7772 at
time of the ratification of this Agreement or those employees who have continued employment with the
County and are no longer covered by this Agreement. For those employees still with the County outside
of this Agreement, retroactive pay under this Agreement will be from July 1 until the employees took
the new positions outside of this Agreement.
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