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PREAMBLE 
 

This agreement, entered into by Benton County Oregon, hereinafter referred to as the County, and the 
American Federation of State, County and Municipal Employees, Local Number 2064, hereinafter referred to 
as the Union, defines the entire relationship between the parties, and is intended to promote harmonious 
relations between the County and the Union. The parties acknowledge that there is a statutory division of 
responsibility between the Board of Commissioners and certain elected officials with respect to 
administration of departments affected by the agreement, and that the statutes shall control in the event 
of conflict with any provisions herein, however, the provisions of Article 24 shall apply if such a situation 
develops. 

 
This agreement represents the whole and complete understanding between the parties, and has as its 
purpose the setting forth of those matters pertaining to rates of pay, hours of work, fringe benefits, and 
other matters relating to terms and conditions of employment which are expressly covered in this 
agreement, and which are consistent with the primary objective of providing efficient and economical 
services to the citizens of Benton County. 

 
 

ARTICLE 1. RECOGNITION 
 

Section 1.1. Union Recognized. 

A. The County recognizes the Union as the sole and exclusive bargaining agent, for the purpose 
ofestablishing wages, hours and conditions of employment, for all regular public employees of 
Benton County, excluding confidential, supervisory, and managerial employees pursuant to ORS 
243.650 and employees who are temporary, intermittent (On-call), student interns, and 
employees in the Sheriff's Department (BCDSA), Deputy District Attorneys, and registered 
Nurses represented by the Oregon Nurses Association (ONA). 

 
B. No employee covered by this agreement will be laid off and replaced by a temporary, 
intermittent (On-call), or student intern employee or employees performing the same work in 
that department or division without the employee first being offered the opportunity to work in 
the temporary position. 

 
Section 1.2. Definitions. 

For the purposes of this agreement, the word employee shall refer only to Benton County employees 
who are members of the bargaining unit as defined in Section 1.1. All references to employees in this 
agreement encompass all bargaining unit employees regardless of sex or gender identity. 
“Their/They/Them” pronouns are used in the singular replacing “he/she” and “her/him: throughout 
this agreement. 
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Section 1.3. Employment Categories. 

For the purposes of this agreement, the Employment Categories shall be as follows: 
 

A. Regular full-time employee occupies a position with an established FTE of 1.0 and has completed 
the probationary period. 

 
B. Regular part-time employee occupies a position with an established FTE of less than 1.0 to .5 

FTE and has completed the probationary period. 
 

C. Seasonal employee occupies a regular status position, which occurs, terminates and reoccurs 
periodically and regularly regardless of the duration. Full time seasonal employees will complete 
probationary service after having served a combination of seasonal periods totaling six (6) full 
calendar months (a minimum of 1040 hours.) Regular part time seasonal employees will have 
their probationary period pro-rated on an hourly basis in accordance to their position’s 
established FTE. Seasonal employees have all rights and benefits accrued by regular employees 
during their employment season. (Examples: 9-month Natural Areas and Parks Department 
employees, 9- or 10-month school-based nurses). 

 
D. Intermittent (On-Call) employee is available on an irregularly fluctuating basis because of the 

nature of the work. A person appointed to an intermittent position shall be informed in writing 
at the time of appointment that the position has been designed as an intermittent position and 
that the employee may expect to work only when work is available. A person who is appointed 
to an intermittent position may be scheduled for work at the discretion of the supervisor when 
the workload of the position so justifies without any penalty pay provision for short notice. Lack 
of work for an employee appointed to an intermittent position shall not be considered a layoff. 
Intermittent (On-Call) employees are not eligible for holiday, vacation, or personal leave accrual. 
Intermittent (On-Call) employees are not members of the collective bargaining units. (Example: 
Elections Workers, On-Call County Mail, and On-Call Custodial Staff). Employees in this category 
will work less than 1040 hours in a fiscal year. Intermittent employees will accrue sick leave in 
accordance with the Oregon Sick Leave Law. 

 
E. Limited Duration employee is hired to perform special studies or projects of uncertain or limited 

duration, or for replacement of an employee on an extended leave of absence. Such 
appointments shall be for a stated period no less than six months but not exceeding two (2) years 
and can expire upon the earlier termination of the special study or projects. Limited Duration 
employees have all the rights of regular status employees except that they are not entitled to 
layoff rights. 

 
A person hired from a regular position into a limited duration position, shall retain all of their 
rights as a regular employee and continue accrual of seniority. At the conclusion of the limited 
duration appointment, if their former position is not available, then they shall be entitled to lay 
off rights. 
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Should a limited duration appointment be converted to a regular position, the incumbent shall 
be credited seniority for the full time served in the position. 

 
Limited Duration positions may be subject to bumping in times of layoff. 
After two (2) years in a limited duration position employees will automatically be converted to 
regular employee status. 

 
F. Temporary employees shall be used for the purpose of meeting short-term, emergency workload 

needs. A temporary appointment or position whether utilized directly by the County or indirectly 
through a vendor, shall not exceed the equivalent of six calendar months or 1040 hours in a fiscal 
year. Temporary employees who are hired directly by the County and who perform work for 
more than 1040 hours in a fiscal year will become Seasonal Workers as defined above. 
Temporary employees are not members of the collective bargaining unit and are not eligible for 
accrual of holiday, vacation, or personal leave. Temporary employees can, however, apply for 
regular status positions open to internal candidates only; and if appointed to a regular position 
in the same department in which the temporary position was situated, may receive credit toward 
their probationary period according to Article 15, Probationary Period. 

 
G. Student Interns can work for school credit and/or a nominal salary in order to combine classroom 

theory with practical experience in the workplace. Benton County is a partner with Benton 
County schools and institutions of higher education in support of the State of Oregon’s School 
Intern and School-to-Work program. 

 
 

ARTICLE 2. GENERAL PROVISIONS 
 

Section 2.1. Notice Period Defined. 

In all cases herein where a notice period is referred to in terms of working days, that period shall be 
construed as County business days, Monday through Friday, excluding County recognized holidays. It 
shall not refer to an individual employee's working days. 

 
Section 2.2. Non-Discrimination. 

The parties agree not to discriminate on the basis of race, religion, sex, sexual orientation, color, 
ethnicity, age, disability, marital status, political affiliation, national origin, or any other characteristic or class 
prohibited by law, in the enforcement and execution of this agreement. 

 
 

ARTICLE 3. MANAGEMENT RIGHTS 
 

Except as otherwise expressly limited by the terms of this agreement, the County retains all of the 
customary, usual, and exclusive rights, decision-making prerogatives, functions and authorities 
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connected with or in any way incident to its responsibility to manage the affairs of the County or any 
part thereof. Without limitation, but by way of illustration, the exclusive prerogatives, functions, and 
rights of the County shall include the following: 

 
A. To determine the services to be rendered to the citizens of the County. 

 
B. To determine the County's financial, budgetary and accounting procedures. 

 
C. To direct and supervise all operations, functions and policies of the departments in which the 

employees in the bargaining unit are employed. 
 

D. To close or liquidate any office, branch, operation, facility, or combination of facilities, or to 
relocate, reorganize, or combine the work of divisions, offices, branches, operations, or facilities. 

 
E. To manage and direct the work force, including but not limited to the right to determine the 

methods, process and manner of performing work; the right to hire, promote and retain 
employees; the right to determine schedules of work; the right to purchase, dispose of and/or 
assign equipment or supplies. 

 
F. To contract out any work it deems necessary in the interest of efficiency, economy, improved 

work product, or emergency. 
 

G. To determine the need for a reduction or an increase in the work force. 
 

H. To establish, revise, and implement reasonable standards for hiring, classification, promotion, 
quality of work, safety, materials, and equipment. 

 
I. To implement new, and/or to revise or discard, in whole or in part, old methods, procedures, 

materials, equipment, facilities or standards. 
 

J. To assign shifts, workdays, hours of work, and work locations. 
 

K. To designate and to assign all work duties. 
 

L. To determine the need for and the qualifications of new employees, transfer of employees, and 
promotions. 

 
I. To discipline, suspend, demote, or discharge an employee so long as such action follows the 

tenets of just cause; and probationary employees at the pleasure of the appointing authority, 
pursuant to Section 20.1. 

 
J. To determine the need for additional educational courses, training programs, on-the-job training, 

and/or cross training, and to assign employees to such duties for periods of time designated or 
determined by the County. 
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ARTICLE 4. UNION RIGHTS 
 

Section 4.1. Check Off. 

A. During the term of this agreement, the Union will notify the County periodically of individuals 
who have authorized or discontinued authorizations for deductions to the Union and the 
County agrees to deduct the monthly membership dues from the pay of those employees who 
individually request in writing such deductions; and to remit the aggregate thereof to the 
treasurer of the Union no later than the tenth day of the next succeeding month together with 
an itemized statement thereof. Individual authorization for dues deductions shall be deemed a 
contract per ORS 652.610(3). The Union will provide to the Employer a list identifying the public 
employees who have provided authorization for the Employer to deduct from the employee’s 
wages to pay dues, fees, and any other assessments or authorized deductions to the Union. 

B. An electronic file listing new authorizations or changes in authorizations for employee Union 
deductions will be submitted by the Union to the County electronically by close of business on 
the business day immediately preceding the twentieth (20th) of each month. The Employer 
agrees that payroll deduction authorizations submitted within the timelines above shall be 
deducted from the next issued paycheck for the previous applicable pay period. 

 
C. Employees whose employment begins or ends after working less than ten (10) business days inany 

calendar month will not be subject to dues deduction. 

D. The Union agrees that all money collected and/or distributed herein will comply with ORS 
260.432(1). 

 
E. The Union shall indemnify, defend and save the County and/or any of its management employees 

harmless, for any and all costs incurred through any court or other legal proceeding instituted by any 
employee in the bargaining unit which arise because of the application of this Section. TheUnion 
further certifies that this Article has been approved by a majority of the employees in the 
bargaining unit prior to its effective date. 

 
Section 4.2. Employee Listing. 

The Employer shall provide the Union with an editable Excel spreadsheet containing the following 
information for each employee in the bargaining unit: The employee’s name, unique identifier, and 
date of hire; contact information including: cellular, home and work telephone numbers; personal and 
work electronic mail address; and home or personal mailing address; and employment information 
including the employee’s job title, salary, and work location. 

 
The Employer shall provide the information with ten (10) calendar days from the date of hire for newly 
hired employees and once per month for employees in the bargaining unit who are not newly hired. 
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ARTICLE 5. UNION ACTIVITY 
 

Section 5.1. Non-Discrimination. 

Neither the County nor the Union shall interfere with the rights of employees covered by this 
agreement to become or not to become members of the Union. The parties will not discriminate 
against any employee covered by this contract because of the membership in the Union, or legitimate 
activity as provided by this contract on behalf of the members of this bargaining unit. The provisions of 
this agreement shall be applied to all members of the bargaining unit equitably to the extent that 
specific wording of this agreement allows. 

 
Section 5.2. Union Responsibility. 

The Union recognizes its responsibility as bargaining agent and agrees to represent all members of the 
bargaining unit with respect to grievances as herein defined. Such representation shall be afforded any 
employee in the bargaining unit, whether or not that employee is a member of the Union. Nothing in 
this Section shall be construed to require the Union to pursue grievances that the Union considers 
invalid. 

 
Section 5.3. Union Activity. 

A. The Employer shall allow the Union Representative, Stewards or Union appointee to engage in 
the following activities during regularly scheduled work hours without loss of compensation or 
benefits in addition to all other collective bargaining and employee relations activities protected 
by state law: 
1. Investigate and process grievances and other workplace-related complaints; 
2. Attend investigatory meetings, hearings, and other due process proceedings; 
3. Participate in, or prepare for, proceedings that arise from a dispute involving the collective 

bargaining agreement, including arbitration proceedings, administrative hearings and other 
proceedings before the Employment Relations Board; 

4. Engage in collective bargaining; 
5. Attend labor-management meetings held by a committee composed of employers, 

employees and representatives of the Union to discuss employment relations; 
6. Provide information to newly hired employees per Section 5.4 below; and 
7. Testify in a legal proceeding in which the Union Representative has been subpoenaed as a 

witness. 
 

Before engaging in Union business as listed in items 1-7 above on paid time, the Union 
representative,steward, or other Union official shall provide notice to their supervisor of the 
need for Union business and obtain their approval. It is further understood that Union Stewards 
and Union appointees will record Union activity on paid time in the County’s timekeeping 
system. 
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It understood that Union activity outside of those listed in this article must be done outside of paid 
working hours. 

 
B. The Union agrees to provide written notification to the County within ten (10) working days 

following election or selection of Union representatives, stewards, or other Union officials. 
 

C. For purposes of facilitating labor/management business and to communicate to union members about 
labor/management issues the Union representative, steward or other Union appointees may use 
County telephones, electronic mail and fax machines without cost for Union business Union 
representatives may also use County copiers under the same circumstances as mentioned above. 
However, they must pay the designated charge and use a County copier which has beenspecifically 
designated for personal copies. 

 
a. The Union will comply with all of the County’s policies on appropriate use of work time 

and County equipment when utilizing the provisions of this article. 
 

b. The Union recognizes that the county’s email system is the exclusive property of the 
county and that any communications or files generated or distributed by the Union on 
that system may be accessed by the County according to the County’s general policies. 

 
c. The Union will not use email to provide political information, solicit support for political 

causes, raise funds for political purposes, sell, purchase or trade private items or 
property, or raise funds for any purposes. 

 
D. Duties required by the Union of its stewards, excepting attending aggrieved employees concerning 

grievance matters, shall not interfere with their or other employees’ regular work assignments. 
 

E. The Local Union President shall certify the name and position of AFSCME staff representatives to the 
County’s Human Resources Director. The County agrees that the Union Representative certified by the 
Local Union shall be accorded reasonable access to County premises for the purpose of Union business, 
provided that the representative gives notice of their presence to Management and that such access does 
not interfere with performance by County employees of their duties or violate building use or authorized 
and enforced access policies. 

 
 

Section 5.4. Orientation. 

The County will establish a regular time schedule for new employee orientation (NEO) and notify the 
Union president and designated AFSCME presenters of such. The designated AFSCME presenters will 
be identified by the president and will communicate that to Human Resources. The Union will be 
allowed 30 minutes to present information to their bargaining unit members at the regularly 
scheduled Human Resources NEO meeting. 

 
The Union will be responsible for confirming that members are scheduled for NEO before each session 
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and the Employer will make a reasonable effort to provide the names and email addresses of new hires 
no later than one work day before theorientation. 

 
The Parties understand that from time to time, new employees may be unable to attend regularly 
scheduled NEO and may not have participated in the Union’s presentation. In these cases, the Union 
will schedule an individual orientation for the new employees with a designated AFSCME presenter for 
up to 30 minutes on paid time. 

 
Section 5.5. Bulletin Boards. 

The County agrees to provide bulletin boards for the Union's use in all County facilities where 
employees/members are based. These bulletin boards are to be used by the Union for posting Union 
related material of a non-controversial nature. The Union agrees to maintain all posted material on the 
bulletin boards in a neat and orderly fashion and promptly remove outdated information. The County 
retains ownership of the bulletin boards. 

 
 

ARTICLE 6. STRIKES AND LOCKOUTS 
 

Section 6.1. No Strike. 

During the term of this agreement, the Union and its members, both as individuals and as a group, will 
not initiate, cause, permit, participate, or join in any strike, work stoppage, slow down, picketing, or any 
other restriction of County work. Disciplinary action, including discharge, may be taken against any 
employee or employees engaging in any act in violation of this Article. Such disciplinary action shall not 
in any way hinder or restrict other remedies, including an action at law for damages, which may be 
available to the County. No employee shall be required to perform work normally performed by a 
striking member of another bargaining unit unless there is an emergency where the County deems a 
threat to public health and safety exists. 

 
In the event of a strike, work stoppage, slow down, or observance of a picket line in violation of ORS 
243.732, the Union shall immediately upon notification by certified letter, email or telephone message 
to the Executive Director of AFSCME Council #75, or to the President of Local 2064, or their designee, 
attempt to secure an immediate and orderly return to work. This obligation, and the obligations set 
forth above shall not be limited or otherwise affected by the subject matter involved in the dispute giving 
rise to the work stoppage, or by whether such subject matter is or is not subject to the grievance 
provisions of this agreement. Should any amendment to ORS 243.732 occur during the term of this 
agreement allowing public employees to legally honor picket lines, the parties agree to meet within ten 
(10) working days for the purpose of negotiating a substitute for this Section. 

 
Section 6.2. No Lockout. 

During the term of this agreement, the County will not initiate a lockout over a dispute with the Union 
so long as there is no violation of Section 6.1. 
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ARTICLE 7. HOURS OF WORK AND OVERTIME 
 

Section 7.1. Application of This Article. 

This Article is intended only as a basis for calculating overtime payments and nothing in this agreement 
shall be construed as a guarantee of hours of work per day or per week. Where this agreement covers 
matters addressed in ORS 279.340 and 279.342, the County and the Union specifically waive application 
of those statutes. 

 
Section 7.2. Regular Hours. 

Working hours for each employee shall be regular and consecutive except for meal periods. 
 

Section 7.3. Flex Schedules. 

A flexible work schedule may be approved or required by the County when the County determines that 
it is in the best interest of the organization. To be in the best interest of the County, a flexible work 
schedule would improve, or at least maintain, the efficiency of the work group, enhance customer 
service, provide a distinct value to the community or fulfill some other organizational value. The County and 
the Union acknowledge that job requirements and working environments vary greatly and flexible 
schedules may not be appropriate in every work area. The approval of flexible work schedules will be at the 
sole discretion of the County. 

 
A. Employee-Requested Fixed Flex Schedule 

 
Employee requests for fixed flex schedules (duration of more than two weeks, but no more than one 
year) will be considered by their supervisors and evaluated based on criteria that supports the 
goals listed above. Application for employee-requested flex schedules should be made to the 
employee's supervisor utilizing the Flex Schedule Request Form provided by the County. The 
application must show, at a minimum, that the following criteria can be met: will enhance the 
employee's work performance, sustain internal and external customer service levels and conform to 
regularly scheduled and/or seasonal departmental needs, meetings, and group projects. Thefinal 
decision on the approval of employee-requested flex schedules shall be made by the Department 
Director. 

 
Subsequent to the approval of a flex schedule, it shall be the responsibility of the employee to 
successfully maintain job performance and to adapt to changes in the workplace that impose 
demands on that schedule. Approved employee-request flex schedules can be revoked by the 
supervisor or the employee with 10 working days’ notice. 

 
B. County Required Flex Schedule 

 
The County may require a flex schedule when it determines it is in its best interest. 

When a flex schedule is required, the employee will be provided ten (10) working days’ notice unless an 
emergency situation exists, in which case the schedule change may be immediate. The County shall declare 



16 Benton County/AFSCME Council #75, AFL-CIO Local 2064 Collective Bargaining Agreement 2024-2027  

all emergencies in writing, noting the beginning and the end of the emergency. If mutually agreed between 
the employee and the Department Director, the ten (10) working day notice period may be waived in non- 
emergency situations. A flex schedule is intended to accommodate the special needs of a department. 

 
Section 7.4. Normal Workweek. 

Excluding meal periods, the normal workweek shall consist of forty (40) hours per week, not to be 
worked in excess of five (5) consecutive days with at least two (2) consecutive days off, or four (4) 
consecutive days with three (3) consecutive days off. Department Directors shall have the authority to 
initiate either five (5) day or four (4) day workweeks, consistent with priorities and efficiencies 
established by the County. The normal workweek shall begin at 12:00 A.M. Sunday and end on the 
following Saturday at 11:59 P.M. 

 
Section 7.5. 9/80 Alternative (Flex) Schedule Workweek 

When a full-time employee has been approved to work a 9/80 alternative work schedule, the work 
schedule shall consist of fourteen (14) calendar days consisting of any combination of seven (7) 
consecutive days consisting of four (4) nine (9) hour days and one eight (8) hour day and seven (7) 
consecutive days consisting of four (4) nine (9) hour days. The five (5) day work week will have two (2) 
consecutive days off and the four (4) day work week shall have three (3) consecutive days off. For 
purposes of this work schedule the one (1) eight (8) hour work day will be defined as the last four (4) 
hours of one work week and the first four (4) hours of the following work week to complete two (2) 
separate forty (40) hour work weeks. 

 
(See also Article 8.3 Holiday Pay.) 

 
Section 7.6. Overtime Premium. 

Except when a flex schedule is mutually agreed to under Section 7.3, an overtime-eligible (FLSA non- 
exempt) employee shall be paid or granted compensatory time off at the County's discretion at one and one- 
half (1-1/2) times their regular rate of pay for all time worked in excess of forty (40) hours in any 
scheduled work week. All hours under County paid status shall apply. Payments from non-County 
sources, including but not limited to workers’ comp and long-term disability, shall not constitute salary 
paid by County. 

 
Accrued compensatory hours shall not exceed eighty (80) hours. Compensatory accruals in excess of 
eighty (80) hours shall be paid in the period earned. Upon request of the employee, with the approval of 
the Department Head and based upon available funding, compensatory time may be cashed out at any 
time. Upon termination of employment, all compensatory time will be paid out to the employee. 

 
Employees who have reached their maximum 80 hours of compensatory time can request a three (3) 
month extension of the maximum rate in order to take the leave rather than get paid out. Extensions to 
the maximum accrual, not to exceed 20 hours, may be approved by the Human Resources Director when 
requested in writing by the employee’s Department Director. Exceptions may be approved a maximum of 
once each fiscal year. 
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It is the intent of the County that employees will not be required to work schedules that do not provide 
at least twelve (12) hours rest between shifts on an on-going or routine basis. The County pledges that 
the frequency of such occurrences will not exceed past practice, and will be discouraged whenever 
possible. 

 
Section 7.7. Overtime Distribution. 

Insofar as reasonable and possible, overtime work shall be distributed equally to employees within the 
same job classification in each department. 

 
Section 7.8. Work Schedules. 

Excepting emergencies, normal work schedules shall not be changed unless ten (10) working days notice is 
provided to the employee; however, if mutually agreed by the Department Director and the employee, the 
ten (10) working day notice period may be waived. 

 
Section 7.9. Standby Duty. 

Employees on standby duty must be available to a telephone or other calling device at all times during a 
designated period. Employees on standby duty shall be responsible to perform assignments and respond to 
calls as may be required. Employees shall receive compensation of twelve (12) hours straight time for each 
seven (7) day period spent on standby duty, or prorated on a daily basis if the period of standby duty is 
less than seven (7) days. At the County's discretion, standby compensation may be in the form of a direct 
payment or added to the employee's compensatory accrual. Employees assigned to standby duty shall not 
be eligible for call-in pay pursuant to Section 7.1, but shall be paid for all hours worked.An Employee 
required to work standby on a holiday will receive an additional two (2) hours of straight time. 

 
Section 7.10. Remote Access – Standby 

Upon prior authorization of a supervisor or manager, an off-duty employee who is asked to assist with a work 
situation via remote access will be compensated a minimum of one hour for time worked and actual 
time worked in excess of one hour. 

 
Section 7.11. Back-up to Community Health Center Triage Service 

Physician Assistants (PAs) will participate in the weekly rotation providing back-up to the contracted 
vendor providing after hours triage service for the Health Center. 

 
PAs will be paid a minimum of $50, or no less than the rate paid to other Benton County providers for 
the same work for serving as back-up to the triage service. The schedule will rotate weekly among 
designated employees determined by the Community Health Center Director. 

 
Participation is required and not voluntary. PAs using their personal cell phones will be reimbursed per 
Benton County policy. 
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Section 7.12. Mental Health Standby Duty. 

Employees who volunteer for Mental Health Standby Duty must be available by telephone or other 
calling device at all times during a designated period. Initial scheduling for Mental Health Standby Duty is 
voluntary for all employees, however, bargaining unit employees, who meet the minimum clinical 
qualifications, shall be given preference. Qualified employees shall be provided the first opportunity to 
schedule their stand-by shifts every quarter. Qualified employees may sign up for shifts in twelve (12) 
hour increments. In the event there are not enough volunteers to meet the operational needs of the 
program, the Department reserves the right to assign standby duties. Employees on standby duty shall 
be responsible to perform assignments and respond to calls as may be required. 

 
After Hours Crisis Sign-up Procedure: 

 
1. A minimum of 30 days before the start of a new quarter the crisis program manager or designee 

will send an email requesting that staff send their preferred dates for working standby duty for 
the upcoming quarter to the program manager or designee. 

 
2. The crisis program manager or designee will schedule the dates volunteered for by staff in the 

calendar. Any dates that more than one staff volunteer for will be assigned based on seniority. 
 

3.  An email will be sent asking for additional volunteers for shifts that remain open no less than 
14 days before the end of the current quarter. 

 
4. Any shifts remaining open five days after the email referred to in subpart 3 will be offered to 

contractors for coverage. 
 

5. Shifts not covered by volunteers or contractors will be offered to all covering staff for a last opportunity 
to volunteer for shifts. 

 
6. Any open shifts not covered by contractors or volunteers will be assigned based on reverse 

seniority (least senior person gets first assignment). This will be kept as a rotating list for ongoing 
assignment past each quarter. 

 
This list will be kept in the Crisis program folder with the Crisis Calendar. 

7. If the assigned staff member calls out sick coverage will be offered for volunteers to all covering 
staff, then offered to contractors. Shifts with no volunteers will be assigned based on above 
identified rotating reverse seniority list. 

 
 

QMHPs shall receive ninety-four ($94.00) per day for standby duty during weekdays; one hundred forty- 
three ($143.00) per day for holidays and weekends; pro-rated for partial day shifts. In addition, face to 
face interactions will be paid at a rate of one hundred fifty-one dollars ($151) for each interaction. QMHAs 
shall receive seventy-five percent (75%) of the QMHP rates listed above. Peers shall receive fifty percent 
(50%) of the QMHP rates listed above. Mental Health employees assigned to standby duty shall not be 
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eligible for call-in pay pursuant to Section 7.14. Exempt Mental Health Specialists eligible for Mental Health 
standby pay are not eligible for Personal Leave. 

 
The employee may choose each pay period to be paid or may elect to have standby pay, or any portion 
thereof, reserved as relief time. Relief time may only be used for a workday or any portion thereof, 
following any standby duty. The reserved relief time may not exceed thirty (30) hours. 

 
Employees may cash out their relief time in a December pay period of each year. In any event, the 
Department will cash out all outstanding relief time on the June 16th pay period of each year. 

 
Outside of a hospital or with law enforcement present, and to the extent required by law, QMHAs and 
Peers will not be left alone when working mobile crisis response and actively at and responding to a crisis 
in the presence of a client. 

Section 7.13. Assertive Community Treatment Crisis Phone Standby Duty. 
 

Act Team members on coverage for the ACT Consult Crisis Phone Standby duty must be available to a 
telephone or other calling device at all times during a designated period. ACT Team members on ACT 
Consult Crisis Phone Standby Duty shall be responsible to perform assignments and respond to calls as 
may be required. For each 24-hour shift, employees will be paid $94.00 per day for standby duty during 
weekdays and $143.00 per day for standby duty during weekends and holidays. Signups will be filled 3 
months in advance, with priority given to QMHPs. Any dates for which more than one staff volunteer will 
be assigned based on seniority and unclaimed shifts will be assigned based on identified rotating reverse 
seniority. If the assigned act team member calls out sick coverage will be offered for team member 
volunteers to cover the shift. Shifts with no volunteers will be assigned based on identified rotating 
reverse seniority list. Shift is identified as 24-hour shifts from 8:00 AM to 8:00 AM. The individual 
covering the next shift must forward that ACT Consult Crisis Line at that time. Employees assigned to 
standby duty shall not be eligible for call-in pay pursuant to Section 7.14. 

 
Section 7.14. Call-In Time. 

Excepting Caretakers employed in the Natural Areas, Parks, and Events Department, employees called 
in to work outside their regularly scheduled shift shall be paid a minimum of three (3) hours at one and 
one-half (1-1/2) times their regular rate of pay, or the actual time worked, whichever is greater. 

 
Caretakers who are called in to work outside their regularly scheduled shift shall be paid a minimum of 
one (1) hour at one and one-half (1-1/2) times their regular rate of pay, or the actual time worked, 
whichever is greater. 

 
Shift extensions do not qualify any employee for call-in-pay; however, shift extensions may qualify the 
employee for overtime payments pursuant to Section 7.6. 

 
Section 7.15. Rest Periods. 

 
All work schedules shall provide each employee a fifteen (15) minute rest period during each one-half 
(1/2) of an eight (8) hour or a ten (10) hour shift. Rest periods shall be scheduled at the middle of each 
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shift whenever possible. Employees who are authorized by their supervisors to work beyond their 
regular quitting time shall receive an additional fifteen (15) minute rest period before they begin the 
next succeeding shift. In addition, employees shall be granted regular rest periods during each additional shift 
as noted herein. Rest periods that are not utilized during any shift shall not be considered for the purpose 
of determining overtime payments. Rest periods shall be scheduled in a manner, which will not interrupt 
the efficientoperation of the department. 

 
Section 7.16. Meal Periods. 

Employees shall receive a lunch period of at least one-half hour, and no more than one hour during each 
work shift during which time employees are relieved from all duty during meal breaks. Whenever 
possible, lunch periods shall be scheduled at the middle of the shift. Length of meal periods shall be 
determined by and in accordance with existing routines in each department. 

 
Section 7.17. Unused Rest and Meal Time. 

Rest and mealtime not utilized as provided in this Article may not accumulate for later use. 
 

Section 7.18. Clean Up Time. 

When conditions of employment require, the Department Director may grant employees personal clean- up 
time, not to exceed fifteen (15) minutes, during their normal shift assignment. The Department Director 
shall designate all employees who are entitled to clean up time. Clean-up time will not be unreasonably 
denied. 

 
Section 7.19. FLSA Exempt Flex Time. 

Fair Labor Standards Act exempt employees shall be allowed to flex their work schedules across pay 
periods subject to the operational needs of the Department. Any hours worked pursuant to Sections 
7.8, 7.9 and 7.10 shall not be eligible for FLSA exempt flex time. FLSA exempt flex time is not 
compensable. 

 
Section 7.20. Physician Assistants: Voluntary Extra Shifts. 

Full-time Physician Assistants who volunteer to work a shift on a regularly scheduled day off shall be 
paid at the rate of one and one-half (1 ½ ) times their regular rate of pay for work performed on such 
days. In the event a part-time Physician Assistant volunteers to work a shift that results in their 
exceeding a forty (40) hour work week, they will be paid at a rate of one and one-half (1 ½) times their 
regular rate of pay for the shift hours in excess of forty (40) hours. 

 
Section 7.21. Benton County 24 Hour Crisis Center Re-Opener 

 
At least 180 days prior to the opening of the Benton County 24-hour Crisis Center, the County and 
AFSCME will engage in Interim Bargaining for 90 days to discuss all mandatory subjects related to the 
operation of said facility. 
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ARTICLE 8. HOLIDAYS 
 

Section 8.1. Holidays. 

The following are recognized holidays: 

1. New Years Day - January 1 
2. Martin Luther King's Birthday on the third Monday in January 
3. President's Day on the third Monday in February 
4. Memorial Day on the last Monday in May 
5. Juneteenth on June 19th 
6. Independence Day on July 4 
7. Labor Day on the first Monday in September 
8. Veteran's Day on November 11 
9. Thanksgiving Day on the fourth Thursday in November 
10. Day After Thanksgiving Day on the fourth Friday in November 
11. Christmas Day - December 25 

 
Two floating holidays to be selected within the fiscal year by each employee with supervisor approval, 
except that no employee may utilize floating holidays during their probationary period. Floating holidays do 
not need to be used in full day increments. In addition to the above-approved holidays, any day declared 
or approved by the Board of Commissioners, it will be added to the current list of recognized holidays. 

 
By mutual consent between the parties, newly declared holidays may be substituted for already 
approved holidays. 

 
Section 8.2. Holiday Date Modification. 

The above noted holidays may be modified by mutual consent if they are inconsistent with state and/or 
federal actions subsequent to this agreement. 

 
Section 8.3. Holiday Pay. 

1. Full-time eligible bargaining unit employees shall be compensated for each holiday as follows, 
provided that the employee is in paid status the last scheduled day before and the first scheduled 
day after the holiday. Employees may flex their schedule or use vacation hours, compensatory 
time, or floating holiday hours to insure a forty (40) hour work week; or for employees on 
approved 9/80 schedules, consistent with their regular schedule. 

 
 

a. Employees currently on an alternate schedule will be provided holiday pay on the 
basis of that alternate schedule (e.g., 4/10 employee will receive 10 hours’ pay for 
holidays). After December 1, 2024, when a bargaining unit employee has requested 
and is regularly working on an alternate work schedule while other employee within 
the same division/section/work group are working a five (5) day, eight (8) hour work 
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schedule shall have the option of reverting to a five (5) day, eight (8) hour schedule 
on a week including a holiday or use or remain on the alternate schedule and using 
two (2) hours of vacation hours, compensatory time, or floating holiday accrual time 
to supplement the eight (8) hours to insure a forty (40) hour work week; or of holiday 
time off. 

b. After December 1, 2024, when bargaining unit employees are assigned by the County 
to work an alternate schedule, for example a nine-eighty or four (4) day, ten (10) hour 
work schedule, or all of the bargaining unit employees within the 
division/section/work group are on such alternate schedule, the eligible employees 
shall receive one full day’s compensation for the holiday, for example nine hours for 
such employes who are assigned to work nine hours per day or ten hours for 
employees who are assigned to work ten hours per day. 

 
2. Holiday pay shall be pro-rated for part-time employees based on their position's established 

FTE. Part-time employees may either flex their schedules or use accrued vacation or 
compensatory time in order to not increase or decrease the number of regularly scheduled 
work hours in a holiday week. Part-time employees must also be in paid status the last 
scheduled day before and the first scheduled day after the holiday. 

 
Any day spent on County paid leave, including but not limited to sick leave and vacation leave shall be 
considered as a day worked pursuant to this Section. However, employees being paid by workers’ comp or 
receiving long term disability payments shall not be considered as being paid by the County for purposes 
of this Section. 

 
Section 8.4. Weekend Holidays. 

Whenever a holiday falls on a weekend or on an employee's scheduled day off, the holiday will be 
observed on the scheduled workday nearest the holiday within that workweek. 

 
Section 8.5. Observed Holidays. 

Pursuant to this Section, designated holiday dates shall be published by Human Resources, which will 
send notice thereof to the Union and All County departments during the month of December. 

 
Section 8.6. Holiday During Leave. 

An employee shall receive holiday pay if the holiday falls during any authorized period of County leave 
with pay. Should an employee be on authorized sick or vacation leave with pay when a holiday occurs, 
the employee shall receive holiday pay, and such holiday shall not be charged against their sick or 
vacation accrual. Payments received from non-County sources, including but not limited to Workers’ 
comp and long term disability, shall disqualify the employee from receiving holiday pay pursuant to 
Section 8.3. 
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Section 8.7. Holiday Work. 

Any member of the bargaining unit who is required to work on any of the holidays listed in Section 8.1 
shall be paid or granted paid time off at the County's discretion as follows: 

 
A. In addition to their regular salary, time and one-half for all hours worked for the first 8 or 10 

hours of holiday work, whichever is applicable to their regular work schedule. 
 

B. For all hours worked in excess of the first 8 or 10 hours of holiday work, in addition to their regular 
salary, double time for all hours worked. The intent of this language is to pay a total 
compensation for holiday work of two and one half times the regular rate of pay for the first 8 or 10 
hours of holiday work, and a total of three times the regular rate of pay for all overtime work. 

 
C. Time off earned may be used on a date mutually agreed to by the employee and their supervisor. The 

County will make a reasonable effort to allow employees required to work holidays the option 
of using the paid time off as close to the holiday as possible. This Section shall apply when the 
employee is required to work on the day designated and observed as the holiday pursuant to Sections 
8.4 and 8.5. 

 
 

ARTICLE 9. LEAVE DUE TO DISASTER OR ADVERSE WEATHER CONDITIONS 
 
 

Section 9.1. Leave Due to Disaster. 

In the event of a disaster (e.g., Act of God, earthquake, flood, tsunami, landslide, conflagration, air 
quality, civil unrest, war, power outage), which destroys or renders a County-occupied building unsafe 
or inaccessible, the employees who work in that building may be provided work at an alternate location, 
telework options or if no other work is available, released and their regular pay shall continue until the 
end of that working day. Thereafter, with prior supervisory approval, the employee may be allowed to 
continue telework or work at an alternative location or if no other work is available, may use authorized 
leave accruals until exhausted or until the employee is called back to work. If the employee has no leave 
accruals, all time off, excluding the day of the incident, shall be without pay. 

 
Section 9.2. Travel and Delays During Adverse Weather Conditions. 

In the event of adverse weather conditions that may jeopardize an employee's ability to travel to or from 
work (e.g., Act of God, snow or freezing rain, flood, tsunami, conflagration, air quality), the employee 
may request telework or paid leave. If granted leave, the employee may use any of their leave accruals, 
including sick leave, to cover this leave. If the employee has no leave accruals, this leave shall be without pay. 
(This provision does not apply to emergency personnel). Employees are expected to follow their 
department call-in procedures. 

 
When the County establishes a late opening, those employees working in the department or unit subject to 
the late opening and work is not available at an alternate location, no telework options are available, or 
if no other work is available, non-emergency personnel will report to work at the modified start time 
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without loss of pay. 
 

Section 9.3. Declared Emergency. 

If calamitous circumstances warrant, the Board of Commissioners may declare an emergency and close all 
or part of County operations. The Board's declaration shall be released to local media for publication and all 
County employees may call a specified telephone number (541) 766-6058 for further information concerning 
whether or not to report to work, and such other information as may be appropriate. Information will 
be up-graded on a daily basis. 

 
In the event of an office closure, the HR director or designee will directly contact the union president. 
In the event that the Board of Commissioners determine either all or part(s) of County operations are 
closed or a County occupied building is unsafe, during a work shift, regular wages shall continue until 
the end of that shift. Thereafter, those employees who are not required to report to work , in person 
or remotely, shall be paid their regular wages for hours scheduled to work through the following 
work day, and not be required to utilize accruals. Otherwise, employees unable to telework or 
report to work may use their earned leave accruals, including sick leave, to cover all periods not 
worked until the Board rescinds the emergency declaration or County operations re-open. In the 
event that an employee has no earned accruals, then all such periods shall be reported as leave 
without pay. 

Section 9.4. Emergency Personnel Defined. 
 

In the event an employee’s location of work is closed due to inclement weather, Department Directors shall 
designate which employees are to continue to work as designated emergency personnel, using the 
following criteria: 
A. The Department Director shall designate as emergency personnel only those employees whose 

job assignments are reasonably related to preserving critical services, public order and public 
safety. Subject to 9.2, Public Works, Health Services, District Attorney, and Sheriff’s Office 
employees may be considered emergency personnel and required to report to work in person. 
Employees in those departments must check with their supervisor before leaving or observing a 
closure notification, unless the manager or supervisor already has an established notification 
process in place. The County retains discretion based on the nature of any other emergency, to 
designate any other employee as essential. In the event employees outside the departments 
listed above are designated emergency personnel, the supervisors of those employees will 
contact them informing of the need to remain or report to work, giving as much notice as 
practicable. 

 
B. Emergency personnel required to report to or remain at work in-person in the event of a closure 

as defined above will receive an additional premium of five percent (5%) of base hourly pay for 
all hours worked during a closure of county facilities. A list of all such employees will be 
forwarded to the payroll office as soon as possible following the designation of emergency 
status. 

 
C. If the event is a FEMA reimbursable declared emergency event, and the County applies for 
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reimbursement for overtime pay, then: 
 

1. Exempt employees who work on the FEMA reimbursable event more than eight (8) hours in a 
day or forty (40) hours in a work week will be eligible for additional pay at the equivalent of 
one times their straight time hourly rate of pay: and 

2. Non-exempt workers shall be eligible for overtime pay for work in excess of eight (8) hours a 
day at the rate of one and one half times their regular rate of pay. 

3. This provision does not apply to mutual aid. 
 
 

ARTICLE 10. VACATION LEAVE 
 

Section 10.1. Accrual. 

All regular full time employees shall accrue vacation leave as follows: 
 

1st through 4th year 8 hours per month 20th through 24th year 16 hours per month 
5th through 9th year 
10th through 14th year 

10 hours per month 
12 hours per month 

25 years and over 18 hours per month 

15th through 19th year 14 hours per month 
 

Following successful completion of their probationary period, full time regular employees shall be 
granted use of 48 hours of vacation leave and part time regular employees shall be granted vacation 
leave on a pro-rated basis, according to their position's established FTE. 

 
Section 10.2. Scheduling. 

Whenever practical, and consistent with the needs of the County and the availability of vacation relief, 
employees shall have the right to select split or full vacation leaves. The employee must request vacation 
leave in writing to their supervisor, providing at least two full weeks’ notice for foreseeable vacation 
and as much notice as practicable if vacation is used for an unforeseeable reason. The vacation will be 
considered granted unless the County makes a written denial at least one week prior to the planned 
start of vacation if foreseeable vacation, or within two business days after notice related to an 
unforeseeable event. With mutual consent of the supervisor and the employee, the notice period may 
be waived or shortened. 

 
For vacation requests made more than 30 days before the start of the vacation, the request will be 
considered granted unless the County makes a written denial within one week of the vacation request. 
Granted vacations will be honored unless exigent circumstances jeopardize county operations. In such 
rare circumstances, the County will consider on a case-by-case basis providing monetary 
reimbursement for any nonrefundable costs related to the denied vacation. The County will make all 
reasonable efforts to avoid cancelling an approved vacation. 

 
Selection of vacation leave shall be on the basis of seniority, however each employee will be permitted 
to exercise their right of seniority only once in each fiscal year. Such exercise of seniority shall be limited to 
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one vacation period in each fiscal year. 
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Section 10.3. Vacation Accrual. 

Vacation leave equivalent to the annual vacation accrued by the employee in the preceding fiscal year 
may be carried over for one (1) year. (i.e. the maximum vacation hours accumulated may not exceed 
twice the employee's annual accrual). 

 
Every employee shall be granted reasonable opportunity to utilize their accrued vacation leave. 
Unreasonable denial by the County of an employee's request to use accrued vacation leave will not result 
in forfeiture of such leave. 

 
The County will provide a current and accurate monthly accounting of accrued vacation leave on each 
employee's end of the month payroll check stub. 

 
Section 10.4. Notice to Employees Nearing Maximum Accrual 

 
Employees who have reached their maximum accrual rate and are in jeopardy of losing additional 
vacation accruals can request a three-month extension of the maximum rate in order to take the leave 
rather than lose it. Extensions to the vacation maximum accrual may beapproved by the Human 
Resources Director when requested in writing by the employee’s Department Director. Exceptions may 
be approved a maximum of once each fiscal year. 

Section 10.5. Termination or Death. 

Upon voluntary or involuntary termination of an employee, all accrued vacation leave shall be paid to 
the employee. On the death of an employee, all accrued vacation leave shall be paid to their estate. 

 
Section 10.6. Continued Vacation Credit. 

In case of an absence due to an illness or injury, a full-time regular employee shall continue to earn 
vacation credit for a maximum period of six (6) months (1040 hours). A part-time regular employee's 
ability to earn vacation credit shall be pro-rated in direct proportion to their established FTE. In leave 
without pay situations, accruals do not continue with the exception of approved workers’ compensation 
and PLO, OFLA, FMLA leaves. 

 
Section 10.7. Vacation Cash-Out. 

Employees shall have the option of cashing out a maximum of forty (40) hours of accrued vacation leave 
when a minimum of eighty (80) hours of accrued vacation leave is taken off in the same fiscal year. 
Qualifying time off shall consist of either eighty (80) consecutive hours or two separate periods of forty 
(40) consecutive hours each. This eighty (80) consecutive hour requirement will be prorated for part 
time employees. If a scheduled vacation period includes a paid holiday, that holiday shall qualify as part 
of the required consecutive hours for the vacation cash-out. 

 
Employees with 15 years' service or more shall have the option of cashing out a maximum of forty (40) 
hours of accrued vacation when a minimum of forty (40) consecutive hours of vacation are taken off in 
the same a fiscal year. If a scheduled vacation period includes a paid holiday, that holiday shall qualify 
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as part of the required consecutive hours for the vacation cash-out. This forty (40) consecutive hour 
requirement will be prorated for part time employees. Cash-out may be requested once during a fiscal 
year. Cash-out requests must be approved by Human Resources. 

 
 

ARTICLE 11. SICK LEAVE 
 

Section 11.1. Accrual. 

All full-time regular employees shall accrue paid sick leave at the rate of four (4) hours per semi-monthly pay 
period, which may be used for any purpose provided in ORS 653.616. Immediate family is defined as 
spouse, domestic partner, parent, biologicalchild, adopted child, stepchild, foster child, domestic partner’s 
child, adoptive parent, stepparent, foster parent, parent-in-law, domestic partner’s parent, grandparent, 
grandchild, sibling, sibling-in-law, step sibling, or had an in loco parentis relationship, any individual 
related by blood or affinity whose close association with the employee is the equivalent of a family 
relationship, or other person living in the household. In relationships other than those set forth above, 
and under exceptional circumstances sick leave may be granted by the Department Director if requested 
by the employee. All part-time regular employees shall accrue paid sick leave on a pro-rated basis 
according to their established FTE. 

 
Sick leave may accumulate to a maximum of 1260 hours. No employee may utilize sick leave before 
actually accruing such leave; however, new employees may use accrued sick leave during their 
probationary period. The County may, at its discretion, require verification of the usage of sick leave of 
more than three (3) days, or where an established pattern of sick leave usage suggests potential abuse, 
by requiring the employee to submit a physician's statement justifying their use of sick leave before 
payment of the sick leave is approved. Sick leave usage is limited to periods of illness (physical or mental) 
of the employee or member(s) of their immediate family as defined in this Section. Abuse of sick leave 
shall subject the employee to disciplinary action. 

 
Section 11.2. On-The-Job Accident. 

Any employee who sustains an accident while on the job for the County which results in a compensable 
workers’ compensation illness or injury, shall be covered under the County's workers’ compensation 
program. 

 
A decision on acceptability/compensability of a claim is normally made within the first 14 calendar 
days of an injury and if not, the insurance carrier is required to pay time-loss during the term of 
the investigation or until such time as compensability is determined. The County shall allow 
employees who file a workers’ compensation claim to use sick, vacation or compensatory time 
during the first 14 calendar days of an alleged workers’ compensation injury. Once the workers’ 
compensation carrier either accepts the claim or commences payment of time-loss to the 
employee, the County will cease salary payments, chargeable to the above-mentioned leaves, 
until the employee returns to work. The County will restore the used leave where time-loss is paid. 
The employee may select one of the following options: 
A. The employee will rely on time-loss payments from the workers’ compensation carrier for 
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their compensation. 
B. Alternatively, if the employee chooses to use paid leave to equal the difference, only that 

portion of sick leave needed to make-up for the difference between the workers’ 
compensation payments and the employee’s regular paycheck will be permanently 
deducted from the employee's accruals when the employee turns their workers’ 
compensation payments over to the County. 

 
Donated hours may not be used for this purpose. Adjustments to leave balances will be made on the 
next pay check after the County has been notified of a time-loss payment. Until the injured employee 
notifies the county to the contrary, the County will start using leave balances in the following order: sick, 
compensatory time, vacation. 

 
The computed hourly rate normally used for payroll computation purposes during any given payroll 
period shall be used for computing compensation chargeable to leave from the County under this 
section. 

 
During the term of the workers’ compensation claim, the County shall continue the enrollment of an 
employee under all normal insurance coverage to which the employee was otherwise entitled prior to 
any workers’ compensation injury. If the employee works less than or equal to fifty percent of the 
scheduled hours for any pay period, the County will pay the employee's "co-pay" portion of any 
insurance premiums. If the employee works more than fifty percent of the scheduled hours, the 
employee will be responsible for paying the "co-pay" amounts. This continuation provision shall not 
extend for a period greater than that, which is specified in Rule 13.8. 

 
For injuries which extend for partial pay periods, the County will make up for any premium co-payment 
which is not covered by the employee's normal payroll. For injuries, which extend beyond a pay period, the 
County will pay the full premium including any co-payment, which the employee was required to pay. 

 
Section 11.3. Continued Sick Leave Credit. 

In case of an absence due to an illness or injury, a full-time regular employee shall continue to earn sick 
leave for a maximum period of six (6) months (1040 hours). A part-time regular employee's ability to 
earn sick leave shall be pro-rated in direct proportion to their established FTE. In leave without pay 
situations, accruals do not continue with the exception of protected leaves. 

 
Section 11.4. Scope. 

Employees may use sick leave for the treatment of a recognized mental health condition, illness or injury 
during which the employee is unable to adequately perform their normal work duties; or whenever as a result 
of the foregoing, it is necessary to seek medical, psychological or dental assistance; or if it is necessary 
for the employee to be quarantined. The County, at its discretion, may require the employee to leave the 
workplace if it is reasonably believed that the employee's illness presents a risk to the health or safety of 
other employees. If the County requires the employee to leave work, sick leave accruals may be utilized 
if available. Sick leave may also be used in the case of an illness in the employee's immediate family, as 
defined in Section 11.1, provided that the employee states that it is medically necessary for them to 
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care for the immediate family member. Additionally, sick leave may be used for medical, mental, or dental 
appointments without relation to illness or injury. As used in this Section, the term medical includes all 
services provided as part of the healing arts by Medical Practitioners whoare legally licensed to practice. 
Employees using sick leave for any reason must give reasonable noticeto their supervisor. 

 
Section 11.5. Retirement, Disability or Death. 

Those employees hired before August 1, 1999, who at the time of retirement are fully qualified to receive 
Oregon Public Employees Retirement System (PERS) benefits, shall have the option to receive payment 
of up to three-fourths (3/4) of their accumulated sick leave in cash, and their remaining accumulated 
sick leave shall be used to calculate their final average salary for retirement benefits by PERS in 
accordance with the provisions of ORS 238.350. 

 
Employees hired on or after August 1, 1999, shall have the option to receive payment for all accumulated 
sick leave above 520 hours in cash, and their remaining accumulated sick leave shall be used to calculate their 
final average salary for retirement benefits by PERS in accordance with the provisions of ORS 238.350. 

 
In case of an employee's death or permanent disability, the employee or their designated beneficiary 
shall receive full payment for all accrued sick leave. 

 
Section 11.6. Unused Sick Leave Conversion. 

At the completion of each fiscal year, each employee who maintains the following minimum sick leave 
banks may convert sick leave above the bank into vacation leave. 

 
Sick leave accumulations above 260 hours may be converted to vacation leave at a rate of two (2) hours of 
sick leave to one (1) hour of vacation; and sick leave accumulations above 520 hours may be converted to 
vacation leave at the rate of one (1) hours of sick leave to one (1) hour of vacation. This shall be done as 
follows: 

 
1. Part-time employees shall be eligible to participate in the above conversion utilizing minimum 

sick leave banks established on a pro-rated basis according to their established FTE. 
 

2. Requests for sick leave conversion must be submitted to Payroll by the last day of the first full 
work week in August. 

 
3. Sick leave conversion options shall not apply to any employee who is terminated or discharged 

for cause. 

 
Section 11.7. Sick Leave Donations. 

This section provides a method for employees to transfer or donate some of their accrued sick leave 
and/or vacation leave to a fellow employee who is out of sick leave and is temporarily off work due to a 
catastrophic or chronic illness, hospitalization, operation or accident. Leave may also be donated for an 



31 Benton County/AFSCME Council #75, AFL-CIO Local 2064 Collective Bargaining Agreement 2024-2027  

employee off work and out of sick leave in order to care for an immediate family member, defined in 
Section 11.1, who meets the medical conditions defined above. In order for one employee (donor) to 
transfer leave to another employee (donee), the following conditions must be met: 

 
1. The donated leave may only be used for a catastrophic or chronic illness, hospitalization, 

operation or accident. 
 

2. The donee must have exhausted all sick, compensatory and all but 40 hours of vacation leave 
prior to requesting donations. 

 
3. Once the donee satisfies the ninety (90) day elimination period for Long Term Disability, requests for 

sick leave donations will not be granted; however, employees who filed a claim within the first 
sixty (60) days of the elimination period will be eligible for sick leave donations while claimis 
pending. Donations will be processed until first disability payment is mailed or issued. 

 
4. Donor must maintain a minimum bank of 80 hours sick leave to donate sick leave hours and 80 

hours vacation leave to donate vacation leave (prorated by FTE) that is not eligible for transfer. 
 

5. Sick leave hours cannot be transferred upon donor’s termination of employment. 
 

6. Donee requests for leave donations must be approved by the Human Resources Director. Only 
donee or Department Director is eligible to request leave donations. Requests must be 
accompanied by acceptable medical documentation. Upon approval, donation requests will be 
made by the Human Resources Director to County employees. All information regarding specific 
details of the medical emergency and/or donee’s name shall be confidential unless release of 
information is authorized by the donee. 

 
7. Donated leave will be used on a first-in, first-used basis. Any donated sick leave that is not 

utilized by donee to meet their leave needs related to the specific donated leave request, will be 
returned to the donor. 

 
8. The County will continue to pay the employer’s share of the medical and dental premiums while 

an employee is receiving long-term disability and is employed by the County. 

9. Upon presentation of proper medical authorization of ability to return to work, any employee who 
is terminated from employment while on long term disability will be given recall rights for eighteen 
(18) months following termination. 
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ARTICLE 12. OTHER LEAVES OF ABSENCE 
 

Section 12.1. Leave Procedure. 

Employees may request leaves of absence. Each request shall be judged by the Department Director on its 
individual merit and on the basis of the guidelines provided herein. 

 
No leave of absence, with or without pay, shall be granted unless a request is submitted in writing by 
the employee to their Department Director. Approval of leaves of absence shall be obtained prior to 
beginning the leave. All paid leaves shall be considered time worked. Leaves of absence without pay 
shall not be considered time worked, and the employee shall not accrue benefits, seniority, or other 
conditions noted herein during leaves without pay. 

 
Section 12.2. Leave of Absence Without Pay. 

Department Heads, for any reasonable purpose, shall grant a leave of absence without pay for a period 
not to exceed 90 calendar days. Leaves of absence without pay for period in excess of 90 calendar 
days, shall be submitted in writing to the Department Director, and at their discretion, may be 
approved. Prior to beginning a leave of absence without pay, the employee must first exhaust all 
vacation and compensatory accruals, except for employees who are requesting leave for Union 
activities. Union activity leave shall not exceed ninety (90) days, and shall be verified in writing by the 
Union in advance of the activity. Leaves of absence without pay may not be granted on a recurring 
annual basis. Probationary employees may be granted a leave of absence without pay subject to the 
operational needs of the department. 

 
Section 12.3. Family and Medical Leave. 

Employees may request up to twelve (12) weeks (480 hours prorated) of leave during any 12-month 
period for the purpose of caring for a child following birth, adoption, or foster care; for a spouse or 
domestic partner, son, daughter, parent, or parent-in-law who has serious health conditions; or for a 
serious condition that renders the employee unable to perform their job. The employee may choose to utilize 
this leave on an incremental (hourly) or full-time basis, and may further, choose to coordinate this leave with 
an accepted Workers’ Compensation claim. 

 
Requests for this leave shall be made in writing to the Department Director and forwarded to Human 
Resources. The Human Resource Director may ask for verification of need for leave request. 

 
To be eligible for family and medical leave, an employee must have completed their initial probationary 
period. 

 
The employee shall be required to utilize accrued leave balances, including vacation leave, sick leave, 
compensatory leave, and personal leave before utilizing unpaid leave. For duration of this leave, the 
employee’s health, dental, life, and disability insurance coverage shall continue provided that the 
employee continues to pay the co-payment of premiums that existed prior to the commencement of 
this leave. 
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Any eligible employee who takes family or medical leave must be returned to the same position held 
prior to the leave or an equivalent position. 

 
Employees who have exhausted family medical leave limits may refer to Section 12.2. Leave of Absence 
Without Pay. 

 
Section 12.4. Bereavement Leave. 

Employees shall be granted not more than three (3) days leave of absence with pay in the event of death 
in their immediate family to make household adjustments and to attend funeral services. In the event 
of a family death occurring more than two hundred (200) miles from the employee's home, an additional 
two (2) days paid leave shall be granted. Bereavement leave shall not be charged to any other leave 
accruals. An employee's immediate family shall be defined as spouse, domestic partner, parents, 
children, siblings, grandparents, grandchildren, parents-in-law, domestic partner’s parent, children or 
siblings, siblings-in-law, step parents, son-in-law, daughter-in-law, or other member of the household. 
In relationships other than those set forth above, and under exceptional circumstances, the Department 
Director may approve bereavement leave. 

 
In some situations, employees may be eligible for additional Bereavement Leave under the Oregon 
Family Leave Act (OFLA). In these cases, qualifying County-paid Bereavement Leave and OFLA 
Bereavement leave run concurrently and count against the employee's OFLA entitlement. 

 
Section 12.5. Witness or Jury Duty. 

When an employee is called for jury duty, or is subpoenaed as a witness as a result of official business 
for the county, they shall continue to receive their regular salary and shall transfer all compensation 
received for the performance of such duty to the County. Jury and subpoena fees are to be submitted 
to the Finance Department. Overnight or weekend expenses compensated because of jury duty or as a 
subpoenaed witness, as well as statutory mileage fees provided for the use of the employee's private 
vehicle, shall be retained by the employee. Failure to comply with this Section shall be cause for 
disciplinary action. 

 
Section 12.6. Military. 

An employee of the County who is a member of the National Guard or a reserve component of the armed 
forces for the United States shall be entitled to a leave of absence with pay and without impairment of 
other rights or benefits for a period not to exceed twenty-one (21) calendar days per year. Leaves in 
excess of twenty-one (21) calendar days per year shall be considered leave without pay. Military leaves 
of absenceand reinstatement of employment shall conform to applicable state statutes. 
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Section 12.7. Union Leave. 

Upon request of the Union, the Employer may grant leave with pay for no more than two (2) Union 
representatives, stewards, or other Union appointees from the bargaining unit to attend Union training 
programs not to exceed thirty (30) calendar days in a calendar year. Granting the leave will depend 
upon operational needs and available staffing. The Union will submit the request to the supervisor and 
Human Resources Director at least thirty (30) calendar days prior to the leave, unless otherwise 
agreed. The employee released under this Section shall receive full retirement credit for the entire 
duration of the release time. The Union will reimburse the Employer for the “fully burdened costs of 
the positions” the Employer incurs as a result of placing the employee on leave with pay during the 
period of absence. The Union will reimburse the Employer each month for the previous month, upon 
receipt of an itemized summary of the costs to be charged to the Union. For purposes of this 
provision, “fully burdened costs of the position” means the cost of wages, benefits, workers’ 
compensation insurance, and other administrative costs not to exceed 5% of the employee’s total 
salary. 

 
Section 12.8. Seniority During Leave. 

Any employee granted a leave of absence pursuant to this Article shall maintain their existing seniority. 
During workers’ compensation disability, military leave and unpaid union activity leave, employees will 
continue to accrue seniority. 

 
Section 12.9. Short Term Leave of Absence without Pay for Reduction in Work Load. 

This section provides for employees to voluntarily accept leave without pay for short duration to address 
reduction in workload or funding as determined by the Department Director. 

 
Such leave without pay will not result in reduction in medical, dental benefits, sick leave or vacation 
accruals, holiday pay or seniority. 

 
Leave without pay will not exceed a reduction of 10% of the employees regular FTE within a fiscal year. 

 
The Department Director or employee may terminate short term leave arrangements with a 10 working day 
notice. The provisions of this section will apply to the employee’s regular schedule. 

 
Section 12.10. Paid Leave Oregon (PLO). 

 
a. The County will pay the employer portion of PLO premiums, and the bargaining unit member will 

pay the employee portion. 
b. Upon request, an employee shall be allowed to utilize their accrued leave (of their own choice), to 

compensate for the difference between their PLO benefits and their normal rate of pay received from 
the County. Employees may use donated vacation leave for such supplementation. 

c. Upon request, an employee may utilize their own accrued leave (of their choice), followed by donated 
vacation, to ensure they maintain their regular rate of pay pending the processing of their claim for PLO 
benefits. If an employee utilizes option (c), the employee will reimburse the County in an amount equal 
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to the benefit they receive from the Employment Department or other equivalent plan provider, and will 
be credited with the accrued leave the employee utilized equal to that benefit. 

 
 

ARTICLE 13. WAGES AND SALARIES 
 

Section 13.1. The Total Compensation Package. 

This contract represents a Total Compensation Package including adjustments in PERS, Long Term 
Disability, sick leave donation and conversion programs, retiree benefit programs, medical and dental 
insurance costs and cost of living adjustments (COLA). 

 
Section 13.2. Wages. 

 
1. Effective upon ratification, the County will implement the following one-time wage adjustments: 

a. There will be a one-time payment to each AFSCME member who was hired on or before 
December 1, 2024, in the amount of $2,500. 

b. Effective upon ratification, there will be a one-time increase of 3% for all A Band employees, 4% 
for all B Band employees, and 5% for all C Band employees. 

 
2. AFSCME salary ranges will be comprised of eleven (11) merit steps and implemented as follows: 

a. Effective December 1, 2024, any employee who was at Step 8 on July 1, 2023, will move to 
the new Step 9. This move does not impact the employee’s anniversary date. 

b. Effective July 1, 2025, all employees at Step 9 will move to Step 10 on their first anniversary 
date on or after July 1, 2025. 

c. Effective July 1, 2026, all employees at Step 10 will move to Step 11 on the first anniversary date 
on or after July 1, 2026. 

 
3. Effective December 1, 2024, a 4.4% wage increase will be applied to all steps of all Bands of the AFSCME 

salary schedule. 
 

4. Effective July 1, 2025, a 3% or all civilian ECI (Employment Cost Index) for the twelve-month period ending 
March 31, 2025, whichever is greater, will be applied to all steps of all Bands of the AFSCME salary 
schedule. 

 
5. Effective July 1, 2026, a market study will be conducted in accordance with the MOU as reflected in 

Appendix B: MOU Regarding Market Study. 
 
 

Section 13.3. Merit Increases. 

Upon successful completion of the regular six (6) month probationary period, employees shall receive a step 
increase from their initial hire step to the next step in their position's salary range. In situations where 
a reduced probationary period is served or a probationary period is extended, upon successful 
completion of the probationary period the employee will receive a step increase from their initial hire 
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step to the next step in their position’s salary range. Thereafter, employees will become eligible for an 
additional step in their position's salary range on the anniversary of their appointment to the position. 

 
Merit increases shall be based on satisfactory service. This step increase will be granted, and subsequent step 
increases will be granted annually until the employee reaches the top step of their position's salary range, 
unless work performance is evaluated as unsatisfactory. For purposes of annual step increases, the 
anniversary date of appointment for each employee shall be adjusted to the first day of the month 
in which they were hired or promoted. 

 
If an employee's work performance is deemed to be unsatisfactory, at least ninety (90) days prior to an 
employee's step date, the supervisor shall counsel the employee. The supervisor and employee will 
develop a work plan, which will contain objective standards that the employee must meet over the next 
ninety (90) days in order to bring their performance to a satisfactory level. The work plan will specify 
regular meetings between the employee and supervisor to monitor progress. If the employee's 
performance becomes satisfactory within ninety (90) days, they will be granted the merit increase. If 
the employee's work performance remains unsatisfactory, the County may deny the employee a merit 
increase. 

 
Section 13.4. Overpayments and Payments in Violation of Contract. 

Any employee receiving unauthorized payments has the obligation to call such error to the attention of his 
or her supervisor once the overpayment is discovered. 

 
A. Unauthorized Overpayments: Any employee who receives payments to which they are not 

entitled, including but not limited to premium pay, shift differential, overtime pay, step increases, or 
any other salary, wage, or reimbursement which is not authorized by this contract or County 
Personnel Rules, and which the employee knew or reasonably should have known they were not 
entitled to receive, shall reimburse the County for the full amount of the overpayment. 

 
B. Payments in Error: When an employee receives payments due to a clerical, technical, or 

computer error, or if the County fails to deduct for authorized deductions or deductions that are 
required by law, through no fault of the employee and where the employee did not and could 
not reasonably have known that the error occurred, the employee will only be liable for and the 
County shall only recover the overpayment for a period of one-hundred and eighty (180) days 
preceding the date of discovery of the error. 

 
C. Repayment to the County: As soon as the overpayment is known, the County will recover 

overpayments as specified in subsections A or B above, by payroll deduction or by separate 
check/cash as chosen by the employee. Repayments over time are subject to approval by the 
County’s Chief Financial Officer. 

 
D. Repayment to the Employee: When an error occurs, which results in a negative impact on the 

employee, upon notification by the employee, and verification by the payroll division, payment 
in correction of the error shall be made in the employee’s paycheck for the current pay period. 
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E. Specifically for insurance premium contributions only: Individual employees shall be responsible for 
paying their portion of the insurance premium through payroll deduction. As necessary, the County 
is hereby authorized to advance such sum(s) for the express purpose of premium payment to the 
insurance providers and then make automatic retroactive payroll deductions from the earnings of 
any and all covered employees for reimbursement to the County for such advances. Those specific 
retroactive payroll deductions will only occur on paychecks issued within sixty (60) days of the 
advance (with the employee’s portion of the premium amount evenly split between two (2) 
paychecks. If the amounts are not deducted as specified, the County is then responsible for the 
amounts and there will be no reimbursement from the employee. If an employee does not have 
sufficient wages in their paycheck to have their portion of the insurance premium deducted as 
required, the employee will arrange for payment of that amount to the County by means other than 
payroll deduction, (at the employee’s choice). 

 
Section 13.5. Pay Periods. 

Paydays for all employees shall be twice a month. Paydays shall be on the last day of the month and on 
the fifteenth (15th) of each month. If the last day of the month or the 15th should fall on a weekend or 
holiday, payday will be on the last working day prior. All payroll deductions shall be spread equitably 
between the two checks. 

 
Section 13.6. License and Certification Pay. 

As provided in Section 23.5, the Labor Management Advisory Committee may make recommendations 
to the Board of Commissioners and AFSCME for compensation for licenses and certification that are not 
required in a position description. 

 
Employees who are directed to attend job-related training and/or education programs shall have 
necessary costs and travel expenses paid for by the County and shall not experience any loss of pay or 
require the usage of any accrued leave. 

 
Section 13.7. Bilingual Pay 

 
Bilingual Skills Differential applies to employees who regularly use bilingual skills to perform assigned 
duties. “Bilingual skills” means translation to and from English, interpretationof another language or the 
use of sign language. To be eligible for the differential, the employee’s supervisor must first assign the 
interpretation and translation duties. The supervisor documents the assignment in the employee's 
position description. The differential is 5 percent of base pay. Bilingual pay shall be effective at the 
beginning of the next pay period, following the successful passing of skills testing. 

 
Section 13.8. Working Out of Classification/Lead Work. 

A. An employee assigned the major duties and responsibilities of a higher classification shall receive 
compensation at step 1 of the higher classification, or a 5% increase in their base compensation, 
whichever is greater, provided such assignment is designated by the supervisor or manager in 
writing, and providing that the assignment is planned to extend, or actually extends, for more 
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than three (3) continuous working days. In no case, however, will work out of class (WOC) pay 
be more than the top step of the higher classification. The County will not rotate these 
assignments for the purpose of avoiding work out of class pay. If the employee is assigned lead 
work, and that lead work is not among the major duties and responsibilities of a higher 
classification within the employee’s band, the employee shall receive a 5% increase in their base 
compensation. 

This Section shall not apply to an employee working in a job-related training program that has 
been mutually agreed to by the County and the employee. 

 
 

Section 13.9. Acting in Capacity (AIC). 

Temporary appointment to a position in a higher level classification by the department director. 
 

Bargaining unit employees assigned to a higher level position with management duties will not hire, 
discipline, terminate, or approve a personnel action. 

 
Employees appointed to AIC for a minimum of three days will receive placement on a step in the higher 
classification that representsat least a 5% increase in regular pay rate starting on day one (1) of the 
assignment and continuing until the assignment is complete. 

 
Section 13.10. Job Assignment Outside of the Bargaining Unit. 

 
Employees may be offered a temporary professional development opportunity for work outside of the 
bargaining unit for a fixed period of time, not to exceed one year. During this time, the employee will: 

• retain their right to seniority and total hours of service accrued. 
• accrue seniority hours during the period of supervisory assignment. 
• retain rights to their former position. 
• maintain all bargaining unit benefits such as retirement, health savings, etc. 
• continue step progression in the regular appointed position. 
• be assigned or have the opportunity to enroll in a county-approved training course to gain 

additional supervisory or other experience that would ordinarily help satisfy the minimum 
qualifications for the work which the employee is doing. The cost of the training course will be 
paid by the county. This training course may be considered as part of a County Career 
Development Plan as outlined in Article 21.16 

• receive credit for supervisory assignment towards fulfilling minimum qualifications, where 
applicable. 

 
At the end of the fixed period of the job assignment, the employee may be offered the opportunity to 
continue with the job assignment for up to one additional year, provided that the employee has 
enrolled or will enroll in the county-approved training course. This extension must be approved by the 
department director. All other provisos of this article will continue to apply during the job extension. 
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To end a temporary assignment the employee or manager will give a written notice of 10 working days. 
 

The County and the Union agree that employees working out of class in supervisory positions make 
meaningful recommendations to management related to hiring, performance evaluations, discipline, 
and discharge, without being in conflict with articles 13.8 and 13.9 or ORS 243.650. The Union will 
continue to provide fair representation to members both AIC and otherwise in grievance and discipline. 
Further, the parties are committed to supporting the success of members working out of class by 
problem-solving workplace issues collaboratively and at the lowest level. 

 
Section 13.11. Short Term Reassignments Out of Classification. 

To avoid reducing hours or a short term layoff, an employee may volunteer to be temporarily reassigned 
outside the duties of their classification without loss of wages or hours. The employee may return to 
their original job assignment when hours are restored or temporary assignment is no longer available. 

 
Section 13.12. Specialty Equipment Operators. 

A Road Maintenance Worker assigned the major duties and responsibilities of operating specialized 
equipment to construction and/or application specifications shall receive compensation of a five percent (5%) 
increase in their current salary, provided such assignment is approved by the employee’s supervisor in 
advance. This compensation will be paid in each payroll period for actual hours worked on heavy equipment. 
Specialty equipment operation is recognized for the purposes of this section as: 

 
1. Chip spreader 

2. Paint striper 

3. Computerized Herbicide Sprayer 

4. Paving Machine 

5. Distributor 

6. Bridge Truck 

A specialty equipment operator acting in capacity of a Working Foreman – Road, shall receive one 
additional increase as described above provided such assignment is approved by the employee's 
supervisor in advance. In no case shall a heavy equipment operator acting in capacity of a Working 
Foreman – Road, receive greater than ten percent (10%) of their current salary. The pay increase is 
effective every day of the temporary assignment. For purposes of this section acting in the capacity of 
a Working Foreman-Road shall mean performance of the primary duties of that position with respect 
to planning, implementing, coordinating, and accountability for a job that requires oversight of a 
substantial crew. Examples include chip sealing, major bridge repair, and asphalt placement with a 
paving machine or other activities as determined by the employee’s supervisor. 

 
This Section shall not apply to an employee working in a job-related training program that has been 
mutually agreed to by the County and the employee. 
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Section 13.13. Tool Replacement. 

A. Through June 30, 2025, employees regularly assigned to perform the duties of a fleet mechanic in 
the Maintenance and Operations classification series must supply their own tools and equipment 
unless required tools or equipment are unique to the County’s work requirements. Personal tools 
or equipment shall be in good repair at the time of employment or when this Agreement becomes 
effective. The County will provide any specialty tools or equipment. The County shall provide a tool 
and equipment allowance tothe employees in the amount of one thousand five hundred dollars 
($1,500) per fiscal year. This amount shall be paid in the first pay period of each fiscal year. 
Mechanics appointed to their position mid-year shallbe paid a prorated tool allowance amount. 
Fleet mechanics will be allowed reasonable time on their scheduled shift to clean and maintain 
their personal equipment they use for County Fleet work. 

 
The County assumes no responsibility whatsoever for the use of personal tools, unless the County 
specifically authorizes their use in writing. Personal tools specifically authorized by the County will be 
listed on an approved inventory list and shall be replaced if reported to law enforcement as stolen. 

 
B. Beginning July 1, 2025, the provisions in 13.13.A. expire and are null and void, and the County will 

provide the tools and equipment the County deems necessary. Fleet Mechanics may use their 
personally owned tools in performance of job duties only if the County specifically authorizes the use 
of such tool in writing. Personal tools specifically authorized by the County will be listed on an 
approved inventory list and shall be replaced if reported to law enforcement as stolen from County 
facilities or while performing County work. 

 

 
ARTICLE 14. HEALTH AND WELFARE 

 
Section 14.1. Medical/Vision/Dental. 

Subject to the provisions of this Article, the County shall provide and maintain medical insurance, which 
includes vision insurance coverage and dental insurance coverage. These plans will be substantially 
equivalent to those in effect for each employee and their family as of the effective date of this contract. 
If a substantially equivalent plan is not available, as determined by mutual agreement of the parties, 
then the issue shall be referred to the Benefits & Wellness Committee. The Committee shall make a 
recommendation to the Union and the County for ratification. In addition, the County and Union agree 
to a re-opener of section 14.1 if State or National health care legislation makes major changes to the 
economics of healthcare. The Benefit and Wellness Committee will monitor these trends and determine 
if a re-opener is necessary. The Benefit and Wellness committee will make this decision by consensus 
and the issue will be given back to the negotiating teams. 

 
The County shall provide a preferred provider dental plan that is substantially equivalent to the plans in 
effect for each employee and their family as of the effective date of this contract. 

 
Preferred Provider 
The County will pay eighty-five percent (85%) and the employee will pay fifteen percent (15%) of the 



41 Benton County/AFSCME Council #75, AFL-CIO Local 2064 Collective Bargaining Agreement 2024-2027  

Preferred Provider medical plan premium and the preferred provider dental plan premium. Part-time 
employee’s insurance costs will be prorated by FTE with no employee paying more than thirty percent 
(30%) of the premium. 

 
Consumer Driven High Deductible Plan (CDHDP) 
The County shall also provide a consumer driven high deductible plan option with a health savings 
account (HSA). The County shall contribute eight hundred dollars ($800) of the deductible for an 
individual, and one thousand, four hundred dollars ($1,400) of the deductible for an employee and family to 
an employee’s Health Savings Account (HSA) or Health Reimbursement Account (HRA/VEBA) based on 
the eligibility requirements determined by the IRS. For 2024-2027, the County will pay the monthly 
premium for full-time employees not to exceed the monthly premium for the Preferred Provider Plan. 
Monthly premiums will be prorated for part-time employees as noted above. Additionally, the County 
will match employee contributions to an HSA account up to a maximum of $500 annually. 

 
Section 14.2. Life Insurance. 

The County agrees to provide term life insurance coverage in the amount of $50,000 per employee, plus an 
accidental death and dismemberment rider in the amount of $100,000.00. 

 
Section 14.3. Long Term Disability Insurance. 

The County agrees to provide long term disability insurance coverage to members of the bargaining unit, with 
a maximum monthly benefit of 66.67% of actual salary. Eligibility for benefit payments shall be subject to 
rules established by the vendor. As an example, such rules normally include a ninety (90) day elimination 
period and coordination of other income sources in determining the maximum monthly benefit. 

 
Employees with a potential eligibility for long term disability should file a claim within the first sixty (60) 
days of qualifying absence. (See article 11.7 regarding eligibility for sick leave donations.) 

 
Section 14.4. Dependent Medical Insurance Continuation. 

Dependent(s) of a regular Benton County employee who dies during the term of their employment may 
continue under the County's medical and dental plans for the term authorized under the Federal 
Consolidated Omnibus Budget Reconciliation Act of 1989 (COBRA). If the dependent(s) choose to 
continue under the County's medical/dental plans under COBRA regulations, the County will pay the first six 
months premium costs for the plans. Thereafter, the dependents shall be required to pay the premium 
as required by COBRA. 

 
Section 14.5. Retirement Health and Dental Insurance. 

The County shall provide funds for the purchase of medical insurance and access to dental insurance to 
qualified retirees as follows: 

 
Regular status employees who have been continuously employed at Benton County since on or before July 
1, 1996 shall be eligible to make a one time only choice, no later than 90 days from the executionof 
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this agreement, to continue in the Premium Reimbursement benefit program described in Section 
14.5 or to change to the Retirement Health Savings Plan. Regular part-time employees who work at 
least .5 FTE (20 hours or more per week) shall be eligible for pro-rated benefits according to their 
position's established FTE, provided that the part-time employee pays the difference. 

 
1. On the day of retirement, the retiree must have completed a minimum of fifteen (15) continuous years 

of employment with Benton County. 
 

2. On the day of retirement, the retiree must be fully eligible for and either receiving or have applied for 
retirement benefits from the Public Employee Retirement System (PERS). 

 
3. Coverage shall be limited to the employee and spouse, beginning on the date of retirement and 

continuing until they are Medicare eligible but not more than seven (7) years. However, coverage shall 
be for the employee only if the retiree meets all the other qualifying criteria in this sectionand opts 
for early retirement as defined by the rules and regulations of PERS. 

 
4. The County's share of insurance premiums shall be fixed according to premium rates, which are 

current on the day of retirement. In order to qualify for this benefit, the retiree must secure medical 
insurance from outside the County’s existing medical plan (i.e. Portability, PERS, etc.). The County 
will reimburse retirees for their payment of outside insurance, up to set limits as setforth in Section 
14.5(6) upon submission of proof of payment for medical insurance. Premium increases occurring 
during retirement shall be the responsibility of the retiree. 

 
5. The County’s share of the dental insurance premium shall be fixed according to dental premiumrates, 

which are current on the day of retirement. This payment shall be used for coverage under the Current 
County dental plan according to limits set forth in No. 6. 

 
6. Dental premium increasesoccurring during retirement shall be the responsibility of the retiree. 

Failure to pay required dental premiums on time shall result in canceling dental insurance coverage. 
Reinstatement, ifpossible, shall follow established Finance Department and vendor rules. 

The County shall pay insurance premiums according to years of service as follows: 

15 through 19 years 25% of premium cost 
20 through 24 years 50% of premium cost 
25 through 29 years of service 75% of premium cost 
30 or more years of service 100% of premium cost 

 
7. The Finance Department shall administer this program and shall establish dates when premiums shall be 

paid and when reimbursements will be made. 
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Section 14.6. Retirement Health Savings Plan. 

Employees who did not elect the Premium Reimbursement benefit under 14.5 or were hired after July 
1, 1996, shall be eligible to receive Retirement Health Savings Plan (RHSP) benefits. The County shall 
make semi-monthly deposits in the RHSP for each eligible employee according to the following 
schedule based on years of completed continuous service (starting with the beginning of the 4th year 
of service): 

Months of Completed 
Service 

Amount per Pay Period Annualized Amount 

36 - 59 $21 $504 
60 - 119 $42 $1008 

120 - 179 $63 $1512 
180 - 227 $84 $2016 

228 and above $105 $2520 
 
 

Section 14.7. Deferred Compensation Plan. 

The County will make available to bargaining unit members an approved deferred compensation plan(s). 
Eligibility for membership and regulations governing participating will follow all IRS regulations and all 
appropriate state and federal statutes. 

 
The County will contribute one and one-half percent (1.5%) of an eligible employee’s base pay into the 
employee’s designated account. Employees are deemed eligible after six (6) months of continuous, active 
status in a regular position. The employee must be enrolled in a County plan to receive the County’s 
contribution. 

 
Section 14.8. Health and Welfare Proration. 

Part-time employee’s insurance costs will be prorated by FTE with no employee paying more than thirty 
percent (30%) of the premium. 

 
 

ARTICLE 15. PROBATIONARY PERIOD 
 

Section 15.1. Definition. 

All persons newly hired or promoted into a position covered by this agreement shall be considered 
probationary until they complete a probationary period. The probationary period for regular full and part 
time employees is defined as six months of trial service from the date of hire during which the employee 
serves at the pleasure of the Department Director and may be discharged without just cause. For 
purposes of crediting benefits, off-probation dates are established as the next pay period following the 
completion of minimum probation service. 

 
If during the trial service period the employee is absent on an approved leave without pay for two 
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continuous weeks or more, the probationary period may be extended by the length of the leave 
period. 

 
Section 15.2. Extension of Initial Probationary Period. 

The Department Director may extend the probationary period one time only for a maximum period of 3 
months when an employee's work performance during the first 6 months has been marginal. The 
employee shall be granted a step increase upon successful completion of the probationary period. 
Vacation accrual shall be retroactive to the date of hire when the probationary period is completed. 

 
Section 15.3. Temporary Service Credit. 

Whenever an employee who has been serving in a temporary position either through the County or a 
temporary or other employment agency is appointed to a regular position in the bargaining unit in the 
same department in which the temporary position was situated, and the regular position is of the same or 
equivalent classification, one-half of the time served in that temporary position, up to but not morethan 
three months, shall be deducted from the employee's 6 month probationary period. In order to qualify 
pursuant to this Section, the temporary service must have been continuous. The employee shall be granted 
the ability to use a prorated amount of vacation leave accrual upon successful completion of probation 
pursuant to Section 10.1 of this agreement based upon their date of hire into a regular position in the 
bargaining unit. Upon successful completion of the reduced probationary period, the employee will also 
be eligible for a step increase. 

 
Section 15.4. Promotional and Career Change Probationary Period. 

An employee serving a promotional or career change probationary period shall be eligible for 
reinstatement to the same or equal position previously held if they are deemed by the County to be 
unsatisfactory in the new position. If the employee occupying the position to which the reinstated 
employee is returning is post-probationary, the employee occupying the position shall be placed on lay 
off pursuant to Section 16.4. 

 
Section 15.5. Promotional Salary Increases. 

An employee who successfully competes in a recruitment for a position in a higher salary grade will 
have the right to negotiate the step on the new salary grade which is at least a five percentincrease 
over their prior salary at the time of promotion, subject to pay equity review. 

 
Section 15.6. Career Change. 

An employee who successfully competes in a recruitment for a position in an unrelated job family will 
be placed on the new salary grade that is mutually agreeable between the employee and the supervisor. 
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ARTICLE 16. SENIORITY 
 

Section 16.1. Definition. 

Seniority in the bargaining unit shall be defined as the total hours of service in the AFSCME bargaining 
unit with Benton County. 

Section 16.2. Acquisition of Seniority. 

An employee shall acquire seniority at the end of their probationary period. The employee's seniority 
will date back to the date of hire as a regular bargaining unit employee without a break in continuous 
service. When an employee acquires seniority, their name and classification will be placed on the 
seniority list by department indicating hours of service with the County and within the AFSCME 
bargaining unit. 

Section 16.3. Seniority List Posting. 

Human Resources shall maintain and each Department will post a current seniority list in accordance with 
the requirements of Section 16.2. Such list shall be updated at least quarterly. In case of dispute, official 
records shall be those maintained in Human Resources. 

Section 16.4. Layoff. 

A. Definition of Layoff: 
 

1. Any involuntary separation of a regular employee from the County due to the elimination of 
a position. 

 
2. Any involuntary change in employment category. 

 
3. Refusal of employee to accept mandatory increase in hours. 

 
4. Any involuntary reduction of hours. 

 
B. Notice and Order of Layoff. Each employee laid off within the employee’s particular department 

shall be laid off in order of least seniority to greatest seniority within their classification subgrade. 
 

1. Employees working within the classification subgrade and the department in which a lay off 
is to occur may volunteer to be laid off. 

 
2. Temporary employees working within the occupational group and the department in which 

a lay off is to occur shall be terminated before any permanent employees are laid off. 
 

3. Initial trial service employees within the classification subgrade and the department in which a 
lay off is to occur shall be terminated before any permanent employees are laid off. 
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The County shall give the affected employee(s) a minimum of six weeks’ notice. 
 

C. Bumping procedures. An employee who is laid off shall, if they choose to bump, bump an 
employee with less seniority, who is in the bargaining unit, and who meets the minimum 
qualifications and special job skills identified in the recruitment announcement and the 
classification/position description. Bumping shall occur in this order: 

 
1. The least senior employee in the next lower classification subgrade within the occupation 

group and if no such position is available to the laid off employee; then 
 

2. The bumping continues down the occupational group, and if no such position is available to the 
laid off employee; then 

 
The least senior employee in a lower classification subgrade that was previously held by the laid off employee 
(or successor to previously held position); provided the laid off employee is able to perform the work of 
the lower position without further training (ten day orientation period shall not be considered training for 
purposes of this Article) and if no such position is available to the laid off employee; then 

 
3. If the laid off employee has more than 10,000 hours of service with the County, they may 

bump across department lines in the same order as specified in 16.4 (C) (1) through (3) 
above. 

 
D. Occupational Groups. 

 

 
Section 16.5. Recall. 

An employee who is laid off shall be placed on a recall list for a period of eighteen (18) months. If there 
is a recall, employees will be recalled from the recall list by seniority to their former classification and 
employment category, provided they are qualified at the time of the recall to perform the work in the 
job classification to which they are recalled without additional training. 

 
A recalled employee shall be notified by tracked mail at employee’s address on file, telephone, and 
email/ AFSCME President will be copied on all mail and email notifications. Employee will confirm 
acceptance of recall within 5 business days. Upon agreement to return to work, employee must report 
to work within 15 calendar days. Time may be extended by mutual agreement. 
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Official records of the mailing of notices are those maintained in Human Resources. It shall be the 
employee's absolute and complete responsibility to maintain their current address with the Benton 
County Human Resources Department. An orientation period of ten (10) working days shall not be 
considered training pursuant to this Section. Should the employee decline recall they shall be removed 
from the recall list. 

Section 16.6. Return from Lay-off Interview. 

At the expiration of the 18-month recall period the laid-off employee will have an additional 12-month 
right to “first interview” consideration prior to the internal/external posting of a job vacancy in their 
former job classification. The laid-off employee will be notified of the interview opportunity by Human 
Resources via regular mail, email and phone using the contact information on record as provided to 
Human Resources by the laid off employee. The union will also be notified. The laid off employee will 
have 5 working days from the contact by Human Resources to respond to the interview 
opportunity.The hiring decision will be at the full discretion of the hiring department. 

 
If a laid-off employee is rehired through this process the following conditions will prevail: 

The rehired employee will have a 3 months probationary period. 
The rehired employee will maintain their former pay grade and step at the time of their re- 
employment. 
The rehired employee’s benefit accrual rate will be the same as at the time of their lay off. 
The rehired employee’s AFSCME seniority will be restored to what it was at the time of their lay 
off. 

 
Section 16.7. Scheduling. 

Seniority will be considered in the assignment of shifts, days and hours of work, and will be given 
preference so long as departmental efficiencies are not adversely affected. 

 
Section 16.8. Filling of Vacancies. 

Whenever the County seeks to fill a vacancy within the bargaining unit, the County shall, at least ten (10) 
working days before the filling of the vacancy, post notice with the job description, essential functions, 
qualifications and requirements of the vacancy on the departmental bulletin board and provide notice 
to the Union. The County may, in special circumstances, reduce the posting period to a minimum of five 
(5) working days. The County may close a specific recruitment to an intra-departmental promotion, thus 
limiting application to current departmental staff. If intra-departmental promotional recruitment fails, 
a general recruitment will follow. All County employees and all former employees on layoff status shall 
have the right to apply for the vacant position. If more than one qualified employee applies for the 
position, the County shall provide preference to the employee with the greatest seniority, provided that 
other objective merit factors are equal. 

 
The County may fill a vacancy from a list of qualified candidates generated pursuant to the job posting 
process detailed above within three months of generation of that list without posting a new notice. Should 
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a hiring manager wish to consider a candidate from such a prior recruitment, approval must first be 
obtained from the Human Resources Director who will confirm the candidates on the prior list are qualified 
for that later vacancy. 

 
Section 16.9. Seniority During Periods of Disability. 

Employees who are on leave and receiving income from non-County sources shall not accrue seniority 
hours during periods of disability except as provided for in Section 12.7. Once an employee has 
completed initial probation, if they were off work due to an approved workers’ compensation claim, 
the employee will accrue seniority based on his or her regular FTE, as follows: once the claim is 
approved, seniority will be retroactive to the date the time loss began. 

Section 16.10. Continuous Service. 

An employee's continuous service seniority shall be considered broken by voluntary resignation, discharge 
for just cause, retirement, layoff in excess of eighteen (18) months, and disability pursuant toSection 16.9, 
for which workers’ compensation coverage is not approved. 

 
ARTICLE 17. CLASSIFICATION 

 
Section 17.1. Reclassifications. 

In addition to the department director, reclassification requests may be initiated by the Union or a 
member of the bargaining unit who believes that the duties, responsibilities, and/or required skills of 
the job they are performing do not accurately reflect the classification to which they are assigned. The 
request will be reviewed by the supervisor and the request will be forwarded to the Department Director for 
review. The Department Director’s review and recommendation will be forwarded to Human Resources 
within thirty (30) calendar days following receipt of the request. 

 
Human Resources shall send the Union notice of all requests for reclassification evaluations of its 
members within ten (10) working days of receipt of the request. 

 
If the change in duties would result in the position being reclassified to a higher level, but it is determined by 
the Department Director that the position will not be upgraded, the higher-level duties will be removed. 
The employee will receive a lump sum payment for the difference between their current salary and the 
approved salary rate for the time period starting at the pay period following receipt of the request in 
Human Resources, to the date the duties are removed. 

 
If the reclassification is approved, the new pay rate will be effective at the start of the pay period 
following receipt of the request in Human Resources. Employees reclassified to a position in a higher 
salary grade shall be granted a salary increase at the step in the new salary grade that is at least a five 
percent increase over the employee’s prior salary at the time of reclassification. The effective date of 
the reclassification shall become the employee’s new position appointment date. Thereafter, the 
employee may be considered for a step increase on their position appointment date provided they are 
below the maximum salary for the position. 
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If the review of the position does not support a reclass, the Union may appeal. The Union may appeal 
the decision at Step 3 of the grievance procedure within thirty (30) calendar days from the decision. The 
appeal will be based upon the information/documents received and/or reviewed in making the original 
decision. At this appeal, the employee, manager, Human Resources, and Union will review the 
reclassification decision. Human Resources will issue a decision within twenty (20) working days from 
the appeal. Such decision will be final and binding. There shall be no right to appeal the Step 3 decision 
further. 

 
Section 17.2. Career Progression Reclassifications. 

Budgetary-approved positions that are filled at a lower level (underfill): 
1. An employee in an underfill position will be reclassified into the higher subgrade upon meeting 

all of the qualifications for the higher position. The reclassification will be effective the pay period 
following the date Human Resources receives documentation from the employee of the employee’s 
meeting the qualifications of the higher subgrade. 

 
Section 17.3. New Classification. 

If the County establishes a new classification, or materially revises an existing classification of a position 
within the bargaining unit, the County shall provide the Union with a copy of the new job description 
and salary range within ten (10) working days following final approval by the Board of Commissioners. 
Within ten (10) working days following notice to the Union, the Union shall have the right to initiate 
discussions limited to the salary range assigned to the new classification. If discussions have not been 
initiated by the Union pursuant to the notice period herein, the salary range so assigned shall be deemed 
approved. Any adjustment to the pay rate shall be retroactive to the date the new classification was 
approved by the Board of Commissioners or when implemented by the Department Director, whichever 
occurs later. 

 
Section 17.4. Employee Reclassification Downward. 

Employees subject to County-initiated reclassification, which results in the reduction of salary, shall be 
red-circled at their current wage. The employee has 42 calendar days from receipt of notice of the 
reclassification, to opt for lay off as set forth in Article 16, Seniority. 

 
The employee retains recall rights to the prior classification as long as they are employed with no break 
in service. If the employee turns down a recall notice according to Section 16.5, they will forfeit their 
right to recall. 

 
Section 17.5. Classification Not Guaranteed. 

Classifications and/or job titles used in the County's pay system are for descriptive purposes only. Their use 
is neither an indication of nor a guarantee that these classifications and/or titles will continue to be 
utilized by the County in the future. 
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ARTICLE 18. SAFETY 
 

Section 18.1. Safety Rules Generally. 

The County will make good faith efforts to resolve employee safety concerns and will make reasonable 
efforts to maintain safe working conditions and equipment for all employees. The County shall not 
discipline or in any manner discriminate against any employee who, in good faith and for good cause, 
reports the existence of an unsafe condition or practice to management, OSHA, the Union or other 
agency. 

 
Employees shall comply with all County-wide and departmental safety rules that are in force and effect on 
the date of the signing of this agreement, or may thereafter become effective during the term of this 
agreement. Employees shall report all unsafe acts or conditions to their supervisors when such acts or 
conditions occur and the County will decide if the employee should continue with that assignment. The 
County shall inform all members of the bargaining unit of all of the safety rules and procedures that apply to 
their positions. 

 
Section 18.2. Immediate Safety Concerns. 

No employee shall be expected to operate any equipment or to perform any work assignment that would 
cause imminent or immediate danger to themselves or the public, and would reasonably be considered 
to be unsafe by a normally prudent person. Employees shall report all unsafe acts or conditions to their 
supervisors when such acts or conditions occur and the County will decide if the employee should 
continue with that assignment. If substantiated by the County, the unsafe condition shall be remedied. 
Nothing shall prevent the employee from reporting the immediate safety concern to the appropriate 
safety agency. 

 
The County will continue to offer safety training during new employee orientation and provide annual 
emergency response and personal safety training to employees. The County will provide all drills, 
trainings, and activities as defined in the applicable Emergency Action Plan (“EAP”). The County will 
have an EAP in place for each facility and provide drills, trainings, and activities as defined in the 
applicable EAP as required by OSHA laws and regulations, and will additionally provide fire drills, fire 
extinguisher training, active shooter training, situational awareness training, and earthquake awareness 
training or drills. 

 
Section 18.3. Uniforms and Protective Clothing. 

If an employee is required by the County to wear a uniform, protective clothing, or protective device, it 
shall be provided to the employee by the County, however, such uniform, protective clothing, or device shall 
remain the property of the County. If special shoes, work boots, glasses, or other equipment is required 
by the County, the County shall pay the additional cost appropriate to such equipment, and the Department 
Director shall determine this cost. The County retains the right to pre-approve purchases and to 
designate vendors. 
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Section 18.4. Safety Committee 

The County will maintain a Safety Advisory Committee that will meet as needed, but no less than quarterly, 
to provide input for developing a comprehensive, County-wide safety program. Two employee 
representatives from the Union will be appointed by AFSCME Local 2064 to serve on the Safety Advisory 
Committee. The County shall also maintain 3 years of minutes for each of the Safety Committees 
accessible to any Union member for review. Each quarter, the County will provide the Union with a 
report of all Union personnel who completed County mandated training in a previous quarter. Safety 
Advisory Committee meeting minutes will include information regarding safety issues unresolved thirty 
(30) days after initial report. 

 
ARTICLE 19. RETIREMENT PROGRAM 

 
Section 19.1. Program Definition. 

 
During the term of this agreement, the County shall continue to participate in the Public Employees’ 
Retirement System (PERS) and shall pick-up, assume and pay the employer’s and the employee’s 
contribution to PERS for members of the bargaining unit participating in PERS. 
The full amount of employee contributions pick-up or paid by Benton County on behalf of members of 
the bargaining unit shall be considered salary within the meaning of ORS 238.005(11) for the purposes 
of computing an employee final average salary pursuant to ORS 238.005(15) but shall not be considered salary 
for the purposes of determining the amount of employee contributions required to be contributed pursuant 
to ORS 238.200. Such picked-up or paid employee contributions shall be credited to employee accounts 
pursuant to ORS 238.200(2) and shall be considered to be employee contributions for the purposes of 
ORS Chapter 238. 

 
In the event the laws controlling the above pick-up agreement are scheduled to change in the future, 
the parties agree to bargain before implementation, upon request, for the protection of the rights and 
obligations set forth in this section. 

 
 

ARTICLE 20. EMPLOYEE DISCIPLINE 
 

Section 20.1. Progressive and Corrective Discipline. 

The County agrees with the tenets of progressive and corrective discipline, when appropriate. Progressive 
discipline will normally start with an oral reprimand. Disciplinary actions and measures shall include only the 
following: oral reprimand, written reprimand, suspension, demotion (which could also include a temporary 
salary reduction), and discharge. An oral reprimand is defined as a corrective action, which will result in a 
written record to the employee’s Personnel file. The County shall neither discipline nor discharge post-
probationary employees without just cause. 

 
Section 20.2. Removal of Discipline. 

A written warning placed in an employee's personnel file will be removed after three years when 
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requested by the employee, provided that there has been no recurrence of the type or kind of conduct 
giving rise to the warning. In the event the employee fails to request removal in a timely manner, no 
written warning may be considered after three (3) years if it qualifies for removal, and shall be removed 
when discovered. No written record of disciplinary action shall be deemed official unless it is date 
stamped by Human Resources and included in the employee's personnel file which is maintained in 
Human Resources. 

 
Both parties acknowledge that letters of warning appropriately removed from the personnel file under 
this article shall be maintained by the County and only used by the County to defend itself in a judicial 
or administrative action or complaint, which includes a grievance filed by an employee or the union. 

 
Section 20.3. Administration of Discipline. 

Discipline will be administered in such a manner so as not to embarrass the employee in front of other 
employees or the public. 

 
Section 20.4. Presence of Union Steward. 

The County acknowledges the right of an employee to have a Union steward present during any 
disciplinary process. If the purpose of an interview is reasonably expected to relate to a disciplinary 
matter, the employee shall be so advised before the interview and provided a reasonable period of 
time to obtain Union or other representation, if they desire. 

 
Section 20.5. Notice to Union. 

Any employee who is the subject of a disciplinary investigation may invoke their right to have a Union 
representative present during any investigatory interview or meeting between the employee and 
management related to such potential discipline. When any written disciplinary action is received or 
issued by Human Resources that affects an employee of the collective bargaining unit, a copy will be 
forwarded to the Union within three (3) working days of receipt thereof, unless the affected employee 
specifically objects or that the case was dismissed. 

 
If an employee invokes their rights to representation at any step of a disciplinary investigation or due process 
meeting, the Union representative will be copied on future written communications from the County to that 
employee regarding the discipline, unless revoked by the employee. 

 
Section 20.6. Administrative Leave Time Limits. 

The time frame for Administrative Leave should be justified by the complexity of the investigation. The 
County will update the employee and if represented, the Union’s Chief Steward, regarding the progress of 
the investigation at least twice a month. Investigation shall not exceed 30 days without communication 
to the employee and their Union representative, if any, of the specific circumstances of an extension. 
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ARTICLE 21. MISCELLANEOUS 
 

Section 21.1. Respectful and Harassment Free Workplace. 

The County will strive to provide a respectful and harassment and bullying free workplace for all 
employees. Employees are to refrain from harassing or bullying behavior. If an employee experiences 
harassment or bullying behavior, they are encouraged to contact any member of management and will 
not be penalized or reprimanded for reporting issues outside their immediate supervisor. 

 
See personnel rule 17.2—Employee may be represented by a union representative throughout the 
complaint process. If the union disagrees with the complaint findings, the union may appeal to the 
Board’s designee within 10 working days for final resolution. 

 
Bullying is defined as a consistent pattern of objectively hostile behavior which may be verbal or non- 
verbal, overt or hidden that occurs over time. This hostile behavior is intended to control, diminish or 
devalue a peer (or group). 

 
Section 21.2. Personnel File. 

No disciplinary or corrective information of any kind whatsoever, shall be deemed official, or usable 
against any employee unless it has been received in Human Resources, date stamped, bears the 
signature of the employee, and is included as part of the employees official personnel file. 

 
The employee’s signature only confirms having received a copy of the material but does not indicate 
agreement or disagreement. In the event the employee refuses to sign it, the County may place the 
document in the file, provided it is signed by two (2) management or supervisory employees and mailed 
to the employee’s address of record. 

 
Section 21.3. Job Sharing. 

Job sharing, which is the sharing of an authorized full-time position by two employees, may be allowed 
at the discretion of the County with notice to the Union. Both employees shall agree in writing to the 
conditions of the sharing as determined by the County. The position may revert to its previous status at 
the discretion of the County, if one of the persons sharing the position is no longer employed in the 
position, or if the sharing is deemed unsatisfactory by the County. A job-share shall not be implemented 
unless approved in writing by the Human Resources Director. 

 
Section 21.4. Transfer Notice. 

If an employee is involuntarily transferred to a reporting station which is in excess of ten (10) miles one 
way, twenty (20) miles round trip from their present reporting station, the County shall provide thirty 
(30) days advance notice of the transfer's effective date. Should the County fail to give the required 
notice, the employee shall be reimbursed for their private vehicle mileage, for the increased distance 
traveled for a maximum of thirty (30) days, minus the number of days’ notice provided. 
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Section 21.5. Mileage Pay/Parking Reimbursement. 

Employees who are authorized by their supervisor to use their personal vehicle in the performance of the 
normal course of their duties as an employee of Benton County shall be paid at the rate approved by the 
Board of Commissioners, including parking reimbursement. 

 
Section 21.6. Bargaining Unit Work. 

County employees outside the bargaining unit shall not on a regular basis perform work regularly 
performed by employees in the bargaining unit which would result in the layoff of bargaining unit 
members. Subject to Article 3, Management Rights, when the county proposes to contract out work 
that is normally performed by regular full-time or part-time bargaining unit employees, notice shall be 
given to the Union. 

 
Section 21.7. Contract Work and Notice to the Union. 

Contract Work. During the term of this agreement, the County shall not contract or sub-contract 
public work now performed by employees covered under this agreement which would result in the loss 
of employment of a member of the bargaining unit, provided that such public work is being 
accomplished in the most efficient and cost effective manner available to Benton County. 

 
a. Notice to the Union. Subject to Article 3, Management Rights, when the County proposes to 

contract out work that is normally performed by regular full-time or part-time bargaining unit 
employees, notice shall be given to the Union. Notice is not required for the County’s use of 
temporary employees. If the contracting will result in loss of employment to bargaining unit 
employees, the County will provide a written notice to the Local President and Council 75 
Representative as soon as reasonably practicable, but at least 30 calendar days prior to the 
loss of employment, except when not possible due to grant/funding availability and/or conditions. 
This notification will be made in writing and be made prior to Employer implementation of the 
proposal. 

 
Section 21.8. Negotiations. 

The County agrees to pay at least four (4) bargaining unit members, or a number equal to one less than 
the number of members on the County negotiating team, their regular pay for periods of contract 
negotiating which occur during the business day of 8:00 a.m. through 5:00 p.m. or during the normal 
workday. The Union representative will not be paid by the County. The Union has the right to select its 
own negotiators from any department or area within the County. No regular pay or overtime pay shall 
apply to periods of negotiations occurring outside of the business day or outside of the employee's 
normal workday. Union bargaining team will be provided reasonable time to prepare without loss of 
pay before and after each scheduled session, provided the period of time does not exceed the normal 
workday. In addition, when it is mutually agreed to hold bargaining outside of the 8:00 AM to 5:00 PM 
schedule or on a weekday that a bargaining team member is normally off work, bargaining team 
members will be allowed to flex their schedule. 
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Section 21.9. FTE Modification. 

All benefits shall be calculated based on the employee's established FTE as of the first day of the month. 
 

Section 21.10. Outside Employment. 

Employees who desire to accept outside employment while employed by the County shall comply with 
the procedure noted in the County's Personnel Policies. 

 
Section 21.11. Team Representation. 

The County and the Union agree to the following: 
 

1. The Parties support the formation of process improvement and self-directed work teams 
throughout the County for the express purpose of sharing and formulating ideas, which result in 
efficient management and superior service to all county customers. 

 
2. The Parties acknowledge that certain teams may be formed which consist entirely of 

management personnel. An example is the Department Director team. 
 

3. The Parties encourage the formation of mixed teams, consisting of management and represented 
personnel working toward common goals; however, decisions and/or recommendations 
concerning wages, hours, and working conditions shall not be made if they are in conflict with 
the Public Employees Collective Bargaining Act, State law, or with the terms and conditions of 
this labor agreement. 

4. To the best of their ability, the County shall notify the Union of the formation of new teams along with 
their goals and objectives. If requested, the Union shall be provided with progress information of any 
team. 

 
Section 21.12. Health Benefits Committee. 

Labor and Management will partner to provide oversight and guidance to the Board of Commissioners 
and the Bargaining Units regarding health care benefits and related wellness programs. 

 
The Benton County Health Benefits and Wellness Committee shall, at all times, consist of at least three 
AFSCME members, chosen by the Bargaining Unit. The representatives will be assigned by the Union 
President. The Union will be sensitive to countywide representation. The representatives serving on this 
committee may attend committee meetings without loss of pay. The representatives shall have the 
opportunity to actively participate in committee discussions and have a vote in any decisions made by 
the committee. Should the committee cease to exist, an Ad Hoc Advisory Committee will be established 
to provide oversight and guidance to the Board of Commissioners and the Bargaining Units regarding 
health care benefit changes. The Committee will be responsible to obtain and review claims and usage 
data, and provide input to proposals and contracts relating to health care, wellness, or other related 
insurance programs and make recommendations related to substantial changes (see Article 14). 
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Section 21.13. Fiscal Year. 

Fiscal year is July 1st through June 30th. The year ends June 30th wherever fiscal year is referenced. 
 

Section 21.14. Compensation Issues Related to Recruitment and Retention. 

The County and the Union shall reopen negotiations during the term of this agreement to discuss 
recruitment and retention issues. If the Parties mutually agree a recommendation for action shall be 
made to the Benton County Board of Commissioners and the AFSCME membership for approval. If the 
Parties cannot reach agreement the status quo shall prevail. 

 
Section 21.15. Training and Education. 

Each employee will meet with their supervisor, at least annually, to review career development and 
training opportunities. The parties shall discuss how to allocate resources to meet the needs of the 
Department and the employee and review requests for career development. 

 
To encourage professional development, any regular full time, seasonal, or part time employee who 
wishes to pursue educational courses or certification training directly related to the employee’s career 
in County service, may apply for financial assistance as follows: 

 
1. Employees must secure their department director’s approval before the training class or course 

begins. A Memorandum of Agreement must be completed and signed by the employee and 
department director. The original Agreement must be forwarded to Human Resources; anda copy 
forwarded to Payroll. 

 
2. The department director may choose to reimburse 50 to 100 percent of the course/class, upon 

successful completion of the course/class. The employee may be reimbursed for a maximum of 
three courses per school year provided that a grade of “C” of above is earned. The employee must 
provide a statement of course credit, training certification, and a tuition receipt to the department 
director. 

 
3. If the County provides funds for tuition assistance, the employee agrees to remain in the employ 

of the County for a minimum period of one full year dating from the completion of the course/s 
or repay the County for the full amount of the tuition/training reimbursement. Educational 
assistance will not be provided to an employee whose employment terminates prior to completion 
of the course/s, unless terminated as a result of a layoff. 

 
4. The employee agrees that if they fail to continue in County employment for the minimum period 

as outlined in No. 3 above, they will repay the County the cost of the educational/training course/s. 
 

5. The employee agrees that any repayment required by No. 4 above, shall be deducted from the 
employee’s final payroll check. 

 
6. The department director may, in special circumstances, choose to pay 50% to 100% of the 

costs prior to the class/course start date. In such circumstances, employees must abide by all 
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conditions set forward in this policy and agree to reimburse the County as outlined above. 
 

Section 21.16. Career Development. 
 
In order to retain knowledge of and experience with County operations, the County will strive to support 
employees who wish to develop their skills and pursue career development and promotions within the 
County. 

 
Employees who successfully meet the minimum qualifications, and who apply for an open county 
position, will be offered an interview during the selection process. Employees who have successfully 
completed a county-approved training course intended specifically to gain supervisory knowledge 
and/or experience, as outlined in this Article or in Article 13.9, will be able to count that course as one 
year of supervisory experience for the purposes of meeting minimum qualifications. 

 
Section 21.17. Exit Interviews. 

 
Human Resources will offer an exit interview to departing employees and offer departing employees the 
opportunity for union representation at that interview. 

 
 

ARTICLE 22. GRIEVANCE PROCEDURE 
 

Section 22.1. Grievance Definition. 

A grievance is a dispute raised by an employee or the Union against the County and shall be limited in 
scope to the interpretation and/or the application of specific Articles, Sections, and provisions of this 
agreement. Unless otherwise designated by the Board of Commissioners, the Human Resources Director 
shall serve as the Designee of the Board of Commissioners at step 3 of this procedure. All matters relating 
to grievances shall be directed to them. 

Section 22.2. Time Periods and Notice Stipulations. 

Time limits established herein may be waived through the written mutual consent of the parties. 
However, absent the written consent of the parties, failure of the employee or the Union to submit or 
prosecute a grievance in accordance with time limits and notice requirements established herein, shall 
constitute abandonment of the grievance. 

 
Failure of the County to respond to a grievance within the time limits herein shall result in the Union 
having the absolute right to elevate the grievance within ten (10) working days to the next higher step 
in the grievance procedure. A grievance may be dismissed at any time, and at any step, upon receipt by the 
Designee of the Board of Commissioners of a signed statement from the aggrieved employee and/or the 
Union, that the dispute has been resolved or withdrawn. 

 
All time periods in this Article are measured in full working days, on a five (5) day workweek basis. 
Weekends, partial days, and designated County holidays are excluded. 
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Section 22.3. Informal Discussion Permitted. 

Nothing in this Article is intended to prohibit informal discussions relating to a potential grievance 
between the employee and/or the Union and the immediate supervisor, provided that the time limits 
set forth in Section 22.2 and Section 22.6 are adhered to. If resolved informally, resolution shall conform 
to the terms and conditions as defined in this labor agreement. 

 
Section 22.4. Confidentiality. 

All proceedings and evidence of any kind whatsoever that are related to grievances shall be considered 
exempt from public disclosure until the conclusion of the final grievance proceeding in Benton County. 

 
Section 22.5. Exclusive Remedy. 

Grievances shall be commenced and processed according to provisions herein, which provisions the 
parties mutually acknowledge to be the exclusive and binding process for the resolution of disputes 
constituting grievances as herein defined. 

 
Section 22.6. Grievance Procedure. 

The Union and County accept the following statement of principles: 

• The Union and County have a mutual commitment to using a problem-solving approach in the 
resolution of grievances; 

• Resolution of a grievance at the lowest possible level is always encouraged; 

• Complete disclosure of information will be made at the lowest possible level; 

All written grievances shall include the following information. Grievance filings that are deficient in one or 
more of the items noted in “a” through “f” below shall be returned to the person who filed the grievance to 
be conformed to these requirements, and the time period to file the grievance shall be extended by five (5) 
additional working days, beginning on the date the grievance is returned. 

a. The name and position of the employee on whose behalf the grievance is brought. 

b. The date of the circumstances giving rise to the grievance, and the date the employee had first 
knowledge thereof. 

c. A clear and concise statement of the grievance, including relevant facts which give a full and objective 
understanding of the employee’s grievance. 

d. The specific Article, Section, or provision of this agreement alleged to have been violated. Ambiguous 
statements such as “any Article or Section, which may apply” shall not be considered in compliance with 
this section. 

e. The remedy or relief sought by the employee. 

f. The signature of the person submitting the grievance. 
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A. Grievances at step 1. 
1. There shall be flexibility in the problem-solving process for resolution of a grievance at step 

1. An employee, with or without Union representation, shall have five (5) working days from 
the date of occurrence of the circumstance(s) giving rise to a potential grievance, or from the 
date of employee's first knowledge of the occurrence, to informally discuss the problem 
or issue with their supervisor, to define the issue, and to resolve the issue if possible. 

2. An employee or the employee's Union steward shall have fifteen (15) working days from the 
date of occurrence of the circumstance(s) giving rise to a potential grievance, or from the 
date of employee's first knowledge of the occurrence, within which to file a written 
statement of the issues with the employee's immediate supervisor outside of the 
bargaining unit. A copy shall be sent to Human Resources. 

3. The supervisor shall respond in writing to the person filing the written statement of the 
issues within ten (10) working days following receipt of the written statement of the 
issues. This written response shall either deny the grievance or acknowledge what step(s) will 
be taken to remedy the grievance. A copy shall be sent to Human Resources. 

4. If the employee is satisfied with the supervisor's written response, the grievance shall be 
deemed resolved without further action. If the employee is not satisfied with the 
supervisor's written response, the aggrieved employee and/or the Union may elevate the 
grievance to step 2. 

5. Steps 1 and 2 may be combined by mutual consent of both the employee and their Union 
steward and both the employee's supervisor and Department Head. 

6. An issue, which involves a property right, shall not be heard at step 1 but shall be elevated 
immediately to step 2. 

B. Grievances at step 2. 
1. A grievance at step 2 shall be initiated by the filing of a written grievance, the written 

statement of the issues, and the response above, with the employee's Department Head 
within ten (10) working days following the employee's or the Union steward's receipt of 
the response to the written statement of the issues. A grievance involving a property 
right shall not be heard at step 1, but shall be elevated immediately to step 2, and shall 
be filed within ten (10) working days following the occurrence of the circumstance(s) 
giving rise to the grievance, or the date the employee first knew of the circumstance(s). 
A copy shall be sent to Human Resources. 

2. A Union steward and/or the aggrieved employee shall file the grievance at step 2. A copy shall 
be sent to Human Resources. 

3. The Department Head shall respond in writing to the person filing the grievance within 
ten (10) working days following receipt of the required grievance documents, and the 
Department Head is encouraged to meet with the aggrieved employee, Union 
representative, and supervisor to clarify the issues presented in the grievance. A copy 
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shall be sent to Human Resources. 

4. If the aggrieved employee is not satisfied with the Department Head's response, the 
aggrieved employee and/or the Union may elevate the grievance to step 3. 

5. Steps 1 and 2 may be combined, by mutual consent of both the employee and their Union 
steward and both the employee's supervisor and Department Director. 

C. Grievance at step 3. 
1. If the grievance is still unresolved, within ten (10) working days following the written 

response at Step 2, the Union may file the step 3 grievance with Human Resources. The 
Parties, which shall include the grievant(s), a Union Representative, a Local Union 
Representative, a Human Resources representative, and two other management 
representatives shall meet within twenty (20) working days to review the facts. The goal of 
this step is to achieve cost efficient and timely resolution through a problem-solving 
process, which could include a mediator by mutual agreement. Any cost for mediation 
will be shared equally by both parties. 

2. All available information concerning the grievance shall be provided by the Parties at the 
meeting and become the official record. 

 
3. In the event, the Parties are unable to reach a consensus regarding a resolution of the 

grievance or resolution is not reached at mediation, the matter may be referred to an 
arbitrator (step 4) by the Union for final determination. The Union shall give the County 
written notice of its intent to refer the matter to arbitration within 10 working days of the 
last step 3 meeting or the last mediation session. 

D. Grievances at step 4. 
1. Grievances unresolved at step 3 and/or mediation may be elevated to step 4. 

2. Within ten (10) working days of the notice of intent to arbitrate, if the County and the 
Union cannot agree on a private arbitrator, the Union may request that a list of potential 
arbitrators from the Oregon State Conciliator be sent to the County and to the Union. 
Upon receipt, the parties shall contact each other to assure that both have received the 
list. The official date of receipt shall be designated as the date when both parties are in 
receipt of the list, either from the State Conciliator or from the other Party. Within ten 
(10) working days of the official date of receipt of the list of potential arbitrators, final 
selection shall be accomplished by the County and the Union alternatively crossing off 
one of the five (5) named arbitrators until only one remains. The grieving party strikes 
the first name. Before the selection process, either party may reject the entire list once 
and request an alternate list from the State Conciliator. The arbitrator shall be notified of 
their selection to arbitrate the disputed issue(s). 

3. The decision of the arbitrator shall be final and binding on the parties, however the 
arbitrator shall not have authority to alter, modify, amend, vacate or change any terms 
or conditions of this agreement, and their remedy must follow the tenets of being within 
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the four corners of this agreement. This provision is not intended to prevent either party from 
any administrative or statutory relief they may otherwise have to appeal an arbitrator's 
award. The decision of the arbitrator shall be issued within thirty (30) days of the conclusion 
of the arbitration hearing. 

4. Prior to the arbitration hearing, if either party discovers new information or evidence not 
previously considered at step 3 of this procedure, the parties may mutually agree to 
reconvene at step 3 to consider such new information or evidence, and include the 
information or evidence in the step 3 official record. If the parties agree to reconvene, 
their meeting may not delay an already scheduled arbitration hearing unless there is a 
mutual written waiver, and unless there is mutual written agreement as to the liability for the 
payment of the arbitrator's cancellation fee. 

5. Nothing in this Article is intended to prevent a mutually acceptable settlement prior to, 
or during the arbitration procedure. 

6. If arbitration is utilized, the cost of the arbitrator, court reporter (if any), and conference 
room cost shall be borne by the losing party. Each party shall bear the cost of 
presentation and representation of their own case. 

 
Section 22.7. Absence From Work Station. 

A steward or Union officer who represents a grievant or the Union at a meeting or grievance hearing 
pursuant to this Article, shall be permitted to be present without loss of pay, following reasonable notice to 
their Department Director. To help minimize departmental impact, a steward working in the 
department where the grievant is employed shall be utilized whenever possible. In any event, one (1) 
representational steward, or Union officer shall be permitted to be present without loss of pay. 

 
 

ARTICLE 23. LABOR MANAGEMENT ADVISORY COMMITTEE 
 

Section 23.1. 

To improve communication between AFSCME and Management the parties agree to establish a Labor 
Management Advisory Committee (LMAC). LMAC shall discuss ongoing labor-management issues and 
matters of mutual interest related to productivity, employee morale, mutual problem solving, and 
furthering the goal of general labor-management cooperation. 

 
Section 23.2. 

The Committee shall consist of an equal number of participants, not to exceed three (3) on each side. 
Each side shall select its own representatives to include the County Administrator, or designee, and 
Union Local President. LMAC shall establish its own protocols and ground rules. 

 
The parties may also invite individuals with specific expertise on a planned discussion topic if it is 
reasonable to assume the additional information and insight would be helpful to the Committee. The 
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party choosing to bring an expert will notify the other party of such an addition as soon as possible and 
not later than the day before the scheduled meeting. 

 
Section 23.3. 

LMAC shall meet at least bimonthly. Either party may request an additional meeting of the Committee 
to be held at a mutually convenient time and place and such a meeting shall if at all practicable be 
scheduled within fourteen (14) days. The Committee shall have no authority to amend the terms of the 
Agreement or to be involved in the grievance procedure. 

 
Section 23.4. 

Because participation in the LMAC is viewed as mutually desirable for the County and AFSCME, no person 
will be penalized for or benefit from participation in this group. Therefore, members of LMAC will not 
suffer loss of pay for time spent in conducting LMAC business during their regularly scheduled work shift nor 
will any member of LMAC receive pay for time spent conducting LMAC business outside their regularly 
scheduled work shift. 

 
Section 23.5. 

LMAC may make recommendations to the Board of Commissioners and AFSCME for compensation for 
licenses and certifications that are not required in a position description. The County and AFSCME will 
develop criteria for bringing a request forward to LMAC. 

 
Section 23.6. 
The parties agree to share the task of running LMAC meetings. The role of presenter/host and notetaker will be 
shared equally between the Union and the County and notes will be taken and shared with the whole committee 
within two weeks of each meeting. 

 
ARTICLE 24. SAVINGS CLAUSE 

 
Should any Article, Section, or portion thereof of this agreement be held unlawful or unenforceable by 
a Court of competent jurisdiction, or should any Article, Section, or portion thereof this agreement 
become invalid pursuant to a rule of an administrative agency of the State of Oregon, a statute or any 
amendments to the Constitution of the State of Oregon, the effect of such invalidity shall only apply to 
the specific Article, Section or portion thereof referred to or indicated in the decision, statute, or rule or 
amendment of the Constitution. Upon the issuance effective date of such decision, statute, or rule or 
amendment to the Constitution, the parties may agree to negotiate substitute provisions in accordance with 
the procedures and timeframes provided by statute. All other portions of this agreement, and the 
agreement as a whole, shall continue without interruption except those remaining provisions which are 
so essential and inseparably connected with and dependent upon the unlawful or unenforceable part 
that it is apparent that such remaining provision(s) would not have been agreed to without such other 
parts and the remaining provisions, which, standing alone, are incomplete and incapable of being 
executed in accordance with the intent of this agreement. 
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ARTICLE 25. TERM OF AGREEMENT 
 

This agreement covers the period of July 1, 2024 through June 30, 2027. This agreement shall be 
effective as of the date of execution but in no event before July 1, 2024, and shall remain in full force 
and effect until June 30, 2027. 
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SIGNATURE PAGE 

IN WITNESS WHEREOF, the County and the Union have caused these presents to be executed in their respective names by their 
duly authorized representatives on this 3rd day of December 2024. 

 
BENTON COUNTY, OREGON BENTON COUNTY EMPLOYEES 

Local 2064, AFSCME, AFL-CIO 
 
 
 
 

/S/ Tracy Martineau /S/ Kim Harman, AFSCME Council #75 
 

 
/S/ Gary Stockhoff /S/ Rolando Figueroa 

 

 
/S/ Debbie Sessions /S/ Dawn Dale 

 

 
/S/ Ricky Garcia /S/ Joe Moore 

 

 
/S/ Michelle Bangs 

 

 
 

 
 

/S/ Xan Augerot 
Chair, Board of Commissioners 

 
 

 
 

_ /S/ Pat Malone, Commissioner 

/S/ Dave Malone 
 
 

 
/S/ Sarah Siddiqui 

 
 
 

 
 

_ /S/ Nancy Wyse, Commissioner 
 
 

 
/S/ Vance Croney, County Counsel 
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APPENDIX A: AFSCME Salary Schedule 
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DBM/Range Step 1 Step2 Step 3 Step4 Step,5 Step,6 Step 7 Step a Step 9 

C/41 Business Analyst I 
H<1a1t,1c,, am Pmlasslc,nal I $63,349 $66,517 $69,684 $72,851 $76,018 $79,185 $82,352 

 
$88,559 

Pmgram Coordinator I $5,279 S5,543 $5,807 S6,071 $6,335 $6,599 $6,863  $7,380 
T•chnlcal Analvst I  30.46  $31.98  3.50  $35.02  36.55 38.07 39.59 2.58  

C/42 Business Analyst II 
H<1all,hc, am Pmlasslc,nal II $67,359 $70,739 $74,106 $77,471 $80,834 $84,214 $87,583 $90,910 $94,183 

 IT Analyst I $5,613 S5,895 $6,176 S6,456 $6,736 $7,018 S7.299 $7,576 $7,849 
 Pmgram Coordinator II $32.38 S34.01 $35.63 S37.25 S38.86 $40.49 $42.11 $43.71 $45.28 
 T<>chnlcol Analvst II          

C/42MA T<>chnlcol Analyst II $76,960 $80,822 $84,667 $88,509 $92,355 $96,216 $100,064 $103,866 S107,605 
 Engln<><>rtng1Associate $6.413 S6.735 $7.056 Sl.376 $7.696 SS.018 S8.339 SS.656 SS.967 
  $3 .00 S38.86 $40.71 $42.55 $44.40 $46.26 $48.11 $49.94 $51.73 
           

C/43 Business Analyst Ill          

 H<1all,hc, am Pmlasslc,nal Ill $71,383 $74,946 $78,525 $82,088 $85,667 $89,230 $92,799 S96,325 $99,793 
 IT Analyst II $5,949 $6,246 $6,544 S6,841 $7,139 $7,436 S7,733 $8,027 $8,316 
 Program Coordinator Ill $34.32 S36.03 $37.75 S39.47 $41.19 $42.90 $44.61 $46.31 $47.98 
 T<>chnlcol Analyst Ill          

           

C/4JMA Tochnkal Analyst Ill   $89,716 S93,788      

 I.And Survayo,   $7,476 S7,816      
 CMI Engln<><>r   $43.13 $45.09      

C/44 H<>all,hc, am Prolasslonal IV 
         

 
C/45 H<>all,hc, am Prolasslonal Y 

IT Analyst II.I 
 

 T<>chnlcol Analyst V 
           

C/45MA T•chn'lcal Analyst V S90,752 $95,292 S99,817 $104,359 $108,899 $113,439 $117,977 $122,460 $126,868 
 Sr. Clvll Engineer $7,563 $7,941 $8,318 S8,697 $9,075 $9,453 S9,831 $10,205 $10,572 
 Land Sornvor (County) $43.63 $45.81 $47.99 S50.17 52.36 54.54 S56.72 $58.87 $60.99 

C/4premB 
 
H<>alth Cam Prolasslonal IV $107,842 $111,475 $117,285 $123,078 $128,874 $134,806 $140,738 $146,649 $152,514 

 Physlolan Assistant $8,987 $9,290 $9,774 $10,257 $10,739 $11,234 $11,728 $12,221 $12,710 
  $51.85 $53.59 $56.39 $5917 $61.96 $641.81 $67.66 $70.50 $73.32 

 
-• Salary Ranges listed in red are representative of a specific job that is compensated al a different rate than others within Iha! classification due,to marker•· 

Note: 1'he monthly is based on the annual divided by 12; the hou.rly is l>ased on lhe annual divided by 2080. Employees who are paid on a salary oasis are 
paid the same salary each pay period regardless of lhe hours in that pay period. Semi-monthly salary is based on the annual salary dMded by 24. 
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APPENDIX B: Market Study MOU 

Market Study Memorandum of Understanding 
Between 

Benton County 
And 

AFSCME Local 2064 
 

The County of Benton (County) and the American Federation of State, County, and Municipal Employees (AFSCME), 
Oregon Council 75, Local 2064, AFL-CIO enter into this memorandum of understanding regarding Article 13 Wages and 
Salaries, Section 2(5) Wages. 

The COUNTY and the AFSCME agree to the following: 
The County agrees to conduct a benchmark job market study for AFSCME positions. The study is to begin no earlier than 
November 1, 2025, and no later than March 1, 2026. The purpose of the study is to provide an assessment of the 
current state of compensation, market competitiveness of specific benchmark jobs that represent AFSCME position 
classifications and implementation of recommendations. The benchmarked jobs will cover at least 50% of the 
employees in the AFSCME bargaining unit and include at least one job in every classification. The parameters of the 
study will be substantially similar to the 2023 market study conducted for Benton County Non-represented positions. 

 
The parties agree to the following: 
1. The parties will establish a subcommittee made up of two management and two union employees who will work 

together to mutually select a third-party consultant to perform the study. The subcommittee will mutually agree to 
the parameters of the study with input from the consultant regarding specific data sets to use and include 
consultant’s recommendations for pay ranges where midpoint is reflective of labor market average rates of pay. 

 
a. The parties intend to compare jobs that are similar in: 

• Focus 
• Job duties 
• Minimum qualifications 

b. Results will be adjusted to reflect Portland geographic area. Wage rates for the data in the sets will be 
adjusted using the geographic assessor function on the Economic Research Institute (ERI) platform, or its 
equivalent, using Portland, OR as the geographic area. 

c. The subcommittee’s role is solely to determine parameters of data, and not to influence results or the 
consultant’s recommendations. 

 
2. Employees will be placed on the same step in the new range for their classification. For example: if an employee is at 

Step 6 of a pay range that the parties have determined should be increased by 5%, the entire pay range will be 
increased by 5% and the employee will stay at Step 6 of the new range. 

 
3. No pay ranges for any classification will be reduced as a result of this study. 

 
4. Pay adjustments based on market study will go into effect or retroactive to July 1, 2026. 
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