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ARTICLE 1 - PREAMBLE

WHEREAS, the County and the Association are engaged in furnishing public services
essential to the health, safety and welfare of the residents of the County; and

WHEREAS, the County, its employees and the representatives of its employees have a high
degree of responsibility to the general public; and

WHEREAS, the parties to this Agreement and the employees covered by this Agreement
recognize their responsibility to provide the services for which they are involved without
interruption; and WHEREAS, the parties understand that the Board of County Commissioners
is charged by law with the duty and responsibility of operating and providing County Government
services and in carrying out those duties and responsibilities in employing County Employees in
its operation. The Terms and Conditions of employment of employees and County regulations
and rules affecting the employment of those employees are matters of mutual concern to the
County and the Association. It is the intent and purpose of this Agreement to assure sound and
mutually beneficial economic and employment relations between the parties hereto; to attempt to
provide an orderly and peaceful means of conducting negotiations, exchanging communications
and views and resolving any misunderstandings or grievances and to set forth herein article form
of this Agreement between the parties covering rates of pay, wages, hours of work and other
conditions of employment;

NOW, THEREFORE, the parties enter into this Agreement as a means of maintaining a
harmonious relationship and fostering a responsible and peaceful labor relations policy.

ARTICLE 2 - RECOGNITION

In accordance with the provisions of NRS 288, the County has recognized and does recognize
the Association as the exclusive collective bargaining representative of those employees in the
classifications set forth in Appendix A. This recognition is granted for the period during which the
Association qualifies as the exclusive representative of those employees under the provisions of
NRS 288.

The County shall provide, as requested, to the Association the name, classification and
department of each new hire by the County who would be eligible for inclusion within the unit. All
information furnished is for the exclusive use of the Association and shall not be used for another
purpose or be given to any other person or organization without the express written approval of
the employee involved.

This recognition does not include seasonal employees, temporary full or part-time employees,
and intermittent hourly employees.

Further, this recognition does not include individuals who are in the job classifications set
forth in Appendix A if the individual is an unclassified employee pursuant to Chapter 5.093 of the
Washoe County Code.

(Revised 7-1-19)

ARTICLE 3 - NON-DISCRIMINATION

A. EMPLOYEE RIGHTS
1. ltis a prohibited practice for The County or its designated representative willfully to:

(a) Interfere, restrain or coerce any employee in the exercise of any right guaranteed
under chapter NRS 288.
(b) Dominate, interfere or assist in the formation or administration of any employee
organization.
(c) Discriminate in regard to hiring, tenure or any term or condition of employment to
encourage or discourage membership in any employee organization.



(d) Discharge or otherwise discriminate against any employee because he/she has signed
or filed an affidavit, petition or complaint or given any information or testimony under this
chapter, or because he/she has formed, joined or chosen to be represented by any
employee organization.
(e) Refuse to bargain collectively in good faith with the exclusive representative as
required in NRS 288.150. Bargaining collectively includes the entire bargaining process,
including mediation and fact finding, provided for in this chapter.
(f) Fail to provide the information required by NRS 288.180.
2. Any complaint alleging a violation of this subsection shall be submitted to the Local
Government Employee-Management Relations Board and shall not be subject to the
Grievance Procedure, Article 32.

B. NON-DISCRIMINATION
1. The parties hereto agree not to willfully discriminate against any employee on the basis of
race, religion, sex, sexual orientation, gender identity or expression, age, protected disability,
or national origin as defined under NRS 613.330.
2. Any complaint alleging a violation of this subsection shall be submitted to the appropriate
administrative agencies having responsibility for enforcing state and federal laws governing
non-discrimination in employment and shall not be subject to the Grievance Procedure, Article
32.

(Revised 7-1-19)

ARTICLE 4 - DUES DEDUCTION

1. The County shall deduct dues from the salaries of Association members and pay over to
the proper officers of the Association the money so collected. Provided, however, that no
deductions shall be made except in accordance with a deduction authorization form
individually and voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall specify any Association restrictions on the employee's right
to terminate his/ her dues deduction authorization.

2. The Association shall indemnify and hold the County harmless against any and all claims,
demands, suits and all other forms of liability, which shall arise out of or by reason of action
taken or not taken by the County at the request of the Association under the provisions of
Section 1 above.

3. The Association shall certify to the County in writing the current rate of membership dues.
The County will be notified of any change in the rate of membership dues thirty (30) days prior
to the effective date of such change.

4. The County will continue to honor existing dues deduction authorizations currently on file.

ARTICLE 5 - EMPLOYEE REPRESENTATIVES

The County recognizes and agrees to deal with accredited employee representatives of the
Association on all matters covered by this Agreement.

The selection of employee representatives is the responsibility of the Association, provided,
however, that the total number of accredited employee representatives shall not exceed thirty
(30). This number shall include employee grievance representatives, the Board of Directors of the
Association (which includes the officers of the Association), and the members of the Association
negotiating team. Employee representatives shall be selected in such a manner as to provide
representation for each major County facility.

The Association shall provide the County with a list of accredited employee representatives
and maintain its currency.



Release time for Board members, employee grievance representatives, and/ or members of
the Association's negotiating team shall be limited for the purpose of (1) attending County
functions/meetings, including negotiations (which term shall encompass statutory impasse
procedures), which have a direct impact upon the Association, (2) attending in accordance with
the provisions of Article 32, Grievance Procedure, to matters relating to grievances arising out of
alleged violations of this Agreement and (3) to attend training conferences or conventions.
Included within this release time procedure is the authorization for each member of the
Association's negotiating committee and/or Executive Board to have a maximum of 1 hour per
week for meetings of the Association's negotiating committee and/or Executive Board during
weeks when the Association and the County have or are going to have one (1) negotiating
session. In the event that the County and the Association meet for negotiations for more than one
time per week, then the above described release time limit will be increased by one (1) hour for
each such session in excess of one (1) session.

Release time requires the advanced approval of the concerned employee's supervisor.
Employees being contacted can be contacted during working hours only after obtaining approval
of the appropriate supervisor. Approval of requests for release time under this Article shall not be
unreasonably withheld.

When attending to the duties provided in this Article during work hours, employee
representatives shall be on compensated release time up to a total of 440 hours per year. To the
extent that the release time units above are exhausted, release time will be allowed with the
Association being responsible to reimburse the County for all straight time hours utilized by
employee representatives in excess of the total compensated release time above.

(Revised 7-1-08)

ARTICLE 6 - MANAGEMENT RIGHTS

The County has the right and is entitled without negotiation to:
(a) Hire, direct, promote, transfer, or assign employees;
(b) Suspend, demote, discharge, or take other disciplinary action against any employee
for just cause;
(c) Lay off any employee because of lack of work or lack of funds;
(d) Determine staffing levels, establish job classifications, work performance standards,
the content of the workday, and workload factors;
(e) Determine the quality and quantity of services to be offered to the public and the
methods, means and personnel by which its operations are to be conducted;
(f) Maintain the efficiency of its governmental operations; and
(g) Take whatever actions may be necessary to carry out its responsibilities in emergency
situations.

Unless specifically modified by this Agreement, all rights and responsibilities of the County
shall remain the functions of the County. It is further understood and agreed that these
management rights shall not contravene either the terms of this Agreement or the duty to
negotiate over those subjects set forth in NRS 288.150, subsection 2.

ARTICLE 7 - CONSULTATION

The parties hereto will use their best efforts to consult with one another on matters of
personnel policies and practices, wages, hours and conditions of employment.

ARTICLE 8 - SALARIES OF PERSONNEL

A. Salaries of Personnel



1. The Schedule of Salary ranges of all personnel covered by this Agreement is set forth in
Appendix B, with the appropriate effective dates. The salary schedules listed in the
Appendices to this Agreement are subject to change during the term of the Agreement as a
result of changes to the retirement contribution rate provided for under NRS 286.421, 3, (a),
(2). In adopting the Schedule of Salary ranges, the parties recognize and agree that the
percentage differential between entry salary and maximum salary for a given grade is not and
should not be the same for all grades, and herein abandoned the previously agreed to uniform
differential of 35% from entry salary to maximum for all grades.
2. The parties agree the following salary adjustments shall be made during the term of this
agreement:
a. Effective July 1, 2022, the County agrees to provide a cost of living adjustment to all
positions covered by the WCEA contract in the amount of 5% (See Appendix B)
In addition, effective July 4, 2022, the County agrees to a one-time only lump sum payment
for full-time employees as described herein:
(1) Employees hired on or after July 1, 2022 are not eligible.
(2) Part-time employees are not eligible.
(3) Employees hired prior to July 1, 2022 must be on the payroll and in a paid full-time
status the entire payroll period of PP# 15/22 (07/04/22 — 07/17/22).
(4) Eligible full-time employees will receive a one-time only lump sum payment of
$500.00 effective July 4, 2022 (Pay date: 07/22/22).
(5) Employees must be covered under the WCEA collective bargaining agreement in
effect at the time of payment.
(6) No employee who separated employment from Washoe County prior to July 17,
2022 will be eligible for the one-time lump sum payment.
b. Effective July 1, 2023, the County agrees to provide a cost of living adjustment to all
positions covered by the WCEA contract in the amount of 3.5%. (See Appendix B)
3. The grade for each class represents the range of pay rates for full-time biweekly
employment unless the compensation plan specifically states otherwise. Unless otherwise
indicated in the compensation plan, rates of pay set forth represent the base total
compensation in every form except for overtime compensation. Reimbursement of an
employee for expenses incurred in operating the employee’s private motor vehicle for the
convenience of the County shall not be deemed to be a part of total compensation.
4. Each employee in the classified service shall be paid within the salary range in the grade
for the appropriate class.
5. An employee who works a fixed variable proportion of the established workweek, such as
one-half time, one-quarter time, or hours as needed, shall be paid for the actual hours worked.
6. The County shall pay retroactive pay to all employees who retired and began drawing
PERS, and to the family of employees who died between July 1, of the applicable contract
year and the date the WCEA contract is approved by the Washoe County Commissioners.
This term shall sunset and expire effective September 14, 2016 and will be replaced with the
following term: Employees whose employment is terminated after June 30, 2019, but before
a successor agreement is reached, if applicable, shall not be entitled to receive retroactive
pay or benefits even if the successor agreement provides for retroactive increases in pay
and/or benefits. This provision shall apply regardless of the reason an employee’s
employment has been terminated.
(Revised 7-01-22)

B. Merit Salary Increase
1. The amount of the merit salary adjustment paid pursuant to the Washoe County Merit
Personnel Ordinance shall be 5%.
2. If giving the full merit salary adjustment would result in a salary exceeding that maximum
amount, the employee shall be given a reduced adjustment, which would result in a salary
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equal to the maximum amount of the employee's salary range. However, if a merit increase
brings an employee within 1/2 percent of the top of the range, the employee shall be paid at
the maximum salary for the range.
3. Authorized leave without pay for 30 days or less shall not result in a new anniversary date.
Authorized leave without pay in excess of 30 days shall establish a new anniversary date
commencing with the employee's return to active service.
4. An employee shall be eligible for consideration for a merit salary increase upon:
(a) Each anniversary date of the employee’'s employment in such job classification
annually thereafter until the maximum salary is reached in that job classification. The
anniversary date is normally considered to be that date an employee commences work in
that job classification to which the employee has been most recently appointed.
(b) An employee who is not given a merit salary increase on the employee’s annual merit
review date is eligible to receive the merit salary increase at any later pay period within
the immediately succeeding annual review period. Granting a delayed merit salary
increase in any succeeding pay period shall not affect the employee's anniversary date,
and will not extend the annual merit review date.
5. Within the employ of each County department, the procedures used to evaluate an
employee shall be uniformly and consistently applied in accordance with the guidelines
established by the Human Resources Department. In the event a merit increase is not
granted, the employee will be informed in writing of the specific reason(s) for denial and may
within seven (7) days of such notification, request a review before the employee’'s supervisor
and the department head or the employee’s designee to discuss the reason for the denial.
The reason for the denial may be reviewed by the department head and Association repre-
sentative. Upon request of the employee or the supervisor, a representative of the Human
Resources Department may be present. If no resolution is reached and the employee files a
grievance as provided for in this Agreement, the issue of whether the department acted
arbitrarily and capriciously in denying the merit increase may be submitted to arbitration.
6. For purposes of determining eligibility for merit salary increases, employees shall be rated
standard or better, and upon meeting such requirements shall then be eligible for a merit
increase. If an employee does not receive the employee’s performance evaluation within
fifteen (15) days after the employee's anniversary date, the merit increase shall be granted
retroactive to the date it was due. If an employee is unavailable for the supervisor to give the
evaluation because the employee was on leave, or unavailable to meet, following their
anniversary date, the fifteen (15) days shall be extended for the period the employee was on
leave or otherwise unavailable.
C. Salary Adjustments
(a) When an error is discovered in an employee's compensation calculation, the Human
Resources Department shall make the appropriate adjustment retroactive, not to exceed
one year from the date the error is discovered.
(Revised 7-01-05)

When the merit salary adjustment is delayed solely through administrative or clerical error,
the adjustment shall be made effective as of the date it was properly due.
(Added 7-1-10)

D. Hazard Duty Pay

For employees in the job classifications of Environmental Health Specialist, Environmental
Health Specialist Supervisor, or Sr. Environmental Health Specialist, who are assigned to a drug
laboratory response, or other similarly hazardous situations, including pandemic response,
requiring specialized hazardous materials training shall, on the approval of the supervisor or
designee, receive a five percent (5%) differential during the actual period of time they are being



utilized during the employee’s working hours. The hazard pay differential must be recorded on
an hour for hour basis or major fraction thereof.
(Revised 7-1-22)

E. Field Training Officer (FTO) Pay

A department head or designee may authorize employees in the job classifications of
Environmental Health Specialist, Human Services Case Worker Ill (assigned to the HSA Training
Unit), Medicolegal Death Investigator/Technologist Supervisor, Sheriff Support Specialist
Supervisor, Sr. Environmental Health Specialist, and Supervising Communications Specialist to
perform as Field Training Officers (FTO’s). Such employees shall receive, in addition to their normal
base hourly rate of pay, an additional five percent (5%) of base salary as a differential pay during
the actual period of time the employee is performing FTO duties during an employee’s normal
working hours. The FTO pay differential must be recorded on an hour for hour basis or major
fraction thereof. This pay differential is intended to compensate the employee for any special
training, experience, and/or qualifications required to perform the duties of a Field Training Officer.
(Added 7-01-22)

ARTICLE 9 - MEAL PERIOD - REST BREAKS

All employees shall be allowed at least a one-half (1/2) hour meal period scheduled
approximately in the middle of the employee's workday. This period of time shall be considered
the employee's time and not hours worked except as provided herein.

All employees shall be granted two fifteen (15) minute rest periods during the shift, which shall
not be combined except as provided below. Such breaks shall not be taken within one (1) hour of
the employee's starting time, quitting time, or meal breaks, and may not be accumulated or used
to supplement meal breaks, arrive at work late or leave work early except as provided herein.

Employees who are required to work shifts of eight (8) straight hours without a designated
meal period may request to have the two (2) rest breaks combined into a one-half (1/2) hour meal
period. Under these circumstances, the meal period shall be considered as hours worked.

Rest periods shall be taken without loss of pay and the employee shall not be required to
make up such time.

Employees who are required to work four (4) or more hours beyond their regular shift shall be
granted a fifteen (15) minute rest period. To afford employees an opportunity for a meal during
such extended work schedules, employees may request that this additional rest period be
combined with an earlier rest period to create a one-half (1/2) hour meal period which shall be
considered as hours worked.

(Revised 7-01-01)

ARTICLE 10 - STANDBY TIME AND CALLBACK

Standby time is defined as time, other than normal working hours, when an employee is
required by the employee’s appointing authority or designee to notify the employee’s department
of the employee’s exact location or is required to carry an electronic device so that the employee
may be immediately contacted. Employees are expected to report to work within forty-five (45)
minutes to one (1) hour from the time a call is received. This provision does not apply to Park
Rangers or Roads Supervisors who reside at County provided residences. An employee
assigned standby will be paid $6.00 per hour with a guaranteed minimum payment of $60.00 for
each standby assignment, except as provided for herein.

An assignment consists of a period of consecutive hours during which an employee is on
standby. For example, if an employee is assigned to standby between 5:00 p.m. and 12:00
midnight that same day, the employee shall be paid $60.00 for the seven (7) hours standby time
(one assignment). If an employee is assigned to standby between 5:00 p.m. Friday and 8:00 a.m.
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Monday, the employee shall be paid $378.00 for sixty-three (63) hours standby time (one
assignment). Except in an instance where an employee voluntarily consents; standby time
between 5:00 p.m. Friday until 8:00 a.m. the following Monday shall be assigned as one
continuous assignment. Absent the voluntary consent of an employee, no standby time
assignment, during said sixty-three (63) hour time period shall be for less than the entire said time
frame. Employees working a non-traditional workweek who are placed on standby on times other
than 5:00 p.m. Friday through 8:00 a.m. the following Monday shall be paid the standby rate for
the actual hours of such assignment, subject to the guaranteed minimum payment referred to in
this Article.

If an employee is called to work during a standby assignment, standby pay shall stop during
the period when the employee is working. In this instance the employee shall only be paid for
actual hours on standby and shall not be guaranteed a minimum of $60.00 for each standby
assignment.

Any employee who is called back to work during a time when the employee is not regularly
scheduled to work, shall be paid for the actual time spent at work with a guaranteed minimum of
two (2) hours of work time regardless of having worked less than two (2) hours except as provided
herein. If an employee is called back to work more than once during the same off-duty period, the
employee shall not receive the guaranteed minimum of two (2) hours callback if the subsequent
callback period is within the hours for which the employee has already been compensated. If the
subsequent callback is beyond the hours for which the employee has already been compensated,
another two (2) hour minimum callback shall apply. Examples: If an employee is called back to
work at 9:00 p.m. and works until 9:30 p.m., the employee will be credited with two (2) hours of
work time or as if the employee actually worked until 11:00 p.m. If that employee is subsequently
called back to work at 10:00 p.m. that same evening and works until 10:30 p.m., the employee
will be credited with one-half (1/2) hour work time for the second callback, or a total of two and
one-half (2-1/2) hours for both callbacks. If the second or third callback occurs at 2:00 a.m., the
employee will be credited with an additional two (2) hours callback.

If an employee is on standby and receives a work call and is not required to report to the
workplace but rather performs actual work at home, such time shall be considered as time worked.
Said work time shall be rounded to the nearest fifteen minutes using normal round off rules. If an
employee is compensated for work time at home, standby pay shall cease for any hour or portion
thereof which the employee is compensated as hours worked. Such work time is not considered
callback and the two (2) hour minimum does not apply.

If an employee is called in to work early, and works continuously through the beginning of the
employee’s regularly scheduled work hours, the two (2) hour minimum does not apply.

The rate at which these hours are to be compensated shall be in accordance with the overtime
provisions under Article 13. The employee's work time shall start when the employee actually
reports to work and ends when the employee is released from work. Travel time from an
employee's home or non-work location to work and back shall not be considered as work time.
(Revised 7-1-19)

ARTICLE 11 - REPORTING PAY/SUITABLE WORK PLACE

The County shall provide a safe and suitable work place, which shall include, but not be limited
to, the promulgation and enforcement of regulations prohibiting work place violence and restricting
employees from having a firearm in the employee’s possession inside the work place or in a
County vehicle or piece of equipment, except where such possession is permitted (1) in the
performance of the employee’s essential functions, (2) where a judge is a permittee authorized to
carry a concealed firearm and carries a concealed firearm in the courthouse or courtroom
presided over by the judge or while traveling to and from the courtroom of the said judge, (3)
where a judge authorizes a permittee authorized to carry a concealed weapon and carries a
concealed firearm in the courthouse or courtroom presided over by the judge or while traveling to
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and from the courtroom of said judge, or (4) where a prosecuting attorney of an agency or political
subdivision of the United States or of this state is a permittee authorized to carry a concealed
weapon and carries a concealed firearm in a public building. For purposes of this Article, the
regular workday for full-time employees shall be considered to be eight (8) hours. A full-time
employee reporting for work and no work is provided due to such factors as inclement weather,
or a breakdown of a heating unit or other factor causing the closing of a building to the public or
causing discontinuance of a major unit of a project, said employee shall receive four (4) hours of
pay at the employee’s regular rate of pay. In the alternative, the County may require the affected
employee work at another building in the same department and at the same grade.

If after four (4) hours an employee is released from duty for reasons as described above, the
employee shall not be required to report to another location and shall be paid for eight (8) hours
of work.

A part-time employee who reports to work and is released from duty as described above, shall
have the reporting pay prorated based upon the employee’s regularly scheduled hours for the day
in question. Part-time employees may also be reassigned to another location under the same
conditions described above for full-time employees.

(Revised 7-1-99)

ARTICLE 12 - SHIFT DIFFERENTIAL/SHIFT BIDDING

A. Shift Differential

All shift work performed between the hours of 6:00 p.m. and 6:00 a.m., shall be considered night
work. Payment for night work, in addition to regular compensation, shall be made at the rate of
seven percent (7%) of base salary for those hours worked between 6:00 p.m. and 6:00 a.m., except
as provided herein. If an employee works a shift of which at least fifty percent (50%) of the hours
are between 6:00 p.m. and 6:00 a.m., the employee shall be paid the differential for the entire shift.
No night shift differential shall be paid for overtime worked at either the beginning or the end of a
shift unless the regular shift hours qualify for the night shift differential. The shift differential will not
apply during the periods of time when the employee is on sick and annual leave, holidays and other
leaves with pay, even though the employee is still formally assigned to a qualifying shift.

(Revised 7-01-19)

An employee who, at the direction of management for reasonable and articulable operational
needs, is reassigned from a bid shift eligible for the differential to a shift which is not eligible for the
differential shall continue to receive night shift differential for the remainder of the shift bid. There
shall be no carryover of night shift differential on a non-qualifying shift from one shift bid to another
shift bid.

(Added 7-01-05)

B. Shift Bidding

WC SHERIFF'S OFFICE:

Due to the nature of work being performed in the Sheriff's Office, it is recognized that certain
classifications covered by the agreement work in shifts. These classifications are: Sheriff’s
Support Specialist — Booking/Central/Property, Sheriff Field Specialist, Office Assistant Il (working
in Inmate Property), Communications Specialist Trainee, Communications Specialist, and Inmate
Work Program Leader. For the purposes of this agreement, shift bidding shall be applied as
follows:

Sheriffs Support Specialist (all options) — Employees in these classifications shall bid for
shift/days off, by option within the classification, on the basis of seniority within the classification.
Bidding shall occur every four (4) months. An employee shall be allowed to continue on the same
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