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PREAMBLE 

This Collective Bargaining Agreement is entered into by and between Linn County 
Board of Commissioners jointly with the Linn County Sheriff, hereinafter referred to as 
the County, and the Linn County Deputy Sheriffs' Association, hereinafter referred to as 
the Association, and constitutes the sole and complete agreement between the parties. 
The purpose of this Agreement is to promote mutual agreement and understanding 
between the parties and to set forth those matters pertaining to rates of pay, hours of 
work, fringe benefits and other employment relations matters pertaining to employment 
consistent with the County's objective of providing maximized efficiency, safety and 
services to the public and employees of Linn County. It is understood and agreed that 
there is a division of responsibility between the Board of Commissioners and the Sheriff 
of Linn County, Oregon, in the administration of the County, as provided by Oregon 
Revised Statutes, and that the following articles, or portions thereof, are the 
responsibility of the Board or the Sheriff, in accordance with such statutes. 

ARTICLE 1 - RECOGNITION 

1.1 For the purpose of collective bargaining with respect to wages, hours, benefits and 
other employment relations matters, the County recognizes the duly elected and certified 
Association as the sole and exclusive representative of the following classifications: All 
regular full-time and part-time Sheriffs Office employees in the classifications of Deputy 
Sheriff, Detective, Resident Deputy Sheriff, Corrections Deputy, Transportation Aide, 
Sheriff Services Aide, Corrections Registered Nurse, Corrections Licensed Practical 
Nurse, Medication Aide, Jail Maintenance Worker, Civil Deputy, Civil Clerk, 
Communications Dispatcher, Community Services Specialist, Sheriff Accounting Clerk, 
Computer Resource Specialist 1 and 2, Property/Evidence Clerk, Compensatory 
Service Coordinator, Purchasing/Fleet Manager and Sheriff Custodial Worker, Program 
Secretary, Kennel Person, Animal Control Officer, Emergency Management 
Coordinator but excluding all supervisors, temporary, seasonal and casual employees. 

1.2 Should the County create a new classification to be included in the bargaining unit, 
or significantly modify the duties of an existing classification, the provisions of Article 2 
concerning mid-term changes shall apply. 

ARTICLE 2 - EXISTING CONDITIONS 

2.1 The County shall be obligated to negotiate over existing conditions that are 
mandatory subjects of bargaining, whether or not they are covered by this agreement, if 
the County intends to alter, change or modify such conditions. 

2.2 Nothing in this Agreement, or in this Article, will be construed to prevent the County 
from initiating any program or change which is not contrary to an express provision of this 
Agreement or an existing past practice as provided in Section 1 hereof. 
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2.3 In the event the County desires to amend or modify or change any of its existing 
conditions that are mandatory subjects of bargaining or permissive subjects that have a 
mandatory impact, the County will provide an Association Executive Board member with 
written notice of the proposed change. Any disagreement as to whether or not mid­
contract bargaining is required by Oregon law shall be resolved by means of an Unfair 
Labor Practice at the Employment Relations Board. The procedure in this section is only 
to be utilized when both parties agree that mid-contract bargaining is required. The 
Association shall have fourteen (14) calendar days to object in writing to the 
Undersheriff or his/her designee. The failure of the Association to object to the proposed 
change within fourteen (14) calendar days of the notice provided for above shall serve 
as a waiver of the Association's right to bargain. The Association's written objection shall 
specify the nature of the objection and identify whether the Association believes the 
proposed change involves a mandatory bargainable subject or a mandatory bargainable 
impact of a permissive subject. Thereafter, the parties shall bargain in good faith over 
said changes for a period not to exceed thirty (30) calendar days. If after the passage 
of thirty (30) calendar days, the parties have not reached agreement, either party may 
declare an impasse and initiate interest arbitration proceedings by requesting a list of 
seven (7) arbitrators from the Employment Relations Board (ERB). Within seven (7) days 
of receipt of the list from the ERB, the parties, by lot, will alternately strike names from 
the list until only one (1) arbitrator remains on the list, who shall serve as the arbitrator. 
The arbitrator shall conduct a hearing within thirty (30) days of announcement of his/her 
selection, or at such other time as the parties mutually agree. The parties shall 
submit evidence in support of their last best offer pursuant to law. The arbitrator shall 
make a binding decision on the parties as to whether the County's proposal or the 
Association's proposal shall be adopted pursuant to the interest arbitration criteria 
established by law. 

ARTICLE 3 - MANAGEMENT BIGHTS 

3.1 It is recognized that an area of responsibility must be reserved to the 
Board/Sheriff if County government is to effectively serve the public. Except to the 
extent expressly abridged by a specific provision of this Agreement, it is recognized that 
the responsibilities of management are exclusively functions to be exercised by the 
Board/Sheriff and are not subject to negotiation. By way of illustration and not of 
limitation, the following are listed as such management functions: 

A. The determination of the governmental services to be rendered to the 
citizens of Linn County. 

B. The determination of the County's financial, budgetary, accounting and 
organization policies and procedures. 

C. The continuous overseeing of personnel policies, procedures and programs 
promulgated under any ordinance or administrative order of the Board 
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establishing personnel rules and regulations not inconsistent with any other 
term of this Agreement. 

D. The management and direction of the work force including, but not limited 
to, the right to determine the methods, processes and manner of performing 
work; the determination of duties and qualifications of job classifications; the 
right to hire, promote, transfer and retain employees; the right to discipline 
or discharge for just cause; the right to lay off for lack of work or funds or 
the occurrence of conditions beyond the County's control where the 
continuation of work would be wasteful and/or unproductive; the right to 
abolish positions or reorganize departments or divisions; the right to 
determine schedules and hours of work; the right to purchase dispose and 
assign equipment or supplies; the right to establish work rules; and the right 
to contract or subcontract any work, except to the extent allowed by law. 

E. The exercise of any management prerogative, function or right which is not 
specifically modified by this Agreement is expressly retained by the County. 

3.2 This Article shall not preclude the Association and the County from meeting 
during the period of this Agreement at the request of either party to discuss procedures 
for avoiding grievances and other problems and for generally improving relations 
between the parties. However, the parties acknowledge that each had the right and 
opportunity during the course of negotiation of this Agreement to raise and discuss any 
and all subjects which might have been raised for collective bargaining and during the 
term of this Agreement the County shall not be obligated to bargain with the Association 
with respect to the exercise of any of its rights, functions or prerogatives, and subjects 
covered by the terms of this Agreement, or any subject which was or might have been 
raised in the course of collective bargaining. 

3.3 This article does not constitute a waiver by the Association of any right 
to bargaining concerning a mandatory subject of bargaining not within the scope of 
Section 3.1. If a decision or the impact of a decision is subject to bargaining, the 
expedited procedures in Article 2 will apply. 

ARTICLE 4 - ASSOCIATION BIGHTS 
4.1 Representative. The names of the employees selected as Representatives and of 
the Association Representative responsible for representing the bargaining unit shall be 
certified in writing to the County by the Association. Duties required by the Association of 
its Representatives, excepting attendance at meetings with the Board/Sheriff or 
supervisory personnel concerning the investigation and/or processing of a pending 
grievance, shall not interfere with their or other employees' regular work assignments as 
employees of the County. Representatives shall be granted a reasonable amount of time 
during regular work time to investigate grievances, process grievances, or to represent 
employees in investigative interviews which may reasonably lead to disciplinary action 
with prior approval of the supervisor, provided there is no unreasonable interference with 
normal duties. Such approval will not unreasonably be withheld. Contacts between 
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Representatives and employees of the Association, except the aforementioned activities, 
shall be made outside working hours. Meetings under this Article which occur outside the 
regular working hours of a Representative or other County employee shall be treated as 
non-compensable Association business. 

4.2 County-Association Meetings. All meetings between the Board/Sheriff and 
the Association, including collective bargaining sessions, may be held, if practicable, 
during regular working hours, on County premises and without loss of pay to authorized 
participating employees. The number of Representatives and/or other employees 
representing the Association, including any aggrieved employee, shall be limited to three 
(3) without loss of pay. During active successor CBA negotiations, the Association will 
be allowed to have up to four (4) Association representatives attend negotiations while 
on regular work time without loss of pay. 

4.3 Except as otherwise specifically permitted in this Agreement, employees shall not 
engage in Association activities during working hours. 

4.4 The County agrees to allow wall space in a convenient place in each work facility 
not to exceed 3' x 4', for a locking bulletin board, access to which will be controlled by the 
Association President or his/her designee. County work facilities consist of the Sheriffs 
Office Building/Jail; the civil office; and substations in Lebanon, Sweet Home and cities 
in Linn County with law enforcement contracts with the Linn County Sheriffs Office. 
Such bulletin boards will be supplied by the Association. The Association shall limit its 
posting of notices and bulletins to such bulletin boards, and contents of such notices and 
bulletins shall be limited to the posting of factual information as it relates to employees 
and to the business of the Association. A copy of all material to be placed on bulletin 
boards shall be furnished to the Sheriff or his/her designee before posting. If the 
County objects to the content of the material, the Association agrees that it will meet to 
discuss the objection before the material is posted. 

4.5 The County agrees that accredited representatives of the Association, upon proper 
introduction, may have reasonable access to the premises of the County to investigate 
working conditions and grievances. Association representatives shall first report their 
presence and intentions to the Sheriff or the Sheriffs designee and shall conduct their 
activities in a manner which avoids loss of time or disruption of operations. 

4.6 The provisions of this Agreement shall be applied equally to all employees in the 
bargaining unit without discrimination as required by State and Federal law. All 
references to employees in this Agreement designate both sexes and whenever the male 
gender is used, it shall be construed to include male and female employees. 

4. 7 The parties agree not to interfere with the right of employees to become members 
or to refrain from becoming members of the Association, and there shall be no 
discrimination, interference, restraint, or coercion by the County or the Association or any 
County or Association representative, against any employee because of Association 
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membership or non-membership or because of any employee activity in an official 
capacity on behalf of the Association which does not violate the law or this Agreement. 

4.8 New Employee Orientation. The Association representatives will be scheduled to 
meet for up to one-half hour with new employees during the orientation process to provide 
background information concerning the labor agreement and membership obligations, 
rights and benefits. 

4.9 Email, and Electronic Scanning: The Association shall be allowed to use the 
County's email and electronic scanning systems to communicate with bargaining unit 
employees who have email access. The Association shall not use the County email or 
scanning systems to advocate for or against any candidate for public office or ballot 
initiative. However, the Association shall be entitled, in its meeting announcements and 
published agenda, to reference that particular ballot measures or candidates will be 
discussed at an Association meeting or event. Association representatives who are 
otherwise allowed to conduct Association business on work time shall be entitled to use 
the County email and scanning systems during work time in conjunction with those 
activities. These email communications remain subject to the public records laws, 
County policy, and Sheriffs Office policy. 

ARJICLE s - RESERVED 

****** 

ARTICLE § - DUES DEDUCTIONS 

6.1 The Association shall notify the County of the current rate of Association dues, 
fees, and/or assessments as set by the Association that are related to Association 
collective bargaining activities in a timely manner which will enable the County to make 
necessary payroll deductions as specified below. The County will notify the 
Association of new hires, promotions out of the bargaining unit, promotions within the 
bargaining unit, and terminations in a timely manner. 

6.2 Each employee may voluntarily sign an individual authorization form indicating 
whether the employee elects to pay Association dues, fees, and/or assessments as set 
by the Association that are related to Association collective bargaining activities. Such 
authorization shall be provided by the Association and shall be completed in triplicate 
with the original to be retained by the County Central Payroll, one copy being sent to 
the Sheriff's Office and the third being provided to the Association along with the monthly 
itemized statement. Such authorization shall be terminable by the employee upon 30 
days' written notice to the Association and County. 

6.3 Pursuant to Sections 6.1 and 6.2 above, the County shall deduct from the 
paycheck each month of all employees in the bargaining unit who so authorize the 
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specified amount for the payment of Association dues, fees, and/or assessments as set 
by the Association that are related to Association collective bargaining activities, 
payable to the Association. 

6.4 The County agrees to remit the aggregate deductions, together with an itemized 
statement to the Association, by the first payroll date of the succeeding month after such 
deductions are made. 

6.5 Association Training Hours Bank. The parties agree to the establishment of a 
bank of hours for use by Association officers or members for the purpose of obtaining 
training for Association officers or members. 

A. Upon notification of an Association decision, pursuant to the Association's 
constitution and by-laws, the County shall annually transfer the specified 
number of vacation hours (dues) from each member of the Association to 
the Association Training Bank. The Association must notify the County 
annually, each July 1st, as to the amount of the applicable leave time to 
be deducted from each dues paying union member for that fiscal year. 

B. As an alternative, member donations to the bank are authorized as 
follows: one time per year, Association members may make a voluntary 
donation of their vacation hours to the Association Training Bank. The 
County shall make a transfer from the member's vacation balance to the 
Bank upon receipt of a form approved by the County authorizing the 
transfer. 

C. Transfers and donations to the Bank are permanent with any balance 
remaining year to year rolled forward. The Bank hours have no cash 
value other than being used for training as stated above. 

D. The Association bears the sole responsibility for decisions regarding the 
use of hours in the Association Training Bank and the County will allocate 
such hours as directed by the Association. The County shall approve or 
deny requests for leave utilizing the Association Training Bank in a 
manner consistent with Article 9.5 Scheduling of Vacations. 

E. The Association Executive Board may authorize use of Association 
Training Hours Bank time for time off as accessed through the normal 
time off request process. A notation will be made, during the time off 
request process, that it is time off pursuant to this bank. 

6.6 The Association agrees that it will indemnify and save the County harmless from all 
suits, actions, and claims against the County of persons acting on behalf of the County 
arising out of the County's faithful compliance with the terms of this article, provided the 
County notifies the Association in writing of such claim and tenders the defense to the 
Association. 
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ABJICLE Z- HOURS OF WORK 

7 .1 Work Week. Except for employees on a 4-12 schedule, the "work week", shall be 
defined as seven (7) consecutive days commencing at the start of the employee's work 
schedule. 

7.2 Work Day. A "work day" shall be defined as a twenty-four (24) hour 
period commencing at the start of the employee's work schedule. 

7.3 Work Schedule. All employees, except for shift rotation, shall be scheduled to 
work on a regular work schedule. Except for emergency situations, as determined by the 
County, and during the duration of the emergency, work schedules for any work shift shall 
not be changed unless seven (7) days' notice is provided to the employee. An emergency 
is defined as any unforeseeable circumstance or situation requiring the presence of law 
enforcement personnel for the protection of life or property or to conduct County business. 
The seven (7) day notice requirement provided above pertaining to work schedule 
changes may be waived by the employee when the change is mutually agreeable with the 
affected employee and the County. 

A "work schedule", consistent with the operating requirements of the County, shall be a 5-
8, 4-10, 4-12, Pitman 2/2/3-12, flexible or part-time as 
follows: 

(a) A "5-8" work schedule shall consist of five (5) consecutive work days of eight 
(8) work hours each work week. 

(b) A "4-1 O" work schedule shall consist offour (4) consecutive work days of 
ten (10) work hours each work week. 

(c) A "4-12" work schedule shall consist of an eight (8) day "tour-of-duty" 
with four (4) consecutive days of twelve (12) work hours followed by four 
(4) consecutive days off. The "4-12" work schedule will rotate to the 
alternate twelve (12) hour period (switch between day and night shifts) 
every eight (8) weeks. 

An alternate "4-12" work schedule for corrections shall consist of an eight 
(8) day "tour of duty" with four (4) consecutive days of twelve and one­
quarter (12.25) work hours followed by four (4) consecutive days off. The 
"4-12" work schedule will rotate to the alternate twelve and one-quarter 
(12.25) hour period (switch between day and night shifts) every eight (8) 
weeks. 

(d) A Pitman "2/2/3-12" work schedule shall consist of a fourteen (14) day 
"tour-of-duty" with two (2) consecutive days of twelve (12) work hours 
followed by two (2) consecutive days off followed by three (3) 
consecutive days of twelve (12) work hours followed by two (2) 
consecutive days off followed by two (2) consecutive days of twelve (12) 
work hours followed by three (3) consecutive days off. The Pitman 
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"2/2/3-12" work schedule will rotate to the alternate twelve (12) hour 
period (switch between day and night shifts) every eight (8) weeks. 

(e) An "alternate" work schedule shall be equal in total hours worked during 
the work week to that of a "5-8" employee but shall have no maximum or 
minimum number of work hours per day or work days per week. Such 
work schedule shall not be in effect unless agreed upon in advance by 
the individual affected employee and the County. 

(f) "Regular part-time" employees shall be scheduled to work a portion of 
any of the above-specified schedules. 

(g) For Dispatchers on the Pitman "2/2/3-12" schedule: (i) the workweek, as 
it relates to payroll and calculations of hours worked for FLSA purposes, 
commences on Sunday at 0600 hours; (ii) Dispatchers are not eligible for 
the 8-hour flex time benefit under Article 7. 7 of the CBA; (iii) consistent 
with Article 12.8(B) of the CBA, Dispatchers are eligible for overtime for 
"all work performed in excess of forty (40) hours in a work cycle" or "all 
work performed in excess of twelve (12) hours in a workday"; (iv) 
scheduled overtime for the Dispatchers on their long week will 
automatically be paid as part of their normal schedule; (v) are not FLSA 
207(k) eligible employees; (vi) the "work week" shall be defined as seven 
(7) consecutive days commencing at the start of the employee's work 
schedule; and (vii) the "work cycle" under Article 12.8(A) will continue to 
be "a seven (7) day period". 

7.4 There shall be a regular rotation of shifts on multi-shift operations. In instances 
of shift rotation, the County may use rollover days to minimize overtime liability. 

7.5 Rest Periods. A rest period of fifteen (15) minutes shall be permitted for all 
employees during each half shift, which will be taken in accordance with the operating 
requirements of each employee's duties, and shall be considered on-duty time. Such 
rest period shall not be unreasonably denied. 

7.6 Meal Periods. Except for those positions which the Sheriff determines will be 
subject to a one (1) hour unpaid meal period, all employees shall be granted a one-half 
(½) hour paid lunch period during each working shift, during which time they are subject to 
call when needed. Those employees granted a one (1) hour unpaid meal period will not 
be on call unless otherwise notified at the outset of the lunch period. Employees who are 
required to be on call or work through the lunch period will be paid in accord with this 
Agreement. 

7.7 Twelve Hour Shift Schedules. Except as described in Article 7.3(g), 
employees working either the "4-12" or the Pitman "2/2/3-12" work schedules, shall 
be given eight (8) hours compensatory time for each twenty-eight-day cycle to be used 
as flex time or paid at the employee's option. This time cannot be accrued and must be 
taken in the twenty-eight (28) day work cycle in which it was earned. No later than 
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seven (7) days into the twenty-eight (28) day work cycle, each employee shall 
present to their supervisor their proposed schedule for the eight (8) hours off in two (2), 
four (4) or eight (8) hour blocks. If the County is unable to schedule the time off, the 
County shall pay the employee at his/her current straight time pay. The employee may 
elect to receive flex time payments into his/her 457 deferred compensation plan. 

7.8 Call-In Time. Any employee called to work outside his regular shift shall be paid a 
minimum of three (3) hours at one and one-half (1 ½) times the employee's regular rate of 
pay, except for such call-in or court appearance that is within two (2) hours of the 
employee's regular shift, or such call-in that is for purposes of getting the employee to 
complete work that should have reasonably been completed before the end of the 
employee's prior shift. This includes all court appearances out of shift. Employee shall 
return to the County all subpoena fees received for in-line-of-duty court appearances. 

7. 9 Court appearances and trial preparation during any day shall be deemed to 
commence from the time an employee is required to appear in court or meet with the 
District Attorney's representatives for trial preparation, and shall continue until released by 
the court or the District Attorney's representative that day. Travel and court noon 
recesses of one (1) hour but at least thirty (30) minutes in duration shall not be considered 
time worked unless the employee performs work during that time. 

7.10 Telephone Work. For a continuous telephone call, or text messaging, work lasting 
more than fifteen (15) minutes, an employee shall be paid at one and one-half (1 ½) times 
the employee's regular rate of pay for work performed (actual time spent from starting to 
perform a work-related task to completing immediate, necessary action) outside their 
normal working hours (see 7.3). Any work performed in this manner should be pre­
approved or, if not practical, the work should be reported as soon as possible. This is not 
intended to provide an authorization or establish a requirement that employees make 
themselves available to receive work-related phone calls and text messaging outside 
their normal working hours. 

ARTICLE a - PERSONAL PAYS 
8.1 Personal Days in Lieu of Holidays. Employees in the bargaining unit shall accrue 
personal days in lieu of holidays at the rate of 8.666 hours per month. Such personal days 
may be used at the discretion of the employee, with approval of the Sheriff or his/her 
designee. Accrual shall begin with the anniversary date of appointment or assignment to 
the position for which personal days are authorized, 

8.2 Maximum Accrual. Employees may accrue up to a maximum of 104 hours 
of personal days in lieu of holidays. Any amount accrued over the maximum is lost. 
However, an employee who has accumulated personal days in an amount which, when 
the next month's personal days accrual is added, will exceed the maximum allowed by 
this section, shall request personal leave days time off. Such requests shall be made to 
the County by the 15th day of the month. If the date requested is not available, the 
employee must pick an alternate date that is available. If the employee is still unable to 
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schedule personal days time off because of County operational reasons, the County 
will cash out the excess personal days, if requested, in the employee's next pay check. 

ARTICLE 9 VACATIONS 

9.1 Vacation leave shall be accrued on the basis of length of continuous service 
from the date of employment with the Linn County Sheriff's Office, or for a DPSST 
certified or eligible-to-be certified lateral hire (at the time of hire) with applicable prior 
service hired on or after January 1, 2019. 

9.2 Employees shall accrue vacation leave in accordance with the schedule below: 

Length of Service 
O through 4 years 
5 through 11 years 
12 through 19 years 
20 years and after 

Rate of Accrual 
8.67 hrs/month 

11.33 hrs/month 
14.67 hrs/month 
16.00 hrs/month 

Part-time bargaining unit employees who work at least twenty (20) hours per week, and 
job share employees, shall accrue vacation leave on a pro rata basis. 

No vacation shall accrue when an employee has accumulated the maximum permitted by 
Section 3. 

9.3 Accumulation. Vacation leave may be accumulated up to a maximum of three 
hundred twenty (320) hours. Part time and job share employees who are members of 
the bargaining unit may accumulate vacation leave up to a maximum number of hours 
based on the percentage of Full-Time Equivalent (FTE) employment they hold with Linn 
County. 

9.4 Notice. An employee who has accumulated vacation leave in an amount which 
when the next month's vacation leave accrual is added will exceed the maximum allowed 
by section 3, shall request vacation time off. Such request shall be made to the County 
by the 15th day of the month. If the vacation dates requested are not available, the 
employee must pick alternate dates that are available. lf the employee is still unable to 
schedule vacation time off because of County operational reasons, the County will cash 
out the excess vacation time in the employee's next pay check. 

9.5 Scheduling of Vacations. Vacation time shall be scheduled by the employee's 
supervisor, based primarily on the needs of efficient operation and availability of vacation 
relief. Where practical, an employee shall have the right to determine his/her own 
vacation time schedule. No employee shall be granted a continuous vacation of more 
than twenty (20) workdays in any twelve (12) month period. Vacation time may be taken 
in increments of one half (1/2) day. An employee may request to take vacation in 
increments as small as one half (1/2) hour in cases of personal need or emergency. The 
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County may limit the granting of vacation increments of less than one half of a workday to 
not more than five (5) occurrences in any twelve (12) month period. If two (2) or more 
employees request the same period of time for vacation and the conflict cannot be 
resolved by agreement of the parties concerned, the employee having the greatest length 
of service shall be granted the vacation time period requested. 

9.6 Vacation Credit. Upon separation of an employee from County service or in the 
event of the death of an employee, all accumulated vacation credit and personal days, not 
to exceed the maximum accumulation permitted by section 3, shall be paid either to the 
employee or the employee's heirs or estate, whichever the case may be. 

9. 7 Cash Out. Two (2) times per fiscal year, an employee may elect to sell back 
accrued vacation subject to the following: Total vacation sold back may not exceed 
eighty (80) hours in one fiscal year. Employee must have a minimum balance of eighty 
(80) hours remaining after an amount of vacation time is sold back to the County. 
Employee will receive a separate check. Cash out requests must be received by the 
10th day of the month preceding the month that the funds are issued. 

ARTICLE 10-lLLNESS(INJURytfAMILY LEAVE 

10.1 Scope. Sick leave shall encompass absence from work by reason of illness or 
injury or of a condition requiring the care of a physician or required confinement in a 
hospital, if a member of his/her immediate family is sick requiring the employee's 
assistance, or for other reasons under state or federal law. Upon reasonable suspicion 
of abuse of sick leave by the County, an employee may be required to furnish evidence 
supporting the need for the use of sick leave at no cost to the County. The employee 
will not be required to disclose medical diagnostic information to the County. 

10.2 Accrual. A full-time employee shall accrue sick leave at the rate of one (1) day 
(equals 8 hours) for each month worked to be used in the event of his/her own sickness, 
or if a member of his/her immediate family is sick requiring the employee's assistance. 
Employees working less than full time shall accrue sick leave at a pro rata amount based 
on the full-time rate, and may accumulate sick leave up to a maximum number of hours 
based on the percentage of Full Time Equivalent (FTE) employment they hold with the 
County. Employees may use sick leave in quarter (1/4) hour increments. 

10.3 Notification. Any employee who is ill or unable to report to work for any reason, 
shall notify his/her immediate supervisor or designee as soon as possible, but no later than 
one (1) hour prior to the employee's normal work reporting time or as soon as practicable 
when there are extenuating circumstances. In the case of continuing illness, the 
employee shall continue to notify his/her immediate supervisor of inability to report to 
work. 

10.4 Extended Illness Certificate. When an employee has been absent from work 
because of illness or injury for a period in excess of four (4) working days, the County may 
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require certification of an attending physician to substantiate that an illness or injury 
prevents the employee from working. The employee will not be required to disclose 
medical diagnostic information to the County. 

10.5 Return to Work Certification. When an employee has been absent from work 
because of illness or injury for a period in excess of four (4) working days, the County may 
require certification of an attending physician that the employee is physically capable of 
returning to work. The employee will not be required to disclose medical diagnostic 
information to the County. The cost of any examination for the purpose of such 
certification shall be paid by the County. 

10.6 Hardship Leave. The parties are desirous of providing an opportunity for an 
employee who is suffering from a very serious illness or injury to receive additional sick 
leave through a voluntary transfer of vacation leave from a donating employee to a 
recipient employee under the following circumstances: 

A. 

B. 

Donating Employees 

1. A regular employee may donate up to five (5) days (forty (40) 
hours) of accrued sick or vacation leave per fiscal year, in full day 
blocks (eight (8) hours). Upon approval by the Sheriff, a regular 
employee may donate up to an additional five (5) days (forty (40) 
hours) of vacation, for a total of ten (10) days (eighty (80) hours) 
per fiscal year in full day (eight (8) hour) blocks. 

2. Donating employees must maintain a minimum vacation and sick 
leave accrual balance of ten (10) working days after the number of 
donated days has been subtracted from their vacation or sick 
leave balances. 

3. Donating employees shall complete a form approved by the 
County authorizing the donated hours to be credited to the 
recipient employee. 

Recipient Employees 

1. Regular employees may receive donated vacation or sick leave 
days from donating employees. Donated vacation or sick leave 
days shall be credited to the recipient employee's sick leave 
accrual balance on a day for day basis. 

2. A recipient employee shall be eligible to receive donated vacation 
or sick leave days only after the recipient employee's sick leave, 
personal days, compensatory time and vacation balances have 
been completely exhausted. 
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C. 

3. Donated vacation or sick leave days can be credited to the 
recipient employee's sick leave account balance only for serious 
illness or injury of the recipient employee that exceeds fifteen (15) 
working days. 

4. The maximum number of donated days which a recipient 
employee will be eligible to receive for one illness or injury shall be 
eighty (80) working days (640 hours). Upon approval by the 
Sheriff, a regular employee with an extremely serious illness or 
injury may request up to an additional forty (40) working days (320 
hours) for a maximum not to exceed one hundred and twenty (120) 
working days (960 hours) of donated time. 

5. A recipient employee who does not use the total of the received 
donated leave for the recipient incident which led to the donations, 
shall have the donated excess time returned to the donating 
employee's accrual accounts. 

Procedure and Limitations 

1. Employees may arrange for the donation of days in advance of 
the need of the recipient employee, but only for a specified, known 
illness or injury. 

2. In the event the recipient employee dies or leaves County 
employment, the donated leave balance is forfeited. 

3. Donation and receipt of donated days may be between 
employees without regard to bargaining unit membership. 

4. The recipient employee (or their representative) shall make the 
request for donated leave to their supervisor. The Sheriff's Office 
will then relay the request to the Personnel/Benefits 
section ( or Accounting). Donated leave can be utilized during 
the month donated and future months thereafter. 

10.7 Extended Sick Leave With or Without Pay. When an employee has been absent 
from work because of illness or injury and has exhausted their annual allotment of FMLA, 
OFLA or other protected leave, all sick leave, personal days, compensatory time and 
vacation balances, the employee may apply to the Sheriff in writing for sick leave without 
pay or to use their accumulated paid leave for a period not to exceed ninety (90) days. 

However, to be considered for sick leave without pay, the employee must submit an 
application in writing to the Sheriff. The application must be supported by a physician's 
or practitioner's written opinion that the employee will be able to return to work within the 
ninety (90) day period. The Board of Commissioners will evaluate the application and will 
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either approve or disapprove it. Should the application be approved, the County will 
continue to pay the County's portion of the medical insurance premium for the 
employee for up to three (3) premium payment periods following the month in which the 
sick leave without pay was granted by the Board. During the sick leave without pay, the 
employee shall not accumulate sick leave, personal days, vacation or other benefits. 

10.8 Recuperative Leave. If an employee is not eligible for sick leave without pay under 
section 10.7, and has exhausted all sick leave, personal days, compensatory time and 
vacation balances, the employee may apply to the Sheriff for recuperative leave without 
pay for a period not to exceed one (1) year's duration or until such employee is released 
by the employee's physician to return to work, whichever comes first. The application must 
be supported by a physician's or practitioner's written opinion that such leave is necessary 
and that the employee will be able to return to work within one (1) year. The Board of 
Commissioners will evaluate the application and will either approve or disapprove it. 
During the recuperative leave without pay, the employee shall not accumulate sick leave, 
personal days, vacation or other benefits, including payment toward health insurance. 

10.9 Family Medical Leave. Consistent with County Policy, an employee may be eligible 
for Family Medical Leave under state and federal law to care for a spouse or domestic 
partner, parent, parent- in-law, parent of domestic partner or child with a serious health 
condition, or sick child requiring home care, or for the employee's own serious health 
condition, or for parental leave for the birth of a child or for placement of a child under 18 
years of age for adoption or foster care. As a general rule, such leave shall not exceed 
twelve (12) weeks within any twelve (12) month period, except as otherwise required by 
law. 

10.10 Absence Under Workers' Compensation Program. Should an employee experience 
an on-the-job injury compensable under the Workers' Compensation program, the County 
shall allow employees to use accrued sick leave for the first three (3) days of absence 
from work following the injury. Once the workers' compensation carrier either accepts 
the claim or commences payment of the time-loss to the employee, the County shall 
then supplement the amount of money received by the employee from the Workers' 
Compensation insurance carrier beginning on the fourth (4th) day by allowing the 
employee to voluntarily turn in their first and all subsequent workers' compensation 
payments (for up to sixty (60) work days) in return for receiving their regular paycheck 
(base wages and non-discretionary incentives) in an amount to insure that the injured 
employee will receive one hundred percent (100%) of his/her monthly net take home pay 
without any deduction from the employee's accrued leave for up to sixty (60) work days. 
The County's payment responsibility shall terminate after payment for sixty (60) work 
days of workers' compensation qualifying leave, when the employee returns to work full 
time or when the employee is determined to be disabled and unable to return to work, 
whichever occurs first. After sixty (60) work days of workers' compensation qualified 
leave the employee may request that his/her time loss benefits be supplemented 
provided that such additional supplement shall be charged against the employee's sick 
leave accumulation. The County supplemental payment responsibility shall terminate on 
the date the sick leave accumulation is exhausted, when the employee returns to work 
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full time or when the employee is determined to be disabled and unable to return to 
work, whichever occurs first. 

10.11 Compassionate Leave. If an employee must lose work because of a death in the 
immediate family (spouse or domestic partner, child, parent, brother, sister, parent of 
present living spouse or domestic partner, grandparent [including of spouse or domestic 
partner], grandchild) the employee is authorized use of up to four (4) days of County 
paid leave for absence to attend the funeral services. If more than one (1) day of travel 
to and from the funeral is required, up to two (2) days of the employee's sick leave credit 
may be used for travel. Additionally, if needed by the employee, an additional twenty 
(20) days without pay, accrual of sick or vacation leave, may be granted by the 
Employer, or the employee may request and be granted use of their sick or vacation 
time if available. Any such leave provided under this section shall also count toward any 
OFLA qualifying bereavement leave. 

ARTICLE 11 - MISCELLANEOUS LEAVES 

11.1 Leaves of Absence Without Pay. Leaves of absence without pay, or accrual of sick 
leave, personal days, vacation and other benefits for a specified period, not to exceed one 
(1) year, may be granted by the County. Application for such leave shall be reviewed and 
approved or disapproved by the County. Leave will not be granted for the purpose of 
seeking or engaging in gainful employment unless otherwise approved by the Sheriff. If it 
can be shown that an employee on such leave has engaged in gainful employment, the 
employee's position shall be declared vacant by the County. 

11.2 Military and Peace Corps Leave. Military and Peace Corps leave shall be granted 
in accordance with state and federal law and applicable County policy. 

11.3 Jury Duty. An employee shall be granted leave with pay at the regular rate any time 
he/she is required to report for jury service, in lieu of jury service fees which shall be paid 
over to the County. Should an employee be required to miss work because of court 
appearances as a party or as a witness unrelated to an employee's official assigned 
duties, the employee shall not receive pay for that amount of work time missed. 

11.4 Failure to Return From Leave. Any Association employee who has been granted a 
leave of absence and who, for any reason, fails to return to work at the expiration of said 
leave of absence, shall be considered as having resigned his/her position with the County. 
The employee's position shall thereupon be declared vacated by the County sending 
notice of intent to terminate the employee's right to return to employee's last known 
address, with a copy to the Association. 
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ARTICLE 12-WAGES 

12.1 Compensation. 

A. Effective July 1, 2022, employee wages shall be increased by five 
percent (5%), with an additional three percent (3%) market adjustment 
added in conjunction at the same time as the July 1, 2022 adjustment. 

B. Effective July 1, 2023 employee wages shall be increased by a minimum 
of two percent (2%) to a maximum of three percent (3%) percent based 
on the CPI All Cities - CPI-W December of the prior year. 

C. Effective July 1, 2024 employee wages shall be increased by a minimum 
of two percent (2%) to a maximum of three percent (3%) percent based 
on the CP1 All Cities - CPI-W December of the prior year. 

D. The County will continue to contribute 3% of salary to the 457 Deferred 
Compensation Plan selected by the employee. 

12.2 Pay Period. Employee monthly pay periods shall end on the last day of the 
month. Employees shall be paid on or before the fifth (5th) day of each month following 
the month of the pay period. 

12.3 Payday. Should the regular payday fall on a Saturday, Sunday or holiday, 
the paychecks will be delivered to employees on the preceding regular workday. This 
provision is not applicable if it would result in payday being before the first of the 
month. 

12.4 Retirement Benefits. The County shall continue to participate in the Public 
Employees Retirement System (PERS). The employer is responsible for paying 
the employee contribution to PERS pursuant to ORS 238.205 and ORS 238A.340. 

12.5 Sick Leave Upon Retirement. The County agrees to continue to participate in 
the Sick Leave conversion program provided for by ORS 238.350. For those 
employees eligible to use their sick leave as allowed per ORS 238.350 but do not do 
so and, in addition, have a minimum of ten (10) years of service, the County will pay 
the employee one-half (1/2) of their ending sick leave balance to a maximum of 960 
hours; i.e., maximum pay-out of 480 hours of unused sick leave. The County would 
then inform PERS that zero (0) hours of sick leave are accrued for use per ORS 
238.350. 

12.6 Salary on Demotion. When an employee demotes to a job classification in a 
lower range that has a salary step at the same dollar value as the employee's previous 
salary step, the employee's salary shall be maintained at that step in the lower range. 
Whenever an employee demotes to a job classification in a lower range, but their 
previous salary is above the highest step of that range, the employee shall be paid at the 
highest step in the new salary range. This Section shall not apply to demotions 
resulting from official disciplinary actions or rotations from an assignment as a 
Detective. 
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12.7 Merit Increases. Annual merit increases shall be one step in the salary range 
and shall be given on the employee's eligibility date if the employee's performance for the 
year preceding the eligibility date has been competent, and the employee is not already 
at the top of the salary range. 

12.8 Overtime. The following definitions shall be applicable for this section. 

A Work Cycle: Except for forty-eight (48) hour employees subject to an eight 
(8) day work cycle, the "work cycle" shall be a seven (7) day period. 

B. Overtime: "Overtime" shall be all work performed in excess of forty (40) 
hours in a work cycle or forty-eight ( 48) hours in a work cycle for employees 
on a 4/12 shift, or eight (8) hours in a workday, for employees on a 5-8 
schedule, ten (10) hours in a workday for employees on a 4-10 schedule, 
and twelve (12) hours in a workday for employees on a 4-12 schedule. 

C. Due to the public safety functions performed by employees of the Sheriff's 
Office and the frequent mandatory interface with the judicial system, "work 
performed" shall include holiday time, vacation time, sick time and/or 
compensatory time. 

12.9 Subject to the exception in Section 12.10, all authorized overtime work shall be 
compensated by cash payment at the rate of one and one half (1-1/2) times the regular 
hourly rate. The employee may elect to receive overtime payments into his/her 457 
Deferred Compensation Plan. 

12.10 At the discretion of the Sheriff on a consistent basis across the bargaining unit, an 
employee may receive compensatory time off instead of overtime at the rate of one and 
one-half (1 ½) hours for each hour worked. An employee may accrue compensatory time 
off for up to sixty (60) hours. When an employee reaches sixty (60) hours of 
compensatory time, the employee will be paid by the County for all time in excess at the 
end of each pay period, unless otherwise mutually agreed between the employee and the 
Sheriff. An employee may utilize compensatory time off in conformity with the FLSA or 
controlling legal interpretations. The parties agree that the County will not be obligated to 
schedule compensatory time off, and that such request is unduly burdensome, if the 
County does not receive at least seven days advance notice of the requested time off. 
Any unused accumulated compensatory time off shall be paid in cash at the time of 
termination, death or transfer outside the bargaining unit. 

12.11 The County shall be the sole judge as to the necessity, requirement, and 
qualifications of personnel to work overtime. Commanding officers in charge of a division, 
or supervisors in charge of a shift or unit, are the only employees authorized to require or 
authorize overtime by employees. Employees who work overtime without authorization 
will be paid for unauthorized overtime work, and may be subject to discipline. 

12.12 Overtime Calculations. Overtime shall be calculated to the nearest quarter (1/4) 
hour worked with rounding always going up to the next one-quarter. Compensation shall 
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not be paid twice for the same hours, nor shall the same hours be used twice in the 
computation of overtime. 

12.13 DPSST Certification Pay. Those members who have obtained advanced DPSST 
certification shall receive 6.0% premium pay on top of their base salary. Those members 
who have obtained intermediate DPSST certification shall receive 3.0% premium pay on 
top of their base salary. 

12.14 Education Incentives. Members who possess a BA/BS degree shall receive 4.0% 
premium pay on top of their base salary. Effective upon execution, those members who 
possess an AA/AS degree (or its equivalent for someone working towards a BA/BS 
degree), shall receive 2.0% premium pay on top of their base salary. 

12.15 Longevity. At an employee's tenth (10th) year anniversary, the employee will 
receive 2.5% premium pay on top of their base salary in recognition of the knowledge of 
the job they have acquired in those years of service. At an employee's fifteenth (15th) 

year anniversary, the employee will receive an additional 2.5% premium pay on top of 
their base salary in recognition of the knowledge of the job they have acquired in those 
years of service, for a total of 5% premium pay. At an employee's twentieth (20th) year 
anniversary, the employee will receive an additional 2.5% premium pay on top of their 
base salary, for a total of 7.5% premium pay, in recognition of the knowledge of the job 
they have acquired in those years of service. 

12.16 K9 Pay. Those members who are assigned as K9 Officers shall receive 5% 
compensatory pay on top of their base salary (on a monthly basis). 

12.17 Bilingual Pay. Those members who are in positions designated by the Sheriff as 
requiring bilingual ability shall receive 5% bilingual pay on top of their base salary (on a 
monthly basis). Bilingual ability in the designated language will be demonstrated by 
successfully completing the required test(s). 

12.18 Nurse On-Call Pay. Correction Nurses who are assigned on-call duty shall 
receive 2% on-call pay on top of their base salary for each week scheduled. 

12.19 Work Out of Classification. A member who is assigned, by a supervisor, to 
perform the duties of a higher paid classification shall receive three percent (3%) of 
his/her base wage for any hours in which the member performs the assigned duties. 
Work out of class compensation does not apply to Light Duty assignments, Field 
Training Officer assignments, or training opportunities. 

12.20 Field Training Officer (FTOs). A member who is assigned as a Field Training 
Officer or for training probationary dispatchers shall receive four percent (4%) of his/her 
base wage, provided that FTOs will not receive work out of class pay. 
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ARTICLE 13-INSURANCE 

13.1 County Contributions. During the term of this Agreement the County will pay on 
behalf of bargaining unit personnel and their dependents, an amount equal to 100% of 
the premium of the MODA (health, vision and prescription) and the Willamette Dental 
Group, but not to exceed the amount actually charged by the health plan or insurance 
carrier for health, dental and vision coverage(s). The plan design shall be at least equal 
to or better than the design of the MODA plan that was in effect when this contract was 
ratified, a copy of which is attached hereto as Appendix B. That amount of contribution 
may be applied to other plans offered by the County should the employee so choose. 
The choice of the plan is to be made by the employee as provided in Section 13.3 of 
this Article. 

13.2 Employee Contributions. The County and Association agree that bargaining unit 
personnel will pay through payroll deduction any premium amounts in excess of the 
County's insurance premium contribution. 

13.3 Coverage Changes. Once a year, during the period of June 1 through June 25, 
the County shall allow bargaining unit personnel to elect to change health/vision and 
dental provider and category of coverage. 

13.4 Life Insurance. Linn County shall provide $50,000 of group term life insurance, 
including AD&D, for each employee following three months of employment, except for 
deputies and corrections officers, which shall receive life insurance coverage upon 
commencement of employment. Additionally, insured employees may purchase 
additional coverage at the rate set forth in the policy. 

13.5 Tort Claims. The County shall indemnify and defend employees of the Sheriffs 
Office against claims and judgments incurred in, or arising out of, the performance of their 
official duties, subject to the limitations of the Oregon Tort Claims Act, ORS 30.260 to 
ORS 30.300. 

13.6 HRANEBA. The County will maintain a Health Reimbursement Account 
(HRA)Noluntary Employee Beneficiary Association (VEBA) for the employees covered 
by this Agreement, effective July 1, 2023. Contributions to individual employee VEBA 
accounts shall be made in accordance with the terms of this Agreement, as authorized 
by Internal Revenue Code Section 501 (c)(9). Effective July 1, 2023, the County will 
make contributions of one percent (1%) of each employee's base wage into each 
employee's HRANEBA account. Effective July 1, 2024, the County will make an 
additional one percent (1 %) contribution, for a total of two percent (2%) of each 
employee's base wage into each employee's HRANEBA account. 
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ARTICLE 14 - MISCELLANEOUS PROVISIONS 

14.1 Parking. Linn County, consistent with current practice, will make reasonable efforts 
to provide the employees with adequate parking at no cost to the employee within a 
reasonable distance from the employee's place of work and ensure, for non-certified 
employees, that the parking is under such circumstances to ensure employee's safety. 

14.2 Uniform/Clothing Allowance. The County shall provide cleaning for uniforms and 
plain clothes allowance for detectives (annual payment for detectives of $500) according 
to current practice. In addition, the County will provide an allowance for the cost of job­
related equipment at $150 per year, including for the purchase of County approved 
boots, for Criminal, Corrections, Civil Division deputies and employees assigned to the 
Animal Control Division. 

14.3 Expense Reimbursement. Reimbursements for expenses connected to the 
performance of official duties as an employee of the County (travel, meal, lodging 
reimbursement, etc.) shall be covered by the provisions of and paid at the rate specified in 
the County Personnel Policy, Chapter 6, Expense Allowance (206.01 O through 206.070). 
Such rates shall not be reduced during the term of this Agreement. 

14.4 Time Off Requests. Except in unusual circumstances, the County normally will 
inform the employee if a time off request has been granted or denied within seven (7) 
calendar days of when the request is made. No request for time off shall be unreasonably 
denied. 

14.5 Residency. There shall be no residency requirements. 

14.6 Physical Fitness Incentive Program. Those members who successfully complete 
the ORPAT Fitness Test or Concept2 Rower Test, shall be granted 12 hours off with pay 
for each successful test. No more than 24 hours may be earned in any fiscal year and 
physical fitness training and testing shall be performed on the employee's own time. 
The County will offer the physical fitness tests once per quarter. 

ARTICLE 15 - PROBATION 

15.1 New Employee Probation. 

A. All non-certified employees hired into the bargaining unit in classifications 
requiring certification shall serve a probationary period starting with their date 
of hire and ending twelve (12) months after the date that their basic 
certification is issued by DPSST or after twenty-four (24) months from their 
date of hire, whichever occurs first. The Association recognizes the right of 
the County to terminate probationary employees for any reason, with or 
without cause, and any such termination shall not constitute a violation of 
this Agreement. 
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B. All new employees already possessing appropriate certification for 
bargaining unit classifications requiring such certification, and all other new 
employees hired into classifications not requiring certification shall serve a 
probationary period of twelve (12) months. The Association recognizes the 
right of the County to terminate probationary employees for any reason, with 
or without cause, and any such termination shall not constitute a violation of 
this Agreement. 

15.2 Application of Agreement to Probationary Employees. This Agreement shall not 
apply to new employees during the first month of their probationary period. After 
completion of the first month of employment the terms of the Agreement shall apply, 
except that the decision of the County regarding discharge of an employee on 
probation or extended probation is not subject to the grievance process or any other 
form of challenge or review based on this Agreement. 

15.3 Existing Employee Trial Service Period. 

A Employees voluntarily promoted or voluntarily transferred to a different job 
classification not requiring a new or changed certification shall serve a trial service 
period of six (6) months from the date of voluntary promotion or voluntary transfer. An 
employee who fails to qualify in the different classification for reasons other than 
misconduct or delinquency, and who was a regular employee immediately prior to the 
voluntary promotion or voluntary transfer appointment, shall be reinstated to the 
employee's former position classification. 

B. Employees voluntarily promoted or voluntarily transferred to a different 
classification requiring a new or changed certification shall serve a trial service period 
of twelve (12) months from the date of voluntary promotion or voluntary transfer if in 
possession of the required certification otherwise twelve (12) months from date the 
required certification is obtained. An employee who fails to qualify in the different 
classification for reasons other than misconduct or delinquency, and who was a 
regular employee immediately prior to the voluntary promotion or voluntary 
appointment, shall be reinstated to the employee's former classification or similar 
classification for which the employee is qualified, if a vacancy exists. 

15.4 Application of Agreement to Trial Service Employees. This Agreement shall 
apply to employees during their trial service periods. 
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ARTICLE 16 - DISCIPLINE AND DISCHARGE 

16.1 Except in the case of probationary employees, who may be disciplined with or 
without cause, disciplinary action may be imposed upon an employee only for just cause 
using the principles of progressive discipline. For law enforcement officers, "just cause" 
for discipline shall be determined in accordance with ORS 243.808. Although 
disciplinary action is usually progressive in nature, it may be imposed at any level if 
supported by just cause and based upon the seriousness of the offense and the 
particular circumstances of the employee. It is recognized by the parties that each 
situation calling for possible disciplinary action is unique to its particular circumstances 
and that appropriate disciplinary action will be considered in the context of such 
circumstances. 

16.2 If disciplinary action is to be taken against an employee, the County will attempt to 
impose such discipline in a manner that will not embarrass the employee before other 
employees or the public. 

16.3 Neither the Association nor a probationary employee shall have the right to appeal 
disciplinary action of a probationary employee pursuant to Article 17, Settlement of 
Disputes. 

16.4 Investigations of complaints will be conducted pursuant to LCSO Policy 1020 
which provides for procedures to be utilized during an IA investigation. Any provisions 
of this policy which are mandatory subjects of bargaining will not be changed without 
satisfying the County's obligation to bargain such changes. 

16.5 The Sheriff recognizes that the Association may conduct its own investigation 
and indeed has an obligation to do so. The Sheriff will not interfere with the 
Association's investigation as long as such investigation does not unreasonably 
interfere with the operations of the Sheriff's Office. 

16.6 If the County determines that discipline of an economic nature will be imposed, the 
employee will be furnished with a copy of all of the reports of the investigation. The 
employee shall have ten (10) calendar days from receipt of the investigative reports to 
respond to the proposed discipline, either in writing or in person, as to why the 
proposed discipline would be inappropriate. 
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ARTICLE 17 - SETTLEMENT PE PISPUTES 

17 .1 Definition of Grievance. For the purpose of this Agreement, a grievance is 
defined as any one of the following: 

a. A claim by an employee covered by this Agreement concerning the 
meaning or interpretation of a specific provision or clause of this 
Agreement as it affects such employee; 

b. A claim by the Association concerning the application of a specific 
provision or clause of this Agreement as it affects a specific member, or 
class of members, of the Association. 

In the event of a grievance concerning a disciplinary issue, an individual employee who 
does not wish the Association to pursue a grievance (under Section 1(b) hereof) may 
notify the Association in writing at any time. A grievance which is resolved by an 
individual's exercise of the right to withdraw consent hereunder shall not constitute a 
precedent with regard to the substance of the grievance in question. 

17.2 Informal Grievance Adjustment. The County and the Association desire to adjust 
grievances informally-- both supervisors and employees are expected to make efforts to 
resolve problems as they arise. 

17 .3 Formal Grievance Adjustment. 

Step 1: To commence formal grievance adjustment, the employee and/or 
the Association shall notify the appropriate supervisor that the employee 
believes a problem exists and shall identify the affected parties. The written 
grievance shall include: 

a) statement of the grievance and relevant facts; 
b) provision of the contract violated; and 
c) remedy sought. 

Such notification shall be in writing and must occur within fourteen (14) 
calendar days of the occurrence which gave rise to the problem, not including the 
day of the occurrence. 

(a) For purposes of this section, the appropriate supervisor is defined 
as the lowest level supervisor/manager delegated authority by the 
County to deal with the specific problem or concern. 

(b) The parties involved may meet to discuss the issues involved 
and attempt to resolve the problem. 
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(c) If the grievance is resolved, it shall be reduced to writing, signed 
by all parties involved in the discussion, with a copy to the Sheriff 
and an Association representative. 

(d) If the grievance is not resolved, the supervisor shall issue a 
response in writing within ten (10) calendar days from the date of 
notification. 

Step 2: If the Association desires to pursue the grievance further after the 
supervisor's response, it shall file a written notice with the Undersheriff within 
ten (10) calendar days of receipt of the supervisor's response. The parties 
involved may meet to discuss the issues involved and attempt to resolve the 
problem. The Undersheriff or his/her designee shall issue a response in 
writing within ten (10) calendar days from the date of notification. 

Step 3: If a solution is not reached at Step 2, the Association may pursue 
the grievance further by submitting the grievance in writing to the County 
Administrative Officer within ten (10) calendar days of the Step 2 response. The 
parties involved may meet to discuss the grievance issues. The County 
Administrative Officer or his/her designee shall issue a response in writing 
within ten (10) calendar days from the date of notification. 

Step 4: If the Association desires to pursue the grievance further after the 
Administrative Officer's response, it shall file a written notice of intent to 
arbitrate the grievance with the County Administrative Officer within ten (1 O) 
calendar days of the date of his/her response. Except for disciplinary 
grievances involving a law enforcement officers, the parties shall request a list 
of seven (7) arbitrators from the Employment Relations Board. If the parties 
cannot mutually agree to an arbitrator, they will alternately strike names and the 
last one will be the arbitrator. For disciplinary grievances involving law 
enforcement officer misconduct, as referenced in ORS 243.706 and ORS 
243.808, arbitrator selection shall be in accordance with ORS 243.808. 

17 .4 The arbitrator shall set a hearing date and shall render a decision within thirty (30) 
calendar days after the conclusion of the hearing and receipt of Closing Argument 
Briefs. The arbitrator shall have authority to consider only a claim which is based upon 
a specific provision of this Agreement, and shall have no right to amend, modify, nullify, 
ignore or add provisions to the Agreement. His decision shall be based solely upon his 
interpretation and/or application of the express language of a specific provision or 
provisions of this Agreement, and he shall not decide on the merits or wisdom of any 
action or failure to act by the County, but only on the contractual obligations inherent in 
the Agreement. Any decision of the arbitrator based upon the scope of this Agreement 
shall be final and binding on the County, the Association, and the employee or 
employees involved. The arbitrator's remedy shall be i.mited to a period of ninety (90) 
days prior to the filing of the grievance. Each party shall be responsible for costs of 
presenting its own case to arbitration. The losing party shall be responsible for the 
arbitrator's fee and expenses. 
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17.5 The provisions of this Article shall not be interpreted to require that the Association 
process any grievance through the grievance and/or arbitration procedure which it in good 
faith believes lacks sufficient merit. If at any step of the grievance procedure the grievant 
and/or the Association fails to comply with the time limits or procedures set forth in this 
Article, the grievance shall be deemed abandoned and non-arbitrable. If at any step of 
the grievance procedures the County fails to issue a response within the time limits set 
forth in this Article the grievance will be advanced to the next step. Processing of the 
grievance and the time limits referred to in this Article may be waived or extended by 
mutual Agreement in writing. 

17.6 The County will provide a copy of all responses made to grievances filed under this 
Article to the grievant and to the Association President. 

ARTICLE 18 - STRIKES AND LOCKOUTS 

18.1 Strikes. The Association and its members, as individuals or as a group, will not 
initiate, cause, permit, or participate or join in any strike, work stoppage, or slowdown, 
picketing, or any other restriction of work at any location in the County. Employees in the 
bargaining unit, while acting in the course of their employment shall not honor any picket 
line established in the County by the Association or any other labor organization when 
called upon to cross such picket line in the line of duty. Disciplinary action including 
discharge may be taken by the County against any employee or employees engaged in 
violation of this Article. Such disciplinary action may be undertaken at the option of the 
County and shall not preclude or restrict recourse to any other remedies, including an 
action for damages, which may be available to the County. 

18.2 Recall. In the event of a strike, work stoppage, slowdown, picketing, observance of 
a picket line, or other restriction of work in any form, either on the basis of individual 
choice or collective employee conduct, the Association will immediately upon notification 
attempt to secure an immediate and orderly return to work. This obligation and the 
obligations set forth in Section 18.1 above shall not be affected or limited by the subject 
matter involved in the dispute giving rise to the stoppage, or by whether such subject 
matter is or is not subject to the grievance and arbitration provisions of this Agreement. 

18.3 Lockouts. There will be no lockout of employees in the unit by the County as a 
consequence of any dispute arising during the period of negotiations. 

ARTICLE 19 - PERSONNEL RECORDS 

19.1 Each employee shall have the right, upon request, with reasonable notice, to 
review and obtain, at his own expense, copies of the contents of his personnel file, as 
provided in ORS 652.750. The official personnel file shall be maintained by the Sheriff. 

19.2 Upon request of an employee to the Sheriff, discipline up to the level of a written 
warning which has been in the employee's personnel file for eighteen (18) months or more 
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shall be removed from the file, provided no subsequent disciplinary actions have been 
taken against the employee during the intervening period of time. Removed documents 
will be retained in a confidential records retention file. Such documents will be subject 
to release based upon a valid Court order/subpoena, or to rebut a claim of lack of 
notice or disparate treatment. All other disciplinary documents shall become a 
permanent record in the personnel file. 

19.3 Each employee shall read and may sign any material containing an adverse 
comment before it is placed in his/her personnel file. If this employee refuses to sign 
the material, the material may be placed in the file with a notation that the material was 
presented to the employee and the employee refused to sign it. Signing does not 
necessarily indicate agreement. A copy shall be provided to the employee. 

19.4 The employee may respond in writing to any item placed in his or her personnel 
record. Such response shall become a part of the record if submitted no later than thirty 
(30) days from the date the employee had knowledge of the item and that the item was to 
be placed in the employee's personnel record. 

ARTICLE 20-SENIORITY, LAYOFF AND RECALL 

20.1 Definition. Seniority is defined as total length of continuous service from date 
of hire with the County within the employee's job classification (Classification Seniority) 
and within the Sheriffs Office (Office Seniority), uninterrupted by voluntary quit, 
termination or resignation. In the event of an unpaid leave of absence in excess of thirty 
(30) calendar days other than for military duty or jury duty granted in accordance with 
Article 11, Section 11.1 of this Agreement, the actual time of such leave shall be 
deducted from the employee's continuous service seniority accumulation. In case of a 
tie, the seniority of the employees will be determined by lot. 

20.2 Continuous Service. Continuous service shall be service unbroken by separation 
from County service, other than by military, Peace Corps, or paid leave. Time spent on 
other types of authorized leave will not count as time of continuous service except that 
employees returning from such leave, or employees who were laid off, shall be entitled to 
credit for service prior to the leave or layoff. 

20.3 Employees promoted or reclassified to positions outside the bargaining unit shall 
retain the seniority accumulated while serving in a position within the Sheriff's Office now 
represented by the Association. Seniority for the purposes of this Section shall continue 
to accrue. 

20.4 New employees shall not accrue seniority until successful completion of the 
probationary period. Upon successful completion of the probationary period, the total 
length of the probationary period from date of hire within the Sheriff's Office may then be 
applied as seniority. 
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20.5 Application. Where otherwise equal, as determined by the County, in performance, 
fitness and job skills relative to the bargaining unit position as opposed to the 
classification, the County agrees to recognize and consider seniority in respect to 
promotion, demotion, except demotion for disciplinary reasons, and permanent transfers 
from one position to another. 

20.6 Layoff shall be in the inverse order of Office seniority within a classification and 
division. If approved by the County, an employee may elect to be subject to layoff even 
though their seniority may be greater than that of an employee scheduled for layoff. An 
exception to layoff by inverse order of seniority may be made and a more senior 
employee may be laid off before a less senior employee when the less senior employee 
is performing the job in question in a substantially superior manner, taking into 
consideration job performance, experience and other relevant factors. 

20.7 An employee in a layoff or reduction in class situation shall be entitled to bump 
into a job classification in which they have Classification Seniority (or a lower 
classification) and when they have greater Office Seniority than the employee to be 
bumped. The senior employee must meet the minimum qualifications for the position 
and be able to perform the specific requirements of the position within a reasonable 
period of time. A reasonable period of time is defined as approximately one month. 
Then the least senior employee or employees displaced would have the same right to 
move to the next lower classification. This same procedure is applicable to supervisory 
personnel entering the bargaining unit for the same reasons. Recall of laid-off or 
reduced employees shall be in the reverse order of layoff or reduction. 

In the event the County shall elect to fill any existing vacancies within the bargaining unit 
and/or establish new positions within the existing classifications, those employees who 
previously held the vacant position or new position shall be reinstated into the vacant or 
new position without retesting for a period of three (3) years from the date the employee 
vacated their position and no new employee shall be hired until all employees on the 
recall list have been offered employment to their previous position or to a comparable 
position if their previous position does not exist. 

20.8 The County shall furnish to the Association upon request a current seniority list 
on a biannual basis. 

20.9 Recall shall be in the inverse order of layoff. If an employee is offered recall to a 
lower classification as listed above, and refuses said offer, the employee will only be 
eligible for recall to the classification held at the time of layoff. 

20.10 The County shall recall an employee on the layoff list by personal service or by 
registered or certified mail, return receipt requested, to the employee's address as 
shown in the County's records. If the employee does not respond within 14 days of 
receipt of the letter, or if the letter is returned as undeliverable because the employee is 
not at the address shown, the employee shall lose his or her recall rights. The employee 
is responsible for keeping the County informed of the proper address for service of a 
recall notice 
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20.11 An employee who accepts recall to a lower classification shall retain recall rights 
to their original classification held at the time of layoff. 

20.12 Upon request, the County shall furnish the Association with a current list of all 
bargaining unit employees on layoff status with recall rights. 

20.13 It is neither the spirit nor intent of this Agreement that employees shall be laid off 
for the sole purpose of avoiding the terms of this Agreement. 

20.14 Nondiscrimination. It is recognized and agreed that should a bona fide 
occupational qualification exist which requires personnel action out of the order of 
seniority as defined by this Agreement that the County may take action appropriate to 
the bona fide occupational qualification. 

ARTICLE 21 - DRUGS AND ALCOHOL 

21.1 Statement of Principle. The County and the Association jointly recognize that the 
use of drugs and alcohol, whether on or off the job, may constitute a serious threat to the 
health and safety of the public, to the safety of the fellow officers, and to efficient 
operation of the Sheriffs Office. The County has strong commitments to its employees to 
provide a safe work environment and to promote high standards of employee health, as 
well as to the public it serves to abide by the laws it is entrusted to enforce. Consistent 
with these commitments is the Sheriff's Office policy on drug and alcohol use by 
employees, as set forth below. The County's goal is to establish and maintain a work 
environment that is completely free from the effects on employees of alcohol and drug 
use. Prior County policies in this area are repealed to the extent they applied to 
employees of the Sheriff's Office. 

At all times, both on and off duty, members of the Sheriff's Office are expected to abide by 
the laws of the United States, the State of Oregon, other states they enter, as well as any 
local laws, regulations or ordinances. In addition, employees are expected to report to 
work in a condition to perform their duties in a safe, effective and efficient manner. An 
employee's "privacy" right or right to a "personal life" does not mean that the employee 
has the "right" to violate the laws this office is responsible for upholding or otherwise 
endanger himself or his coworkers by working under the influence of drugs or alcohol. 

Violations of this Article may result in discipline, up to and including immediate 
termination. 

21.2 Definitions. 

1. Drugs and Alcohol - For the purposes of this Agreement, drugs and 
alcohol will be defined as all intoxicants and controlled substances as 
defined by law, excluding any substance lawfully prescribed for the 
employee's use. Medical marijuana is considered an unlawful drug and is 
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not excluded as a substance lawfully prescribed for an employee's 
possession and use. Recreational marijuana remains an unlawful 
controlled substance under Federal law, and therefore remains unlawful 
for purposes of this Article. 

2. Drug and Alcohol Test - The compulsory production and submission 
of urine, breath or blood by an employee in accordance with procedures 
contained herein for chemical analysis to detect prohibited drug and/or 
alcohol use. 

3. Reasonable Suspicion - Reasonable suspicion shall be defined for 
the purposes of this Article as defined by Oregon law. 

21.3 Prohibited Conduct. Except as authorized by office policy for job-related reasons, 
the following conduct is strictly prohibited and may subject an employee to immediate 
discipline, up to and including immediate discharge: 

1. The unlawful buying, selling, transportation, possession, providing or use 
of intoxicants or any controlled substances at any time, whether on or off 
the job. 

2. Reporting for normally assigned work with a detectable odor of alcohol 
on the breath, any detectable amount of alcohol in the body (as validated 
by a second test) which results from the consumption of intoxicants, or 
when an employee has a detectable amount of any controlled substance 
found in employee's body (but excluding any substance lawfully 
prescribed for the employee's use if used in accordance with Section 
21.9 of this Article). 

3. In the event that the County wishes to call out an employee to 
perform additional duties and the employee has consumed intoxicants, 
the employee will notify his or her supervisor as to the amount of 
intoxicants the employee has consumed, and the County will decide 
whether the employee will be called out to perform additional duties. 

4. Failure to report use of prescribed medication, controlled substance 
and over-the-counter drugs as described in Sections 21.9 and 21.10. 

5. Failure to notify their supervisor if a controlled substance is 
ingested unintentionally or if the employee is made to ingest a controlled 
substance so that appropriate medical steps may be taken to ensure the 
employee's health and safety. 

21.4 Preconditions to Drug and Alcohol Testing. Before any employee may be tested 
for drugs or alcohol, the County shall select a NIDA certified laboratory or laboratories that 
can demonstrate experience and capability of quality control, documentation, chain of 
custody, technical expertise, and demonstrated proficiency in urine and blood analysis. 

21.5 Grounds for Testing. 
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1. Random testing of any kind is prohibited, unless pursuant to a last 
chance agreement entered between the County, the employee and the 
Association. 

2. Employees may be required to submit to drug or alcohol testing if 
reasonable suspicion exists that there is a violation of this Article. 

21.6 Testing Mechanisms. The following testing mechanisms shall be used for any test 
for intoxicants or controlled substances performed on members of the Association. 

1. Any urine screening shall be performed by the use of Gas 
Chroma- tography/Mass Spectrometry (GC/MS) or such other test with a 
higher rate of reliability than the GC/MS test. 

2. Alcohol testing may include standard field impairment tests, breath 
test and/or standard laboratory blood alcohol analysis tests. 

21.7 Procedures to be Used When a Blood or Urine Sample is Given. The following 
procedure shall be used whenever an employee is requested to give a blood or urine 
sample: 

1. Prior to testing, the employee will be required to list all prescribed 
medications, controlled substances, and/or over the counter medication 
currently being used. Prescribed medications or controlled 
substances listed must be substantiated by written communication from 
the attending physician. 

2. The test shall be administered in such a matter as to protect the 
authenticity and reliability of the sample and the privacy of the individual. 

3. Immediately after the sample is given, it will be divided into two (2) 
equal parts. Each of the two (2) portions of the sample will be separately 
sealed, labeled and stored in a secure and refrigerated atmosphere. One 
(1) of the samples will be tested by a lab designated by the County. The 
other sample will be held by such lab for the employee, until the employee 
either instructs that it be sent to their designated lab or destroyed. 

4. The sample will first be tested using any of the screening procedures 
set forth in Section 21.6 of this Article. 

5. If the test is positive for the presence of any intoxicants or 
controlled substances, the employee will be notified of the positive 
results within 24 hours after the County learns of the results, and will be 
provided with copies of all documents pertinent to the test sent to or from 
the County by the laboratory. The employee will then have the option, 
at his or her own expense, of having the untested sample submitted to 
a laboratory of the employee's own choosing which meets the standards 
specified in Section 21.4 of this Article. 
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6. Each step in the collecting and processing of the urine or blood 
specimens shall be documented to establish procedural integrity and a 
chain of custody. 

21.8 Consequences of Positive Test Results. 

1. An employee who has tested positive for the presence of intoxicants 
or controlled substances pursuant to this Article will be subject to 
discipline, up to and including immediate termination. 

2. An employee who has tested positive for the presence of intoxicants 
or controlled substances pursuant to this Article may be referred to the 
Employee Assistance Program or drug and alcohol counseling. An 
employee's participation in the Employee Assistance Program or in drug 
or alcohol counseling may be considered in determining what, if any, 
disciplinary action will be taken. 

3. If the County retains an employee who tests positive pursuant to a last 
chance agreement, the employee may be subject to unannounced 
testing for a one (1) year period following the positive test. If the employee 
violates the terms of agreed to treatment or again tests positive during 
such a period, he or she shall be subject to immediate discipline, which 
may include discharge. 

21.9 Prescribed Medications. An employee utilizing any prescribed medications or 
controlled substances that may affect his or her ability to safely perform assigned duties 
must immediately report this treatment to his or her supervisor. The use of medications or 
controlled substances as part of a prescribed medical treatment program is not grounds 
for disciplinary action. Failure to report the use of a prescribed medication or a controlled 
substance which the employee has been informed may affect his or her abilities to safely 
perform assigned duties may subject an employee to disciplinary action. In the event 
there is a question regarding an employee's ability to safely perform assigned duties, 
clearance from the employee's physician will be required. For the purposes of this 
Agreement, medical marijuana is considered an unlawful drug and cannot be lawfully 
prescribed for an employee's possession and use. 

21.10 Use of Over-the-Counter Medications. The use of over-the-counter medications 
are in no way prohibited. An employee ingesting an over-the-counter medication in doses 
that may affect his or her ability to safely perform assigned duties must report the use of 
the over-the-counter medication to his or her supervisor. The decision, once informed by 
the employee, as to whether or not the employee works his or her assigned duties shall 
be the responsibility of the employee's supervisor. Failure to report the use of an over­
the-counter medication which the employee feels may affect his or her ability to safely 
perform his or her duties, may subject the employee to disciplinary action. 

21.11 Searches. For administration of this Article, the County may, upon reasonable 
suspicion, conduct searches on County property of employees and/or assigned County 
property and/or their personal property excluding personal vehicles parked on County 
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property. An employee has the right to request an Association representative be present 
during the search, as long as the search is not unreasonably delayed by accommodating 
this provision. A refusal to submit to a search may result in disciplinary action. This 
provision is not intended to restrict the County's right to conduct administrative searches 
of assigned County property for other purposes or searches related to any criminal 
investigation. 

21.12 Interference With Policy. Any activity which purposely interferes with this 
Substance Abuse Policy will be grounds for disciplinary action which may include 
discharge. Examples include, but are not limited to the following: tainting, tampering, or 
substitution of blood or urine samples; falsifying information regarding the use of 
prescribed medications or controlled substances; failure to cooperate with any tests 
outlined in this policy to determine the presence of intoxicants or controlled substances; or 
failure to cooperate with any searches. 
21.13 Employee Rights. 

1. The employee shall have the right to an Association representative up 
to and including the time the sample is given. However, this provision 
shall not unreasonably delay testing. Nothing herein shall restrict the 
employee's right to representation under general law. 

2. If at any point the results of the laboratory testing procedures specified 
in this Article are negative, all further testing shall be discontinued. The 
employee will be provided with a copy of the results and all 
documentation on the testing will be sealed and maintained in a 
secure place. All test results will be kept confidential by the County. 

3. Any employee who tests positive shall be given access to all 
written documentation available from the testing laboratory which verifies 
the accuracy of the testing equipment used in the testing process, the 
chain of custody of the specimen, and the accuracy rate of the 
laboratory. 

4. If the results of the test are negative, the employee shall have the right 
to grieve in accordance with Article 17. If the results of the test(s) are 
positive, neither the Association nor the employee shall have the right to 
challenge whether reasonable suspicion existed for the ordering of the 
test. 

21.14 An employee who believes that he/she has a problem involving the use of alcohol 
or legally obtained drugs can ask a supervisor, or any member of management he or she 
feels comfortable talking to, for assistance. No discipline or reprisals will result merely 
from an employee asking for such assistance, and the County will work with the employee 
to initiate an appropriate treatment program. Any request for assistance and any later 
treatment program will be kept as confidential as possible under all the factual 
circumstances. The County will work with the employee to identify County benefits and 
programs that may be available to help deal with the problem. However, the Sheriffs 
Office has a zero-tolerance policy for the use of any illegal substance, narcotic, 
hallucinogen, stimulant, sedative, or other illegal drug, and evidence of a problem 
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involving such use, including a request for assistance from the County, may disqualify an 
individual from future employment with the Sheriffs Office and result in immediate 
termination. 

The County may require an employee to visit an employee assistance counselor 
whenever, in the County's judgment, this may help identify or correct a performance 
problem, or help in the successful implementation or completion of a treatment program. 

It is an employee's responsibility to seek County assistance before violation of this policy 
occurs. Violation of this policy, will not entitle an employee afterwards to enter a treatment 
program and avoid discipline or penalty. Rather, such employee will be dismissed, unless 
the County, in its sole discretion and judgment, determines that the circumstances justify 
leniency in a particular case. 

ARTICLE 22 - OUTSIDE EMPLOYMENT 

22.1 Any employee who wishes to take additional employment during off-duty hours will 
inform the Sheriff and gain permission from the Sheriff before accepting the employment. 
In doing so, the member will fully describe the nature of the work to be performed and the 
hours of work. If it is judged that the additional employment could involve misuse of the 
Sheriffs Office authority, or could adversely affect the member's on-duty work 
performance or the Sheriff's Office's image or efficiency, the request may be rejected. 
However, the Sheriffs discretion in this matter shall not be unreasonably exercised. 
For further information and details regarding outside employment for LCSO employees, 
refer to LCSO Policy 1040. 

ARTICLE 23 - SAYINGS CLAUSE 

23.1 Should any Article, Section or portion thereof of this Agreement be held 
unlawful and unenforceable by any tribunal of competent jurisdiction, such decision of 
the tribunal shall apply only to the specific Article, Section or portion thereof, directly 
specified in the decision. Upon the issuance of such a decision, the parties agree 
immediately to negotiate a substitute, if possible, for the invalidated Article, Section or 
portion thereof. The parties agree that the labor agreement will not serve to restrict the 
County's obligation to comply with the federal and state law concerning its duty to 
accommodate individuals with disabilities. 
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ARTICLE 24 - USE OF FORCE 

24.1 Employees involved in the use of deadly force as defined by the Sheriff's 
Office policy manual shall be advised of their rights to have an Association 
representative or attorney present when required to give an oral or written statement 
about the use of deadly force. Such right to consult with a representative or with 
counsel shall not unduly delay the giving of the statement. 

ARTICLE 25 - TERM PE AGREEMENT 

25.1 This agreement shall be effective July 1, 2022, and shall remain in full force 
and effect until June 30, 2025. This Agreement shall remain in full force and effect 
during the period of negotiations. 

25.2 This agreement shall automatically be renewed from year to year thereafter 
unless either party shall notify the other, in writing, by December 1, 2024 that it wishes 
to modify the Agreement. 

FOR THE LINN COUNTY DEPUTY 

SHERIFF'S ASSOC IA TIO. N. i 
~ 

Carl Ang, President r 
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FOR LINN COUNTY 

of Commissioners 

Date: +-t q - 2o ?-1. 

FOR LINN COUNTY SHERIFF'S 

OFFICE , ,,f ~ 

~~~ 
Michelle Duncan, Sheriff 

Date: 4--llf-;.o~l,., 



APPENDIX A - Wage scale - 7/1/2022 

CLASSIFICATIONS PUBLIC SAFETY 

25 

41 

86 

89 

600 

601 

634 

660 

661 

664 

665 

666 

667 

668 

669 

670 

671 

672 

675 

677 

679 

680 

681 

682 

685 

697 

806 

SHERIFF ACCOUNTING CLERK 

PROGRAM SECRETARY 

COMPUTER RESOURCE SPECIALIST 2 

COMPUTER RESOURCE SPECIALIST 1 

KENNEL PERSON 

ANIMAL CONTROL OFFICER 

CONTROL ROOM OPERATOR 

MEDICATION AIDE 

COMMUNITY SERVICES SPECIALIST 

COMPENSATORY SERVICE COORDINATOR 

SHERIFF SERVICES AIDE 

CIVIL CLERK 

CIVIL DEPUTY 

JAIL MAINTENANCE WORKER 

PROPERTY/EVIDENCE CLERK 

TRANSPORTATION AIDE 

CORRECTIONS DEPUTY 

EMERGENCY MANAGEMENT COORDINATOR 

CORRECTIONS LICENSED PRACTICAL NURSE 

CORRECTIONS REGISTERED NURSE 

COMMUNICATIONS DISPATCHER 

DEPUTY SHERIFF 

DETECTIVE 

RESIDENT DEPUTY SHERIFF 

PURCHASING/FLEET MANAGER 

POLYGRAPH EXAMINER 

SHERIFF CUSTODIAL WORKER 
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SALARY STEPS 

RANGE STEP 1 STEP2 STEP3 STEP4 STEP5 STEPS 

11 4169 4366 4572 4785 5004 5241 

10 3987 4169 4366 4572 4785 5004 

17 5485 5746 6017 6301 6604 6915 

16 5241 5485 5746 6017 6301 6604 

7 3491 3646 3820 3987 4169 4366 

11 4169 4366 4572 4785 5004 5241 

8 3646 3820 3987 4169 4366 4572 

10 3987 4169 4366 4572 4785 5004 

14 4785 5004 5241 5485 5746 6017 

10 3987 4169 4366 4572 4785 5004 

8 3646 3820 3987 4169 4366 4572 

8 3646 3820 3987 4169 4366 4572 

15 5004 5241 5485 5746 6017 6301 

12 4366 4572 4785 5004 5241 5485 

11 4169 4366 4572 4785 5004 5241 

8 3646 3820 3987 4169 4366 4572 

15 5004 5241 5485 5746 6017 6301 

15 5004 5241 5485 5746 6017 6301 

15 5004 5241 5485 5746 6017 6301 

20 5485 5746 6017 6301 6604 6915 

51 4366 4572 4785 5004 5241 5485 

15 5004 5241 5485 5746 6017 6301 

16 5241 5485 5746 6017 6301 6604 

16 5241 5485 5746 6017 6301 6604 

17 5485 5746 6017 6301 6604 6915 

20 6301 6604 6915 7246 7588 7953 

7 3491 3646 3820 3987 4169 4366 
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Summary of Medical Benefits 
All plans offered and underwritten by Kaiser Foundation Health Plan 

of the Northwest. 500 NE Multnomah St., Suite 100, Portland, OR 97232 
 

Member Services: 1-800-813-2000  

  

Oregon TRAD PLAN LGY A 5/600 7/1/2022 - 6/30/2023 

  

Linn County  Group Number: 2493-006    

  

Calendar year is the time period (Year) in which dollar, day, and visit limits, Deductibles and Out-of-Pocket Maximums 
accumulate. 
Deductible   

Self-only Deductible per Year (for a Family of one Member) None 
Individual Family Member Deductible per Year (for each 
Member in a Family of two or more Members) 

None  

Family Deductible per Year (for an entire Family) None 
Out-of-Pocket Maximum 1 

Self-only Out-of-Pocket Maximum per Year (for a Family of 
one Member) 

$600 

Individual Family Member Out-of-Pocket Maximum per Year 
(for each Member in a Family of two or more Members) 

$600 

Family Out-of-Pocket Maximum per Year (for an entire 
Family) 

$1,200 

Office Visits  You pay 

Routine preventive physical exam $0 
Telehealth (phone/video) $0 
Primary Care $5 
Specialty Care $5 
Urgent Care  $25 

Tests (outpatient) You pay 

Preventive Tests $0 
Laboratory $5 per department visit 
X-ray, imaging, and special diagnostic procedures $5 per department visit 
CT, MRI, PET scans $5 per department visit  

Medications (outpatient) You pay 

Prescription drugs (up to a 30 day supply) $10 generic / $20 preferred brand / $40 non-preferred 
brand 

Mail Order Prescription drugs (up to a 90 day supply) $20 generic / $40 preferred brand / $80 non-preferred 
brand 

Administered medications, including injections (all outpatient 
settings) 

20% Coinsurance 

Nurse treatment room visits to receive injections $5 
Maternity Care You pay 

Scheduled prenatal care visits and postpartum visits $0 
Laboratory $5 per department visit 
X-ray, imaging, and special diagnostic procedures $5 per department visit 
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Inpatient Hospital Services $50 per day up to $250 per admission 
Hospital Services You pay 

Ambulance Services (per transport) $75 
Emergency services $200 (Waived if admitted) 
Inpatient Hospital Services $50 per day up to $250 per admission 

Outpatient Services (other) You pay 
Outpatient surgery visit $20 
Chemotherapy/radiation therapy visit $5 
Durable medical equipment  20% Coinsurance 
Physical, speech, and occupational therapies (20 visits per 
therapy per Year) 

$5 

Skilled Nursing Facility Services  You pay 
Inpatient skilled nursing Services (up to 100 days per Year) $0 

Mental Health and Chemical Dependency Services You pay 
Outpatient Services  $5 per visit 
Inpatient hospital & residential Services $50 per day up to $250 per admission 

Alternative Care (self-referred)  You pay 
Acupuncture Services  Not Covered 
Chiropractic Services  Not Covered 
Massage Therapy  Not Covered 
Naturopathic Medicine  $5 

Vision Services You pay 
Routine eye exam (Covered until the end of the month in 
which Member turns 19 years of age.) 

$0 

Vision hardware and optical Services (Covered until the end 
of the month in which Member turns 19 years of age.) 

No charge for one pair standard frames and lenses or 
12-month supply contact lenses per year. 

Routine eye exam (For members 19 years and older.) $5 
Vision hardware and optical Services (For members 19 
years and older.) 

Initial allowance of up to $250 for prescription 
eyeglasses or conventional or disposable prescription 
contact lenses, including Medically Necessary contact 
lenses, not more than once every Year. 

1 Refer to your Evidence of Coverage (EOC) for benefits that may not apply to Out-of-Pocket Maximum. 
 
 
Plan is subject to exclusions and limitations. A complete list of the exclusions and limitations is included in the Evidence 
of Coverage (EOC). Sample EOCs are available upon request or you may go to http://www.kp.org/plandocuments 
 

Questions? Call Member Services (M-F, 8 am-6 pm) or visit kp.org  Portland area: 503-813-2000   
All other areas: 1-800-813-2000  TTY.711. Language Interpretation Services, all areas 1-800-324-8010 
This is not a contract.  This condensed summary of benefits does not fully describe your benefit coverage with Kaiser 
Foundation Health Plan of the Northwest.  For more details on benefit coverage, claims review, and adjudication 
procedures, please see your EOC or call Member Services.  In the case of a conflict between this summary and the 
EOC, the EOC will prevail.   
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Summary of Dental Benefits 
All plans offered and underwritten by Kaiser Foundation Health Plan 

of the Northwest. 500 NE Multnomah St., Suite 100, Portland, OR 97232 
 

Membership Services: 1-800-813-2000  

  

Oregon R102 7/1/2022 - 6/30/2023 

  

Linn County  Group Number: 2493-009    

  

  

Benefit Maximum per Calendar Year None 
 You pay 
Dental Office Visit Charge – Per visit $5 
Deductible (Per Calendar Year; applies to all services unless otherwise indicated) 

For one Member  $0 
For an entire Family $0 

Preventive and Diagnostic Services (Not subject to or counted toward the Deductible ) 
Oral exam $0 

X-rays $0 

Teeth cleaning $0 

Fluoride  $0 

Minor Restoration Services   

Routine fillings $0 
Plastic and steel crowns $0 

Simple extractions $0 

Oral Surgery Services  

Surgical tooth extractions $0 
Periodontics  

Treatment of gum disease $0 
Scaling and root planing $0 

Endodontics   

Root canal therapy $0 
Major Restoration Services   

Gold or porcelain crowns $0 
Bridges $0 

Removable Prosthetic Services   
Full upper and lower dentures $0 
Partial dentures $0 
Relines $0 
Rebases $0 

Nitrous oxide (Not subject to or counted toward the Deductible or Benefit Maximum) 
Adults and children age 13 years and older $25 
Children age 12 years and younger $0 

Orthodontics Not covered 
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2022 Medical plan benefit summary
Linn County
Group 10001756

Calendar year costs 

Preventitive Care

Professional Services

Maternity Care

Hospital Inpatient/ Outpatient Services

Emergency Care

Other Covered Services

Prescription Drug Coverage

*Prescription drug copays, and disallowed charges do not apply to the annual medical out‐of‐pocket maximum. 

1  In‐network out‐of‐pocket maximum applies

2  Calendar year maximum of 12 visits for acupuncture and 20 visits for spinal manipulation. $2,500 annual maximum on massage therapy.

Generic Medications

Preferred Medications

Nonpreferred Medications

$5 Copay retail, mail order and specialty

Connexus Managed Care Plan
In‐network you pay

Members need to select a primary care physician (PCP) to coordinate care.

Routine Women's Exams (including pap test, pelvic exam & 
breast exam)

No cost sharing

Periodic Health Exams  No cost sharing

Annual Deductible  None

Annual Out‐of‐Pocket Maximum (including deductible) $1,000 Individual / $6,600 Family

Office and Home Visits $15 or $5 Copay if seen by PCP
Specialist Visits (including Alternative Care office) $15 Copay

Immunizations No cost sharing

Surgery 10% or $5 Copay if performed by PCP in PCP's Office

Urgent Care Office Visits $15 Copay

Outpatient Mental Health/ Chemical Dependency visit $15 Copay
    CirrusMD Virtual Visits $0 

Practitioner Services 10%

Hospital Stay 10%

$15 CopayAcupuncture Care, Spinal Manipulations and 
Medically Necessary Massage Therapy2

Specified Imaging (MRI, CT, CAT, PET scans)

Outpatient Hospital / Facility
Outpatient Diagnostic X‐Ray and Lab

Inpatient Care 10%

Skilled Nursing Facility Care 10%

Home Health, Hospice, and Respite Care 

Durable Medical Equipment / Prosthetics
Ambulance Service 1 

Emergency Room Visits 1

Rehabilitation Services
Therapeutic Injections

10%

10%

20%

10%

$15 Copay (outpatient) / 10% (inpatient)

$100 Copay per visit, then 10%

10%

10%

10%

This document is provided for informational purposes only, and is intended for licensed and appointed producers of Moda Health.  It is not considered a Summary of Benefits and 
Coverage (SBC), and should not be distributed to employers or their employees as a replacement for the SBC. Limitations may apply to the benefits above.

This product is underwritten or administered by Moda Health Plan, Inc. Medical Summary Template.xlsm, Revised 7/30/13 (cc)  



2022 Medical plan benefit summary
Linn County
Group 10001756

In‐network you pay Out‐of‐network you pay²
Calendar year costs 

$500 Individual / $13,200 Family $1,000 Individual / No family max

Preventitive Care
No cost sharing Not covered

No cost sharing $5 Copay*
Professional Services

10% 20%

10% 20%

10% 20%

$0* Not covered
10% 20%

Maternity Care
10% 20%

10% 20%

Hospital Inpatient/ Outpatient Services
10% 20%

10% 20%

10% 20%

10% 20%

10% 20%

10% 20%

Emergency Care

Other Covered Services
10% 20%

10% 20%

10% 20%

10% 10%

10% 20%

Prescription Drug Coverage

*Deductible Waived

1  Copayments apply to annual out‐of‐pocket maximums. 

2  Out‐of‐network coverage coinsurance is based on the maximum plan allowance for these services. 

3  Calendar year maximum of 12 visits for acupuncture and 20 visits for spinal manipulation. $2,500 annual maximum on massage therapy.

4  In‐network out‐of‐pocket maximum applies.

Nonpreferred Medications

Specialty Medications

No cost sharing $15 Copay*

10% 20%

20%

Ambulance Service4 
Home Health, Hospice, and Respite Care 

Generic Medications

20%

Therapeutic Injections

Durable Medical Equipment / Prosthetics

Specified Imaging (MRI, CT, CAT, PET scans)

Emergency Room Visits4 $100 Copay per visit, then 10%

Rehabilitation Services

Skilled Nursing Facility Care
Outpatient Hospital / Facility
Outpatient Diagnostic X‐Ray and Lab

Hospital Stay

Inpatient Care
Surgery

Outpatient Mental Health/ Chemical Dependency visit
Acupuncture Care, Spinal Manipulations and Medically 
Necessary Massage Therapy³

Practitioner Services

Specialist Visits
Urgent Care Office Visits
CirrusMD Virtual Visits

Routine Women's Exams (including pap test, pelvic exam & 
breast exam)

Immunizations

Office and Home Visits (including Alternative Care office)

Annual Deductible  $100 Individual / $300 Family

Annual Out‐of‐Pocket Maximum (including deductible)

Periodic Health Exams 

Connexus PPO Plan

This document is provided for informational purposes only, and is intended for licensed and appointed producers of Moda Health.  It is not considered a Summary of Benefits and 
Coverage (SBC), and should not be distributed to employers or their employees as a replacement for the SBC. Limitations may apply to the benefits above.

This product is underwritten or administered by Moda Health Plan, Inc. Medical Summary Template.xlsm, Revised 7/30/13 (cc)  



Linn County
Group 10001756

Adult Vision Benefit (age 19 and up)

Eye examinations (including refraction, 1 exam per year)

Pediatric Vision Benefit (under age 19)

Eye examinations (including refraction, 1 exam per year)

Lenses (Limit 1 pair per calendar year) No cost sharing

Frames (Limit 1 frame per calendar year) No cost sharing

$10/visit

Calendar year benefit maximum $0

Frames No cost sharing

Lenses No cost sharing

$10/visit

Calendar year benefit maximum $350

This document is provided for informational purposes only, and is intended for licensed and appointed producers of Moda Health. It is not considered a Summary of Benefits 
and Coverage (SBC), and should not be distributed to employers or their employees as a replacement for the SBC. Limitations may apply to the benefits above.

This product is underwritten or administered by Moda Health Plan, Inc. Vision Template.xlsm, Revised 7/30/13 (cc)  

2022  Vision Plan Benefit Summary



Class 2*

Restorative Fillings

Oral Surgery (extractions & certain minor surgical procedures)

Endodontics (treatment of teeth with diseased or damaged nerves)

Periodontics (treatment of diseases of the gums and supporting structures of the teeth)

Space Maintainers

Crowns and other cast restorations

50%

50%

*1st year - 70%

2nd year - 80%

3rd year - 90%

4th year - 100%

Class 3

Implants

Dentures and bridges (construction or repair of fixed bridges, partial, and complete dentures)

*1st year - 70%

2nd year - 80%

3rd year - 90%

4th year - 100%

$75 

$25 

Calendar year costs

Calendar year maximum, per member 

Calendar year deductible, per member

Calendar year maximum deductible, per family

2022 Delta Dental Premier Plan Benefit Summary

Linn County
Group ID: 10001756

$2,500 

Periodic Examinations / X-rays

Prophylaxis (cleanings) / Periodontal Maintenance

Sealants

Topical Application of Fluoride

Class 1* (Services do not apply to the calendar year max)

*Under this plan, payments increase by 10% each eligibility year provided the individual has visited the dentist at least once during the year. Failure to do so will cause a 10%

reduction in payment the following year, although payment will never fall below 70%.

This is a benefit summary only. For a more detailed description of benefits, refer to your member handbook.
*Deductible is waived for Class 1 and Class 2 services



Lifetime maximum $2,000

What members pay

Members age 19+ 50%

Members under age 19 50%

How to use this dental plan

When you visit your dental provider, tell him or her you are a Delta Dental member.

Pre-determination

Your dental office can submit a pre-treatment plan to Delta Dental of Oregon on your behalf.  We will return it to them indicating the dollar allowance which will be 

covered by your plan before you go forward with treatment.

Delta Dental orthodontia rider

Linn County
Group ID: 10001756

Adult & Child Ortho 2000
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