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Agreement
AGREEMENT entered into by LINN COUNTY, IOWA (Employer) and LOCAL 231,
Affiliated With The AMERICAN FEDERATION OF STATE, COUNTY and MUNICIPAL
EMPLOYEES AFL-CIO (Union), for the purpose of promoting harmonious relations
between the Employer, its Bargaining Unit employees, and the Union; establishing an
equitable and peaceful procedure for the resolution of differences between the parties;
and establishing wages, hours and the terms and conditions relating to negotiable items
as set forth under Section 9, Scope of Negotiations, of the Iowa Public Employment
Relations Act and such other items and conditions of employment as set forth in this
Agreement.

Article 1
Recognition
1. The Employer recognizes the Union as the sole and exclusive bargaining
representative for its Bargaining Unit employees as identified in paragraph 2 hereof with
respect to those matters described above. The Employer agrees that it will not aid,
promote, finance or engage in activities, individually or in concert with others, intended
to bypass or undermine the Union, or which are in conflict with this Agreement. By the
same token, the Union agrees that it will fully cooperate with the Employer in the
efficient and economical performance of its responsibilities to the public.
2. The Bargaining Unit for the purpose of this Agreement consists of one
Bargaining Unit designated by the Public Employment Relations Board in its decision
rendered July 9, 1975, Case No. 78, and as amended.

Clerical Unit
All Clerical employees of Linn County, Iowa, including Account Clerk, Administrative
Secretary, Automation Support Technician, Clerical Specialist, Clerk, Clerk Typist,
Communications Aide, Duty Officer, Elections Clerk, Grants Specialist, Intake
Technician, Lead Permit Specialist, Patient Advocate, Permit Specialist, Secretary,
Senior Account Clerk, Senior Clerk, Treasurer – Team Leader, Universal Account Clerk
and Universal Clerk; but excluding maintenance employees, technical and paraprofessional employees, professional employees, supervisors, confidential employees,
and all other persons excluded by Section 4 of the Act.
3. New employees falling within the Bargaining Unit set forth above will be
covered by this Agreement. Disputes as to whether such employees are or are not
covered will be promptly submitted to the Public Employment Relations Board for
decision.
4. The Employer will introduce new hires to the Union’s Department Steward
within the first full week of employment and advise the President in writing of the name,
classification and department of new hires on a monthly basis. The Union steward may
give the new employee literature about the Union.
5. The Employer will notify the Union prior to the hiring of any State or Federal
grant employees where the grant will extend beyond seventy-five (75) working days.
1

Article 2
Definitions
The following definitions of terms shall apply throughout this Agreement unless
specifically provided otherwise:
Act - The Iowa Public Employment Relations Act.
Anniversary Date - The anniversary of the calendar date of the employee’s last date of
hire.
Bargaining Unit - The Bargaining Unit recognized by the Employer and defined in
Article 1, Recognition, paragraph 2 hereof.
Board - The members of the Linn County Board of Supervisors.
Compensatory Time - Time off from regularly scheduled work time in lieu of overtime
pay. Compensatory time will be administered in accordance with the applicable State
and Federal laws.
Continuous Operation - A regularly scheduled employment of twenty-four (24) hours
per day, seven (7) days per week.
County - Linn County, Iowa.
Part-time Employee - Any person within a Bargaining Unit employed by the Employer
on a continuing year around part-time basis, i.e., working less than forty (40) hours per
week or less than eight (8) hours per day. Part-time employee benefits are set forth in
Article 25 hereof.
Employer - Linn County, Iowa, acting through its Board of Supervisors, or such elected
officials, department heads or other persons designated by the Board of Supervisors to
act on its behalf.
Paid Leaves of Absence – Temporary absence by reason of injury compensable under
Iowa’s Worker’s Compensation law (i.e., duration of healing period), paid sick leave,
paid vacation leave, paid bereavement leave, paid jury leave, paid special leave and
paid holidays.
PERB - The Iowa Public Employment Relations Board.
Seniority - The various forms of seniority are as follows:
1. County Seniority - the length of an employee’s continuous service with the
Employer since the employee’s date of last hire.
2. Bargaining Unit Seniority - the total length of an employee’s service within a
particular Bargaining Unit within County Seniority.
2

3. Departmental Seniority - the total length of an employee’s service within a
particular department and Bargaining Unit.
Union - Local No. 231 of the American Federation of State, County and Municipal
Employees, AFL-CIO.

Article 3
Discrimination
1. The provisions of this Agreement shall be applied equally to all employees in
the Bargaining Unit without discrimination as to age, sex, marital status, race, religion,
disability, national origin or political affiliation or creed. The Union shall share equally
with the Employer in applying this provision of the Agreement.
2. The Employer and Union agree not to interfere with the rights of employees to
become or not become members of the Union, and there shall be no discrimination,
interference, restraint or coercion by the Employer or the Union against any employee
because of Union membership or lack thereof or because of any employee’s activity in
an official capacity on behalf of the Union.
3. The Union recognizes its responsibility as bargaining agent and agrees to
represent all employees in the Bargaining Unit without discrimination, interference,
restraint or coercion.

Article 4
Rights of Employer and Employees
1. Except to the extent specifically provided to the contrary in this Agreement,
the Employer retains all public employer rights under Chapter 20 of the Code of Iowa
which presently states:
All powers, duties and rights established by constitutional provision, statute,
ordinance, charter or special act as well as the exclusive power, duty and the right to:
·

direct the work of its public employees;

·

hire, promote, demote, transfer, assign and retain public employees in
positions within the public agency;

·

suspend or discharge public employees for proper cause;

·

maintain the efficiency of governmental operations;

·

relieve public employees from duties because of lack of work or for
other legitimate reasons;
3

·

determine and implement methods, means, assignments, and
personnel by which the public employer’s operations are to be
conducted;

·

take such actions as may be necessary to carry out the mission of the
public employer;

·

initiate, prepare, certify and administer its budget; and

·

exercise all powers and duties granted to the public employer by law.

2. The authority of the Employer, as outlined above, shall not be used for the
purpose or intention of either undermining the Union or unlawfully discriminating against
any of its employees.
3. Public employees shall have the right to:
a. Organize or form, join, or assist any employee organization.
b. Negotiate collectively through representatives of their own choosing.
c. Engage in other concerted activities for the purpose of collective
bargaining or other mutual aid or protection insofar as any such activity is
not prohibited by Chapter 20 of the Iowa Code or any law of the State.
d. Refuse to join or participate in the activities of employee reorganizations,
including the payment of any dues, fees or assessments or service fees of
any type.

Article 5
No Strike - No Lockout
1. The parties hereby affirm their good faith, one to the other, and agree that the
Employer will not engage in a lockout as prohibited under Section 10 of the Act, and the
Union will not engage in a strike or picketing as prohibited under Sections 10 and 12 of
the Act.
2. At no time shall employees be required to act as strikebreakers. Nor shall an
employee be required to go through picket lines where his/her personal safety is
endangered.

Article 6
Check - Off
This section is a prohibited bargaining topic and has been removed effective 7/1/2021.
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Article 7
Grievance Committee and Stewards
1. Employees selected by the Union to act as Union representatives shall be
known as “Stewards”. The names of the employees so selected and those of other
Union representatives authorized to represent employees will be certified in writing to
the Employer by the local Union.
2. The total membership of the Union Grievance Committee shall be four (4)
employees of which one (1) will be the Local’s President and one (1) Chief Steward.
3. Regular meetings between the Union Grievance Committee and the
Employer shall be held at least once each month at a mutually convenient time.
Emergency meetings may be called by mutual agreement. Such meetings will be held
during working hours and employees will be paid for time falling within their normal work
time. Each party shall submit a written agenda to the other not less than three (3) work
days prior to each meeting setting forth the items it wishes to discuss at the meeting.
No other third step grievances will be considered unless mutually agreed to by the
parties.
The purpose of Grievance committee meetings will be to adjust pending
grievances, to discuss procedures for avoiding future grievances and to discuss and
resolve matters pertaining to the administration of the Agreement (including safety and
recommendations relating to job classifications). In addition, the Committee may
discuss other issues with the Employer which would improve the relationship between
the parties.
4. The Union will attempt to locate Stewards so as to insure the most efficient
performance of their responsibilities and the minimum interference with their regular job
duties.
5. Stewards shall be allowed a reasonable time to attend to the duties required
of them under the grievance procedure hereinafter set forth. However, no Steward shall
leave his/her machine or job without first giving reasonable notice to and obtaining the
permission of his/her supervisor. The Steward shall be responsible for making
appropriate arrangements with the supervisor in the department involved in the matter
before requesting permission to leave his/her own department. The supervisor will not
withhold such permission after having received such reasonable notice and opportunity
to cover the Steward’s work situation without interference in productions.
6. Stewards and Grievance Committee Members shall be allowed their regular
rate of hourly pay for such time falling within their scheduled hours of work as may be
then required of them in the performance of their duties under the grievance procedure
in the adjustment of grievances and during investigatory and disciplinary meetings.
They shall accurately record such time on special time cards approved by the Employer.
7. The Union shall advise the Employer in writing as to its International Union
Representative and/or Council Representative assigned to represent the Bargaining
Units. Such Union Representative or others authorized by the Union may visit
5

Bargaining Unit job sites for the purpose of verifying Employer compliance with the
Agreement, provided, however, that before doing so such Representatives shall notify
the department head of their presence and conduct their activities in such a manner as
to not unreasonably interfere with the Employer’s operations.
8. It is understood that there shall be no refusal to perform any specific duty
pending the handling of a grievance. However, an employee desiring a Union Steward
shall notify the supervisor who will refer a Steward to the employee as soon as is
reasonably possible during regular working hours.
9. Union representatives shall be allowed to post Union notices and transmit
communications to Union and Employer representatives necessary in the administration
of the Agreement. The foregoing may be performed during working hours, on
Employer’s premises and without loss of pay.
10. The Union Contract Negotiation Committee will consist of a maximum of
eight (8) Union representative-employees. Paid negotiating sessions with the Employer
will be limited to six (6) total work days.

Article 8
Hours of Work and Shifts
1. The regular hours of work each day shall be consecutive except when
interrupted by a meal break, or as otherwise provided herein.
2. The work week shall consist of five (5) consecutive eight (8) hour days or four
(4) consecutive ten (10) hour days, Monday through Friday, except for continuous
operations, permanent part-time employees, and such other employees as the
Employer and Union mutually agree upon. The Union shall not unreasonably withhold
such agreement.
3. Eight (8) consecutive hours of work, excluding the unpaid meal period, shall
constitute a work shift or work day. The number of consecutive hours of work
constituting a work shift will necessarily vary from eight (8) hours for those working four
(4) ten (10) hour days, continuous operations, permanent part-time employees, and
those working varied hours by mutual agreement. All employees shall be scheduled for
work on a regular work shift and each shift shall have a regular starting and quitting
time. Employees within these areas who are currently working eight (8) hours per day
on a regular basis will not have their hours diminished unless for just cause.
4. Employees will be paid for all time worked in the employment of the
Employer, including any function the Employer requires the employee to attend beyond
the normal expectations of the job.
5. Work schedules showing the employees’ shifts, work days and hours shall be
posted on department bulletin boards at all times.
6. In the event the Employer for good cause anticipates changing the starting
time of a shift, either temporarily or permanently, so that it will be different from what is
provided in the foregoing sections, the Employer must first notify the steward involved
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and explain the reason for the change. Thereafter, the Employer must post the revised
starting time for a period of not less than ten (10) work days prior to its effective date.
The Union may challenge the reasonableness of the starting time revision commencing
at Step 3 of the grievance procedure. Employees whose starting time is to be changed
may waive this notice.
7. Shift Premium Employees will receive the following premium in addition to
their regular straight time hourly rates:
a. Regular shift starts between 12 Noon and 6 p.m. - $ .25 per hour.
b. Regular shift starts after 6 p.m. - $ .50 per hour.
Except as provided above there is no premium for shifts starting at 5:00 a.m. or
thereafter. A change in shift premium will occur when an employee works a shift
different from their regularly scheduled shift.
8. All hours worked by Duty Officers shall receive an additional twenty-five cents
($0.25) per hour pay premium for such work.
9. Two Duty Officers in the Sheriff’s Office may request to trade full or half
regularly scheduled work shifts with their mutual agreement and the approval of the
employees’ supervisor, provided the employees have submitted the request prior to the
time of the trade. The trading of shifts must be completed by both employees within the
same seven (7) day work week. A Duty Officer will be allowed two trades during a
seven (7) day work week but no more than six (6) trades in a calendar month.
The supervisor shall not unreasonably or arbitrarily withhold approval, provided
there is proper notification. Each employee accepting the trade is responsible for the
completion of the trade. Hours worked pursuant to this paragraph shall be
compensated at the employee’s regular straight time hourly rate. Such hours worked
shall not be counted in determining eligibility for overtime pay under 29 U.S.C. Section
207 and CFR Section 553.31. If an employee fails to complete the trade within the
seven (7) day work week for any reason, such employee shall be prohibited from
trading shifts for six (6) months.

Article 9
Overtime, Call In and Reporting Pay
1. All overtime work must be approved in advance by the department head or
his/her designated representative. Overtime opportunities will be distributed as equally
as practicable among qualified and able employees in the same job classification,
department or district/division.
2. In the event too few qualified employees are obtained to work the overtime,
the qualified employees with the least seniority in the job classification and department
or district/division involved will be required to work.
3. Employees will be required to work overtime scheduled for their entire job
classification and department or district unless excused for good cause by the
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Employer. In considering good cause, the Employer will not act in an unreasonable
manner.
4. Time and one-half an employee’s regular straight time hourly rate will be paid
for all time worked in excess of forty (40) hours in any one (1) work week. In the
alternative, an employee may elect, for each period in which overtime is worked, to take
the total equivalent time off with pay for such overtime under the following conditions:
a. The employee must provide his/her department head with written notice,
on a form to be provided by the department head, that he/she has made
such election. Such notice must be delivered to the department head on
or before the Monday following the work week in which the overtime was
worked or on the next regularly scheduled work day in the event Monday
is a holiday.
b. Such time off is accumulated during the contract year and should be taken
prior to June 30. In the event the operational requirements of the
employee’s position does not allow them to use their compensatory time
prior to June 30, the unused overtime shall be paid after June 30 at the
employee’s current rate of pay as on June 30.
c. The time off shall be taken at such time or times as may be mutually
agreed by the employee and the department head. Employees are
requested, but are not required, to provide forty-eight (48) hours notice to
the employer.
d. Equivalent time off means on an overtime basis, i.e., one (1) hour of
overtime equals one and one-half (1 1/2) hours off.
All paid leave hours shall be considered as hours worked for purpose of
computing overtime except for paid holidays celebrated on an employee’s regularly
scheduled day off for those employees working continuous operation jobs. In the event
a paid holiday is celebrated on an employee’s regularly scheduled day off and it is not
covered above, the Union and the Employer shall meet to resolve the matter.
5. Call In Pay
If employees are notified prior to 10:00 PM of scheduled
work contiguous to the start of their normal shift, employees will be paid for actual time
worked. If employees are notified after 10:00 PM they will be paid a minimum of three
(3) hours. Any employee called in without prior notification to work outside of his/her
regularly scheduled shift or on his/her scheduled days off shall be paid a minimum of
three (3) hours at the applicable rate. If the employee has been called into work without
prior notification, the supervisor shall authorize work of more or less than (3) three hours
duration necessary to resolve the situation prompting the call in.
6. All employees are required to either sign a daily time sheet or punch the time
clock assigned to their department. The foregoing also applies to overtime work.
7. No employee shall perform work outside of his/her regularly scheduled work
hours or on any kind of an overtime basis without the prior approval of his/her
supervisors except in emergency situations where the supervisor is not readily
available.
8. Reporting Pay Any employee who is scheduled to report for work and who
presents himself/herself for work as scheduled shall be assigned at least four (4) hours
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work or the hours of work scheduled, whichever is less, in the job classification for
which he/she was scheduled to report, unless cancellation has been submitted for
broadcast on KCRG television and WMT radio at least one (1) hour prior to the starting
time. If the aforementioned cancellation is not timely submitted and work in the job
classification is not available, the employee shall be excused from duty and paid at
his/her appropriate rate for four (4) hours or the hours of work scheduled, whichever is
less.
9. Double Time Employees working a regular work week schedule of
Monday through Friday will be paid double their regular straight hourly rate for all time
worked on Sunday. Other employees will be paid double their regular straight time
hourly rate for all time worked the second consecutive scheduled day off within their
regular work schedule. However, no part-time employee shall be paid double time per
this section unless he/she has worked over forty (40) hours in any one work week.

Article 10
Seniority
1. The various forms of seniority are as follows:
a. County Seniority - the length of an employee’s continuous service with
the Employer since the employee’s date of last hire.
b. Bargaining Unit Seniority - the total length of an employee’s service
within a particular Bargaining Unit within County Seniority.
c. Departmental Seniority - the total length of an employee’s service within
a particular department and Bargaining Unit.
For purposes of accruing vacation and sick leave benefits, seniority will be
computed from the employee’s date of last hire by the Employer. Employees whose
employment has been transferred in the past to the County will be credited with
seniority from the date of last hire with such Employer.
2. A new employee shall be on probation and have no seniority rights or
recourse to the grievance procedure except as to hourly rate of pay, holiday pay,
overtime pay, leave pay and group insurance eligibility, for a period of ninety (90)
calendar days from the date he/she commences work and, if retained, his/her seniority
shall be calculated from such date. New employees in the Juvenile Detention Center
(JDC) will have a probation period of one hundred and twenty (120) days. Scheduled
work days not worked are not to be included within the probationary period. The
Employer may extend the probation period for up to four (4) months in those cases
where the type of work or peculiar circumstances require additional time in which to
properly determine the employee’s qualifications. The Union will be notified in writing
and consulted in advance with regard to any such extension. Any such extension shall
be subject to the grievance procedure. The employer will provide to the Union quarterly
listing of temporary employees, including their names, department and date of hire. A
temporary employee hired as a full-time or part-time permanent employee at the end of
his/her temporary employment shall begin to accrue seniority at the time of permanent
9

hire. Time as a temporary employee may be credited in whole or in part toward the
satisfaction of a probationary period.
3. The Employer will provide the Union with a seniority list by County,
Bargaining Unit and department. A similar list will be posted in each department. Such
list shall be reviewed and updated each six (6) months or sooner if needed. Objections
to the list may be filed as a grievance at any time and corrections made where
appropriate. However, no grievance filed more than five (5) work days after posting
shall cause a retroactive adjustment in pay or the reconsideration of a bid award or
transfer.
4. An employee shall lose his/her seniority rights and his/her employment
automatically terminated if he/she: (a) quits or retires; (b) is discharged for just cause;
(c) engages in other work while on leave of absence without the prior approval of the
Employer or misrepresents the reason for obtaining leave of absence; (d) without just
cause is absent for three (3) consecutive working days without notice to the Employer;
(e) without just cause fails to report ready for work at the end of the leave of absence; (f)
lay-off out the door.
5. Employees promoted so that they are no longer within a Bargaining Unit will
continue to accrue seniority for a period of six (6) months. Thereafter, their Bargaining
Unit seniority will terminate.
6. Should the first day of work for two or more employees be on the same day,
seniority shall be determined according to the last four digits of the social security
numbers with the lower or lowest being most senior.

Article 11
Promotions and Transfers
This section is a prohibited bargaining topic and has been removed effective 7/1/2021.

Article 12
Layoff and Recall
This section is a prohibited bargaining topic and has been removed effective 7/1/2021.

Article 13
Rest Breaks and Meal Periods
1. Employees will be allowed two (2) fifteen (15) minutes paid rest periods each
day; one (1) period before and one (1) period after the lunch break. The rest periods
will be scheduled at the middle of each one-half (1/2) shift or as close thereto as is
feasible.
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2. Employees will be granted a meal period during each work shift. Whenever
possible the meal periods shall be scheduled at the middle of the shift or as close
thereto as is feasible. Employees on jobs which have paid meal periods will continue to
have such paid meal breaks.
3. Employees required to remain available or to perform work during their meal
period will be paid for same. The shifts presently operating on this basis will continue to
do so.
4. Rest Breaks When Working Overtime Two (2) Hours or More: Employees
scheduled to work two (2) hours or more beyond the end of their regular shift will
receive a fifteen (15) minute paid rest break at the end of the regular shift. Thereafter,
they will receive fifteen (15) minute paid rest breaks as nearly as is feasible at four (4)
hour intervals. Further, such employees will be either afforded a reasonable opportunity
to acquire a meal or provided with a meal after the first two (2) hours of overtime. All
such rest breaks and/or meal periods may be staggered to accommodate the
circumstances.

Article 14
Discipline
1. Disciplinary action will be taken against an employee only for just cause,
however, only suspension level disciplines and terminations shall be subject to the
grievance procedure.
2. The progressive system of discipline will be followed where appropriate, i.e.,
oral warning or counseling, written warning, suspension and discharge. The disciplining
of an employee shall be accomplished in such a manner as to not embarrass the
employee before another employee or the public.
3. The employee’s Steward will be promptly provided with a written copy of any
disciplinary action taken against an employee. The employee may request the
presence of his Steward at the time disciplinary action is taken or when a meeting is
held that could lead to future discipline.
4. Disciplinary action taken against an employee shall not be disclosed to other
employers if more than six (6) months has elapsed from the date of issue of the
discipline and the employee has received no further disciplinary action during that time.
Further, such discipline shall not be utilized in disciplinary or grievance hearings if more
than three (3) years has passed from the date of issue of the discipline and the
employee has received no further disciplinary action during that time.
5. An employee may make written request for a hearing within five (5) work
days from the date he/she is suspended or discharged. Should investigation of the
facts disclose that the employee was not suspended or discharged for just cause, the
employee shall be reinstated and compensated at his/her regular rate of pay for the
periods he/she was out of work, less any loss of time it may be determined was proper.
In any event, a meeting with the Chief Steward and Director of Human Resources will
be called within ten (10) calendar days of the written request for the hearing and the
Employer’s final decision will be given in writing to the Chief Steward within five (5)
calendar days after the close of the meeting between the Chief Steward and Director of
11

Human Resources. If the decision of the Employer is not satisfactory, the matter may
proceed to arbitration as provided in the final step of the grievance procedure.
6. Demotions will not be used for disciplinary purposes except as may be
mutually agreed to by the Union and the Employer.

Article 15
Grievance Procedure
1. Employee grievances and disputes concerning the interpretation and
application of this Agreement, or any Agreement made supplementary hereto, shall be
settled in accordance with the following procedure:
Step 1
The Steward and the employee shall take up the grievance or
dispute with the employee’s immediate supervisor within five (5) working days of the
date of the grievance or the date when he/she first should have had knowledge of its
occurrence. The supervisor will attempt to resolve the matter and will, in any event,
respond to the employee and his/her Steward within three (3) working days. The
Steward may request that the supervisor’s response be in writing but such written
response shall in no case establish a precedent binding on the Employer.
Step 2
If the answer is not satisfactory, the matter will be reduced to
writing and, within three (3) working days after the supervisor’s response is due,
presented by the Steward to the department head. The department head will respond
in writing to the Steward and Chief Steward within three (3) working days thereafter.
Step 3
If the grievance still remains unresolved, the Chief Steward shall
so advise the Employer’s designated Human Resources Director in writing within three
(3) working days after the response of the department head was due. The matter shall
then be considered at the next Grievance Committee meeting. The Union’s Council 61
Representative shall attend and participate in all matters pertaining to the grievance at
Step 3 and beyond. A separate Employer’s final decision on each grievance will be
presented in writing to the Grievance Committee chairperson within five (5) working
days after the close of such Grievance Committee meeting, with copy to the local Union
President, Council 61 Union Representative, Chief Steward and grievant.
Step 4
If the grievance is still unresolved, either party may within ten (10)
working days after the response of the designated representative of the Employer is due
make written request for arbitration.
The Union’s International Union Representative may attend and participate in
all matters pertaining to the grievance at Step 3 and beyond.
The arbitration procedure may only be invoked with the approval of the Union,
and in the case of an employee grievance, only with the approval of the employee.
Within five (5) work days from the date of receipt of the written request for
arbitration, the Employer and the Union shall meet and either mutually agree upon an
arbitrator or jointly petition the Public Employment Relations Board to submit a list of
five (5) arbitrators, all of whom shall be members of the National Academy of
12

Arbitrators, from which one (1) arbitrator shall be selected to hear and decide the
grievance. If a panel of arbitrators is not available with the National Academy of
Arbitrator’s Certification then the parties shall file a request for arbitrators from the
Federal Mediation and Conciliation Service using the same procedure as above. The
Employer and the Union shall meet within five (5) work days from the receipt of said list
and alternately strike four (4) names from the submitted list and the person whose name
is left shall be the arbitrator. Provided, however, the Union and the Employer may
mutually agree that the list of proposed arbitrators submitted is unacceptable and will
thereafter jointly petition the Public Employment Relations Board or the Federal
Mediation and Conciliation Service, whichever is applicable, for a new list of five (5)
arbitrators.
The party making the first strike shall be decided by the flip of a coin.
The arbitrator shall conduct a hearing on the grievance within a reasonable
time and shall be empowered to rule on all disputes concerning the interpretation and
application of this Agreement. However, he/she shall have no power to change or
amend the terms, conditions of application of this Agreement or any other Agreement
made supplementary hereto. The decision reached by the arbitrator shall be final and
binding upon the parties. Unless otherwise agreed to by the Employer and the Union,
the decision of the arbitrator and the findings upon which it is based shall be in writing
and the copies thereof presented to each party within thirty (30) days from the date the
hearing terminates.
Each party shall have equal time to present its case but no hearing shall
extend beyond five (5) work days unless agreed to by the parties. The party initially
requesting arbitration shall present its case first, except in the case of disciplinary action
where the Employer shall present its case first. Each party shall bear all the expense
incurred in the presentation of its case, and both parties shall equally share the expense
of the arbitrator and other incidental and necessary expenses involved. It is understood
that the necessary time spent by the Chief Steward, the steward of record, and the
grievant during their regular scheduled work hours in presenting the case to the
arbitrator at the hearing will be without loss of pay. Further, for each witness called by
the Employer to testify at the hearing, other than the Director of Human Resources and
a supervisor, the Union will be permitted one (1) additional employee witness to testify
without loss in pay on the same basis as above. The foregoing in no way limits the
number of witnesses who may be called by either party. It merely limits the number of
employees who may be called to testify on Employer time.
2. Except as provided in Article 7 of Section 6, unless agreed to the contrary by
the Employer, no meetings for any purpose of any part or all of the employees shall be
called for or held during working hours which would result in a partial or complete
shutdown of the Employer’s facilities or the curtailment of the performance of
governmental services.
3. If it is determined under the procedures set forth that an employee has been
suspended or discharged without just cause, such employee shall be entitled to
reinstatement of seniority and payment for time lost. Provided, however,
that such payment shall take into account any penalty which it is determined would have
been justified under the circumstances of the particular case.
4. It shall be the duty and responsibility of the Union representative, the Union
Grievance Committee and the Stewards to make every effort to encourage employees
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to settle all grievances through the established grievance procedure without any
interference with the performance of the Employer’s services except to the extent
provided for under the grievance procedure. The procedures set forth herein shall
constitute the sole and exclusive method for the determination, decision, adjustment or
settlement between the parties of any and all grievances and shall constitute the sole
and exclusive remedy, except as may be otherwise provided by law.
5. No dispute concerning an entire job classification and rate therefore shall be
subject to a grievance or arbitration unless during the period of this Agreement the
Employer materially changes the job duties of an existing job, creates a new job
classification or changes the rate of pay for any existing job classification.
6. An employee may use the grievance procedure to challenge whether he/she
is properly classified.
7. Grievances must be taken up promptly and awards and settlements thereof
shall in no case be retroactive beyond the date on which the grievance was first
presented to the supervisor. Failure on the part of the Union or an employee to make a
timely filing or appeal under this ARTICLE, except for good cause, shall constitute a
waiver of the grievance. Failure of the Employer to make a timely filing or answer under
this ARTICLE, except for good cause, shall constitute a settlement of the grievance in
accordance with the requested remedy. However, in no case shall such a settlement
establish a precedent or be used in any way by any party in any future proceeding.

Article 16
Leaves of Absence
1. Employees must, at the earliest possible time, make written request to their
department head for any leave of absence setting forth the reason for the leave of
absence and the approximate length of time off desired. Such request shall be
answered promptly by the department head.
2.
Sick Leave - A leave of absence for disabling or confining illness or injury
will be granted by the Employer on the basis set forth below:
a. Employees shall start to earn sick leave from their date of hire and shall
accumulate days of paid sick leave at the rate of one (1) day for each
completed calendar month of service during which the employee either
worked three (3) regular work days or was on paid leave of absence
(including Workmen’s Compensation Leave) for at least three (3) regular
work days. There is no maximum on the number of accumulated sick
days.
b. In order to qualify for sick leave benefits, an employee desiring to take a
sick leave must, as soon as is reasonably possible, notify his/her
immediate supervisor indicating the anticipated length of absence. Any
employee abusing the sick leave benefits will be subject to the disciplinary
procedures which may include severe discipline, such as discharge. Prior
to approving sick leave, the employee’s department head or the Board
may require verification of the employee’s condition through a statement
from the employee’s doctor certifying the employee’s disabling sickness or
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injury or through examination of the employee by a doctor of its choosing.
In the latter case, the doctor’s cost will be borne by the Employer.
c. Earned sick leave benefits will only be paid for and applied against regular
scheduled work days lost by the employee due to a bonafide illness or
injury which is disabling or required confinement except that:
·

A maximum of one-half (1/2) of one (1) days benefits will be paid for
attending routine doctor or dentist appointments.

·

Sick leave benefits up to a maximum of five (5) days in a one (1) week
period during the course of one fiscal year will be paid for absence due
to a serious illness or injury to a member of the employee’s immediate
family which requires the employee’s presence. For the remainder of
the year, the employee will be able to utilize up to two (2) work days in
any remaining work week. For purposes of this section an employee’s
immediate family includes the employee’s: spouse, mother, father, son,
daughter, step child, brother, sister, parent-in-law, grandchild, or foster
child. The immediate family shall also include the following individuals
if they live in the employee’s household: the employee’s grandparent,
stepparent, or legal ward.

d. Sick leave benefits will be paid at the employee’s regular straight time rate
within his/her regular job classification as of the initial date of such
absence.
e. A holiday for which an employee is entitled to holiday pay shall be paid as
a holiday and not as a day of sick leave.
f. Sick leave benefits will be paid for actual work time lost but if for less than
one-half (1/2) day, it will be tallied by the department head and charged as
accumulated on a half day basis.
g. No sick leave benefits will be paid to or charged against an employee
during periods in which the employee is on paid vacation or leave of
absence. If an employee on vacation is hospitalized or receives a
disabling injury, he/she may cancel his/her vacation and apply for
accumulated sick benefits.
h. There will be no payment or other form of reimbursement for accumulated
sick leave upon the termination of employment.
i.

In addition to accruing seniority while on an authorized sick leave,
employees shall be returned to the position held at the time the leave of
absence was granted.

j.

Employees who will exhaust their paid sick leave accumulation and will
continue to require a leave of absence due to a disabling or confining
illness or injury shall apply for an unpaid leave of absence in writing to the
department head before their paid sick leave is exhausted.
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The granting of such an unpaid leave shall be at the discretion of the
department head, but will not be unreasonably withheld. Furthermore, department
heads may require a statement from the attending doctor before granting such leave.
3. Maternity Leave - A leave of absence for maternity purposes will be granted
by the Employer on the basis set forth below:
a. Any employee will be granted a maternity leave on the following basis:
·

on a date certified by the attending physician, the employee will be
placed on maternity leave. At that time, the employee is to advise her
department head in writing as to whether she will return to work at the
end of her maternity leave.

·

it is anticipated that under normal circumstances the employee will
return to work within eight (8) weeks after delivery. Failure of the
employee to contact her department head and arrange a mutually
satisfactory date of return to work within twelve (12) weeks of delivery
shall effect an automatic termination of employment unless otherwise
agreed in writing by the Employer and the employee.

·

upon returning to work, the employee shall provide her department
head with a written statement from her attending physician certifying
that she is able to then return to work on a regular full-time basis.

b. An employee placed on maternity leave may apply all of her accrued
vacation and sick leave benefits toward the work time lost during such
leave. At the exhaustion of these benefits, the employee will continue on
maternity leave but without pay.
c. An employee returning from an authorized maternity leave will return to
the last job she held as a regular employee.
4.
Donated Leave - Subject to the following conditions and limitations, vacation,
personal days, floating holidays, or comp time (leave) may be donated to an employee with a
disabling or confining illness or injury who has exhausted all paid leaves, excepting only a
maximum of 40 hours of accrued vacation, available to them:
a.

All donated leave must be from the donee’s vacation, personal day,
floating holiday, or comp time account. All Requests To Donate
Leave must be submitted to Human Resources in writing and
signed by the donor. Human Resources shall administer the
Donated Leave Program.

b.

The Request To Donate Leave shall be submitted to Human
Resources within 14 days of the Notice of Request to Receive
Donated Leave being disseminated and shall include the number of
hours the donor is requesting to donate. Once submitted, a
Request To Donate Leave cannot be withdrawn. A donor may
donate leave not yet accrued as long as it has accrued by the time
it is scheduled to be utilized by the donee. Leave donated but not
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utilized shall be restored to the donor’s leave account.
Compensatory time and personal time which is restored to the
donor’s account during a succeeding fiscal year shall be restored
as time off notwithstanding anything to the contrary in the Collective
Bargaining Agreement.
c.

Donated leave will be deducted from donors’ accounts in the order
Requests To Donate Leave are submitted and will be deducted on
a rotational basis with a maximum of four (4) hours leave deducted
from each donor each time through the rotation until the donated
leave is exhausted or the need for donated leave is met.

d.

Multiple Requests to Donate Leave can be submitted within the 14
day period referred to in Paragraph 2 above. Additional Requests
to Donate Leave from a donor shall be added to the end of the list
of Requests To Donate Leave and deducted in the same manner
as set forth in numbered paragraph three (3).

e.

Donated leave must be used continuously, without interruption, until
exhausted. Once donated leave time is exhausted, it cannot be
restarted.

f.

Notwithstanding anything to the contrary in the Collective
Bargaining Agreement, including but not limited to Article 16,
Section 2a, and Article 18, Section 3, donated leave shall not count
toward the accrual of any leaves, vacation or other benefits under
the Collective Bargaining Agreement or the Policies and
Procedures for Management, Attorneys and Confidential Personnel
Manual. Though vacation shall not accrue during use of donated
leave, the donee’s anniversary date and last hire date shall be
unaffected by use of donated leave for all purposes, including
calculating years of service for the vacation schedule pursuant to
Article 18, Section 1 and the longevity schedule pursuant to Article
22, Section 1.

g.

All Requests to Donate Leave shall be kept confidential and are on
a voluntary basis.

h.

Donated leave can be utilized until the donee returns to work or for
a maximum of sixty (60) calendar days, whichever occurs first.

i.

A donee shall receive one hour of leave for each hour of leave
donated.

j.

Requests to Receive Donated Leave necessitate the release of a
limited amount of personal information. Employees requesting to
receive donated leave shall waive any and all privacy rights or
interests necessary to disseminate a Notice of Request to Receive
Donated Leave to Linn County employees setting forth the name of
the person requesting to receive donated leave, the county
department in which they work, and the amount of donated leave
anticipated to be needed. Only one Notice of Request to Receive
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Donated Leave shall be disseminated for a utilization of the
Donated Leave Program. The Donated Leave Program can be
utilized no more than once in a six (6) month period.
5. Sick Leave Conversion - Full time employees who have accumulated 600
hours of sick leave may convert each additional accrued 32 hours of sick leave to 8
hours of vacation. If an employee’s accrued sick leave account thereafter is depleted
below 600 hours, no conversion right exists until the account is rebuilt to 600 hours. An
employee may convert a maximum of 96 hours of sick leave each fiscal year. Use of
vacation pursuant to this clause will be governed by the rules of regular vacation.
6. Paternity/Adoption Leave - All male bargaining unit members, may utilize
three (3) days of earned sick leave, in addition to the leave provided in Section 2, (c), (ii)
of this Article, for a total of five (5) days leave in a week for paternity leave. Such leave
must be utilized within two (2) weeks of the birth of the child.
All bargaining unit members may utilize up to five (5) days of earned sick
leave in the event of adoption of a child. Such leave must be utilized within two (2)
weeks of obtaining custody of the child.
7. Leaves for On-the-Job Injuries - A leave of absence will be granted by the
Employer to any employee for a temporary absence required as a result of an on-thejob injury for which the employee is receiving temporary or healing period benefits under
Iowa Worker’s Compensation Insurance. During such leave, the employee at his/her
option may apply his/her accumulated sick leave benefits to be prorated against the
difference between his/her regular straight time wages and the compensation to which
he/she is entitled under the Iowa Worker’s Compensation Law.
8. Special Leave - The Employer may authorize special leaves of absence for
any period or periods not exceeding six (6) calendar months in any one (1) calendar
year for the following purposes:
a. With or without pay for the purpose of attending a college, university or
business school or receiving special training in subjects related to the
work of the employee and which will be of benefit to the employee and
the County service.
b. Without pay for urgent personal business requiring the employee’s
attention for an extended period, e.g., settling estates, liquidating a
business, etc.
c. With or without pay for purposes deemed by the Employer to be
beneficial to the County service.
The Employer may, upon the recommendation of the involved department
head, grant leaves of absence with or without pay in excess of the limitations set forth
above for the purpose of attending extended courses of training at a recognized
university or college or for such other purposes that are deemed beneficial by the
Employer for County service.
Leaves shall be granted or withheld on an impartial evenhanded basis and, if
withheld, the reasons given in writing.
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9. Full–time employees will be eligible for up to (40) forty hours of unpaid leave
each fiscal year the granting of which shall be subject to the operational requirements of
the department. Use of unpaid leave pursuant to this section is governed by the
vacation rules of the department. These (40) forty hours may be used prior to
exhausting all paid leave. There would be no carry over from year to year. Leave for
part-time employees would be pro-rated. Example: A (20) twenty-hour per week
employee would be eligible for (20) twenty hours of unpaid leave.
During an unpaid leave of absence, an employee:
a) will not receive compensation from the county;
b) will not accrue vacation or sick leave any month during which the
employee is not on paid leave status or working at least three (3) days;
c) may have the option of using accumulated vacation pay;
d) will not use sick leave benefits;
e) will not participate in retirement contribution any month for which the
employee is on unpaid leave status the entire calendar month;
f) shall receive no other benefits during the period of absence.
10. Military Leave - Employees shall be entitled to the military leave benefits
provided under the Iowa Code at Section 29A.28 and the Federal Selective Service Act,
which includes a leave of absence for the period of active service without loss of status
or efficiency rating, and without loss of pay during the first thirty (30) days of such leave
of absence. Proof of service must be returned to the department head before any
salary or wage reimbursement is paid.
11. Bereavement Leave
a. In the event of the death of an employee’s parent, parent-in-law, spouse
or child, such employee shall be entitled to five (5) work days of leave with
pay in the amount of the straight time earnings lost by him/her for
bereavement. In the event of an employee’s brother, sister, grandparent,
grandchild, sister and brother-in-law, daughter and son-in-law, stepparent,
stepchild, foster child and legal ward such employee shall be entitled to
three (3) work days of leave with pay in the amount of the straight time
earnings lost by him/her for bereavement.
b. The employee’s department head may, at his/her discretion, grant:
·

an unpaid bereavement leave in the event of the death of a relative not
included in the employee’s family;

·

an extended bereavement leave on an unpaid or earned vacation
basis at the employee’s option.
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c. In the event of the death of a present or retired county employee, a onehalf (1/2) day absence with pay will be authorized for county employees to
attend the funeral.
d. For good cause the Department Head will grant a maximum of two (2)
additional unpaid days in the event of death in the immediate family, as
defined, and such will not be unreasonably withheld.
e. Supervisors will grant employees time to attend the funeral of their aunt,
uncle or grandparents-in-law. Employees may use vacation, personal
hours or compensatory time. If the employee does not have accumulated
paid time such time will be without pay.
12. Court and Jury Leave
a. Employees who are called to and report for jury duty in any State or
Federal Court or grand jury and who, by virtue of such duty, lose time from
work shall receive for each day of jury duty performed the difference
between the employee’s normal straight time earnings for the day and the
jury fee (excluding mileage and other expenses) to which the employee is
entitled, subject to the following conditions:
·

such employee when released from jury duty before 12 noon must
report for work within one (1) hour after his/her release, if possible;

·

such employee shall notify the Employer within five (5) work days from
the date he/she receives notice of his/her selection for any jury service,
if possible

·

such employee shall provide the Employer with a written statement
from the appropriate public official showing the date and time of
service and the amount of pay received;

·

in computing the daily sum due to such an employee, his/her normal
straight time earnings shall be reduced to reflect the actual hours
worked by such employee’s shift, if less than normal.

b. Employees required by subpoena to testify in a State or Federal Court
action in a matter in which they are not personally involved as participants
(e.g. plaintiff, defendant, criminal act of the employee, etc.) shall be
granted leaves of absence for the period necessary to fulfill the Court
Obligation and shall receive the difference between any compensation
received for testifying and their regular straight time hourly rate for hours
lost as a result thereof. Employees will, as soon as possible, return to
work upon completion of their required testimony.
The County will include, as hours worked, the time required by the employee
to attend a Civil Service hearing if the employee is subpoenaed by either party or
required to attend by the County.
13.

Union Business Leave
a. An employee elected to a Union office or selected by the Union to do work
which takes the employee from his/her employment with the Employer will
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be granted one (1) unpaid leave of absence for a period not to exceed one
(1) year in duration.
b. Employees selected by the Union to participate in other Union activities
will be granted an unpaid leave of absence at the written request of the
Union for a period not to exceed one (1) month. Normally such leaves will
be for the purpose of attending Union conventions, schools, etc. and will
not involve more than one (1) employee per department to a maximum of
five (5) employees. In the event that more than the total of five (5) or more
than one (1) employee per department is so selected, the Employer will
evaluate each on an individual basis with the determining factor being the
service capabilities of the department involved.
14. Political Activity Leave - Employees who choose to run for political office
will be granted and will take an unpaid leave of absence commencing thirty (30) days
prior to the primary and/or general election. Employees elected to public office or
selected to serve on a governmental commission will be granted an unpaid leave of
absence for the initial term of office only.
15. Voting Time - Employees will be granted such time off with pay to vote in a
general State election as may be necessary to provide them with three (3) consecutive
hours, counting non-working time, in the period between the opening and closing of the
polls.
16. Status on Return from Leave - Unless otherwise agreed to by the Employer
and employee, an employee returning from an authorized leave of absence will return to
his/her regular job.

Article 17
Paid Holidays
1. There shall be eleven (11) (88 hours) regular paid holidays, (holiday hours)
namely: Independence Day, Labor Day; Veterans Day; Thanksgiving Day; the Friday
after Thanksgiving Day; the day before Christmas; Christmas Day; the day before New
Years Day; New Years Day; Martin Luther King Day; Memorial Day and sixteen (16)
personal hours. Personal hours shall be scheduled between the employee and the
department head during the contract year. The employer shall not be prohibited from
scheduling additional paid holidays.
2. Eligible employees (except continuous operations employees, and part-time
and temporary employees not regularly scheduled to work the day on which the holiday
is celebrated) shall receive one (1) day of pay for each of the holidays listed in Section 1
above on which they perform no work. Such holiday pay shall be eight (8) times the
employee’s current hourly rate unless his/her regular work day is less than eight (8)
hours in which case he/she will be paid his/her regular hourly rate times the number of
hours in his/her normal shift for that day. Should the holiday be celebrated on an
employee’s scheduled day off, he/she shall be paid for the unworked holiday or may
elect to take an additional day off with pay at a time mutually satisfactory to the
employee and his/her department head.
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3. To become eligible for holiday pay, the employee (full-time, part-time or
temporary) must have been in the employ of the Employer for thirty (30) calendar days
and have worked the scheduled work day immediately preceding and following the
holiday unless excused by the Employer for good cause.
4. For the purposes of this Agreement, paid holidays falling on a Saturday will
be celebrated on the preceding Friday and those falling on a Sunday will be celebrated
on the succeeding Monday.
5. An employee will not receive holiday pay while on leave of absence unless
he/she is on an authorized Worker’s Compensation leave or is on a sick leave and
entitled to sick leave benefits for the holiday, in which case he/she will receive holiday
pay in lieu of the sick leave benefit.
Should a paid holiday fall during an employee’s vacation, he/she may take an
additional day of vacation with pay in lieu of the holiday.
6. For the purpose of computing overtime, all holiday hours (worked or
unworked) for which an employee is compensated (in cash or with compensatory time
off) shall be regarded as hours worked.
7. All hours worked during the calendar day on which the paid holiday is
designated shall be compensated as double the employee’s hourly rate in addition to
his/her holiday pay.
8. Except for continuous operations, the employee with the most bargaining unit
seniority in the job classification and department will be first offered any hours to be
worked on the day the holiday is designated. Where that person refuses, the next
senior employee will then be offered that employment until staffing needs are filled. If
no employee accepts then the least senior employee in the job classification/department
will be required to work.
In the case of an employee who is specifically assigned to a project where
holiday or overtime is warranted, the Employer may offer said overtime to this employee
for the sole purpose of work on the project. Where the employee rejects the privilege to
work overtime then the most senior employee within the job classification/department
will be offered the overtime. Where that employee refuses to work the next senior
employee will then be offered the employment until this staffing need is filled. If no
employee accepts then the least senior employee in the job classification/department
will be required to work.
9. Notwithstanding the provisions of Article 8, Sections 2 and 3, the Employer
will, during work weeks in which a paid holiday is celebrated, alter employee work
schedules, where necessary, to assure that hours worked plus holiday hours paid equal
the employee’s scheduled hours for the week.

Article 17 A
Paid Holidays for Continuous Operations
1. There shall be eleven (11) paid holidays namely: the day before New Year’s
Day, New Year’s Day, Martin Luther King Day, Memorial Day, Independence Day,
Labor Day, Veteran’s Day, Thanksgiving Day, the Friday after Thanksgiving, the day
before Christmas, Christmas day (totaling eighty eight 88 hours), and sixteen (16)
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personal hours to be scheduled between the employee and the Department Head. The
Employer may schedule additional paid holidays as, in its judgment, appear appropriate.
2. All employees will be credited with 104 hours in the employee’s holiday bank
on July 1 of each year. If the division to which an employee is assigned is closed on the
designated holiday, eight (8) hours will be deducted from the employee’s holiday bank
and paid to the employee. An employee who works on a designated holiday shall be
paid at double his/her regular straight time hourly rate for all such hours worked and no
hours shall be deducted from the employee’s holiday bank.
3. To qualify for holiday pay, the employee (full-time, part-time or temporary)
must have been in the employ of the Employer for not less than thirty (30) calendar
days and have worked the full scheduled work day immediately preceding and following
the holiday unless excused by the Employer for good cause. Employees who are hired
during the contract year will be credited with the number of holidays remaining in the
contract year subject to the foregoing qualifying requirements.
4. The paid holidays will be celebrated on the actual calendar day of the holiday.
The holidays of President’s Day and Memorial Day will be celebrated on the day
designated as the federal holiday.
5. Should a paid holiday fall on an employee’s vacation, the hours shall be paid
as vacation and no deduction will be made from the employee’s holiday bank.
6. An employee will not receive holiday pay while on leave of absence unless
he/she is on an authorized workers compensation leave or an authorized sick leave and
entitled to sick leave benefits for the holiday, in which case he/she will receive holiday
pay in lieu of sick leave benefit.
7. For the purpose of computing overtime, all holiday (worked or unworked) for
which an employee is compensated (in cash or with compensatory time off) shall be
regarded as hours worked.
8. Employees shall schedule use of holiday bank hours pursuant to Article 18,
except that the sixteen (16) hours shall be scheduled between the employee and the
department head as provided in Section 1 of Article 17A. Any holiday bank hours
unused on June 30 of each year shall be paid to the employee during the second pay
period of the succeeding July at the employee’s rate of pay as of the preceding June 30.
Holiday bank hours used during the contract year shall be paid at the employee’s
regular straight time hourly rate in effect when the hours are used.
9. Employees who cease employment with the Employer for any reason or are
laid off out the door and have used all their holiday bank hours shall have any holidays
not yet celebrated deducted from their remaining vacation balance or hours worked
during their last pay period.

Article 18
Vacations
1. A full time employee shall be entitled to a paid vacation on the following basis:
·

After completion of probation, new hires will be eligible to use eighty
(80) hours of paid vacation. If the newly hired employee leaves before
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the completion of one (1) year of service, the vacation time used will be
deducted from their last paycheck.
·

After completion of two (2) years of continuous service – eighty (80)
hours.

·

After completion of six (6) years of continuous service - one hundred
twenty (120) hours.

·

After completion of eleven (11) years of continuous service - one
hundred sixty (160) hours.

·

After completion of seventeen (17) years of continuous service - two
hundred (200) hours.

2. A full time employee’s total number of years of continuous service, regardless
of part-time or full-time service, determines the amount of paid vacation hours an
employee shall receive.
3. There will be no accrual of vacation benefits during calendar months in which
the employee fails to work at least three (3) regular work days. Work days lost by
reasons of paid leaves of absence will be counted as days worked for the purpose of
computing vacation benefits.
4. Vacations will be scheduled by the employee’s department head at the time
requested by the employee provided that if the nature of the work requirements makes it
necessary to limit the number of employees on vacation at the same time, the
employees with greater seniority in that department or district shall be given priority.
Employees will give the department head as much advance notice as is possible of the
desired vacation period.
5. Earned vacation may be carried over from one year to the next, but vacation
time so carried over must be used during that year or it is lost.
6. Vacation pay will be distributed on the regular pay days and will be at the
employee’s regular rate of pay as of the last pay day preceding the date he/she takes
his/her vacation. However, an employee may receive his/her earned vacation pay on
the last pay day preceding his/her vacation by requesting same in writing not less than
thirty (30) days in advance. Such payments will be made in weekly units only.
7. Vacations may be taken in increments of not less than one (1) hour unless
departments, by work rule, provide for vacation to be taken in smaller increments.
8. No employee shall be required to work during his/her scheduled vacation
period.
9. An employee who is discharged, retired or separated from the service of the
Employer for any reason prior to taking his/her vacation shall be compensated for
his/her unused accumulated vacation accrued through the last vacation anniversary
date. In addition, except for employees discharged for proper cause, such employees
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will be paid for vacation time accrued on a monthly basis up to the date of termination of
employment.
10. A scheduled vacation of not less than five work days shall begin when the
employee’s last regularly scheduled shift ends and continues until the next regularly
scheduled shift begins. Employees on vacation shall be offered voluntary overtime in
rotation, but may not be forced to work overtime except in the case of a department or
division emergency call-in.

Article 19
Pay Periods and Complaints
1. Employees will be paid biweekly on Friday through the preceding Friday. In
the event the pay day is on a holiday, the preceding day shall be the pay day.
2. Should an employee have a complaint with regard to the correctness of
his/her pay check, he/she will first take up the matter with his/her supervisor. If he/she
is not satisfied with the action taken or response given by his/her supervisor, he/she
may provide his/her Union Steward with written authorization to investigate the
appropriate records to resolve the matter.
3. All newly hired employees are required to sign up for direct deposit of their
paychecks unless an exception is granted by the Auditor’s Office for extenuating
circumstances.

Article 20
Bulletin Boards
1. The Employer agrees to furnish and maintain suitable bulletin boards in
convenient places in each work area to be used by the Union. Notices pertaining to
political parties or individual candidates will not be posted on these bulletin boards.
Those employees in the secondary road crews located in outlying areas will be notified
by their supervisor as to job postings and new seniority lists at the time of posting. The
Union will limit the posting of notices to such bulletin boards.
2. There shall be no other general distribution of posters or pamphlets,
advertising or political matters, or literature, upon the Employer’s property. Such acts
shall constitute proper cause for discipline.

Article 21
Job Classifications and Wage Rates
1. The job classifications, pay grades and applicable schedules are set forth in
the attached Exhibit A for contract years 2021 – 2024 and are incorporated within this
Agreement and made a part hereof.
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a. The steps and wage rates are set forth in the attached schedules. The job
classifications assigned to each schedule are written on the appropriate
schedule.
b. The salary schedule will increase two percent (2.00%) on July 1, 2021,
two and one quarter percent (2.25%) on July 1, 2022 and two and one
half percent (2.50%) on July 1, 2023. Across the Board wages are open
for negotiations in FY25 (July 1, 2024) and FY26 (July 1, 2025).
Eligible employees will advance one step on the salary schedule during
the fiscal years beginning July 1, 2021, July 1, 2022, July 1, 2023. Step
advancement is open for negotiations in FY 25 (July 1, 2024) and FY26
(July 1, 2025).
c. Employees will progress through the step system based on the following
definition of steps:
·

Step A - New Hire Rate

·

Step B - At the end of the new hire probation period the employee will
move to Step B.

·

Step C - The employee moves to Step C after one (1) year in the job
classification.

·

Step D - The employee will move to Step D after completion of one (1)
year on Step C.

·

Step E - The employee moves to Step E after the completion of one (1)
year on Step D. This will be the top rate for any job classification.

d. A reclassification occurs when an employee’s current duties have been
determined to fit a different job classification and the employee is placed in
the different job classification. An upgrade occurs when an entire job
classification is assigned a new pay grade on a wage schedule. Any
employee who is reclassified shall be credited with time spent in the
previous position for purposes of step movement. Any employee whose
job classification is upgraded shall be credited with time spent in the
position for purposes of step movement. The union will receive notice of
all reclassifications prior to their effective date.
e. Employees who are certified to apply herbicides or pesticides will be paid
$1.25 per hour in addition to their regular hourly rate while preparing and
applying the pesticides. Employees in the Mechanic job classification will
be paid $1.25 per hour in addition to their regular hourly rate while
cleaning and maintaining equipment used to apply herbicides or
pesticides.
2. When any position not on the wage schedule is established, the Employer
may designate the job classification and wage rate for the position. In the event the
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Union does not agree that the classification and rate are proper, the Union shall have
the right to submit the issue as a grievance at Step 3 of the grievance procedure.

Article 22
Longevity
1. Employees will qualify for and receive longevity pay on the following basis:
a. The employee must have received payment for work performed or have
been paid benefits (e.g., vacation, holiday, sick leave, Worker’s
Compensation) during the year of employment involved.
b. Payment of longevity will be made in a lump sum the week following the
last pay period in November.
c. Employees regularly scheduled for sixty (60) hours or more per pay period
at some point during the calendar year and who have completed five (5)
years of such employment while continuously employed with the employer
shall be eligible to receive longevity payments on a prorated basis.
Any year of employment that the employee is not at some point in time
regularly scheduled for sixty (60) or more hours per pay period shall not
constitute eligible employment and not be included in the calculation of the
longevity payment.
d. After completing five (5) years of continuous service, an employee is
entitled to a longevity payment of Five Hundred Dollars ($500), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to ten (10) years of continuous service.
e. After completing ten (10) years of continuous service, an employee is
entitled to a longevity payment of Six Hundred Dollars ($600), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to fifteen (15) years of continuous
service.
f. After completing fifteen (15) years of continuous service, an employee is
entitled to a longevity payment of Seven Hundred Dollars ($700), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to twenty (20) years of continuous
service.
g. After completing twenty (20) years of continuous service, an employee is
entitled to a longevity payment of Nine Hundred Dollars ($900), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to twenty-five (25) years of continuous
service.
h. After completing twenty-five (25) years of continuous service, an
employee is entitled to a longevity payment of One Thousand One
Hundred Dollars ($1,100), all as provided under (b). Such payments will
continue for each year of continuous service thereafter.
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2. In the event the employment of an employee entitled to longevity pay is
terminated prior to Friday following the last payday in November, he/she will receive
his/her longevity pay earned as of his/her last anniversary date.

Article 23
Group Insurance
This section is a prohibited bargaining topic and has been removed effective 7/1/2021

Article 24
Safety
1. The Employer, the Union and the employees will comply with all applicable
Federal, State and local safety and health laws and the regulations issued thereunder.
2. Matters of employee safety in the performance of their jobs, procedures and
the operation of Employer equipment are proper subjects for discussion and action at
the monthly Union Grievance Committee meetings with the Employer. Any such issues
not resolved in this manner are subject to the grievance procedure.
3. During hazardous weather, employees shall be allowed to work indoors if
such work is available.
4. During severe weather conditions, the Employer will make a reasonable effort
to provide two (2) employees for the operation of equipment during the night hours.
5. When a mechanic is working in the shop or on a service call doing work which

is dangerous to his/her health and safety, upon request to his/her supervisor, he/she will
be supplied with the necessary help.
6. When employees are required to work with tools or equipment, such tools or
equipment will be furnished in sufficient quantity.
7. The matter of safety is a common concern and to this end the parties agree to
use reasonable means to protect the health and welfare of all employees.
8. The Union shall appoint three (3) members of the Linn County Safety

Committee.
9. The County will reimburse employees a maximum of one hundred ten dollars

($110.00) annually toward the purchase of prescription safety glasses for those
employees required to wear prescription safety glasses.

Article 25
Part-Time Employees
1. The provisions of the Agreement shall apply to each part-time employee
regularly scheduled to work less than thirty-two (32) hours per pay period except that
he/she:
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a. shall accrue no seniority;
b. shall be entitled to pro-rated vacation benefits based on the employee’s
total number of part-time and full-time years of continuous service. The
part-time employee’s regular scheduled hours of work, as determined by
the most recent payroll authorization, will determine the amount of prorated vacation according to the vacation scheduled set forth in Article 18,
Section 1. The proration shall be as shown on the following chart.
c. shall be entitled to other paid leaves according to the number of hours of
work regularly scheduled for such employee on the work day(s) involved;
e.g., if a paid holiday is celebrated on a work day and the part-time
employee is scheduled to work six (6) hours that day and otherwise
qualifies for holiday pay, he/she will be entitled to six (6) hours holiday
pay. The same would apply to funeral leave, sick leave, etc;
d. shall receive reporting pay on a pro rata basis if his/her regularly
scheduled hours for the work day involved are less than eight (8) hours;
2. Part-time employees regularly scheduled to work sixty (60) hours or more per
pay period shall be entitled to longevity pay according to Article 22, Section 1 (c).
3. The provisions of Section 1 above shall also apply to each part-time
employee regularly scheduled to work thirty-two (32) hours or more per pay period
except that such employee shall be entitled to longevity according to Article 22, Section
1 (c). The pro rata seniority will be calculated on the basis of the ratio between the
employee’s most recent regularly scheduled hours per pay period and eighty (80) hours.
4. A former part-time employee who becomes a full-time employee shall begin
to accrue benefits as a full-time employee effective the date the employee transfers to
the full-time position.
5. An employee holding more than one position is a part-time employee,
according to the regularly scheduled hours of any one (1) of the positions. An employee
cannot have two (2) part-time positions, in the same job classification, in the same
department, that equals a full-time position.
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Prorated Vacation Schedule for PART-TIME Employees
Hours per Week

39

38

37

36

35

34

33

32

31

30

29

28

27

26

25

24

23

22

21

1 Yr = 2 weeks

78

76

74

72

70

68

66

64

62

60

58

56

54

52

50

48

46

44

42

6 Yrs = 3 weeks

117 114 111 108 105 102

99

96

93

90

87

84

81

78

75

72

69

66

63

11 Yrs = 4 weeks 156 152 148 144 140 136 132 128 124 120 116 112 108 104 100

96

92

88

84

17 Yrs = 5 weeks 195 190 185 180 175 170 165 160 155 150 145 140 135 130 125 120 115 110 105

Hours per week

20

19

18

17

16

15

14

13

12

11

10

9

8

7

6

5

4

3

2

1

1 Yr = 2 weeks

40

38

36

34

32

30

28

26

24

22

20

18

16

14

12

10

8

6

4

2

6 Yrs = 3 weeks

60

57

54

51

48

45

42

39

36

33

30

27

24

21

18

15

12

9

6

3

11 Yrs = 4 weeks

80

76

72

68

64

60

56

52

48

44

40

36

32

28

24

20

16

12

8

4

17 Yrs = 5 weeks 100

95

90

85

80

75

70

65

60

55

50

45

40

35

30

25

20

15

10

5
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Article 26
Work Rules
1. Existing work rules and new or revised work rules will be discussed with the
Union and posted on the Union bulletin boards ten (10) working days in advance of the
effective date. The reasonableness of such work rules are subject to the grievance
procedure.
2. All work rules, whether general or departmental, will be uniformly applied.

Article 27
Miscellaneous
1. In the event the Employer requires in-service training of employees, such
training will be considered as work time and the employees paid accordingly.
2. The Employer will provide physical examinations required for employment.
However, should an employee prefer a doctor of their own choice, it will be at the
employees’ personal expense.
3. The Employer will notify the Union if it intends hiring employees under State
or Federal grants for periods exceeding seventy-five (75) working days.
4. The Employer may hire temporary employees on a full-time or part-time basis
for a particular purpose for a period not to exceed seventy-five (75) working days.
Temporary employees are additional employees who will not replace Bargaining Unit
position(s) or deprive any full-time regular employees of available overtime. Except as
specifically provided otherwise in the Agreement, they shall be entitled to no benefits.
5. No Pyramiding - If more than one provision of this Agreement calls for the
payment of a premium rate for the same hours of work (e.g., overtime, holidays,
Sundays, seventh (7th) consecutive day, etc.); only the higher premium will be paid.
6. Employees or their designees may review their personnel files from time to
time. Such review shall be arranged at times mutually convenient for the employee and
the Human Resources Office but shall not be accomplished on County time. Copies of
pertinent portions of the employee’s personnel file will be provided to the employee.
The Employer’s cost in preparing the copies will be paid by the employee. Matters
included in the personnel file of which the employee was not previously aware and
which are detrimental to the employee’s present or future employment may be
challenged through the grievance procedure.
7. An employee whose continued employment is in jeopardy due to an alcohol or
drug condition will be counseled to seek professional assistance to the extent necessary
for the purpose of rehabilitation. Such employee will be granted necessary sick leave
for the period of the employee’s then accrued and unused paid sick pay. In the event
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such sick pay covers less than thirty (30) calendar days, the employee will be granted
additional unpaid leave to the extent necessary to provide a total leave of thirty (30)
calendar days. An extension of such leave may be granted at the Employer’s
discretion. However, nothing herein shall require the Employer to grant further leave
should the employee’s condition continue or reoccur. Further, the Employer may
terminate such leave in the event the employee fails to actively pursue the prescribed
rehabilitation program.
8. The Union shall appoint three (3) members of the Employee Development
Committee. The Union shall also appoint members of any other committees that
involve the bargaining units.
9. Permission to attend conferences and seminars directly related to an
employee’s work and for the purpose of obtaining necessary continuing education
requirements of vocational certificates may be authorized by an elected official or
department head provided the work schedule permits and funding is available.

Article 28
Performance Appraisals
This section is a prohibited bargaining topic and has been removed effective 7/1/2021.

Article 29
Separability and Savings
1. Should any Article or section of this Agreement be found invalid, unlawful, or
not enforceable by reason of any existing or subsequently enacted legislation or by final
judicial decision, the remaining Articles and sections shall continue in full force and
effect for the duration of the Agreement. The parties will promptly meet for the purpose
of negotiating an appropriate replacement for the offending Article or section.

Article 30
Term
1. This Agreement shall be binding upon the parties hereto from July 1, 2021
through June 30, 2026.
2. During the period of this Agreement, neither the Employer nor the Union will
be required to negotiate on any further matters, affecting this Agreement or any other
matters not specifically set forth in this Agreement.
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Exhibit A
Classes Assigned to Salary Grades
Job #

Class Title

Grade

Schedule

Administrative Support Series
40-10
40-09
40-22
40-06
40-02
40-05
40-01
40-13
40-23
40-16
40-29
40-14
40-28
40-21
40-08
40-11
40-03
40-27
40-26
40-25

Account Clerk
Administrative Secretary
Automation Support Technician
Clerical Specialist
Clerk
Clerk Typist
Communications Aide
Elections Clerk
Grants Specialist
Intake Technician
Lead Permit Specialist
Patient Advocate
Permit Specialist
Purchasing Specialist
Secretary
Senior Account Clerk
Senior Clerk
Treasurer-Team Leader
Universal Account Clerk
Universal Clerk

53
57
54
55
51
53
53
55
55
55
57
55
56
56
55
55
52
57
56
56

A
A
A
A
A
A
A
A
A
A
A
A
A
A
A
A
A
A
A
A

56 + $ .25

A

Law Enforcement Series
40-19

Duty Officer
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40

SALARY
SCHEDULES
7/1/2021
2.0%

41

SALARY SCHEDULE - A
7/1/2021
2.0%
(Steps Based on Hourly Rates)
Hourly rate times 80 equals biweekly rate, rounded to nearest cent.
Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE

A

B

C

D

E

51 A
Bi-W
H

$30,305.60
$1,165.60
$14.57

$31,865.60
$1,225.60
$15.32

$33,488.00
$1,288.00
$16.10

$35,339.20
$1,359.20
$16.99

$37,190.40
$1,430.40
$17.88

52 A
Bi-W
H

$32,531.20
$1,251.20
$15.64

$34,216.00
$1,316.00
$16.45

$35,942.40
$1,382.40
$17.28

$37,897.60
$1,457.60
$18.22

$39,811.20
$1,531.20
$19.14

53 A
Bi-W
H

$34,860.80
$1,340.80
$16.76

$36,732.80
$1,412.80
$17.66

$38,500.80
$1,480.80
$18.51

$40,705.60
$1,565.60
$19.57

$42,931.20
$1,651.20
$20.64

54 A
Bi-W
H

$37,564.80
$1,444.80
$18.06

$39,457.60
$1,517.60
$18.97

$41,683.20
$1,603.20
$20.04

$43,680.00
$1,680.00
$21.00

$46,176.00
$1,776.00
$22.20

55 A
Bi-W
H

$40,518.40
$1,558.40
$19.48

$42,515.20
$1,635.20
$20.44

$44,740.80
$1,720.80
$21.51

$47,174.40
$1,814.40
$22.68

$49,816.00
$1,916.00
$23.95

56 A
Bi-W
H

$43,576.00
$1,676.00
$20.95

$45,780.80
$1,760.80
$22.01

$48,380.80
$1,860.80
$23.26

$50,980.80
$1,960.80
$24.51

$53,747.20
$2,067.20
$25.84

57 A
Bi-W
H

$47,216.00
$1,816.00
$22.70

$49,795.20
$1,915.20
$23.94

$52,270.40
$2,010.40
$25.13

$55,078.40
$2,118.40
$26.48

$58,094.40
$2,234.40
$27.93
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SALARY
SCHEDULES
7/1/2022
2.25%

43

SALARY SCHEDULE - A
7/1/2022
2.25%
(Steps Based on Hourly Rates)
Hourly rate times 80 equals biweekly rate, rounded to nearest cent.
Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE

A

B

C

D

E

51 A
Bi-W
H

$30,992.00
$1,192.00
$14.90

$32,572.80
$1,252.80
$15.66

$34,236.80
$1,316.80
$16.46

$36,129.60
$1,389.60
$17.37

$38,022.40
$1,462.40
$18.28

52 A
Bi-W
H

$33,259.20
$1,279.20
$15.99

$34,985.60
$1,345.60
$16.82

$36,753.60
$1,413.60
$17.67

$38,750.40
$1,490.40
$18.63

$40,705.60
$1,565.60
$19.57

53 A
Bi-W
H

$35,651.20
$1,371.20
$17.14

$37,564.80
$1,444.80
$18.06

$39,374.40
$1,514.40
$18.93

$41,620.80
$1,600.80
$20.01

$43,888.00
$1,688.00
$21.10

54 A
Bi-W
H

$38,417.60
$1,477.60
$18.47

$40,352.00
$1,552.00
$19.40

$42,619.20
$1,639.20
$20.49

$44,657.60
$1,717.60
$21.47

$47,216.00
$1,816.00
$22.70

55 A
Bi-W
H

$41,433.60
$1,593.60
$19.92

$43,472.00
$1,672.00
$20.90

$45,739.20
$1,759.20
$21.99

$48,235.20
$1,855.20
$23.19

$50,939.20
$1,959.20
$24.49

56 A
Bi-W
H

$44,553.60
$1,713.60
$21.42

$46,820.80
$1,800.80
$22.51

$49,462.40
$1,902.40
$23.78

$52,124.80
$2,004.80
$25.06

$54,953.60
$2,113.60
$26.42

57 A
Bi-W
H

$48,276.80
$1,856.80
$23.21

$50,918.40
$1,958.40
$24.48

$53,456.00
$2,056.00
$25.70

$56,326.40
$2,166.40
$27.08

$59,404.80
$2,284.80
$28.56
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SALARY
SCHEDULES
7/1/2023
2.5%
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SALARY SCHEDULE - A
7/1/2023
2.5%
(Steps Based on Hourly Rates)
Hourly rate times 80 equals biweekly rate, rounded to nearest cent.
Hourly rate times 2080 equals annual rate, rounded to nearest cent.

GRADE

A

B

C

D

E

51 A
Bi-W
H

$31,761.60
$1,221.60
$15.27

$33,384.00
$1,284.00
$16.05

$35,089.60
$1,349.60
$16.87

$37,024.00
$1,424.00
$17.80

$38,979.20
$1,499.20
$18.74

52 A
Bi-W
H

$34,091.20
$1,311.20
$16.39

$35,859.20
$1,379.20
$17.24

$37,668.80
$1,448.80
$18.11

$39,728.00
$1,528.00
$19.10

$41,724.80
$1,604.80
$20.06

53 A
Bi-W
H

$36,545.60
$1,405.60
$17.57

$38,500.80
$1,480.80
$18.51

$40,352.00
$1,552.00
$19.40

$42,660.80
$1,640.80
$20.51

$44,990.40
$1,730.40
$21.63

54 A
Bi-W
H

$39,374.40
$1,514.40
$18.93

$41,371.20
$1,591.20
$19.89

$43,680.00
$1,680.00
$21.00

$45,780.80
$1,760.80
$22.01

$48,401.60
$1,861.60
$23.27

55 A
Bi-W
H

$42,473.60
$1,633.60
$20.42

$44,553.60
$1,713.60
$21.42

$46,883.20
$1,803.20
$22.54

$49,441.60
$1,901.60
$23.77

$52,208.00
$2,008.00
$25.10

56 A
Bi-W
H

$45,676.80
$1,756.80
$21.96

$47,985.60
$1,845.60
$23.07

$50,689.60
$1,949.60
$24.37

$53,435.20
$2,055.20
$25.69

$56,326.40
$2,166.40
$27.08

57 A
Bi-W
H

$49,483.20
$1,903.20
$23.79

$52,187.20
$2,007.20
$25.09

$54,787.20
$2,107.20
$26.34

$57,740.80
$2,220.80
$27.76

$60,881.60
$2,341.60
$29.27
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