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THIS AGREEMENT is made and entered into by and between SKAMANIA COUNTY, 
WASHINGTON, hereinafter referred to as the County, and the OFFICE AND PROFESSIONAL 
EMPLOYEES’ INTERNATIONAL UNION, LOCAL 11, AFL-CIO, hereinafter referred to as the 
Union, as bargaining agent for the Skamania County Manager employees. 

 
WHEREAS, pursuant to the laws of the State of Washington resulting in collective bargaining, 
the employees of the above-described bargaining unit have elected to have the Union represent 
them with regard to matters concerning labor relations and conditions of employment with the 
County, and 

 
WHEREAS, the County recognizes their right to do so, 

NOW, THEREFORE, be it mutually agreed as follows; 

ARTICLE 1 – RECOGNITION 

1.1 The County recognizes the Union as the sole and exclusive bargaining agent for the 
bargaining unit described as: All full-time and regular part-time (positions budgeted sixty 
percent [60%] FTE or greater) Manager employees in the Community Events and 
Recreation, Community Health, Adult Probation Office, Senior Services, Noxious Weed 
Department and Public Works including Buildings & Grounds, Building Official Fire 
Marshall, County Road, ER&R, Solid Waste and Engineering, excluding all confidential 
employees, department heads and all other employees. 

 
1.2 Temporary/Seasonal employees working less than six (6) months or one thousand forty 

(1040) hours per year, whichever is longer, are precluded from the Union. In the event of 
layoff or attrition, the County will not use a temporary employee to fulfill the duties of 
the position for more than six (6) months. 

 
ARTICLE 2 – UNION RIGHTS AND SECURITY 

 
2.1 The parties agree that the terms of this Agreement apply equally to all covered employees 

within the bargaining unit. Subject to RCW 41.56.122 employees may become a member of 
the Union or a Non-Union employee. Any bargaining unit employee who becomes a member 
of the Union may authorize the Employer to deduct from their pay the amount of Union 
membership dues charged by the Union for the representation and services provided by the 
Union. This authorization must be in writing and forwarded to the Skamania County Auditor 
and Human Resources Department. 

 
All other bargaining unit member shall fall under Article 3.2 to this Agreement. 
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2.2 New Hires. The Employer agrees that the Union Representative shall be allowed to meet 
with all employees hired into positions recognized under this Agreement within thirty-one 
(31) days from the date of hire for the purposes of presenting information about the Union 
and their exclusive bargaining representation. 

 
2.2.1 Reasonable access shall be as follows: 

 
a) Access shall be up to one (1) hour. 

 
b) Access occurs during the employee’s regular work hours at the employees’ 

regular worksite or at a location agreed to between the Employer and the Union. 
 

c) Employees shall receive their regular wage for time spent during this meeting 
with the Union. 

 
2.3 The Employer will deduct dues from the wages of those employees who sign an 

authorization form and forward them to the Union each month. 
 

2.4 The Union shall defend, indemnify and hold the Employer harmless against any claims 
brought against the Employer by an employee, covered by this Agreement, arising out of the 
Employer making a good faith effort to comply with this Article, including costs and attorney 
fees. 

2.5 The County agrees not to discriminate against any member of the Union for their activity on 
behalf of or because of membership in the Union. 

 
ARTICLE 3 – MAINTENANCE OF MEMBERSHIP 

 
3.1 The Union, upon completion of the new employee orientation, shall provide all dues 

authorization forms or opt out forms for employees who do not want to be a Union member 
to the Skamania County Auditor and Human Resources. 

 
3.2 No dues deductions shall be made for any employee who fails to sign an authorization form 

to become a member of the Union. 
 

3.3 All dues deductions made shall be forwarded to the Union office on a monthly basis. The 
County will make payment postmarked by the 10th of each month. Payment will include 
detailed accounting including contributions for each employee. 
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ARTICLE 4 -HOURS OF WORK 

 
4.1 Normally, eight (8) consecutive hours, excluding the lunch period, shall constitute one 

(1) full day's work; and forty (40) hours shall constitute one ( 1 ) full week's work. 
 

The work week is 12:00 AM Sunday to 11:59 PM Saturday and may be scheduled as 
follows: 

 
a) A five (5) day work week Monday through Friday, 
b) A four (4) day work week using a 4/10 schedule, or 
c) A mutually agreed schedule between the Union and County that covers forty (40) hours 

for the workweek. 
 

4.2 It is the expectation that Managers will be present during the working hours of the 
employees the Manager supervises. The Department Head must approve scheduling 
exceptions exceeding two (2) weeks. The Department Head shall notify the Board of 
Commissioners of the scheduling exception. 

 
4.3 If a Manager is designated as an exempt employee from the overtime provisions of the 

Fair Labor Standards Act, the exempt employee shall follow the provisions of Chapter 
12.16- Exempt Employees of the Skamania County Personnel Policy. 

 
4.4 Employees on a 5/8 schedule receive two (2) paid fifteen (15) minute breaks and one 

(1) unpaid thirty (30) minute lunch per working day. Employees on a 4x10 schedule 
shall receive two (2) paid fifteen (15) minute breaks and one (1) paid thirty ( 30) minute 
lunch per working day. Employees receiving a "paid" lunch period are required to remain 
on the County premises or at the prescribed worksite, at the discretion of the Supervisor, 
and readily available. The Employer agrees to make every effort to provide employees 
with an uninterrupted meal period and comply in accordance with applicable laws. 

 
4.4.1 In the interest of preventing employee exposure to undue hazard caused by fatigue 
where the period of scheduled or unscheduled work of six (6) or more hours duration 
resulting in the employee having less than a four (4) hour rest period prior to the start of their 
next scheduled shift, the employee will be excused from performing their regularly 
scheduled work that day, provided that they may be recalled in the event of an emergency. 
If an employee is excused from working their regular scheduled work shift, they will not 
receive a loss of overtime pay earned for the hours worked leading to them being sent home 
or due to this provision of the agreement. 
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4.5 Shift Differential and Seasonal Pay. Shift differential and seasonal pays are subject to the 
overtime rate per Article 6 to this Agreement. 

4.5.1 If an employee is required to work either a swing or graveyard shift, as defined in 
Section 4.4.6 they shall be compensated, the following premium for the assigned 
work period: 

 
- Swing Shift: three percent  (3%) of base hourly pay 
- Graveyard: eight percent  (8%) of base hourly pay 

 
4.5.2 Essential Worker and Seasonal Differential Pay: An employee may be required to 

work an intermittent Winter/Seasonal shift assignment and shall be compensated, an 
additional premium of three percent (3%) of their base hourly pay for swing shift 
while those working the grave yard shift will receive and additional premium of eight 
percent (8%) of their base hourly pay for the assigned work period. 

 
4.5.3 Shifts and shift work shall be defined as starting within the following hours: 

 
- Days 6:00 a.m. –  9:00 a.m. 
- Swing 2:30 p.m. –  5:30 p.m. 
- Graveyard 8:30 p.m. –  1:30 a.m. 

 
4.6 Essential Worker is defined as a bargaining unit employee that is required to work during 

emergent and unavoidable circumstances which include unpredictable or unavoidable 
occurrences at unscheduled intervals relating to weather, accidents, declared states of 
emergency, County wide closure or other unforeseen incidents 

 
4.7 Inclement Weather or County Closure. 

4.7.1 In the event the County wide or isolated department closure, employees who are unable 
to report to work or are sent home due to the closure will remain whole including no loss of 
wages and will not be required to use hours from their leave banks so long as the total number 
of days of closure does not exceed two days in a year. 

4.7.2 Employees unable to report to work may be required to work from home if possible 
and/or be available to managers or coworkers during the normal hours of the day if required. 
In the event the County operations and/or offices close due to weather or other disaster 
related events, hourly employees who are required to report to work under the direction of 
their Director and or Manager will receive an additional two (2) hours at the overtime rate 
in addition to the actual hours worked. 
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ARTICLE 5 – RATES OF PAY 
 

5.1 Except otherwise provided by this Agreement or its appendices, the County agrees to pay 
employees, as appropriate, the salary schedules for employees covered by this Agreement and within 
the salary range of each step provided in Appendix “A”, attached hereto and by this reference made 
part of this Agreement. 

 
Full time employees are regular employees in budgeted one (1.0) FTE positions. Part-time 
employees are regular employees in budgeted positions less than one (1.0) FTE. Sixty percent (60%) 
or more of a FTE. Part-time employees included in the bargaining unit receive prorated benefits for 
sick, vacation and holiday based on budgeted FTE as provided by County Policy. 

 
5.2 Wages. 

 
Effective January 1, 2025, the following wage adjustments shall apply: 

 
The wage schedule will be adjusted (“fixed”) to ensure a consistent four and one half 
percent (4.5%) difference between each pay range and a four and one half percent (4.5%) 
difference between each pay step, for all currently occupied bargaining unit positions. 
Additionally, the wage scheduled will be increase one percent (1%) once the steps and 
ranges have been equalized. The four and one half percent (4.5%) scheduled adjustment 
along with the additional one percent (1%) equates to an approximate four percent (4%) 
COLA increase for a vast majority of the bargaining unit positions and as shown within 
Appendix “A” to this Agreement. 

 
All bargaining unit positions will be moved up one (1) additional pay range shown within 
Appendix “A” to this Agreement. Positions moving up a total of two (2) pay ranges include 
Road Maintenance Foreman, Noxious Weed Program Administrator, Manager of Cultural 
Events, Building Official/Fire Marshall, Adult Probation Officer, Road Superintendent and 
Senior Service Program Manager. One (1) pay range equals an additional four and one half 
(4.5%) pay increase for a total of a nine percent (9%) pay increase for these positions. 
Employees will move into the new pay range for their position and will maintain their 
current pay step in the new range and will not have their salary anniversary date changed 
due to this increase. 

 
[Bargaining Note: The positions identified to move up a total of two (2) pay ranges were 
because they appeared to be significantly behind the estimated average of Skamania 
County’s 10 comparative county wages and that have not been recently addressed or 
changed and to better align with comparable industry positions.] 
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Effective January 1, 2026: All salaries contained in Appendix A shall be increased across 
the board by three (3%) percent to reflect a COLA. [Bargaining Note: some additional 
positions which appeared to be significantly behind the estimated average of Skamania 
County’s 10 comparative county wages and that have not been recently addressed or 
significantly changed have been adjusted an additional one range increase, including Solid 
Waste Manager.] 

 
The wage scale for non-exempt FLSA employees represents annualized semi-monthly 
salaries based on two thousand eighty (2080) hours per year and shall reflect a four and a 
half percent (4.5%) difference between the Steps and range levels. FLSA exempt 
employees are paid on a salary basis. 

 
5.2 Progression within the applicable pay range will be as follows: Each newly hired 

employee (other than those hired for temporary periods) will advance one step from their 
starting salary on the first (1st) of the month nearest six (6) months after his/her 
appointment. Advancement is based on satisfactory yearly performance. The date of this 
advancement will become their annual step increase date for subsequent one (1) step 
advancements. An employee's step increase may be delayed up to ninety (90) calendar 
days at the specific request of the Department Head, based on below average evaluation 
marks. 

 
a) If an employee has had their step increase delayed because of a below average 

departmental evaluation, the Department Head shall reply to the employee as to the 
specific reason that said step increase is delayed, with a copy for the Union and the 
employee. 

 
b) The employee may grieve the matter by utilizing the grievance procedure contained 

herein. 
 

5.3 The rate of pay for any new job classification not covered by Schedule “A” which may 
be established during the life of this Agreement, excluding elective and administrative 
positions, shall be subject to consultation between the County and the Union. The County 
is not precluded from hiring a new bargaining unit position during the period of consultation 
with the Union. 
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5.4 Longevity Incentive: 

 
5.4.1 Longevity pay will be based upon the length of service as shown below. Each 
regular full time or part-time employee who completes the continuous length of service 
with Skamania County will be eligible for longevity pay. Longevity pay will be paid for 
this incentive for the years of service indicated in the table below on a semi-monthly 
basis. 

 

Years of Service Months of Service Rate per pay period 

8-15 85 - 180 $13.54 

16-20 181 - 240 $27.08 

21-25 241 - 300 $54.16 

26 or more 301+ $108.33 

 
 

5.5 Should a member of the Managers Unit be assigned to perform the significant duties of 
the Department Head for a period of thirty (30) days or more, the employee will receive 
an increase in pay during the assignment of at least two (2 ) ranges above the employee's 
existing range. (For example: An employee at Range 10, Step 3 would receive pay at Range 
12, Step 3. 

 
5.6 Effective January 1, 2019, each employee shall have deducted from their pay the amount 

set by Washington State Labor & Industries for employees withholding for medical and 
supplemental pension benefits within each risk classification. 

 
5.7 If a member of this bargaining unit’s duties involve supervising employees of or 

performing essential duties associated with another bargaining unit, and who, but for their 
membership in this bargaining unit instead of the associated bargaining unit, would be 
eligible to benefit from specific programs, funded by dedicated non-county funds to incent 
retention or recruitment of employee, at the discretion of the Department Head and Board 
of County Commissioners, that member of this bargaining unit may participate and benefit 
from such programs provided for in the contract with the member’s associated bargaining 
unit. 
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ARTICLE 6 – OVERTIME  
 

6.1 No Section of this Article, OVERTIME, shall apply to members of the Managers Unit 
who are defined as FSLA Exempt Employees by the County except as allowed in Section 
12.5.2 of the Skamania County Personnel Policy. The remainder of this Article 6 - 
OVERTIME shall apply only to employees defined as FSLA Non-exempt employees by 
the County. 

 
6.2 Compensation for overtime is at the rate of one and one-half (1½) times the employee's 

regular basic hourly rate of pay, inclusive of any special or premium pay. Overtime shall 
be paid to employees with the bargaining unit for assigned work performed in the excess 
of forty (40) hours in a workweek. Paid leaves do count as hours worked for the purposes 
of overtime calculations. 

 
Overtime shall be computed to the nearest one quarter (¼) hour. 

 
6.3 Bargaining unit employees may elect to accrue compensatory leave time in lieu of 

overtime to a maximum accrual of eighty (80) hours. Compensatory time is earned at the 
rate of one and one-half (1½) hours for every hour of overtime worked. Compensatory time 
is to be scheduled the same as vacation. 

 
Compensatory Time Elected Payout. Employees may elect to receive compensation for 
accrued compensatory hours in the first payroll period of May and November each year. 
Employees must provide written notice to the Payroll Department no later than the 25th of 
April and October annually and designate the number of hours to be compensated for on 
the County payroll form. 

 
6.4 For the purposes of calculating overtime, the work week is 12:00AM Sunday to 11:59PM 

Saturday. 
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6.5 Callback Pay. For FLSA non-exempt employees, the County agrees to pay employees 
who are called back to work after completion of their regular shift a minimum of two (2) 
hours of overtime at the time and one-half (1½) of their regular rate of pay. If an employee 
works more than two (2 ) hours, the employee shall be compensated overtime for actual 
time worked. Members of this unit who receive or must make a telephone call or other 
communications related to official County business while outside of the members 
assigned work week shall receive a minimum of fifteen (15) minutes overtime 
compensation for the time spent resolving the issue. If the member works for more than 
fifteen (15 ) minutes as a result of resolving the issue, they shall be compensated overtime 
for the actual time worked. 

 
Call back time on an employee’s scheduled day off shall be compensation at a minimum 
of three (3) hours of overtime pay regardless of the actual amount of time worked. 

 
ARTICLE 7 –EMPLOYERRIGHTS  

 
7.1  Except as otherwise expressly and specifically limited by the terms of this agreement, the 

County retains all its customary, usual and exclusive rights, decision making prerogatives, 
functions, and authority connected with, or in any way incidental to, its responsibility 
to manage the affairs of the departments in which the employees in the bargaining unit 
are employed. The rights of the employees in the bargaining unit, and the Union are 
limited to those specifically set forth in the Agreement, and the County retains all 
prerogatives, functions, and rights not specifically limited by the terms of this Agreement. 
Without limitation, but by way of illustration, the exclusive prerogatives, functions, and 
rights of the County shall include the following: 

 
a) To direct and supervise all operations, functions, and policies of the department in 

which the employees in the bargaining unit are employed. 
 

b) To close or liquidate an office, branch, operation or facility or combination of 
facilities, or to relocate, reorganize, or combine the work of divisions, offices, 
branches, operations or facilities for budgetary or other reasons. Should any of these 
events occur, the County will meet with the Union to discuss the impact on employees. 

 
c) To determine the need for a reduction, or an increase, in the work force, and the 

implementation regarding that decision. Should any of these events occur, the County 
will meet with the Union to discuss the impact on employees. 
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d) To establish, revise, and implement standards for hiring, classification, promotion, 

quality of work, safety, materials, equipment, uniforms, appearance, and methods and 
procedures. It is jointly recognized that the County must retain authority to fulfill and 
implement its responsibilities and may do so by oral or written work rule, existing or 
future. It is agreed, however, that no work rule will be promulgated or implemented 
which violates a specific provision of this Agreement. 

 
e) To assign and distribute work. 

 
f) To assign shifts, workdays, hours of work, and work locations. 

 
g) To determine the need for and qualifications of new employees, transfers, and 

promotions. 
 

h) To discipline, suspend, or discharge an employee in accordance with the provisions of 
Article 11 to this Agreement. 

 
i) To determine the need for additional educational course or training programs, on-the- 

job training, and cross-training, and to assign employees to such duties for periods to 
be determined by the County. 

 
ARTICLE 8 – UNION REPRESENTATIVES 

 
8.1  The Union will identify members of the Bargaining Unit to serve as Union Stewards. The 

County agrees to allow on duty paid time during an employee’s regular work period 
for authorized Union Stewards to attend Union orientation, negotiations or 
grievance meetings. 

 
8.2 An authorized representative of the Union, including Stewards, shall have the right to 

investigate grievances or job conditions, at reasonable hours provided that it does not 
interfere with the progress of work. 

 
8.3 The Union shall advise the Employer, in writing, of the names of their authorized 

representative and Stewards. Such persons will continue as the sole representative or 
Stewards authorized to conduct Union activities under this Article unless and until 
additional notice is received from the Union changing the identity of the authorized Union 
Representative or Union Stewards. 
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ARTICLE 9 – HOLIDAYS/PERSONAL DAYS 
 

9.1 Paid holidays shall be recognized as set per their resolution for employees covered by this 
Agreement as listed below: 

 
9.1.1 

New Year’s Day Labor Day 
Martin Luther King Day Veterans Day 
Presidents Day Thanksgiving Day 
Memorial Day Day after Thanksgiving (If on a 5/8 or 4/9 schedule) 
Juneteenth Christmas Day 
4th of July (1) Personal Day 

 
9.1.2 Plus, any day declared as a paid holiday by the County Commission. Any day 

declared by the President or Governor is subject to negotiation. 
 

9.1.3 Should the County desire to return to a five (5) day eight (8) hour workweek the 
holiday scheduled days off shall return to its original format (Day after 
Thanksgiving). 

 
9.1.4 Employees covered by this Agreement shall receive holiday pay, at the straight 

time rate of pay, in accordance with their work schedule for the holidays listed 
above. Full pay for the work day may be one of the following: 

 
a) Eight (8) hour workday – eight (8) holiday hours. 

b) Ten (10) hour workday – ten (10) holiday hours; 

c) Nine (9) hour workday – nine (9) holiday hours (or if on the day of a four (4) 
hour workday – four (4) holiday hours). 

 
9.1.5 Part-time employees shall be credited with observed holidays on a pro-rata 

basis based upon the ratio of full-time employment. Employees less than sixty 
percent (60%) budgeted FTE are not eligible for benefits. For clarification, the 
County will identify when the part-time position stems from a normally 
scheduled 5/8 or 4/10 schedule. 

 
a) In the event the prorated amount is less than the employee's regularly 

scheduled work day, the employee may use vacation time hours or, with the 
approval of a Supervisor, the employee may work the hours during the pay 
period in order to account for the difference in hours. Use of flextime cannot 
result in overtime obligations, regardless of Article 6 to this Agreement. 
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For Example: An employee budgeted at seventy-five percent (75%) FTE will 
receive seventy-five percent (75%) of the holiday benefit provided to a full-time 
employee. 

 
9.2 When a holiday falls on a Sunday, the following Monday will be substituted. When a 

holiday falls on a Saturday, the holiday is the preceding work day. When a holiday falls 
on a Friday, the preceding Thursday will be substituted. 

 
For the Solid Waste Supervisor, when a holiday falls on an employee's day off, another 
day off shall be scheduled by mutual agreement between the County and the employee. 
If a paid holiday as listed above falls within an employee's regularly scheduled vacation, 
the vacation day will not be assessed against the employee. This includes when the County 
closes for a half (½) day or more for business during regularly scheduled vacation. 

 
9.3 Any work performed by an employee covered by this Agreement at the request of the 

County on any of the holidays listed above, shall be paid at the rate of time and one- 
half (1½) their applicable rate of pay in addition to the holiday pay. 

 
9.4 For FLSA non-exempt employees, an employee who is on authorized sick leave when a 

holiday recognized in accordance with Section 9. 1 of this Article is observed, shall 
receive pay at straight-time for the holiday, and will not have their sick leave accrual 
charged. 

 
9.5 Personal Day: Employees shall receive one (1) personal day per year to be scheduled 

the same as a vacation day and used in a full day increment. The personal day will have 
the equivalent value of hours as provided for in Section 9.1.1 and 9.1.2 to this Article. 
Personal days will be credited on the first (1st) working day of the calendar year of each 
year to this Agreement if the employee is currently employed. Personal days are to be used 
in the calendar year or are forfeited. Personal days have no compensable value upon 
separation. 

 
ARTICLE 10 – JURY DUTY 

 
10.1 An employee shall continue to receive their regular rate of pay, inclusive of special or 

premium pay, for any period of required service as a juror in the employees County of 
residence or Federal Court or when subpoenaed to testify as a witness in in matters related 
to their official duties arising from the course of employment on their normal working days. 
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10.2 All money received as witness fees, or pay for jury duty, shall be surrendered to the 
County, except for money received for such duty on the employee's regular day or days 
off. This shall not include any mileage reimbursement by the court. 

 
10.3 If an employee is called for jury duty, or subpoenaed as a witness, on a normal 

workday, said employee shall report immediately for work following dismissal by the 
Court. Employees are expected to provide reasonable notice to their Supervisor regarding 
leaves for court subpoena. 

 
10.4 Employees serving as a witness or under subpoena for a non-job-related matter, shall be 

charged against the employee’s vacation, floating holiday or compensatory time balances, 
or may be taken as unpaid leave at the option of the employee (unpaid leave will result in 
proration of benefits and accrued leaves and holidays). 

 
ARTICLE 11 – DISCIPLINE AND DISCHARGE 

 
11.1 After an employee has completed their initial probationary period, such employee may 

be disciplined by written reprimand, suspended without pay, or discharged for just cause. 
"Just Cause" is not required to discipline or demote a probationary employee. Termination 
of a probationary employee is not subject to the grievance process. Probationary periods 
for regular positions will be established upon hire for each employee. 

 
11.2 Coaching, counseling, documented verbal warnings, and work improvement plans are not 

considered discipline and are not subject to the grievance process. 
 

11.3  Employees may provide rebuttal to any matter placed in an employee's personnel file 
within ten (10) days of notice of action. 

 
11.4 A non-exhaustive list of examples of misconduct that may constitute "just cause" for the 

discipline or discharge is contained in Section 9.14.2 of the Skamania County Personnel 
Policy Manual. 

 
11.5 In case of a grievance contesting a termination or disciplinary action, relevant information 

in the employee's personnel file will be made available to an authorized Union 
representative upon written request. Records of disciplinary action shall be retained 
according to the record retention procedures in Disciplinary Action section of the 
Skamania County Personnel Policy Manual. 
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ARTICLE 12 - CLOTHING 
 

12.1 The County shall provide all necessary safety equipment as required by the 
W.I.S.H.A and O.S.H.A to the employee at no cost. 

 
12.2 The County will provide members of this unit rain gear if required to perform the duties of 

their job. 
 

12.3 Rain gear shall be replaced by the County when it is no longer serviceable. Employees 
must turn in their old rain gear to receive a new set. 

 
12.4 On or about January for each year of this Agreement, the County shall provide three 

hundred dollars ($300.00) for clothing/equipment per year for the following "field" 
Managers: 

 
Solid Waste Manager 

Road Superintendent 

Facilities Maintenance Manager 

Building Official 

Noxious Weed Coordinator 

Road Foreman 

(payment is subject to applicable withholdings) 

 
ARTICLE 13 – INSURANCE AND RETIREMENT  

 
13.1 For each employee enrolled in the County insurance plans designated herein, the County 

will continue to provide insurance pursuant to the terms of said plans and County rules. 
The plans named in this Article may be changed by written agreement between Skamania 
County Commissioners and OPEIU Local 11; and that the Employer shall give ninety (90) 
days’ notice to the Trust of their intent to change healthcare suppliers and in accordance 
with the Trust notifications. 

Currently, the County receives insurance through Western States Health & Welfare 
Trust Fund of OPEIU. The parties acknowledge that benefits are provided by the Trust 
and are subject to the discretion of the Trust. Subsequently, the parties waive bargaining 
changes in plan design and benefits by the Trust. 
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Premium Cost Shares: Effective January 1, 2025, and for the duration of this Agreement, 
for full-time employees one (1) FTE, the Employer will contribute eighty five percent 
(85%) of the monthly premium contribution and employees will pay fifteen percent (15%) 
of the premium contribution through pre-tax payroll deduction. The County agrees that the 
employee portion of the premium contribution for Health and Welfare shall be capped at 
not more than three hundred dollars ($300) per month during the lifetime of this 
Agreement. 

 
Part-time employees at seventy-five percent (75%) FTE or more will pay the same 
premium cost share as provided for full time employees in this Section. 

 
Part-time employees less than seventy-five percent (75%) FTE will pay a pro-rated 
premium share based on budgeted FTE through pre-tax payroll deduction (For example, a 
sixty percent (60%) FTE will pay a forty percent (40%) premium cost share). 

 
13.2 The abovementioned insurance plans, whichever is applicable, may include coordination 

of benefits. 
 

13.3 The County agrees to notify bargaining unit employees, within a reasonable period of 
time, of any changes made to the Health & Welfare Plans; which includes plan design 
and/or carrier change/discontinuation. Be it further agreed the County and the Union shall 
bargain the impact of these changes to bargaining unit employees. 

 
13.4 Insurance Opt-out Provision. Bargaining unit employees who have dual healthcare 

coverage shall have the voluntary option to opt out of Western States Health & Welfare 
Trust Funds of the OPEIU or comparable healthcare plan under the following parameters. 

 
a) The employee must be able to prove that they have healthcare coverage through 

another entity. 
 

b) The County agrees to pay a t h r e e hundred dollar ($300.00) monthly stipend for 
those employees who opt out. Part-time employees will receive a pro-rated amount 
based on budgeted FTE. 

 
c) The County shall provide employees who opt out of the Western States Health & 

Welfare Trust Funds of the OPEIU or comparable healthcare plan open enrollment 
paperwork as to determine if they wish to continue the opt out request for healthcare 
coverage. 
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d) Qualified Family Status: Enrollment changes as a result of qualified family status 

change will be provided in accordance with State, Federal and County policies. 
Enrollment changes must be received by the County with applicable documentation 
within thirty-one (31) calendar days and shall be effective the first (1st) of the month 
following the date of the qualifying event. Otherwise, coverage cannot be obtained 
until the next open enrollment with coverage effective January (1st) of the following 
year. 

 
13.5  Pension. The County will continue to participate in pension benefits for each employee 

in the Washington State Public Employee Retirement System. 
 

ARTICLE 14 – GRIEVANCE PROCEDURE 
 

14.1 The purpose of this grievance procedure is to provide for an orderly method for resolving 
grievances. A determined effort shall be made to settle any such differences at the lowest 
possible level in the grievance procedure, and there shall be no suspensions of work or 
interference with the operations department. 

 
14.2 For purpose of this Agreement, a grievance is defined as only those disputes involving 

the interpretation, application, or alleged violation of any provision of this Agreement. 
 

14.3 The following steps shall be observed in the grievance procedure: 
 

STEP 1: The employee, or the steward on behalf of the employee, shall present his/her 
grievance within ten (10) working days of its alleged occurrence to his/her direct 
Supervisor or Department Head, if there is no other direct Supervisor, who shall respond 
to the employee within five (5) working days after receipt of the grievance. 

 
In the event a Step 1 grievance is denied by a direct Supervisor other than a Department 
head, the next step is to provide the grievance to the Department Head under the same 
timelines and conditions herein. 

 
STEP 2: If no satisfactory settlement is reached in STEP 1, the steward shall reduce the 
grievance to writing and submit the written grievance to the County Commissioners 
within five (5) working days after receipt of the Department Head's response. A written 
grievance including nature of the grievance with basic facts, time and place, and witness 
names (if applicable). The grievance will state the alleged contract violation and remedy 
sought to resolve the matter. The County Commissioners, or designee, shall respond to 
the grievance, in writing, to the employee and the Union within ten (10) working days 
after receipt of the grievance. 
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STEP 3: If no satisfactory settlement is reached in STEP 2, the written grievance, as stated 
in STEP 2, shall be submitted by the Union to the Board of County Commissioners for 
mediation, in accordance with the following procedures: 

 
a) The Union and the Chairman of the County Commissioners, or their designee shall 

meet within ten (10) working days after notice that no satisfactory settlement is reached 
in Step 2. If the grievance involves another elected official, they may be present. 

 
b) The Union or the steward on behalf of the employee, the Chairman of the County 

Commissioners or their designee, shall respond to the grievance, in writing, to the 
employees and the Union within ten (10) working days after the Board and the Union 
have met. Either party (or jointly) may request a mediator from PERC if resolution is 
not reached at Step 3 and prior to Step 4. 

 
STEP 4: If no satisfactory settlement is reached in STEP 3 and requested mediation does 
not resolve the matter, the written grievance, as stated in STEP 3, shall be submitted to an 
Arbitrator in accordance with the following procedures: 

 
a) The Union and the Chairman of the County Commissioners, or their designee, shall 

contact one another within five (5) working days after notice of arbitration has been 
given, to select an Arbitrator. If the parties are unable to agree upon an Arbitrator, 
they shall jointly request the Public Employment Relations Commission to provide a 
list of seven (7) names and the parties shall alternately strike one (1) name from the 
list until only one (1) name remains. A coin toss shall determine which party will 
strike the first (1st) name. The selection of the Arbitrator shall be completed within 
seven (7) working days of the receipt of the list. 

 
b) The Arbitrator shall have jurisdiction and authority only to interpret, apply or 

determine compliance with the terms of the Agreement and shall not have jurisdiction 
to add to, detract from, or alter in any way the provisions of this Agreement. The 
decisions of the Arbitrator shall be final and binding. 

 
c) The fees and expenses of the Arbitrator, and the proceedings, shall be borne equally 

by the parties. However, each party shall be completely responsible for all costs 
preparing and presenting its own case, including compensating its own attorneys, 
representatives and witnesses. If either party desires a record of the proceedings, it 
shall solely bear the cost of such record. 
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d) In case of a continuing, or other money claim against the County, no award shall be 
made by the Arbitrator which shall allow any alleged accruals more than six (6) months 
prior to the date when such grievance shall have first been presented. 

 
14.4 It is specifically and expressly understood and agreed that taking a grievance appeal to 

arbitration constitutes an election of remedies, and a waiver of any and all rights by the 
appealing employee, the Union, and all persons it represents, to litigate or otherwise 
contest the appealing subject in any other court or forum unless otherwise prohibited by 
law. Likewise, litigation or other contest of the subject matter of the grievance in any 
court or other available forum shall constitute an election of remedies, and a waiver of the 
right to arbitrate the matter. 

 
14.5 If the grievance is not advanced by the Union in accordance with the time limits set forth 

within the procedure, the grievance shall be considered waived. If the Employer does not 
process the grievance in accordance within the time limits set forth within the procedure 
the grievance shall automatically move to the next step in the grievance procedure. The 
parties may mutually agree, in writing, to extend the time limits for a given step for a 
specified period of time. In the event the parties dispute timeline issues for matters 
submitted to arbitration, the arbiter will be limited to hear the timeliness arguments first, 
including any closing summation by the parties. The arbiter will then rule from the bench 
on the timeliness issue. 

 
14.6 For the purpose of this Article, "working days" shall mean Monday through Friday, 

normal County business days, and "regular working hours" shall mean the grievant 
employee's assigned duty hours. A grievance may be terminated at any time upon receipt 
of a signed statement from the Union stating the matter is resolved. 

 
ARTICLE 15 – STRIKES AND LOCKOUTS 

 
15.1  The County and the Union recognize that the public interest requires the efficient and 

uninterrupted performance of all County service, and to this end pledge their best efforts 
to avoid or eliminate any conduct contrary to this objective. Neither the Union nor the 
County shall cause, engage in, or sanction any work stoppage, strike, lockout, slowdown, 
or other interference with County functions. Employees who engage in any of the forgoing 
actions shall be subject to disciplinary action. 



19  

ARTICLE 16 – VACATIONLEAVE (ANNUAL LEAVE) 
 

16.1 Vacation leave shall be earned as set forth in the grid below for all bargaining unit 
employees: 

 
Continuous Work Year 

Completed 
Vacation Hours Earned Per 

Month 
Vacation Hours earned 

Per Year 
0-8 years 10.00 120 hours 
9 years 10.67 128 hours 
10 years 11.33 136 hours 
11 years 12.00 144 hours 
12 years 12.67 152 hours 
13 years 13.33 160 hours 
14 years 14.00 168 hours 
15 years 14.67 176 hours 
16 years 15.33 184 hours 
17 years 16.00 192 hours 
18 years 16.67 200 hours 
19 years 17.33 208 hours 
20 years 18.00 216 hours 
21 years 18.67 224 hours 
22 years 19.33 232 hours 
23 years 20.00 240 hours 

Employees earning a higher rate than provided at twenty-three (23) years of service at time of 
execution of this Agreement will continue to earn their same current rate until separation of 
employment. 

 
16.2 Eligible part-time employees shall receive pro-rated vacation credits for the number of 

hours they work monthly, relative to normal monthly hours of full-time employment. 
Employees less than sixty percent (60%) FTE are not eligible for these leave benefits 
(current County policy). 

 
16.3 Vacation leave is accumulative to a maximum of three hundred eighty (380) working 

hours. When an employee has reached the maximum allowable accrual, future accruals will 
cease until such time as the balance allows additional leave earnings. In cases where the 
workload makes it necessary for the employee to lose additional leave earnings, the 
employee may request permission to accumulate up to forty (40) additional hours leave 
which must be taken within six (6) months. Scheduling of vacation leave shall be 
contingent upon approval by the department head and dependent upon the County’s 
operational requirements; however, such requests shall not be unduly denied. If the 
department head, designee or elected official does not approve vacation and as a result 
the employee loses accrued leave for that pay period, the employee must be 
compensated at an hourly rate as detailed in Section 16.8 within this Article for vacation 
leave losses during that pay period. 
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16.4 If an employee is terminated any time after his probationary period is completed, the 

County shall pay the employee for all accumulated vacation at the employee’s regular 
rate of pay up to a maximum of three hundred eighty (380) hours. 

 
16.5 For the purpose of vacation eligibility, an employee who is rehired within twenty-four (24) 

months and in good standing shall retain their annual leave accumulation rate and longevity 
pay accumulation rate prior to their termination, and therefore for these purposes, shall not 
be considered a new hire or new employee 

 
16.6 For non-exempt employees, vacation leave shall be charged in a minimum of fifteen 

(15) minute increments. 
 

16.7 Employees who are on authorized extended leaves of absence without pay will receive 
prorated vacation leave. 

 
16.8 Vacation hours shall be paid at the employee’s straight-time rate of pay. 

 
16.9 An employee may elect to be paid through payroll accumulated vacation each year subject 

to the following conditions: 
 

a) An employee may cash out no more than eighty (80) total hours of accumulated 
vacation leave per calendar year; 

 
b) After a cash out of accumulated vacation leave, an employee must have a minimum 

of forty (40) hours remaining in the employee’s vacation leave bank; 
 

c) The employee must have used at least forty (40) hours vacation leave (excluding 
donated leave) during the calendar year. Eligibility for a cash out of accumulated 
vacation leave will be based upon vacation leave balance and planned usage of 
vacation leave at the time of the employee’s written request; If employee has used 
less than forty (40) hours of vacation leave, the payment shall be prorated to meet 
the leave usage requirement. 

 
d) Only vacation leave hours actually accrued, as of the time of the employee’s 

written request for cash out, will be counted to determine eligibility for the vacation 
cash out; 

 
e) An employee meeting the conditions in 16.9 may submit a written vacation cash out 

request in April and/or October of each year, with payment for cashed out vacation to 
be included in the employee’s next regular payroll; 
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f) The rate of pay for vacation leave cashed out will be the employee’s base pay in effect 
on the date of the voluntary cash outpayment. 

 
ARTICLE 17 – BULLETIN BOARDS 

 
17.1  The County shall provide one (1) bulletin board for Union use in each work area. 

Material posted shall be the responsibility of the Union and shall relate only to Union 
business. 

 
17.2 Notices and announcements shall not contain anything political or inflammatory in nature, 

or anything reflecting derogatorily upon the County, or any of its employees or officers. 

17.3 The Union Representative or elected Stewards may notify Union members of bulletin board 
postings or meetings using County email. 

 
ARTICLE 18 – SICK LEAVE 

 
18.1 Full-time employees shall accumulate sick leave at the rate of nine (9) hours for each 

month of continuous employment with no maximum limit. Eligible part-time employees 
shall accumulate sick leave on a prorated basis, based on the number of hours worked by a 
full-time employee. 

 
18.2 For non-exempt employees, sick leave taken shall be taken in at least fifteen (15) minute 

increments. 
 

18.3 Sick leave shall not accrue during leave of absence with pay or during layoff. 
 

18.4 Sick leave may be granted for any of the reasons allowed in Chapter 12.8.3 of the 
Skamania County Personnel Policy. The County and the Union agree that the use of paid 
sick leave is subject to certain conditions and in accordance with RCW 49.46.210 the 
Washington State Sick Leave Act and provision set out in the Skamania County Personnel 
Policy or other applicable laws. 

 
18.5 If employees are absent due to illness or injury for which they are receiving payment 

from State Industrial Insurance, or a comparable insurance fund, the following is 
applicable: 

 
When Washington State Labor and Industries makes a decision to allow a claim, the 
employee may charge their sick leave account, or other accrued paid leaves if their sick 
leave balance is exhausted, for the difference between compensation received from the 
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Worker's Compensation Insurance and the employee's regular base monthly salary. 
Employees shall be able to utilize accrued sick or other accrued leave, in that order, for 
the first three (3) day waiting period for the Time Loss benefits. 

 
Employees will not accrue sick or annual leave during time off work from a work-related 
injury covered under the Washington State Worker's Compensation Act. 

 
If employees are absent due to illness or injury for which they are receiving payment 
from State Industrial Insurance, or a comparable insurance fund, the following is 
applicable: 

 
If accrued sick leave and/or annual leave are exhausted, or if the employee elects not to 
use such leave, the employee will receive such State Industrial Insurance weekly benefits 
only. The employee will not be terminated from County employment for six (6) months 
after exhausting accrued leaves. Donated leave shall be in accordance with the Skamania 
County Personnel Policy. 

 
18.6 Serious Health Conditions, FMLA and Family Care Leave. The County shall authorize 

leaves of absence to employees for qualifying circumstances, as specified in the Federal 
Family and Medical Leave Act (FMLA), the Washington State Family Leave Law, the 
Family Care Act and the Washington State Paid Family and Medical Leave, this 
Agreement, and other relevant statutes. If an employee is seeking leave under the 
WPFMLA, the employee must follow the State process. 

 
18.6.1 The County will contribute to the Paid Family and Medical Program based upon the 

required amount to be contributed by Employers by Chapter 50A.04 RCW. The County 
shall deduct from the employees’ wages the percent of premiums for the Paid Family and 
Medical Leave Program as permitted by RCW 50A.04.115(3)(b) and (c) beginning January 
1, 2019. Employees will be required to participate in the Paid Family and Medical Leave 
Program per RCW 50A.04. 

 
18.7  Consistent with FMLA or other applicable laws, employees will be permitted to take leave 

for disabilities caused by pregnancy, miscarriage, abortion or childbirth after submitting 
to her department head a letter from their physician stating dates of necessary leave. 
Employees on FMLA leave may use their accrued sick leave or vacation. 

 
18.8 Full benefits and retirement contribution shall continue to be made by the County for all 

employees on authorized paid sick leave. 
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18.9 At retirement (as defined by the Skamania County Personnel Policy), death, or after twenty 
(20) years of continuous service with the County, up to one thousand (1000) hours of 
accrued sick leave will be paid to the employee or his designated beneficiary at the salary 
level being paid at the time of separation or death. 

 
18.10 Bereavement Leave: Death in the immediate family requiring the attendance of the 

employee. Bereavement leave for such employee shall be limited to forty (40) hours in 
any one (1) instance, without special approval from the County. Part-time employees shall 
receive bereavement leave prorated on a full-time equivalent employee. Bereavement leave 
must be used within thirty (30) days of the death of the immediate family member unless 
an extension is approved by the Employer. Request that are unreasonably denied will be 
submitted to the Union and Human Resources. The immediate family for death 
consideration shall include any and all relatives listed in Section 12.8.3.4 of the 
personnel policy. This leave is separate from annual sick leave. Leave with pay of up to 
four (4) hours may be granted when an employee serves as a pallbearer. The Employer 
reserves the right to request verification. 

 
18.11 The parties acknowledge changes in law may occur during the term of this Agreement and 

should a provision of this Article conflict with applicable law, the law will apply. 
 

ARTICLE 19 – SKAMANIA COUNTY PERSONNEL POLICY 
 

Proposed revisions and/or adoption of new personnel policies will be shared with the Union prior 
to adoption by the County consistent with bargaining obligations. The County will discuss such 
proposals at the request of the Union Representative. Should there be a conflict between this contract 
and the Personnel Policy, the language within the contract shall take precedence, and disagreements 
are subject to negotiations between the parties, subject to RCW 41.56. (see also Article 26). 

 
ARTICLE 20 – LAYOFF AND RECALL 

 
20.1 Layoffs for Managers within a department shall be based on the ability to perform the 

necessary work. If more than one ( 1 ) Manager within the department can perform all 
the necessary duties, seniority shall prevail. Seniority is measured from the most recent 
date of service in a bargaining unit position. A layoff is a separation of employment. 

 
20.2 Employees will be provided four (4) working weeks’ notice of layoff. The County may 

pay the employee in lieu of continued employment during the notice period. 
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ARTICLE 21 – NON-DISCRIMINATION  
 

21.1 The provisions of this Agreement shall be applied equally to all employees in the 
bargaining unit without discrimination consistent with County Policy and as to age, 
marital status, race, color, creed, religion, national origin, mental, physical or mental 
disability (unless a bona fide occupational qualification exists), sex, pregnancy and 
maternity, sexual orientation, gender identity, veteran's status, guide dog or service 
animal, genetic information, Union affiliation, political affiliation, or other protected 
status under federal or state statute. The Union shall share equally with the County the 
responsibility for applying the provisions of this Agreement. 

 
21.2 Grievances based on this Article are limited to Step 3 of Article 14 to this Agreement. 

 
ARTICLE 22 – SEPARABILITY 

 
In the event that any provision of this Agreement is unlawful or be declared invalid by a final 
judgment in any court of competent jurisdiction or through final decree of a government (federal or 
state), such decision shall not invalidate the entire Agreement, it being the express intention of the 
parties hereto that all other provisions not declared invalid shall remain in full force and effect. 
The parties agree that any invalid provisions of this Agreement shall be modified to comply 
with the existing regulations and laws. 

 
ARTICLE 23 – CHANGES IN WORKING CONDITIONS 

 
Changes in existing hours and other conditions, consistent with collective bargaining obligations 
set forth by PERC, shall be subject to negotiation between the parties. 

 
ARTICLE 24 – CONFLICT OF CONTRACT AND ORDINANCE 

 
Where there is a direct and specific conflict in the terms of the Agreement and a specific County 
policy, this Agreement shall apply to members of the bargaining unit. 
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ARTICLE 25 – ENTIRE AGREEMENT 
 

This Agreement embodies the whole Agreement of the parties. There are no promises, terms, 
conditions or obligations other than those contained herein, except for written supplements to 
this Agreement executed subsequently thereto. 

 
ARTICLE 26 – FULL OPPORTUNITY TO BARGAIN 

 
Both parties acknowledge that each party had full and complete opportunity to present proposals 
and negotiate on all aspects of wages, hours and working conditions, and negotiation are concluded 
for the term of this Agreement. 
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APPENDIX “A”-2025 Adjusted Ranges and Fixed Salary Schedule with 4.5% between steps 
and ranges with a 1% COLA (effectively approximately 4% COLA) 

MANAGERS UNIT 

Wages on monthly based on a regular work schedule of 2080 hours per year 
 

RANGE CLASSIFICATION STEP 
1 

STEP 
2 

STEP 
3 

STEP 4 STEP 5 

19 Food Service Manager 4291 4484 4686 4896 5117 
22 Community Health Office Manager 

* 
Public Works Office Manager * 

4896 5117 5347 5588 5839 

23 Road Maintenance Foreman 5117 5347 5588 5839 6102 
24 * 5347 5588 5839 6102 6376 

25 Manager of Buildings and Grounds 
Noxious Weed Program 
Administrator 
Community Events Program 
Manager 
Adult Probation Officer 

5588 5839 6102 6376 6663 

26 * 5839 6102 6376 6663 6963 
27 Solid Waste Manager 

Seniors Program Manager 
6102 6376 6663 6963 7277 

28 Road Superintendent 
Data and Finance Manager 

6376 6663 6963 7277 7604 

29 LERC/Emergency Preparedness 
Program Manager 

Building Official/Fire Marshall 

6663 6963 7277 7604 7946 

30 * 6963 7277 7604 7946 8304 
31 * 7277 7604 7946 8304 8677 
32 Public Health Nurse Manager * 

Behavioral Health Manager * 
7604 7946 8304 8677 9068 

 
*Indicates positions that currently are not currently filled, and for which the range was not increased. If one of these 
positions is filled the ranges may be adjusted as appropriate. 
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APPENDIX “A”-2026 3% COLA Increase 

MANAGERS UNIT 
Wages on monthly based on a regular work schedule of 2080 hours per year 

 
RANGE CLASSIFICATION STEP 1 STEP 

2 
STEP 
3 

STEP 4 STEP 5 

19 Food Service Manager 4420 4619 4827 5044 5271 
22 Community Health Office Manager 

* 
Public Works Office Manager * 

5044 5271 5509 5757 6016 

23 Road Maintenance Foreman 5271 5509 5757 6016 6286 
24 * 5509 5757 6016 6286 6569 

25 Manager of Buildings and Grounds 
Noxious Weed Program 
Administrator 
Community Events Program 
Manager 
Adult Probation Officer 

5757 6016 6286 6569 6865 

26 * 6016 6286 6569 6865 7174 
27 Seniors Program Manager 6286 6569 6865 7174 7497 
28 Road Superintendent 

Solid Waste Manager 
Data and Finance Manager 

6569 6865 7174 7497 7834 

29 LERC/Emergency Preparedness 
Program Manager 
Building Official/Fire Marshall 

6865 7174 7497 7834 8186 

30 * 7174 7497 7834 8186 8555 
31 * 7497 7834 8186 8555 8940 
32 Public Health Nurse Manager * 

Behavioral Health Manager * 
7834 8186 8555 8940 9342 

 
*Indicates positions that currently are not currently filled, and for which the range was not increased. If one of these 
positions is filled the ranges may be adjusted as appropriate. 
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