
 
 
 

 

  
AGENDA 

 
CITY COMMISSION OF THE CITY OF WARRENTON  

REGULAR MEETING 
March 27, 2018 – 6:00 P.M. 

Warrenton City Commission Chambers – 225 South Main Avenue 
Warrenton, OR 97146 

 
 
1.    CALL TO ORDER 
 
2.    PLEDGE OF ALLEGIANCE   
 
3.    CONSENT CALENDAR 
 

A. Commission Regular Meeting Minutes  – 3.13.18 
B. Fire Dept. Monthly Activity Report – February 2018 
C. Monthly Finance Report – February 2018 
D. Police Dept. Monthly Statistics – February 2018 

 
4.    COMMISSIONER REPORTS   
  
5.    PUBLIC COMMENT 
 

At this time, anyone wishing to address the City Commission concerning items of interest  
may do so.  The person addressing the Commission must complete a Public Comment Card, 
prior to the meeting and when recognized, will give his or her name for the record.  All 
remarks will be addressed to the whole City Commission and limited to 3 minutes per 
person. The Commission reserves the right to delay any action, if required, until such time 
as they are fully informed on a matter.   

 
6.    PUBLIC HEARINGS - None  
      
7.    BUSINESS ITEMS 

 
A. Proclamation – Child Abuse Prevention Month  

 
B. Proclamation - Sexual Assault Awareness Month 

 



 

 

 

C. Presentation on Rural Economic Vitality Roadmap – Mary Bosch, Director of Rural 
Economic Vitality  

 
D. Consideration of License to Occupy – SW Date Ave – Sewell’s  

 
E. Consideration of Resolution No. 2517; Approving and Adopting a Supplemental 

Budget – Building Dept. Professional Services  
 

F. Consideration of Adoption of 2018 Goals  
 

G. Consideration of Police Dept. Collective Bargaining Agreement   
 

H. Consideration of City Manager Performance Evaluation    
 

8.    DISCUSSION ITEMS  
 
9.    GOOD OF THE ORDER 
 
10.  ADJOURNMENT 
 
 
 
 
 
 
 
 
 
Warrenton City Hall is accessible to the disabled.  An interpreter for the hearing impaired may be requested 
under the terms of ORS 192.630 by contacting Dawne Shaw, Deputy City Recorder, at 503-861-2233 at least 
48 hours in advance of the meeting so appropriate assistance can be provided.  
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ARTICLE 1 – RECOGNITION AND UNION SECURITY 
 

1.1 Unit Description.  The City recognizes the Union as the sole and exclusive bargaining agent 
for the purpose of establishing salaries, wages, hours and other conditions of employment, as 
required by State statute, for all regular police department officers and the police clerk.  The 
bargaining unit excludes the police chief, sergeant, polices reserves and part-time employees 
except for part-time employees who work more than one thousand forty (1040) hours in twelve 
(12) months shall be included in the unit provided they thereafter average twenty (20) hours or 
more per week during each three (3) months. 
 
1.2 Check Off.  The City agrees to deduct the Union membership dues once each month from 
the pay of those employees who individually request, in writing, that such deductions be made.  
The amounts to be deducted shall be certified to the City by the treasurer of the Union and 
shall be remitted, together with an itemized statement, to the treasurer of the Union, by the 
10th of the succeeding month, after such deductions are made. The Union agrees to indemnify, 
defend and hold harmless the City against any claims made and against any suit instituted 
against the City as a result of any action taken pursuant to the provisions in this Article. 
 
1.3 Union Visits.  The City agrees that accredited representatives of the District Council or 
International Union shall have reasonable access to the premises of the City to conduct Union 
business. Upon arrival representatives must check in with the Chief or designee.  Such visits 
shall not interfere with the normal operations of the department. Union business shall be 
conducted on the employees' own time.  During working hours, Union members shall not 
engage in solicitation for membership in the Union, hold meetings, or carry on other business 
activities of the Union that distracts from the normal operations or procedures of the police 
department.  The President/Shop Steward may investigate grievances in alleging violation(s) of 
this Agreement on duty time with the Police Chief’s approval. 
 
 

ARTICLE 2 – SETTLEMENT OF DISPUTES 
 

2.1 Grievance and Arbitration Procedures.  Nothing in this article precludes the resolutions of 
differences on an informal basis.  Any grievance or dispute which may arise between the parties 
involving the application, meaning or interpretation of this Agreement, shall be settled in the 
following manner: 
 
Step 1.  The employees shall discuss the grievance on an informal basis with the Chief of Police 
within ten (10) working days from the date the employee knows or should have known of the 
alleged violation.  If the grievance is not resolved within the ten-(10) working days by decision 
with the Chief of Police, then the employees may submit the grievance in writing to the Chief of 
Police within ten (10) working days.  The written grievance shall contain the following 
information: 
 

A. A statement of the grievance and the relevant facts to support it. 
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B. The article and section of the Agreement which has been reached. 
 
C. A description as to exactly how this Agreement was breached. 
 
D. A statement of the remedy or resolution being sought by the employee. 

 
Within ten (10) working days, the Chief of Police shall call a meeting with the employee and/or 
the Union representative to discuss and clarify the grievance, and attempt to resolve said 
grievance before responding in writing.  The Chief of Police shall respond to the employee, 
giving the decision in writing within ten (10) working days. 
 
Step 2.   If the grievance remains unresolved after Step 1, the employee shall, within ten (10) 
working days of receipt of the written response of Step 1, submit a grievance in writing to the 
City Manager. 
 
Within ten (10) working days, the City Manager shall call a meeting with the employee and the 
Union representative to discuss the grievance, and attempt to solve said grievance before 
responding in writing.  The City Manager shall respond to the employee, giving the decision in 
writing within ten (10) working days. 
 
Step 3: Mediation.  If the grievance is still unsettled, the moving party will file for mediation, 
within ten (10) working days after the reply of the City Administrator or designee(s), is due, by 
written notice to the other to request mediation.  The parties shall mutually agree to a 
mediator or use the ERB.  The moving party will contact the ERB and request a mediator within 
30 days of the City Administrator’s response.  Mediation will be scheduled with the mediator 
and must initiate within 60 days of the initial notice/request to the ERB, unless otherwise 
agreed.  The parties will engage in at least two mediation sessions.  This mediation step does 
not apply to employment termination cases, unless mutually agreed.    
 
Step 4. If the grievance is still unsettled, either party may, within ten (10) working days after the 
second mediation session, by written notice to the other party, request arbitration.  Only 
grievances over the application, meaning, or interpretation of a specific provision of this 
Agreement may be submitted to arbitration.  The arbitration shall be limited to the issues 
raised in the written grievance filed by the employee or Union.  The arbitrator's decision shall 
be made in writing and shall be issued to the parties as soon as practical after the case is 
submitted to the arbitrator. 
 
2.2 Selection of Arbitrator. The parties shall attempt to select an arbitrator who is mutually 
acceptable.  If within ten (10) working days from the request for arbitration, the parties are 
unable to agree upon an arbitrator, the State Mediation and Conciliation Service shall be 
requested to submit a list of seven (7) arbitrators with offices in Oregon or Washington.  The 
party to strike the first arbitrator shall be determined by lot.  This process shall be repeated, 
and the remaining person shall be the arbitrator.  The parties agree to set an arbitration date 
within 20 days of selecting an arbiter.  If the moving party fails to participate in setting an 
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arbitration date within such time, the matter is dismissed. The designated arbitrator shall 
arrange a time and place which is agreeable to both parties for a hearing. 
 
2.3 Sharing of Expenses.  Expenses for the arbitration shall be borne upon the party or parties 
as determined by the arbiter.  Each party, however, shall be responsible for compensating its 
own representatives and witnesses.  If either party desires a verbatim recording of the 
proceedings, it may cause such a record to be made, provided it pays for the record and makes 
a copy available, without charge, to the arbitrator.  If the other party desires a copy, both 
parties shall jointly share the cost of the transcript and all copies. 
 
2.4 Authority of Arbitrator. The arbitrator shall have the authority to consider only a claim based 
upon a specific provision of this Agreement and shall have no authority to add to, modify or 
detract from this Agreement.  The decision of the arbitrator shall be final and binding upon the 
parties. 
 
Time limits may be extended by written mutual agreement.  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. 
 
 

ARTICLE 3 – DISCIPLINE AND DISCHARGE 
 

3.1 Discipline and Discharge.  No employee shall be disciplined or discharged except for just 
cause.  Counseling, including oral warnings or similar, even if reduced to writing are not 
considered to be discipline and may not be protested through the grievance procedure.  
Counseling can be maintained in the supervisory file and referenced for the purposes yearly 
evaluations or progressive discipline, and are not placed in the personnel file.  Employees will 
be notified if counseling is placed in their supervisory file.   
 
3.2 Probationary Employee.  The provisions of this article shall not apply to employees who 
have not completed the probationary period of employment.  This article shall not apply to any 
employee on probation as provided by this agreement. 
 
3.3 Progressive Discipline.  The principles of progressive discipline will generally be followed 
based on the totality of circumstances.  Progressive discipline or corrective actions normally 
include the following steps: Oral warning reduced to writing (considered a counseling); written 
reprimand; suspension without pay; demotion; and dismissal. (Note also, Article 12, Bill of 
Rights) 
 
3.4 Imposition.  If a supervisor has reason to discipline an employee, the supervisor shall make 
reasonable efforts to impose such discipline in a manner that will not unduly embarrass the 
employee before other employees or the public. 
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3.5 Due Process.  In the event the City believes an employee may be subject to discipline 
greater than a written reprimand, the following procedural due process shall be followed: 

 
a. The employee and Union Representative shall be notified, in writing, of the 

charges or allegations that may subject them to discipline. 
 
b. The employee and Union Representative shall be notified, in writing, of the 

disciplinary sanctions being considered. 
 
c. The employee will be given an opportunity to refute the charges or allegations 

either in writing or orally in an informal hearing. 
 
d. The employee shall be notified, in writing, that the employee will be entitled to 

Union representation at the informal hearing. 
 
 

ARTICLE 4 – GENERAL PROVISIONS 
 

4.1 Uniforms and Protective Clothing. If an employee is required to wear a uniform, protective 
clothing or any type of protective device as a condition of employment, such uniform, 
protective clothing or protective device shall be furnished to the employees by the City.  The 
City will provide at a minimum, the following list of uniforms and general equipment for each 
full time regular officer.  The police department may provide additional equipment for an 
individual officer based upon his specialty assignment needs.   
 
Uniforms 
Three short sleeve uniform shirts.   One department handgun. 
Three long sleeve uniform shirts.   One duty belt equipped with 
Three pairs of uniform pants.    necessary police equipment. 
One pair of uniform boots or shoes*   One bullet proof vest.  
One uniform rain coat.    Insignia and badges for Uniforms. 
One pair of rain pants.    One flat badge as provided. 
One uniform hat.  
 
Reimbursement for boots will be a maximum of $250.00. Boots or shoes will be of good quality.  
Boots or shoes may be re-soled at least once before replacement.  
 
The City will provide for cleaning and maintenance of uniforms supplied. Each officer will be 
required to maintain said uniforms and equipment in reasonable condition based upon their 
use and age.   
 
Detective Assignment Clothing Repair/Replacement:  Other than usual customary wear, the City 
will clean or replace clothing damaged or soiled in the line of duty, not to exceed $200 per fiscal 
year on a reimbursement basis subject to applicable withholding.   
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To the extent practicable, replacement equipment shall be generally equivalent to the standard 
of the equipment used as of the execution of this Agreement. 
 
4.2 Personnel Files.  Employees may review their personnel file at reasonable times during 
business hours and may receive a copy of the employee’s personnel file at no cost to the 
employee. 
 
Employees shall be required to read and sign any adverse material placed in their personnel 
file.  Signing of such material does not necessarily indicate the employee's agreement. 
 
Employees may provide a written response to evaluations, warnings and reprimands within ten 
(10) working days of signing any adverse material. All disciplinary items in an employee’s 
personnel file shall be removed after twenty-four (24) months.  However, if an employee is 
disciplined on a matter related to any material in the file, the original discipline shall be 
refreshed for the ensuing twenty-four (24) month period. 
 
Items removed as per the preceding paragraph shall be retained by the City in a sealed 
historical file separate from the personnel file to be kept by the City Manager or his/her 
designee.  This file shall be released only in the case of legal or liability reasons.  Once items are 
removed they will not be relied upon by the city to build further disciplinary actions against the 
employee, unless used for impeachment or notice of rule. 
 
4.3 Leave Request.  All leave requests shall be approved or denied within seven (7) working 
days from the date the employee submits the request. 
 
4.4 Ammunition.  All officers shall receive one hundred fifty (150) rounds of ammunition at no 
cost to the employee, per quarter, to maintain qualification.  This provision has no value upon 
separation of employment.   
	
 

ARTICLE 5 – WORK WEEK AND OVERTIME 
 

5.1 Hours of Work.  The regular hours of work shall consist of one of the following.  The City 
shall give employees at least thirty (30) days’ notice if it wants to change regular working time 
per A or B below: 
 

A. Five day, eight-hour shift.  The regular working time shall be five (5) consecutive work 
days of eight (8) hour shifts with two (2) consecutive days off including a half-hour lunch 
and two fifteen (15)-minute rest breaks per day.  If an officer must work beyond eight 
(8) hours per day or forty (40) hours per week, the employee will be paid at the rate of 
time and one-half. 

 
B. Four day, ten-hour shift.  The regular working time shall be four (4) consecutive work 

days of ten (10) hour shifts with three (3) consecutive days off including a half-hour 
lunch and two 15-minute rest breaks per day.  If an officer must work beyond ten (10) 
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hours per day or forty (40) hours per week, the employee will be paid at the rate of time 
and one-half.  For the purposes of shift rotations, an employee schedule may be 
adjusted to reflect a 40 hour work week with 3 days off which may not be consecutive.   

 
5.2 Work Week.  The work week is between 12:01 AM Monday to 12:00 Midnight the 
following Sunday. 
 
5.3  Selection of Shifts.  Subject to staffing and qualification needs as determined by the Chief, 
seniority shall be a preferred factor in the selection of shifts and days off, provided the officer is 
otherwise qualified.   Shifts are determined by the following two options at the discretion of the 
Chief.  The Department will post the yearly schedule by November 15th either for 1) a yearly 
shift bid or for 2) bidding days off while on rotations.  
 

1. Yearly Shift Bid.  Shifts shall be “re-bid” prior to January 1 of each year.  All available 
shifts, as determined by the Chief or his/her designee, shall be posted and officers shall 
select their shift based on seniority.   (ie: graveyards for the whole of the year).  

2. Rotations within the year:  In the event the City elects to rotate shifts, preference shall 
be given on the basis of seniority for days off as available on each rotation for days off  
(see Article 10.4). (ie: employees rotate shifts 3-4 times year (days to swing to grave…) 
and bid days off)  A bid for days off while on a rotation schedule may also occur as a 
result of a vacancy. 

 
5.4  Schedule changes to individual schedules:   Due to the small size of this Department, 
schedule changes may be necessary to cover unexpected leaves or events.  The Department will 
make best efforts to provide more than 5 days’ notice of individual shift changes. The 5-day 
period is 120 hours.    
 
In the event more than 5 days’ notice is not provided, excluding emergency circumstances 
involving unforeseen events, the officer will receive overtime for the adjusted hours different 
from the original scheduled shift.  (For example: If the employee’s shift is adjusted by two 
hours, the employee receives two hours of overtime and 8 hours straight time for the regularly 
scheduled 10 hour shift.) 
 
“Notice”:    Where notice is less than 5 days, the Department will contact individuals   
  by phone (text/voicemail) or personal contact.  
 
  Where notice is greater than 5 days, email may be used.   
 

The contact, if off hours, will not be considered compensable time if de minimis.  
Mutually, employees will make best efforts to provide advance notice of 
requests for time off.    

 
5.3 Overtime.  Overtime shall be paid at the rate of time and one half (1.5) of the officer’s 
applicable rate for hours exceeding 8 per-day or 40 per-week for a 5/8 shift or 10 per-day for a 
4/10 shift.  
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All overtime must be approved by the Chief of Police and/or the City Manager on forms 
separate from the monthly time sheet.  Hours of work, for the purposes of computing the 
threshold of reaching 40 hours worked include all paid leave such as vacation leave, sick leave, 
holidays, etc.  Overtime will only be paid for hours worked and there will be no pyramiding of 
overtime.    
 
5.4 On Call Time.  No employee shall be placed on call more than four (4) hours in any one-
work week, unless a bona fide emergency exists.  Any scheduled on-call time beyond four (4) 
hours weekly will be paid at half-time pay with the officer being readily available to respond to 
calls for duty.  All employees required to be on call shall be provided with a cell phone at City 
expense.  Employees will not be subject to on-call on their days off.   
 
5.5 Minimum Call-Out OR Off duty Court Appearance Pay.  Any employee called back to work 
for a particular and individual work event on the employee’s scheduled off duty time shall 
receive a minimum call out pay of three (3) hours at the rate of time and one half the 
employee’s regular hourly rate.  A second call out or court appearance for a different problem 
within the original three (3) hours will not be considered an additional call out.  This section 
does not apply to a shift changes provided by 5.y above.  
 
5.6 Alternate Work Schedules for Officers. With the approval of the Chief or designee, an 
employee may flex his/her work schedule within the work week to avoid or minimize overtime. 
 
5.7 Shift Trading. Subject to the approval of the Chief or designee, officers may agree to trade 
shifts and days off. The City is not responsible for repayment of shifts nor any overtime as a result 
of the trade.  In the case of rotating shifts, any trade of a shift shall have no effect on the officer’s 
subsequent rotations.  Following a trade, each officer shall rotate to the shift they would have if 
the trade had not taken place. 
 
5.8 Scheduled Overtime.  Scheduled overtime shall be offered by seniority. If an officer takes or 
refuses the overtime, he/she shall rotate to the bottom of the list. New hires are placed at the 
bottom of the list when initially qualified.  Officers may remove their name from the list for any 
period of time. When returning after a hiatus, he/she shall be placed on the bottom of the list. 
 
The Sergeant may work the overtime after the exhaustion of the callback list, if no employee is 
available, or if he/she elects not to mandate overtime.  If the overtime situation requires the 
presence of a supervisor the provisions of this article shall be waived. 
 
5.9 Unscheduled Overtime. The chief or designee shall schedule according to operational 
needs. 
 
It is understood that the Department may mandate overtime when circumstances warrant. 
 
5.10 Compensatory Time.  Upon request of the employee, compensatory time at the rate of 
time and one-half shall be designated in lieu of pay for overtime.   Compensatory time shall not 
accrue in excess of forty (40) hours. The employee may carry over into the next fiscal year up to 
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twenty (20) hours, with any remainder paid in the last pay period of the ending fiscal year.  
Compensatory time off will be administered in accordance with the Fair Labor Standards Act. 

	
ARTICLE 6 – COMPENSATION  

 
6.1 Wages.  Employees shall be compensated in accordance with Appendix A, which are made a 
part of this Agreement by this reference.  The salary scale will reflect steps with a 
differentiation of 5% between steps up to step 6. 
 
Effective and retroactive to July 1, 2017, the later, the City will increase Step A for each 
classification by 2%.  Steps are 5% apart.  (bargaining note: This is the only retroactive provision 
of the CBA) 
 
Effective July 1, 2018, the later, the City will increase Step A for each classification by 2.5%.  
Steps are 5% apart. 
 
Effective July 1, 2019, the later, the City will increase Step A for each classification by 2.5%.  
Steps are 5% apart. 
 
Effective since July 1, 2015, the salary scale includes a step 7 that is 2.5% (two and one-half 
percent) above step 6 applicable for officers with at least 8 years (96 months) of continuous 
service as a sworn officer as eligible under this Article. 
 
Salary steps are based on yearly satisfactory performance evaluations.  Denial of a step increase 
is grievable, however, by mutual agreement of the parties on a case by case-by-case basis, the 
City will allow a 90-day period for reevaluation.  If the employee successfully meets 
expectations in the second review, the employee will be eligible for the increase for the next 
nine months, in efforts to maintain yearly steps. 
 
6.2 Starting Salary.  New employees will be hired at Step 1 or Step II, at the discretion of the 
City.  For purposes of recruitment of lateral hires, the City may hire a lateral officer at a higher 
step on the wage scale based on the years of service as a certified police officer.   For example, 
an officer with four years of service as a certified officer may not be hired at more than step 5.   
 
6.3 Probationary Period and Steps. New employees will serve an 18-month probationary 
period and are not eligible for step increase until satisfactory completing the probationary 
period.   
 
Upon successful completion of the 18-month probationary period, employees will receive the 
next step on the wage scale.  Employees are eligible for additional steps upon their anniversary 
date from date of hire upon satisfactory evaluation.  (Note: An employee who successfully 
completes probation is eligible for an additional step at 24 months of hire.)  Employees may 
receive yearly evaluations regardless of step status 
 



City of Warrenton/AFSCME Local 2746-1, Police Employees  10 
Collective Bargaining Agreement 2017-2020  

Employees on probation serve at the discretion of the City and may be terminated without 
recourse to the grievance process. 
 
6.4 Probationary Period for Lateral Hires.  Lateral hires shall serve a 12-month probation.  A 
lateral hire must be Oregon DPSST certified or eligible for certification.  In the event the 
employee is not DPSST certified, the employee must be certified within 180 days and probation 
starts after certification.  The City retains discretion upon hiring for all qualifications and years 
of experience for the position.   
 
Employees on probation serve at the discretion of the City and may be terminated without 
recourse to the grievance process. 
 
6.5 Senior Officer Pay.   Employees who have completed seven (7) years’ service and who hold 
an advanced certificate shall receive the designation of Senior Patrol Officer and will also have 
five percent (5%) added to the Officer’s base rate per month.  Senior Officer pay does not 
impose any change in rank or classification from police officer.   
 
6.6 Pay Date.  The City may change the pay date with notice to the Union. The parties shall 
negotiate the impact of the change. 
 
6.7 Certification Pay.  

A. All employees who possess a DPSST intermediate certificate shall receive one hundred 
twenty-five dollars ($125) monthly.  ($100).  Certification pay shall be added to the 
monthly salary.  Effective July 1, 2018, the intermediate pay will be $150 monthly.  
 

B. All employees who possess a DPSST advance certificate shall receive $200 (two hundred 
dollars) monthly, non-accumulative to intermediate certificate pay.  Certification pay 
shall be added to the monthly salary.  (note: see also Article 6.5) 

 
6.8 FTO Premium.  Officers assigned as Field Training Officer (FTO) shall receive a five percent 
(5%) differential in pay upon his/her base wage for each shift serving as FTO. The officer shall 
be paid for a full shift for any assignment of more than four (4) hours. The officer must 
complete the FTEP class to be qualified as a FTO. 
 
6.9 Canine Officers. The City, at the discretion of the Chief and City Manager, may utilize a 
police canine.  The assignment of canine patrol is an assignment that may be transferred or 
stopped at the discretion of the Chief.  An Officer assigned to the canine program is 
responsible for the routine care of their animal.  The parties agree that at the discretion of 
the agency, the employee may be relieved from duty for the equivalent of 4.0 hours per work 
week or be assigned a full shift and receive compensation for those 4.0 hours beyond their 
regularly scheduled shift as adequate time for weekly care, prorated daily with shift 
schedules.  When compensation is received, the employee may elect compensatory time off 
or payment.  
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Canine patrol duties require specialized training and experience.   Officers assigned to canine 
patrol will receive an additional incentive of 5% base pay per pay period during the period of 
the assignment.   
 
6.10 Travel, Mileage and Meals.  

 
A. Travel requests, for any purpose, must be approved by the employee’s supervisor and 

the City Manager in advance of the travel.  Travel shall be by the least expensive mode 
as feasible.  
 

B. Vehicle travel should be as follows: 
 

1. If a City car is available, it should be used.  A gas credit card is available from the 
cashier. 

 
2. If a City car is not available, the employee may use his or her own car.  

Reimbursement will be equal to the Internal Revenue Service allowance for mileage. 
 

3. Reimbursements for lodging and subsistence shall be paid only if the amounts are 
not included in the conference or meeting package.   

 
4. Meals will be by IRS per diem.  Breakfast per diem will be provided in cases of 

employees on travel status.    
 

5. Meals provided by the attended function are not reimbursed.  Motel/Hotel 
reimbursements shall be the actual value of the accommodation and shall not 
exceed the conference rate.  If conference rates are not available, advance approval 
is required from the City Manager. 

 
The employee may request an advance to pay for lodging expenses.  Upon return, the 
employee will turn in receipts for accommodations.  
 
6.11  Detective Assignment:  The Chief retains the discretion to assign  
 work duties including focused work on investigations in a Detective capacity.   A police 

officer assigned in writing to the assignment of Detective will receive the additional 
premium of 5% of base pay for each month of the assignment, or as prorated.  This 
assignment does not create a new classification and the term of the assignment or removal 
from the assignment is at the sole discretion of the Chief of Police.    
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6.12 Longevity Pay.  Employees’ longevity pay shall be based on a percentage of the per pay-
period base wage of the employee as follows: 
    
   1% after 15 years of continuous service (180 months) 
   2% after 20 years of continuous service (240 months) 
   3% after 25 years of continuous service (300 months)  
   Longevity steps are not cumulative. 
 

 
ARTICLE 7 – HEALTH AND WELFARE/PENSION 

 
7.1 Insurance. The City will provide full-time employees and their dependents CIS plan HDHP-1, 
including Rx, herein referred to as “HDHP” plan, Dental –ODS Plan II, Ortho, Alternative Care 
Rider, and Vision VSP 24/24/24.  The premium cost share will be that the City contributes 
ninety percent (90%) and the employees contribute ten percent (10%) of the aggregate 
premium through payroll deduction. 
 
Orthodontia coverage is part of the current dental plan and included with the total premium. 
 
The City will establish a Health Savings Account (HSA) for each employee and contribute in the 
following manner:  
 

1. Effective January 1, 2018, the City will pay a lump sum of $750 for employee only 
coverage or $1,500 for employee plus one or more dependents elected to the 
employee’s HSA account. 
 

2. Effective July 1, 2018, the City will pay a lump sum of $750 for employee only coverage 
or $1,500 for employee plus one or more dependents elected to the employee’s HSA 
account. 
 

3. Effective January 1, 2019, the City will pay a lump sum of $750 for employee only 
coverage or $1,500 for employee plus one or more dependents elected to the 
employee’s HSA account. 
 

4. Effective July 1, 2019, the City will pay a lump sum of $750 for employee only coverage 
or $1,500 for employee plus one or more dependents elected to the employee’s HSA 
account. 
 

5. Effective January 1, 2020, The City will pay a lump sum of $750 for employee only 
coverage or $1,500 for employee plus one or more dependents elected to the 
employee’s HSA account.  
 

6. Effective July 1, 2020, the City will pay a lump sum of $750 for employee only coverage 
or $1,500 for employee plus one or more dependents elected to the employee’s HSA 
account.  The parties agree that this specific HSA payment on July 1, 2020, exceeds the 



City of Warrenton/AFSCME Local 2746-1, Police Employees  13 
Collective Bargaining Agreement 2017-2020  

term of this CBA and is the only enforceable term beyond the term of this CBA ending 
on July 1, 2020 excluding any statutory status quo obligations. 
 

7. For employees hired after January 1, 2018, and during the calendar year, the City will 
pay the next chronological monthly lump sum payment after hire as indicated above. 
 

8. Part-time employees. Part-time employees will receive prorated payments based on 
budgeted FTE hours worked except employees budgeted for .75 FTE or greater will be 
treated with same cost share as full-time employees. 
 

9. For employees who do not have a choice to participate in an HSA account because of 
coverage under Medicare, Tricare/VA, or Indian Health Services, the City will make 
available a comparable benefit, subject to IRS and plan regulations. 
 

10. Employees may apply vacation cash outs to their independent HSA accounts, up to 80 
hours maximum per fiscal year, as permitted under the limitations of Article 9.3 or apply 
remaining comp time balances over the 20-hour carry over per year under Article 5.10. 

 
7.2 Life and Accidental Death and Dismemberment.  The City will provide each employee with 
a fifty thousand dollar ($50,000) term life insurance policy with double indemnity at no cost to 
the employee. 
 
7.3  Long Term Disability.   The City will make available and pay for a long-term disability 
insurance plan. 
 
7.4 Retirement/PERS. 
 

A. Tier I/II.  The City shall provide eligible employees with retirement coverage through the 
Public Employees Retirement System (PERS).  Since July 1, 1998 the employer will pay 
the employee’s portion of PERS.  

 
The City shall report unused sick leave to PERS upon retirement for the purpose of 
computing the retiree’s benefit consistent with PERS rules.   

 
B. OPSRP. The city shall provide eligible employees with retirement coverage through the 

Oregon Public Service Retirement Plan (OPSRP). The City will pay the employee’s 
contribution to OPSRP. 
 

7.4   Insurance Committee.  The parties recognize the value to monitor and evaluate health 
care insurance coverage and trends as a result of the many changes to insurance benefits 
occurring in the current conditions.  The parties agree to meet as a voluntary insurance 
committee quarterly to discuss insurance trends, plans, and options.  The meetings can be 
attended by union representatives and employees, City management and executive 
representatives, and non-represented employees, with one of each group serving together to 
direct the meetings.  The meetings are non-binding and informal intended to serve as 
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informational and as an evaluation of the conditions.  The meetings should be posted 30 days in 
advance or as otherwise necessary.  In the event the City or Union seek to adjust insurance 
benefits or plans as a result of these meetings, the parties will give respective notice, as under 
PECBA, for further inquiry for additional discussions with the Union or City or provide a request 
to bargain.  Participation in the committee does not waive any rights under PECBA. 
 
 

ARTICLE 8 – LEAVES  
  

8.1 Sick Leave.  All regular, full-time employees shall be entitled to eight (8) hours of sick leave 
with pay for each calendar month served, or fraction thereof. Part time employees earned sick 
leave prorated on budgeted FTE with a minimum of 1 hour earned for every 30 hours not to 
exceed the prorated accrual.   Accumulation of sick leave shall be capped at one thousand two 
hundred sixty hours (1,260).  All current employees hired prior to January 15, 2014 will be 
grandfathered at the previous 1,920-hour cap.  Sick leave with pay is intended to cover illness 
or injury of the employee or illness in his or her immediate family.  Sick leave will be used for 
any qualifying event which triggers family medical leave as described in federal or state laws in 
accordance with City policy. 
 
The City may require medical certification for use of leave as allowed by applicable law or after 
3 consecutive days.  A doctor's certificate verifying that the employee is able to resume his or 
her normal work duties may be required upon a return to work from medical leave 
 
Any employee abusing any provision of this Article may be subject to the provision of Article 3 - 
Discipline and Discharge. 
	
With the approval of the City Manager, employees may donate vacation leave in excess of 
eighty hours (80) to other employees on an individual need basis only for the most serious of 
extended illness or injuries, or may donate leave as provided by City policy, subject to IRS 
regulations.  Donated leave is only provided as needed.  
 
8.2 Jury Duty.  When an employee is acting in his/her official capacity is subpoenaed as a 
witness on a case involving the City, the employee shall receive regular pay.  Employees called 
to jury duty shall receive regular pay. No overtime will be earned on jury duty.  If the employee 
is released for the day prior to noon, the employee will return to work.  The employee shall be 
required to transfer to the City any salary, less personal expenses, received for such duty. See 
Section 5.3 for Off Duty provisions. 
 
8.3 Funeral Leave.  In the event of a death in an employee's immediate family, including 
spouse, children, a relative living in the employee's household, parents, grandparents, sister, 
brother, grandchildren and in-laws, the employee shall be granted, with the approval of the City 
Manager, leave of absence with pay not to exceed five (5) working days.  If additional time is 
requested, the City is willing to review the circumstances for the approval of additional time.  
This provision is concurrent with any benefits provided by OFLA.   
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8.4 Leave Without Pay.  Leave without pay may be granted to any regular employee by the City 
Manager for any period of time up to three (3) months for personal, professional or family 
reasons, or for time beyond the medically certified period of temporary disability following 
childbirth. 
 
All leave without pay must be requested by the employee in writing as soon as the need for 
such a leave is known.  All written requests shall state the reason for the leave and the amount 
of leave time needed.  Written request shall be submitted to the employee’s supervisor, and 
referred to the City Manager with the supervisor’s recommendation.  All leave without pay shall 
be approved in writing by the City Manager setting out the terms, conditions and length of said 
leave.  The City Manager has the discretion to reduce or deny the leave without pay request 
when the reduction or denial is in the best business interest of the City. 
 
Failure to return from any leave without pay on or after the designated date, unless approval is 
given by the City Manager, may, subject to due diligence to contact the employee, be 
considered a voluntary resignation, and may be cause for denying reemployment with the City.  
Employees on leave without pay may return to work early, provided notice is given to their 
supervisor at least five (5) regular City workdays in advance. 
 
Holiday pay, sick leave and vacation benefits are not earned while an employee is on leave 
without pay.  The City will not pay any portion of the employee’s group medical and life 
insurance premiums while the employee is on leave without pay, unless otherwise required by 
applicable law or under a worker’s compensation claim as provided by the CBA.   The employee 
may elect to personally continue such coverage as provided permissible by COBRA and carrier 
rules.   
 
Employees are required to use any earned but unused sick, if applicable, vacation and holiday 
benefits before a leave without pay is granted. 
 
8.5 Use of Sick Leave. 
 
Employees who are granted leave without pay for medical or disability reasons must exhaust all 
accrued leaves prior to commencing leave without pay.  The City will make efforts to provide 
for reasonable accommodations that do not create an undue burden on the employer as 
applicable by law.   
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ARTICLE 9 – VACATIONS AND HOLIDAYS 
 

9.1 Accrual.  All regular, full-time employees shall accrue vacation time as listed for the 
following periods of continuous service. Maximum accumulation of vacation will be four 
hundred eighty (480) hours. 
 

CONTINUOUS SERVICE MONTHLY ACCRUAL 
0 through the 35th month 6.67 hours 
36th month through the 71st moth 8 hours 
72nd month through the 119th month 10 hours 
120th month through the 179th month 12 hours 
180th month through the 203rd month 13.34 hours 
204th month through the 239th month 14.66 hours 
240 months + 16.66 hours 

 
Vacations shall be requested by the employee and approved by the Chief of Police. For vacation 
and training requests submitted at least thirty (30) calendar days in advance, the city will 
respond in ten (10) working days.  If no response is given to the request for vacation leave, the 
requested leave shall be deemed to have been granted as the employee requested. If no 
response is given to the request for training, the request shall be deemed to have been denied. 
 
9.2 Vacation Scheduling. So long as all shifts are covered, the department shall allow two (2) 
employees off on vacation at one-time subject to approval by the Chief of Police. 
 
Employees shall be allowed to select two vacation periods on the basis of seniority.  Each 
vacation period must be of a minimum duration of one day.  Vacation time shall be scheduled 
with due consideration being given to requests from officers which shall be determined among 
officers of equal rank by seniority; provided, however, that each officer shall be permitted to 
exercise the right of seniority only once each year.  The sign-up deadline for the exercise of 
seniority in the selection of vacations shall be March 15 for the calendar year running from April 
15 through April 14 of the following year. 
 
New employees shall not be eligible for vacation leave during their first year of employment, 
although vacation time shall be accrued from the beginning of employment.  If, for any reason 
prior to the completion of one year of continuous service with the City, such employee is 
terminated, the employee shall receive no credit for vacation time. 
 
9.3 Vacation Leave Cash Out. Employees may cash out up to forty hours (40) of vacation leave 
per fiscal year. To be eligible, the employee must have forty (40) hours scheduled for vacation 
leave and have a balance of eighty (80) hours vacation leave. 
 
9.4 In-Lieu- Of Pay For Officers. Police officers shall be entitled to an equivalent amount of 
fourteen (14) days of holiday leave per fiscal year in lieu of the designated calendar holidays.  A 
“day” shall be defined as the number of hours in the employee’s regularly assigned shift. This 
time shall be credited to the officer July1.  If the regularly assigned shift is changed during the 
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year, the annual conversion amount shall be adjusted on a pro rata basis.  Officers hired during 
the fiscal year shall have the number of hours prorated based on the first full month of 
employment. The holiday time taken off shall be set at the discretion of the Chief of Police.  
Holiday time is to be used within the fiscal year earned unless work requirements prevent the 
employee from taking the time off.  Holiday time not used within the fiscal year may be paid off 
in June at the city’s option. If the officer is unable to use the holiday hours prior to the end of 
the fiscal year, he/she shall notify the Chief prior to June 1. If the Chief and the officer are 
unable to schedule time off prior to the end of the fiscal year, the Chief shall notify the City 
Manager. The officer and the City Manager shall mutually agree whether the unused holiday 
hours shall either be paid or carried over into the next fiscal year or any combination of options. 
 
9.5 Holidays. The following are the regularly paid holidays for employees other than police 
officers: 
 

New Year’s Day 1st day of January 
Martin Luther King Jr’s Birthday 3rd Monday in January 
Presidents’ Day 3rd Monday in February 
Memorial Day Last Monday in May 
Independence Day 4th of July 
Labor Day 1st Monday in September 
Veterans’ Day 11th of November 
Thanksgiving Day 4th Thursday in November 
Day After Thanksgiving Friday after Thanksgiving 
Christmas Eve 24th of December 
Christmas Day 25th of December 
1 Personal Holiday*  

 
Any holiday falling on a Saturday will be observed the preceding Friday.  Any holiday falling on 
Sunday will be observed the following Monday. 
 

 
ARTICLE 10 – SENIORITY AND LAYOFF 

 
10.1 Seniority.  Seniority means the continuous length of service since a regular employee's last 
date of hire. To the extent required by law governing military leaves and duty connected 
disability leave shall be included in length of service. 
 
If an officer, who has been promoted to a position not in the Union, while in city service, reverts 
to a position s/he formerly held, the officer’s seniority shall be restored in the classification to 
which the officer reverts, however time served in non-bargaining unit positions will not be 
credited to seniority.  
 
10.2 Scheduling.  Preference in vacation scheduling shall be contingent upon City's working 
requirements and by seniority whenever feasible. Final approval of the vacation schedule shall 
be subject to staffing levels. Vacation requests shall be administered under City policy. 
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10.3 Lay-off.  In the event the City determines a layoff for any reason, officers shall be laid off in 
the inverse order of their seniority.  
 
Affected employees will be advised of the layoff at least fifteen (15) working days in advance of 
the effective date. 
 
10.4 Recall. Officers shall be called back from layoff in inverse order of layoff for up to two 
years from the date of layoff.  No new officers shall be hired until all officers on layoff status 
have had an opportunity to return to work. In order to maintain his right to recall, an employee 
must register in person or by mail with the City Manager or his designee upon change of 
address and telephone number signifying his availability for recall. If the employee fails to 
notify the City and as a result the City is unable to notify an employee of a vacancy for recall, 
the employee shall be taken of the layoff list and shall be considered a voluntary resignation. 
 
10.5 Return to Service. The employee shall notify the City of his/her availability to return to 
service upon receipt of a recall notice within five (5) working days. The employee must be able 
to return to service within fifteen (15) working days of the receipt of the recall notice. In the 
event a police department employee leaves the service of the City due to a layoff and within 
the next one (1) year period the City rehires said former employee in the same classification to 
which assigned at the time of reduction, such employee shall be placed at the step in the salary 
range which he or she occupied at the time of the original reduction, without a loss of seniority 
and his/her unused sick leave balance as of the time of layoff shall be restored. 
 
 

ARTICLE 11 – WORKERS' COMPENSATION 
 

11.1 Compensation Option. Employees receiving workers' compensation benefits have the 
option of the City taking from their accrued sick leave, vacation, holiday and compensatory time 
(in such order), payments in the amount of time that when added to the compensation benefits 
would approximate their regular salary.  Employees electing to use us accrued leaves keep their 
worker’s compensation payments, and the City will make payments using accrued leaves 
subject to applicable withholdings and subject to applicable rule or law.  The intent of this 
section is that an employee may use his sick leave, vacation and compensatory time benefits on 
a pro-rated basis so that the combination of workers' compensation benefits and City benefits 
pays up to the employee’s regular net pay inclusive of DPSST and Longevity pay.  The first three 
(3) days of any on-the-job illness or injury shall be charged against sick leave benefits if not paid 
by the workers' compensation insurance carrier under its rules for coverage.  Overpayment by 
the City may be later deducted through payroll deduction of accrued leave banks or employee 
may reimburse the City directly within 90 days.   
 
11.2 City Contribution For Insurance. During the period of temporary disability, the City will 
continue to contribute toward the cost of health and welfare insurance, including accrual of 
seniority, vacation/sick leave as if the employee were working, for a period of one (1) year, 
subject to carrier limitations.  If the employee elects COBRA coverage, the City agrees to pay 
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their portion of the premium and pay the COBRA administrative fee during the period set forth 
in this section.  Employees are responsible for any premium cost shares as provided in this 
agreement.    
 
11.3 Hearing Release Time. Employees scheduled for a Workers’ Compensation hearing and who 
are in paid status shall suffer no loss of compensation. 
 

 
ARTICLE 12 – EMPLOYEE BILL OF RIGHTS 

 
All employees in the bargaining unit shall be entitled to protection of what shall hereafter be 
called the Employees' Bill of Rights. 
 
The wide-ranging powers and duties given this department and its members involve them in all 
manners of contacts and relationships with the public and other City employees.  These 
contacts result in many questions concerning the actions of members of the department.  
These questions often require immediate investigation by the employee's supervisor or his 
appointed internal affairs investigator. In an effort to ensure that these investigations are 
conducted in a manner that is conducive to good order and discipline, the following guidelines 
are promulgated: 
 

A. The employees covered by this Agreement do not waive any of their constitutional or 
civil rights guaranteed by the federal and state constitutions and laws afforded any 
citizen of the United States. 

 
B. Prior to any investigation interview that could result in suspension or dismissal the 

employee shall be notified twenty-hour (24) hours in advance or at such time as written 
reports are required, except when in the opinion of the City a delay will jeopardize the 
success of the investigation or when criminal conduct is at issue. The employee shall be 
informed by the Chief of Police of the general nature of the investigation and whether 
the employee is a witness or suspect before any interview commences. 

 
C. Any interview shall take place in the employer police office except when impractical.  

The interview shall be at a reasonable time for the employee, preferably during the 
employee's duty time, unless the exigencies of the investigation dictate otherwise. 

 
D. The employee shall be afforded the right to counsel and/or union representative prior 

to and during the interview.  After the interviewer has completed questioning of the 
employee, the representative may ask clarification questions to clarify previous answers 
or to elicit further information, may suggest additional witnesses to be interviewed, and 
may present additional information that may be relevant. 

 
E. The employee shall be entitled to reasonable rest periods. 
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F. Interviews shall be done under circumstances devoid of intimidation or coercion and 
shall not otherwise violate the employee's constitutional rights.  The employee shall not 
be subject to any abusive language. 

 
G. The employee shall not be required to take or be subjected to any lie detector device as 

a condition of continued employment. 
 

H. No demotion or dismissal will take place without due process. 
 

ARTICLE 13 – SAVINGS  
 

Should any Article, section or portion thereof in this Agreement be unlawful or held unlawful, 
invalid or unenforceable by any court of competent jurisdiction, by ruling of the Employment 
Relations Board, by statute or constitutional amendment or by the inability of the employer of 
the employees to perform to the terms of the Agreement such decision of said court shall apply 
only to the specific Article, Section or portion thereof, directly specified in said decision.  Upon 
such declaration, the parties agree to negotiate immediately a substitute, if possible, for the 
invalidated Article, Section or portion thereof under the provisions of ORS 243.702.   
 
In the event the City’s risk management insurance carrier advises, in writing, that a section or 
portion of this agreement is invalid by operation of law or regulation, the City will provide 
notice to the Union.  The City may be obligated by operation of law or regulation to cease the 
conduct and agrees to bargain the impact of such decision as provided for by obligations 
consistent with ORS 243.702. 
 
 

ARTICLE 14 – MANAGEMENT RIGHTS 
 

The Union recognizes and agrees that responsibility for management of the City and direction 
of its workforce is vested solely in the City and responsible department heads.  The Union 
recognizes and agrees that in order to fulfill this responsibility, the City shall retain the exclusive 
right to exercise the regular and customary functions of management.  Unless otherwise 
expressly restricted by a specific provision of this Agreement the City shall have the sole and 
exclusive right, at its own discretion, to exercise the regular and customary functions of 
management, including, but not limited to: 
 

• Directing the activities of the Departments and employees covered by the Agreement;  
 
• Determining standards, levels of service and methods of operations, including 

subcontracting; 
 
• Introducing, discontinuing and modifying methods of operation, processes, equipment, 

etc.; 
 

• Hiring, promoting, laying off and transferring employees; 



City of Warrenton/AFSCME Local 2746-1, Police Employees  21 
Collective Bargaining Agreement 2017-2020  

 
• Disciplining and discharging employees; 

 
• Determining work schedules and assigning work; 

 
• Promulgating and implementing policies and procedures; 

 
• Enforcing, revising and modifying rules related to employee conduct, performance, 

attendance and safety.  However, prior to implementing such new or revised rules the 
City shall send a copy of the new or revised rules to the Union; and 

 
• Exercise any other right not specifically abridged by this Agreement. 

 
If the City does not exercise one or more of its management’s rights, such conduct shall not be 
deemed a waiver or abandonment of any such right(s).  If the city exercises any of its reserved 
management right(s) in a particular manner, such conduct shall not preclude its exercise of such 
right(s) differently or in any other way not in conflict with a specific provision of this 
Agreement. 
 
 

ARTICLE 15 – DURATION OF AGREEMENT 
 

This Agreement shall be effective upon execution and shall remain in full force and effect until 
the 30th day of June 2020. 
 
This parties will initiate bargaining a successor agreement no later than March 1, 2020.  
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ARTICLE 16 – SIGNATURE PAGE 
 
 
This agreement is signed on this _________ day of __________ 2018 by AFSCME council 75, 
AFSCME local 2746-1, and the City of Warrenton. 
 
 
 
For the City For the Union 
         
 
_____________________________ ________________________________ 
Henry Balensifer III, Mayor Robert Wirt, AFSCME Local Union 2746-1 
Date: Date: 
 
_____________________________ _______________________________ 
Linda Engbretson, City Manager  Emily Wiant,   
Date: AFSCME Representative 
 Date: 
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APPENDIX A – WAGE SCALE 
 
Hourly rate is based on monthly salary divided by 173.33. 
 
For purposes of recruitment, when necessary, the City may place newly hired officers on the 
wage scale subject to experience and certification. 
 
 

 

Police Officer Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
Monthly $3,990.44 $4,189.97 $4,399.46 $4,619.44 $4,850.41 $5,092.93 $5,220.25
Hourly $23.02 $24.17 $25.38 $26.65 $27.98 $29.38 $30.12

Property 
Evidence 
Clerk Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
Monthly $3,272.24 $3,435.85 $3,607.65 $3,788.03 $3,977.43 $4,176.30 $4,280.71
Hourly $18.88 $19.82 $20.82 $21.86 $22.95 $24.10 $24.70

Police Officer Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
Monthly $4,090.21 $4,294.72 $4,509.45 $4,734.92 $4,971.67 $5,220.25 $5,350.76
Hourly $23.60 $24.78 $26.02 $27.32 $28.68 $30.12 $30.87

Property 
Evidence 
Clerk Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
Monthly $3,354.05 $3,521.75 $3,697.84 $3,882.73 $4,076.87 $4,280.71 $4,387.73
Hourly $19.35 $20.32 $21.34 $22.40 $23.52 $24.70 $25.32

Police Officer Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
Monthly $4,192.46 $4,402.08 $4,622.19 $4,853.30 $5,095.96 $5,350.76 $5,484.53
Hourly $24.19 $25.40 $26.67 $28.00 $29.40 $30.87 $31.64

Property 
Evidence 
Clerk Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
Monthly $3,437.90 $3,609.79 $3,790.28 $3,979.80 $4,178.79 $4,387.73 $4,497.42
Hourly $19.84 $20.83 $21.87 $22.96 $24.11 $25.32 $25.95

July 1, 2017 - 2% COLA 

July 1, 2018 - 2.5% COLA 

July 1, 2019 - 2.5% COLA 
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