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City Council Regular Meeting Agenda 

Monday, November 02, 2020, 7:00 PM 

REMOTE MEETING PARTICIPATION 

 

NOTE: The City welcomes public meeting citizen participation. TTY Relay Service: 711. In compliance with the ADA, 

if you need special assistance to participate in a meeting, contact the City Clerk’s office at (360) 834-6864, 72 hours 

prior to the meeting to  enable the City to make reasonable accommodations to ensure accessibility (28 CFR 35.102-

35.104 ADA Title 1.). 

 

Participate in this virtual Council Meeting with the online ZOOM application and/or by 
phone. 

OPTION 1 -- Join the virtual meeting from any device: 

    1. First-time ZOOM users, go to www.zoom.us   
           - To download the free ZOOM Cloud Meetings app for your device 
           - Or, click the Join Meeting link in the top right corner and paste - 972 9387 8601 
    2. From any device click the meeting link https://zoom.us/j/97293878601   
    3. Enter your email and name, and then join webinar. 
    4. Wait for host to start the meeting. 

OPTION 2 -- Join the virtual meeting from your phone (audio only): 

    1. Dial 877-853-5257 
    2. When prompted, enter meeting ID 972 9387 8601 #, and then ## 

During Public Comment periods: 
    1. Attendees may click the raise hand icon in the app and you will be called upon to 
        comment for up to 3 minutes. 
               - If listening by phone, hit *9 to “raise your hand” and you will be called upon to 
                 comment for up to 3 minutes. 
    2. Residents can send public comments to publiccomments@cityofcamas.us (400 word limit).  
        These will be entered into the meeting record. Emails received by one hour before the start 
        of the meeting will be emailed to the Council prior to the meeting start time. During the  
        meeting, the clerk will read aloud the submitter's name, the subject, and the date/time it 
        was received. Emails will be accepted until 1 hour received after the meeting and will be  
        emailed to the Council no later than the end of the next business day. 
 

 

CALL TO ORDER 

PLEDGE OF ALLEGIANCE 

ROLL CALL 

PUBLIC COMMENTS 
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CONSENT AGENDA 

NOTE: Consent Agenda items may be removed for general discussion or action. 

1. Automated Clearing House and Claim Checks Approved by Finance Committee 

2. 2020 Citywide Slurry Seals Project Completion Acceptance (Submitted by Denis Ryan) 

3. 2020 Citywide Asphalt Repairs Project Completion Acceptance (Submitted by Denis 

Ryan) 

NON-AGENDA ITEMS 

4. Staff 

5. Council 

MAYOR 

6. Mayor Announcements 

MEETING ITEMS 

7. Resolution No. 20-013 2021 Non-Represented Employee Salary Scales 
Presenter: Jennifer Gorsuch, Administrative Services Director 

8. 2021 OPEIU Local #11 Collective Bargaining Agreement 

Presenter:  Jennifer Gorsuch, Administrative Services Director 

9. Addition of Four FTEs to Camas Washougal Fire Department (CWFD) 2021/2022 
Budget 
Presenter: Cathy Huber-Nickerson, Finance Director, Nick Swinhart, Fire Chief 

10. CWFD Interlocal Agreement Amendment (ILA) Extension 
Presenter: Nick Swinhart, Fire Chief 

11. City of Camas Proclamation of Civil Emergency COVID-19 

Presenter:  Jamal Fox, City Administrator 

PUBLIC COMMENTS 

ADJOURNMENT 
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Staff Report 
November 2, 2020 Council Meeting 

 

2021 Non-Represented Employee Salary Scales 

Presenter:  Jennifer Gorsuch, Administrative Services Director 

 

Phone Email 

360.817.7013 jgorsuch@cityofcamas.us 
 

BACKGROUND:  Each year, the Council must pass a resolution if the Non-Represented employees 

are to receive a cost of living adjustment for the following year.  

SUMMARY:  The Mayor and City Administrator discussed the cost of living adjustment for Non-

Represented employees and propose that the employees receive a 2% adjustment effective 

January 1, 2021.  The change in the cost of living index (CPI-W West Region) from July 2019-July 

2020 was 1.7%. The union contract language has a minimum of 2% for the cost of living 

adjustment.  It is proposed that the non-represented employees receive the same as the unions. 

This was discussed at the October 19, 2020 Council Workshop and consensus was received to add 

it to this agenda for consideration. 

 

EQUITY CONSIDERATIONS:   

What are the desired results and outcomes for this agenda item? The desired result is an 

cost of living adjustment for the non-represented employees that is equitable based on the 

union minimum percentage.  

What’s the data? What does the data tell us?  The Bureau of Labor Statistics CPI-W West 

Region July 2019-July 2020 change was 1.7%.  

How have communities been engaged? Are there opportunities to expand 

engagement?  N/A 

Who will benefit from, or be burdened by this agenda item? The City will benefit, internally 

and externally, by keeping pace with cost of living increases, which will attract and retain 

quality employees.  

What are the strategies to mitigate any unintended consequences? N/A 
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Does this agenda item have a differential impact on underserved populations, people 

living with disabilities, and/or communities of color? Please provide available data to 

illustrate this impact.  N/A 

Will this agenda item improve ADA accessibilities for people with disabilities? N/A 

What potential hurdles exists in implementing this proposal (include both operational 

and political)?  N/A 

How will you ensure accountabilities, communicate, and evaluate results? N/A 

How does this item support a comprehensive plan goal, policy or other adopted 

resolution?  N/A 

BUDGET IMPACT:  The 2% cost of living adjustment to all non-represented employee salary 

scales will require an additional budget allocation of approximately $57k. 

RECOMMENDATION:  Staff recommends that Council adopt Resolution 20-013.  
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RESOLUTION NO. 20-013 
 
 
 

A RESOLUTION adopting salary scales for non-

represented employees. 
 
 
 

BE IT RESOLVED BY THE COUNCIL OF THE CITY OF CAMAS AS FOLLOWS: 
 

I 

The salary scales for all non-represented employees, including seasonal employees and 

interns, shall be as set forth in the salary schedule attached hereto as Exhibit “A” with an 

effective date of January 1, 2021. 

II 

 
PASSED BY the Council and approved by the Mayor this 2nd day of November, 2020. 

 
 
 
 

SIGNED:      
Mayor 

 
 
 

ATTEST:      
Clerk 

 
 
 

APPROVED as to form: 
 
 
 
 

City Attorney 
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Exhibit A 
 

City of Camas 
Non-Represented Salary Scales 

Effective January 1, 2021 
 
 

                

Position 1 2 3 4 5 6 7 

                

Administrative Assistant/Deputy City Clerk 5054 5221 5388 5555 5722 5888 6054 
Administrative Services Director 9870 10196 10521 10847 11171 11497 11823 
Assistant Finance Director 8552 8834 9115 9397 9680 9962 10243 
Building Division Manager/Building Official 7772 8028 8284 8541 8797 9054 9309 
City Administrator 11950 12344 12738 13132 13526 13920 14314 
Community Development Director 9870 10196 10521 10847 11171 11497 11823 
Director of Communications 7772 8028 8284 8541 8797 9054 9309 
Director of Parks and Recreation 
Division Chief/Emergency Medical Svcs. 

8552 
9410 

8834 
9720 

9115 
10030 

9397 
10340 

9680 
10651 

9962 
10961 

10243 
11271 

Division Chief/Fire Marshal 9410 9720 10030 10340 10651 10961 11271 
Engineering Manager 8552 8834 9115 9397 9680 9962 10243 
Finance Director 9870 10196 10521 10847 11171 11497 11823 
Fire Chief 10860 11218 11577 11935 12292 12651 13009 
Human Resources Assistant 5054 5221 5388 5555 5722 5888 6054 
Information Technology Director 8552 8834 9115 9397 9680 9962 10243 
Library Director 8552 8834 9115 9397 9680 9962 10243 
Operations Supervisor  - W/S 7063 7296 7529 7762 7995 8228 8460 
Operations Supervisor - Wastewater 7063 7296 7529 7762 7995 8228 8460 
Planning Manager 7772 8028 8284 8541 8797 9054 9309 
Police Captain 8552 8834 9115 9397 9680 9962 10243 
Police Chief 10354 10695 11036 11377 11719 12061 12401 
Public Works Director 9870 10196 10521 10847 11171 11497 11823 
Public Works Operations Supervisor 7772 8028 8284 8541 8797 9054 9309 
Technology and Collections Manager 6419 6631 6843 7054 7266 7478 7690 
Utilities Manager 8552 8834 9115 9397 9680 9962 10243 

HS Interns 13.77 14.28 14.79 

College Interns 16.32 17.34 18.36 

Seasonal Maintenance Worker 15.30 15.81 16.32 

Summer Maintenance Worker 15.30 15.81 16.32 

Recreation Leader 15.30 15.81 16.32 

Recreation Aide 13.77 14.28 14.79 
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Staff Report 
November 2, 2020 Council Meeting 

 

2021 OPEIU Local #11 Collective Bargaining Agreement 

Presenter:  Jennifer Gorsuch, Administrative Services Director 

 

Phone Email 

360.817.7013 jgorsuch@cityofcamas.us 
 

BACKGROUND:  OPEIU Local #11 represents the Camas Public Library employees. The current 

contract expires at the end of 2020, and we have negotiated a one year successor agreement.  

SUMMARY:  At the direction of Mayor and Council, a one year contract was negotiated with 

OPEIU Local #11 for 2021.  The contract includes a 2% cost of living allowance effective January 

1, 2021. The 2020 current contract language references the change in the BLS CPI-W West Region 

July-July, with a minimum of 2% and a maximum of 4% increase.  The July 2019-July 2020 CPI-W 

West Region was 1.7%.  

OPEIU Local #11 has voted and ratified the agreement. 

 

EQUITY CONSIDERATIONS:   

What are the desired results and outcomes for this agenda item? The desired result is 

approval of a one year contract, which was negotiated at Council direction, utilizing the 

current language related to cost of living allowance.  

What’s the data? What does the data tell us?  The Bureau of Labor Statistics CPI-W West 

Region July 2019-July 2020 change was 1.7%.  The contract stipulates a 2% minimum cost of 

living allowance. 

How have communities been engaged? Are there opportunities to expand 

engagement?  N/A 

Who will benefit from, or be burdened by this agenda item? The City will benefit, internally 

and externally, by keeping pace with cost of living increases, which will attract and retain 

quality employees.  

What are the strategies to mitigate any unintended consequences? N/A 
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Does this agenda item have a differential impact on underserved populations, people 

living with disabilities, and/or communities of color? Please provide available data to 

illustrate this impact.  N/A 

Will this agenda item improve ADA accessibilities for people with disabilities? N/A 

What potential hurdles exists in implementing this proposal (include both operational 

and political)?  N/A 

How will you ensure accountabilities, communicate, and evaluate results? N/A 

How does this item support a comprehensive plan goal, policy or other adopted 

resolution?  N/A 

BUDGET IMPACT:  The 2% cost of living adjustment to Local 11 library position salary scales 

requires a budget allocation of approximately $14k. 

RECOMMENDATION:  Staff recommends that Council authorize the Mayor and staff to sign the 

2021 OPEIU Local #11 Collective Bargaining Agreement.  
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AGREEMENT 
 

BY AND BETWEEN 
 

CITY OF CAMAS - CAMAS PUBLIC LIBRARY 
 

AND THE 
 

OFFICE & PROFESSIONAL EMPLOYEES INTERNATIONAL UNION, LOCAL 11 
AFL-CIO 

 
JANUARY 1, 2021 – DECEMBER 31, 2021 
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THIS AGREEMENT is made and entered into this 1st day of January, 2021, by and between the 
City of Camas, Camas, Washington, hereinafter referred to as the "Employer," and the Office & 
Professional Employees International Union, Local 11, AFL-CIO, chartered by the Office & 
Professional Employees International Union, AFL-CIO, hereinafter referred to as the "Union." 
 

PREAMBLE 
 
WHEREAS, it is the purpose of this Agreement to achieve and maintain a high level of 
performance in the operation of the Camas Public Library together with promoting efficiency, 
productive initiative and harmonious relations between the Employer and the Union, and to 
provide for the rights, well-being, and security of the parties involved, and 
 
WHEREAS, the parties have agreed to certain terms and conditions of wages, hours, and 
conditions of employment for employees of the Employer as listed herein and wish to reduce the 
Agreement to writing. 
 
NOW, THEREFORE, BE IT MUTUALLY AGREED TO AS FOLLOWS: 
 

ARTICLE 1 – RECOGNITION 
 

The Employer agrees to recognize the Union as the sole collective bargaining agent for the 
full-time and part-time employees of the Camas Public Library in the following classifications: 
 

Administrative Support Assistant  
Library Associate 
Library Assistant 
Youth Services Librarian 
Library Aide 
Circulation Services Specialist 
Programming and Outreach Coordinator 

 
All supervisory and confidential employees including the Assistant Library Director are excluded. 
 
New position classifications will be discussed at the Joint Labor/Management Committee (JLMC) 
for clarification on their bargaining unit status. 
 

ARTICLE 2 – UNION SECURITY 
 

2.1  The Employer and the Union agree that the terms of this Agreement apply equally to all 
employees covered  within the bargaining unit.  Any bargaining unit employee may 
authorize the Employer to deduct from his/her pay the amount of Union membership dues 
charged by the Union for representation and services provided by the Union.  This 
authorization must be in writing and forwarded to the payroll department.  
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Any bargaining unit employee who does not want to be a member of the Union, but who 
nonetheless wants to pay for the services provided by the Union, has the voluntary option 
to pay fair share fees in an amount equal to membership dues. Any member of the 
bargaining unit may authorize the Employer to deduct from his/her pay voluntarily fair 
share fee in an amount equal to Union dues charged by the Union.  This authorization must 
be in writing and forwarded to the payroll department. 

 
2.2  The Employer agrees to notify the Union of all new employees hired into positions covered 

by this Agreement within thirty (30) days of their employment to present to them a new 
member packet and proper documentation regarding representation in accordance with all 
applicable laws and statutes. 

 
2.3  Nothing in the above sections will interfere with the employee's rights under RCW 

41.56.122 of the Public Employee's Collective Bargaining Act. 
 
2.4  The Union agrees to defend, indemnify, save and hold the City of Camas harmless from, 

for and against any and all claims arising from the application of this Article. 
 

ARTICLE 3 – CHECK-OFF OF DUES 
 

3.1  The Employer agrees to deduct voluntary Union dues or voluntary fair share fees from the 
wages of each employee as qualified in Section 3.2 below. The Employer agrees to forward 
such dues to the office of the Union monthly. 

 
3.2   The Union upon completion of the new employee presentation, shall provide the Employer 

a copy of the voluntary dues deduction forms, voluntary fair share fees deduction forms or 
opt out forms for those employees who do not want to be Union members. 

 
 

ARTICLE 4 – WORK SCHEDULE 
 

4.1  Eight (8) consecutive hours, excluding the lunch period, shall constitute a day's work. The 
normal lunch period shall be one (1) hour. The normal work week will consist of up to 
forty (40) hours of work in a seven (7) day work period. For library employees, the normal 
work week may include non-consecutive work days, Monday through Saturday. The 
Employer can schedule employees to work non-consecutive work days (Examples of the 
scheduling are inclusive of working Monday through Thursday, Friday off, and working 
Saturday). Employees may work on Sundays provided that there is prior approval from the 
Library Director. Changes to work schedules shall be in accordance with Section 4.4 to 
this Article. 

 
4.2  Each employee shall receive a maximum of two (2) fifteen (15) minute relief periods 

including transit time in each day's work schedule except in cases of emergency. The first 
relief period will normally occur prior to lunch, and the second relief will occur after lunch 
during the employees’ work shift. 
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4.3  An employee attending an approved training or department meeting in or out of the City 
will be considered to have worked a normal workday. Other arrangements for off duty 
training may be made by mutual consent of the Library Director or his/her designee and 
employee. 

 
4.4  The Employer will normally provide two (2) weeks’ notice of a schedule change except in 

cases of emergency in which case no notice is required. Schedules may change within the 
two (2) week window with the consent of the impacted employee(s).  

 
4.5  Each member of the bargaining unit may be allowed to exchange shifts with other members 

when the change is not detrimental to the best interests of the Employer as determined by 
and subject to the approval of the Library Director or his/her designee. 

 
4.6  In accordance with the provisions of Article 31.2 the work week for classifications in the 

bargaining unit may be adjusted to four (4) consecutive ten (10) hour days, exclusive of 
the meal period. Under this work schedule, overtime shall be paid for work in excess of a 
ten (10) hour work day or forty (40) hours in a work week. Additionally, employees or the 
Library may propose alternative work schedules within the limits of a maximum forty (40) 
hour per week schedule and such schedules may be established by mutual agreement of the 
Union and the Library. No alternative schedule is permitted which would result in the 
payment of overtime for hours worked during the regular shift, to accommodate this flex-
time provision. 

 
ARTICLE 5 – OVERTIME 

 
5.1  All work performed in excess of eight (8) hours per day (except as noted in 4.6) and/or 

forty (40) hours per week shall be paid for at the rate of one and one-half (1.5) times the 
regular rate of pay. 

 
5.2  Call-backs shall be compensated at a minimum of two (2) hours at the overtime rate of pay. 

A call back is defined as having returned to your worksite outside of the employees regular 
work shift. 

 
 5.2.1 Emergent and Unavoidable Callback – Split Shift.  This Section is intended to 

address intermittent schedule changes due to emergent and unavoidable circumstances.  
Emergent circumstances are unforeseeable situations that include unpredictable or 
unavoidable occurrences at unscheduled intervals with regard to those employees 
scheduled to work an evening shift who call in unable to report to work due to illness, 
weather related incidents or other unforeseen incidents.  

 
(a)   An employee who is asked by the Library Director or his/her designee to cover an 

emergent or unavoidable circumstance callback shift shall work a six (6) hour shift 
from 9:00 a.m. – 12:00 p.m. and return to complete their shift for 6:00 p.m. – 9:00 
p.m..  The employee shall receive two (2) additional hours of compensation at their 
regular rate of pay for a total of eight (8) hour shift.  The specific hours (9:00 a.m. 
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– 12:00 p.m., etc.) used in this Section are examples only.  Any shift could be split 
to ensure coverage. 

 
(b) Assignments for emergent or unavoidable circumstances callback duty shall be 

made from a list of employees on a seniority base rotation. 
 
 (c) The City shall prohibit taking any adverse action against an employee for his or 

 her refusal to work an emergent or unavoidable circumstance callback. 
 
5.3  Any employee may elect to accrue compensating time off at the rate of time and one-half 

(1.5) in lieu of overtime payments up to a maximum accumulation of three (3) work weeks. 
The use of said compensatory time off is subject to the prior approval of the Library 
Director or his/her designee. 

 
ARTICLE 6 – HOLIDAYS 

 
6.1  The following days shall be paid holidays at the straight time rate for employees covered 

by this Agreement: 
 
New Year's Day 
Presidents Day 
Martin Luther King Day 
Memorial Day 
Independence Day 
Labor Day 
Veteran’s Day 
Thanksgiving Day 
Day After Thanksgiving* 
Christmas Day 
Three (3) Floating Holidays (To be used prior to December 31st of the current year) 

 
*Or another day in lieu thereof may be taken by mutual agreement between the Employer and the 
employee. 
 
6.2  The date of observance of the holidays shall be the date on which the City of Camas, by 

law, observes those holidays, provided that whenever one of the above holidays falls on a 
Sunday, the following Monday shall be observed as the holiday. 

6.3  Holidays paid for but not worked shall be recognized as a shift worked for the purpose of 
determining weekly overtime.  

 
6.4  Any employee who has worked his/her shift or who is on authorized sick leave the day 

prior to, or immediately after, a holiday will receive their normal rate of pay. 
 
6.5  Any employee who is on medically authorized sick leave when a holiday occurs will 

receive their normal rate of pay for that holiday and will not have their sick leave accrual 
charged. 
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6.6  Any employee who is on scheduled and approved vacation when a holiday occurs will 
receive their normal rate of pay for that holiday and will not have their vacation accrual 
charged for the holiday. 

 
6.7  Any employee who covers a full-time shift on Christmas Eve day will be allowed to leave 

two (2) hours prior to the end of their regular quitting time, with pay, unless in the opinion 
of the Employer, the employees services are needed and required in the interests of the 
public health, safety or general welfare or for reasons of emergency in which case the 
employee shall not be entitled the time off. If an employee is required to work they will be 
allowed to take two (2) hours off at another mutually agreeable time. 

 
6.8  Any employee who is required to work on any of the holidays listed in Section 6.1 shall 
 be compensated at the rate of one and one-half (1.5) times their regular rate of pay in 
 addition to their holiday pay. By mutual agreement an employee may choose to take 
 another day off in lieu of holiday pay. 
 
6.9  Newly hired employees shall be entitled to a pro-rata share of the three "floater" holidays, 

based on the part of the year that the employee is employed. 
 

ARTICLE 7 – VACATIONS 
 

7.1  Paid annual vacation accrual shall begin at the date of hire. Vacation accrual may be taken 
as earned according to the following schedule: 
 

Length Of Service  Hours Per Year  Hours Per Month 
0 – 1 year           96    8 
2 – 4 years        108               9 
5 – 9 years         120           10 
10 – 14 years        156   13 
15 – 19 years         180              15 
20 and more years       216              18 
 

Maximum vacation days to carry over: All bargaining unit employees shall be entitled to 
accumulate and carry over into the following year a maximum of four hundred (400) hours.  Any 
accumulated vacation time in excess of the four hundred (400) hours on January 1st shall be 
forfeited. 

 
7.2  All part-time employees shall accrue vacation at the same rate as full-time employees but 

in proportion to the number of hours worked. 
 
7.3  Employees shall choose vacation by seniority and may schedule their vacation any time 

upon approval of their Library Director or his/her designee. 
 
7.4  An employee not taking their vacation shall not be entitled to extra compensation for 

having worked during the period for which they were entitled to vacation unless required 
by a Library Director or his/her designee and approved by the Employer to do so. 

16

Item 8.



6 
 

7.5  Employees shall receive all accrued vacation at the time of termination including which 
was earned during the year of termination. 

 
7.6  Holidays occurring during an employee's vacation shall not be charged against earned and 

accrued vacation. 
 

ARTICLE 8 – SICK LEAVE 
 

8.1  Employees shall accrue sick leave at the rate of eight (8) hours per month with a maximum 
accrual rollover limit on December 31st of each calendar year of one thousand forty (1040) 
hours. Part-time employees working ten (10) or more hours per week shall accrue sick 
leave at the same rate but in proportion to the number of hours worked. 

 
8.2  Employees noted in Section 8.1 above are entitled to use sick leave for only a bona fide 

illness or injury and as described in Exhibit “B” (RCW 49.46.210) to this Agreement; 
quarantine due to exposure to contagious diseases; any physical treatment or examination 
including medical, dental or ocular. Employees shall also use sick leave for the employee’s 
family as described in Exhibit “B” to this Agreement, or any person living in the immediate 
household requiring the employee's attendance and/or care. Sick leave may also be used 
for parents, including “step” and in-law relationships as well and as described in Exhibit 
“B” to this Agreement. 
 

8.3  Employees entitled to sick leave who have exhausted their sick leave accrual may use 
accrued vacation. 
 

8.4  Time off for medical purposes shall be charged against sick leave for actual time used only. 
 
8.5  The City agrees to adhere to any provisions covered under the Family Medical Leave Act 

(FMLA), the Washington Family Care Act, Washington State Paid Family and Medical 
Leave Program and the American’s with Disabilities Act (ADA). 

 
(a)  Maternity leave shall be granted for disabilities caused by pregnancy, miscarriage, 

abortion or childbirth. 
 
(b)  Employees on maternity leave may use their accrued sick leave or vacation, or leave 

without pay not to exceed three (3) months which may be extended three (3) 
additional months by the Employer upon validation of need by a doctor's medical 
verification. 

 
(c) The City will offer Paid Family and Medical Leave in compliance with the 

Washington Paid Family and Medical Leave Program for eligible employees. 
 
(d) The City will contribute to the Paid Family and Medical Program based upon the 

required amount to be contributed by Employers by Chapter 50A.04 RCW. 
Additionally, the City shall deduct from the employees’ wages the percent of 
premiums for the Paid Family and Medical Leave Program as permitted by RCW 
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50A.04.115(3)(b) and (c); which employees will be required to participate in as per 
RCW 50A.04 the Paid Family and Medical Leave Program. 

 
(e) Eligibility for leave and benefits is established by Washington law and is therefore 

independent of this Agreement.  
 

8.6 Sickness or disability shall be reported to the Library Director or his/her designee prior to 
time for commencement of the employee's work day, or as soon thereafter as practicable. 
An employee  Must provide the Employer with notice of no less than ten (10) days in 
advance the use of paid sick leave when it is foreseeable, but best practice should be the 
employee provides the notice as soon as practicable. 
 

8.6.1 Medical Verification. The City may require a physician's  verification of 
an illness lasting more three (3) days, of an employee’s ability to return to work, 
and/or of an employee's ability to continue the full performance of his or her 
duties. 

 
8.7  Any employee who has reached their maximum accrual of one thousand forty (1040) sick 

leave hours, shall be eligible to cash out at straight time, thirty-three percent (33%) of all 
hours that would have been accrued over the maximum allowed. 

 
8.8 The Employer agrees to a maximum sick leave accrual of one thousand forty (1040) hours 

per calendar year that can be carried over.  Employees who have accrues sick leave hours 
above the maximum accrual amount shall cash out the amount above the maximum accrual 
allotment of one thousand forty (1040) sick leave hours on December 31st of each calendar 
year; as per section 8.7 to this Article.  

 
8.9  If an employee retires under DRS requirements from the City or in the event of death of 

current employee, that employee or his/her beneficiary is eligible to cash out twenty-five 
(25%) of their sick leave balance at their current straight time rate. 
 

8.10  The City of Camas shall administer state and federal laws related to family leave in 
accordance with those laws and consistent with City personnel policies.  

 
8.11 Family and Medical Leave (FMLA) Employees who work for the City at least twelve 

(12) months and have worked one thousand two hundred fifty (1250) hours over the 
previous twelve (12) months are eligible for up to twelve (12) weeks total of paid or unpaid 
leave per twelve (12) months period for birth, adoption, foster care of a child or a serious 
health condition of the employee or immediate family member requiring inpatient care or 
continuing treatment by a health care provider.. 

 
An "immediate family member" is an employee's son, daughter, spouse, legal domestic 
partner, or parent. A son or daughter is a minor child either under the age of eighteen (18) 
or eighteen (18) years of age or older but incapable of self-care because of a mental or 
physical disability. A "serious health condition" is an injury, illness, impairment, physical 
or mental condition that involves inpatient care or continuing treatment by a health care 
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provider. The City may require certification from a health care provider for leave based on 
a serious health condition. The disability portion of pregnancy leave is considered a serious 
health condition for purposes of the Family and Medical Leave Act. The leave would 
normally end six (6) weeks after a normal birth or eight (8) weeks after a cesarean section. 
 
Employees must provide the City with at least thirty (30) days’ notice, if possible before 
taking such leave or notify the City as soon as practicable. Before going on unpaid leave 
status for the birth, adoption or foster care of a child an employee is required to use all 
accrued unused compensatory or floating holidays and all accrued unused vacation leave. 

  
Before going on unpaid leave status for the serious health condition of the employee, 
spouse, parents or the employee's minor child requiring inpatient or continuing treatment 
an employee is required to use all accrued unused sick leave, floating holidays, 
compensatory time and vacation leave. 
 
As required by law, the City shall maintain the employee's health benefits during the FMLA 
leave to a maximum of twelve (12) weeks. In the event an employee does not return to City 
employment after taking leave under this section, the City may recover the cost of any 
health insurance premiums paid by the City during the unpaid portion of the leave. Upon 
return from such leave, the employee will be reinstated to the employee's former or 
equivalent position. 

 
8.12 Paid Family and Medical Leave (PFML). When and employee needs medical leave for 

themselves or to care for a family member, the employee may apply for Paid Family and 
Medical Leave (PFML), a new insurance program administered by the Employment 
Security Department. An employee may charge his/her sick leave account, or other 
accrued paid leaves if his/her sick leave balance is exhausted, for the difference between 
any compensation received from the Paid Family and Medical Leave Program and the 
employees’ normal pay. The calculation shall be based on the difference between the 
employee’s pay period compensation (rate times pay period hours) minus the benefits 
received from the Paid Family and Medical Leave Program with Washington State.  

 
The City will offer Paid Family and Medical Leave in compliance with the Washington 
Paid Family and Medical Leave Program currently scheduled to begin January 1, 2020. 
The City 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 City 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. 

 
ARTICLE 9 – BEREAVEMENT LEAVE 

 
9.1  A maximum of three (3) paid working days (consecutive or nonconsecutive) bereavement 

leave shall be allowed when there is a death in the employee's immediate family or any 
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other member of the immediate household. An additional two (2) days shall be allowed as 
needed and will be charged to sick leave, vacation leave, comp time, floating holiday or 
leave without pay at the discretion of the employee. 
 

9.2  Recognizing the need for family support, a maximum of two (2) days bereavement leave 
shall be allowed to attend the funeral or memorial service of aunts, uncles, nieces or 
nephews of the first generation. 

 
9.3  Employees may be excused by the Employer to attend the funeral of deceased fellow 

employees as leave with pay. 
 
9.4  Administrative Services Department will administer bereavement leave for consistency in 

unique circumstances as they arise. 
 
IMMEDIATE FAMILY –Bereavement leave may be used for qualifying family members in the 
case of imminent death and for the purposes of this Section eligible family members are: 
 

a. the spouse, children, parents, brother, sister (or the step, domestic partner and in-law 
equivalents);the employee’s grandparents, grandchildren, aunts and uncles;  
 

b. the employee’s domestic partner and children, parents, brother, sister (or the step and 
in-law equivalents) of the domestic partner (an Affidavit of Domestic Partnership must be 
on file in the HR-Benefits Department); 
 

c. other relatives living in the employee’s household. 
 

ARTICLE 10 – JURY DUTY 
 
An employee shall be granted leave with full pay for any regularly scheduled straight-time hours 
of work missed because he/she was required to be on jury duty. An employee shall endorse any 
jury fee (excluding mileage and meal allowances) to the City. An employee shall notify the 
Employer promptly upon receiving notice to report for jury duty. When an employee is excused 
or dismissed from jury duty, he/she shall promptly report to work. 

 
ARTICLE 11 – OTHER LEAVES 

 
11.1  Military Leave. In the event of a military leave the Employer abides by the provisions of 

the State of Washington RCW 38.40.060 which stipulates that employees who are 
members of the National Guard or Federal Reserve military units are entitled to be absent 
from their duties up to twenty-one (21) days with pay during each year (October-
September) while engaged in the performance of ordered military duty and while going to 
or from such duty. 
 
During a period of military conflict declared by the President or Congress, an employee 
who is the spouse or registered domestic partner of a member of the Armed Forces, 
National Guard or Reserves is entitled to up to fifteen (15) days of unpaid leave while 
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his/her spouse or domestic partner is on leave from deployment, or before and up to 
deployment. (Spousal military leave may also be covered under FMLA leave for a 
qualifying exigency, although an employee need not meet the more stringent FMLA 
eligibility requirements in order to take this spousal military leave). The purpose of this 
leave is to support the families of military personnel serving in military conflicts by 
permitting them to spend time together before a family member is deployed or while the 
family member is on leave from a deployment. An employee must work an average of 
twenty (20) hours per week to be eligible for this family military leave. Employees are 
eligible for this leave per deployment. 
 
An employee who seeks to take family military leave must provide the City with notice of 
his/her intent to take leave within five (5) business days of receiving official notice that the 
employee’s spouse will be on leave or of an impending call to active duty. The employee 
may substitute any available accrued leave for any part of this family military leave. 

 
11.2  Unpaid Leave/Leave of Absence. The Employer may grant an employee a leave of 

absence without pay for a period not to exceed ninety (90) days. No leave of absence 
without pay shall be granted except upon written request of the employee. Whenever 
granted, the leave shall be in writing and signed by the Employer and a copy filed with the 
Library Director. Upon expiration of a regularly approved leave without pay, the employee 
shall be reinstated in the position held at the time leave was granted without loss of seniority 
status, excepting that the time on leave will be deducted from the employee’s total service 
to determine seniority. Failure on the part of the employee on leave without pay to report 
promptly at the expiration of the leave shall constitute cause for forfeiture of right to 
reinstatement. The Employer may, in exceptional circumstances, extend leave beyond 
ninety (90) days. 

 
11.3  Union Business Leave. Upon written request from the Union, a Union Representative or 

Steward may be granted time off without pay or any cost to the Employer to conduct bona 
fide business of the Union. Stewards and Members of the JLMC shall have a reasonable 
amount of time during their shifts to conduct Camas Public Library Union affairs after first 
notifying their Supervisor. 

 
11.4 Domestic Violence/Sexual Assault: The Employer will grant leave in accordance with the 

City’s Domestic Violence/Sexual Assault policy. 
 
11.5 Worker’s Compensation: Worker’s Compensation provides partial wage replacement for 

injured employees.   
 

For the initial ninety (90) calendar days while off duty on a work related injury/illness, the 
City will keep the employee on salary and the employee shall turn over to the City any time 
loss checks received for that period. 
 
After ninety (90) days the employee would be required to use their accrued sick or vacation 
leave. If an employee elects to use accrued leave while receiving Worker’s Compensation 
benefits the City will pay the employee his/her regular wages using accrued sick or vacation 
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leave.  If an employee elects this option, when the employee receives time loss payments from 
the Department of Labor & Industries, the employee must turn such payments over to the 
Finance Department. The Finance Department will use the worker’s compensation payment 
to replenish the employee’s sick leave or vacation leave balance that was drawn down at the 
employee’s current hourly wage rate. Comp time is not eligible for buyback and may not be 
used following a work related injury or illness while an employee is receiving Worker’s 
Compensation pay. 
 
If an employee chooses not to use sick or vacation leave as a supplement, any time loss 
payments received by the employee from the Department of Labor & Industries may be kept 
and their time in the payroll system will be documented as leave without pay. 
 
Light Duty – The City will assign light duty to the employee anywhere in the City, if 
available and based on doctor approved activities at the time it is approved by the doctor 
(preferably within the employees own department). Administrative Services would be the 
point person and would review the doctor’s note and restrictions, work with the department 
and make a formal offer of light duty work to the employee. If the employee turns down 
the light duty, no time loss checks will be issued by L& I (as is their policy). The employee 
would need to use leave for their time off until they were released to full duty or if they 
accepted the light duty assignment at a later date. 

 
ARTICLE 12 – SENIORITY 

 
12.1  In the City of Camas – Camas Public Library seniority for reasons other than layoff or 

cutbacks shall be calculated as the length of continuous employment of an employee within 
the bargaining unit. Seniority shall be observed where abilities are substantially equal with 
respect to promotions, transfers and layoff. 
 

12.2  Seniority shall be broken only by resignation, discharge, retirement, layoff of more than 
twelve (12) months or failure to return in accordance with the terms of a leave of absence 
or when recalled from layoff. 

 
12.3  Part-time employees will receive seniority on a seniority pro-rata basis equal to the 

calculation utilized by the Washington State Department of Retirement Systems. 
 

12.4 Seniority for layoff or cutbacks shall be calculated by the total length of service within the 
bargaining unit and in accordance with Article 14.3(a) to this Agreement. 

 
12.5 Department seniority is defined as the length of employment with the City in one (1) 

department and seniority used in the selection of vacation and assignments of overtime. 
Seniority for work schedules shall be in accordance with Article 31 to this Agreement. 
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ARTICLE 13 – EVALUATIONS, PROMOTIONS, DEMOTIONS AND TRANSFERS 
 
13.1  The Library shall implement a semi-annual or annual performance evaluation of each 

employee. The importance of this process, and the need for its careful consideration in 
execution, is emphasized. The purpose of the performance review is to maintain a mutual 
understanding of the Employee and Employer’s role in providing quality and service to the 
Library; and is a basis for promotions, goal setting, pay step progression (ref. 24.3) and 
other personnel related action. These evaluations and performance review procedures shall 
be carried out, and submitted each year, for ultimate review by the City Administrator. 
 

13.2  Promotion is hereby defined as a move from a lower position to a higher position and in 
accordance with Article 24.6 within this Agreement. 

 
13.3 Notice of vacant positions may be posted on a simultaneous or internal/external basis and 

based upon the following guidelines: 
 

a. All external applications will be collected directly by the Human Resources 
Department. 

 
b. The City shall first review and consider internal applications when reviewing the 

applicant pool. 
 

Employees may apply for open recruitments and will receive consideration if they meet 
all required qualifications. 

 
Internal notices shall be posted on all Union bulletin boards with copies to the Union office 
and Stewards. 

 
13.4  An employee may apply for and receive a transfer to a position of another classification 

with the same position, range, and step. Such transfer may be made upon request of the 
employee at the discretion of the Employer. Any employee so transferred shall receive the 
same salary as in his/her former position; however, all requests must be in writing and 
agreed to by the Employer. 

 
13.5  Demotion: Demotion may be used by the Employer if the Employer determines the 

employee is not performing all the job requirements properly or completely. The Employer 
will not use demotion in disciplinary actions. 
 

13.6  Lateral Transfers: This is defined as an employee who voluntarily takes another position 
of the same pay range. In the event that the employee does not successfully pass the 
probationary period, such employee shall be reinstated without any loss of seniority or pay, 
provided the pay rate shall not exceed the normal rate of the subject employee for the 
position being reinstated into. 
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13.7  Career Development: The Employer and the Union agree to address career developments 
during JLMC meetings and work towards building a career development process for 
employees to advance in positions at the Camas Library for the term of this Agreement.   

 
ARTICLE 14 – LAYOFFS AND RECALL 

 
14.1 The City may layoff an employee based on the elimination of the employee’s position due 

to lack of work, lack of funds, reorganization, elimination of services/functions or other 
similar reasons. Additionally, employees may be laid off through displacement by an 
employee through the bumping procedure outlined in this Agreement. Employees who 
bump downward or accept vacant positions in a lower class shall be considered laid off 
from their former classification for the purpose of recall rights under this Article. Forced 
reduction of hours shall also be considered a layoff. 

 
14.2  Two (2) weeks’ notice of such layoffs shall be given as soon as possible before the 

scheduled layoff. 
 

14.2.1 Termination of non-critical employees and consultants within the Camas Public 
Library. 

 
14.2.2 Temporary reduced work hours programs including reduced work weeks and            
furloughs/ shutdowns. 

 
14.2.3 Attrition-based programs such as early retirements and voluntary layoffs. 
 
14.2.4 Reduction of paid leave balances or accrual rates. 

 
14.3  Application of the principle of seniority shall apply in the case of layoff and reinstatement 

provided that the remaining employees shall have the skill and ability to do the work as 
determined in a fair and equitable manner. 

 
(a) In layoff, the last employee employed shall be the first laid off provided the senior 

employee is capable of performing the work with skill and ability as determined by the 
Library Director. 

 
(b)  The last employee laid off shall be given the first opportunity to be reinstated provided 

however, that such employee has the qualifications and abilities for the position for which 
he/she is to be reinstated. Any notice of re-employment to an employee who has been laid 
off shall be made by phone or certified mail. The employee shall keep the Employer 
advised of his/her current address. Failure of such employee to report for reinstatement 
shall result in loss of seniority. 
 

14.4  Selection and Notice. Employees who will be separated from City service shall be 
provided a minimum of two (2) weeks’ notice of such layoffs shall be given as soon as 
possible before the scheduled layoff or pay in lieu of notice. The Union shall be notified 
concurrent with notice to employees. 
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14.4.1 A minimum of ten (10) working days’ notice shall be provided to employees who 
are reassigned to lower classifications. One (1) week minimum notice is required for 
employees who are reassigned laterally as a result of layoff. No pay in lieu of notice is 
authorized but reassignments and demotions shall be delayed until the required notice 
period has been met. The City may use contingent layoff notices to employees whose 
positions are not being eliminated, but who it determines are subject to being bumped by 
more senior employees. 

14.5  Recall. Any employee laid off shall be placed on the recall list; in order of seniority for the 
classification from which they were laid off; for a period of twelve (12) months. 
 
14.5.1 Recall Procedure. Notice of recall shall be sent to the employee by certified mail 
at the last address reflected in the employee’s official personnel file and the employee must 
respond within fifteen (15) calendar days of the date of the notice.  The City may send out 
multiple recall notices and recall the most senior employee who responds within the 
allotted time period.  An employee shall be allowed to waive one offer but shall otherwise 
be removed from the recall list for a classification based upon rejection or failure to 
respond. The employee shall be responsible for notifying the Administrative Services 
Department of any change in address or telephone number. 
 
14.5.2 Rights Upon Recall.  Employees who are recalled shall be reinstated with all rights 
formerly attained including accrued sick leave based upon the following: 
 

 Employees recalled within six (6) months from layoff shall have fifty percent 
(50%) of accrued sick leave which shall be reinstated. 

 
 Employees recalled with ten (10) years of service or more shall have one 

hundred percent (100%) of accrued sick leave reinstated. 
 
The seniority date shall be adjusted to reflect the time on layoff but the employee shall 
otherwise retain all service credit held at the time of layoff. Employees recalled to their 
former classification shall be appointed to the step and range formerly held and credit 
toward the next salary anniversary date shall be continued, not including the time on layoff. 
 
14.5.3 Laid-off employees will be offered employment in any available vacancy in a 
classification for which they have recall rights provided they are fully qualified for the 
position. In the event there are multiple employees eligible for recall within a classification 
and multiple positions available, Administrative Services shall coordinate a placement 
process whereby eligible employees are placed in the most suitable positions based on 
interest, qualifications and department’s needs, provided however that this procedure may 
not be used to recall a more junior employee in place of a more senior one. The intent of 
this language is to facilitate voluntary placements within the list of available vacancies and 
employees who are being recalled. As an alternative to recall available positions may be 
filled by promotion, transfer or demotion of current employees with mutual agreement of 
the department, Administrative Services and the applicable Union. 
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14.5.4 Laid-off employees are eligible for consideration for other positions in the City 
through the competitive recruitment and selection procedures and shall be allowed to 
compete as internal candidates for the duration of their recall rights period. Laid-off 
employees are responsible for making themselves aware of available positions other than 
those for which they are entitled to recall consideration. 
 

14.6 Seniority for Layoff. Seniority for selection of employees for layoff and bumping/ 
reassignment shall be in accordance with Article 12 to this Agreement. The following 
additional considerations shall apply as warranted: 

 
In the event of a tie in bargaining unit seniority, seniority shall be prioritized as follows:  

1)  Classification Seniority  
2) City Service Date Seniority. 
 

14.7 Reassignment and Bumping. 
 
14.7.1 Employees facing layoff shall be offered reassignment in the order below. No step 
may be utilized unless there are no available positions in the preceding steps except that 
the steps may be rearranged as necessary to provide a minimum pay reduction. In all cases 
the employee must be qualified to perform the duties of the position following a reasonable 
period of orientation and training. In the event there is more than one qualified candidate 
for a position, such position shall be offered on the basis of seniority. In bumping situation, 
the employee may bump only into the position occupied by the least senior employee, not 
any less senior employee. The order of consideration shall be: 
 

a. Vacant positions in the classification from which the employee is being laid 
off. 
 

b. Vacant positions in former classifications in the bargaining unit. 
 

c. Bumping across department lines is not permitted.  
 

d. Bumping the least senior employee and able to perform the duties in this  
   lower classification.  
 
ARTICLE 15 – HEALTH & WELFARE - DENTAL - VISION - PRESCRIPTION DRUG  

PENSION - LIFE INSURANCE 
 
15.1  The Employer shall offer at least two (2) medical insurance plans for employees and their 

dependents which include domestic partner. 
 
15.1.1 Employees may opt out of medical coverage per the City of Camas Dual Insurance 
Incentive Program policy and in accordance to IRC (Internal Revenue Code) Section 125. 

 
15.2  The Employer shall provide post-retirement medical insurance from retirement to age 

sixty-five (65) for the employee only, provided the employee has been employed by the 
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city for a total of ten (10) years and is retiring from the City under the provision of the 
applicable PERS retirement plan. Coverage for a spouse may be purchased by the 
employee in accordance with the requirements of the applicable plan. Employees hired 
after January 1, 1998 as described above shall not be eligible for employer paid 
post-retirement medical insurance but may participate for themselves and spouse at their 
own expense for the employee and spouse, consistent with plan requirements. 

 
15.3  The Employer shall provide a term life insurance policy for all employees working twenty 

(20) hours a week or more. The amount of the policy shall be equal to the nearest thousand 
dollars of the employee’s normal yearly salary exclusive of overtime but not to exceed a 
maximum of Fifty Thousand Dollars ($50,000.00). 

 
15.4  Health Insurance:  Kaiser HMO and AWC Regence Health First 250 Plan:  

 
The Employer will pay medical coverage premiums for employees and dependents. 
Premium contributions are as follows: 
 
All City of Camas – Camas Public Library employees shall pay fifteen dollars ($15.00) 
towards their health care premium paid for by the City of Camas through pre-tax payroll 
deduction of the total premium cost. 
 
Dependent(s) coverage shall be paid at ninety percent (90%) by the City of Camas and 
ten percent (10%) shall be paid by the employee through pre-tax payroll deduction of the 
total premium cost.  
 
The monthly premiums for the plans are as follows: 
 

Regence Health First 250 
$250.00 Deductible  

2021 Premiums Kaiser Permanente 
$250.00 Deductible w/a 10% Co-
Insurance 

2021 Premiums 

Employee (EE) only $772.98 Employee (EE) only $868.97 
EE plus Spouse $1552.40 EE plus Spouse $1714.87 
EE plus 1-Dependent $1156.94 EE plus 1-Dependent $1252.46 
EE plus 2 or more Dependents $1474.38 EE plus 2 or more Dependents $1592.89 
EE; Spouse and one Dependent $1936.36 EE; Spouse and one Dependent $2098.98 
EE; Spouse and 2+ Dependents $2253.80 EE; Spouse and 2+ Dependents $2439.39 

 
15.5  For the term of this Agreement, the Employer agrees to pay only the premiums for dental 

(Delta Dental; Delta Dental Plan F; Willamette Dental fifteen dollar [$15.00] co-pay and 
Kaiser Dental five dollars [$5.00] office co-pay), vision and life insurance plans offered by 
the Employer. The Employer will continue prescription drug coverage through the medical 
plan, consistent with the provisions of the medical plan. 
 

15.6  In the event insurance companies, brokers and/or administrators of the existing health and 
welfare plans notify the Employer of changes in benefits structure, the Employer will notify 
the Union and employees of such changes and these changes will pass through to the 
membership without negotiations. In the event of a change in the continued availability of 
such plan and/or any premium cost share increases to the membership, the parties will 
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negotiate these changes and thereafter the Employer will determine whether or not to make 
changes to the health and welfare plans inclusive of benefit levels and premium levels. In 
the event the plans employees are covered under become excessive in premium amount; as 
defined under State or Federal law; the Union and the Employer agree to meet, negotiate 
and make decisions about plan design in order to try to avoid any cost associated with the 
Affordable Care Act (ACA) tax or surcharge.  
 

15.7  The Union and/or the employee will indemnify and hold the Employer harmless from any 
and all claims or disputes between an insurance carrier and employees relating to medical 
claims and/or coverages. 
 

15.8  Any and all disputes or disagreements and/or claims involving coverage of employees 
between the insurance company and the employee are not grievable under this contract. 

15.9  The Employer shall make pension contributions required by statute to the Department of 
Retirement System (DRS). 

 
15.10  Employees and their immediate families (spouse and dependent children) shall be issued 

pool passes for the municipal swimming pool. 
 

ARTICLE 16 – JOINT LABOR/MANAGEMENT COMMITTEE 
 
The Employer and the Union agree to maintain a Joint Labor/Management Committee (JLMC). 
 

JLMC MISSION STATEMENT 
 

The Joint Labor/Management Committee (JLMC) is recognized as a Union/Management 
partnership. The common mission is to commit to a relationship that promotes a participative and 
cooperative endeavor between OPEIU Local 11 and the City of Camas-Camas Public Library. 
 
The JLMC acknowledges that both the Union members and the City management team bring 
value, talent and resources necessary to provide excellent public service to the citizens of the City 
of Camas. 

 
Through a forum of open communication and cooperation, this mission will result in sustaining 
and enhancing a quality work environment meeting the future challenges of service to the 
community. 

 
The JLMC will consist of two (2) members each from labor and management and will be scheduled 
to meet monthly or as needed. The responsibility of the JLMC will be to address problems, issues 
or concerns of the bargaining unit or management using the interest-based problem solving process 
to arrive at consensus agreement. 

 
ARTICLE 17 – DISCIPLINARY PROCEDURES 

 
17.1  The Employer may discipline an employee for just cause. 
 

28

Item 8.



18 
 

17.2  Disciplinary action or measures shall include only the following: 
(a) Verbal reprimand ; 
(b) Written reprimand; 
(c) Suspension without pay; 
(d) Discharge. 
 

17.3  The parties agree that progressive and escalating levels of discipline are preferable to allow 
an employee proper notice of misconduct and the opportunity to improve performance. The 
level or degree of discipline imposed shall be appropriately based on an employee's prior 
record of service, length of service, severity of offenses and prior record of discipline. 

 
17.4  When the Employer determines the circumstances are such that retention of the employee 

will likely result in the disruption of Employer services, damage to or loss of Employer 
property or be injurious to the employee, fellow employees or the services provided by the 
Employer, the Employer may immediately suspend with or without pay, depending on the 
circumstances. In such cases the facts supporting the circumstances will be made available 
to the employee by the Employer not later than three (3) working days after the action 
became effective. 

 
17.5  The provisions of this article shall not apply to newly hired employees serving a six (6) 

month or longer probationary period subject to the following provisions. The Employer 
may extend a probationary employee's probationary period for up to an additional three (3) 
months. Any extensions beyond the three (3) month period will be subject to mutual 
agreement with the Union. In any event, the probationary period shall not exceed twelve 
(12) months. Probationary employees shall work subject to the provisions of this agreement 
but shall be only on a trial basis during which period they may be discharged without cause 
and without any recourse. 
 

17.6  The employee and the employee's Union representative with the employee's authorization 
shall have the right to inspect the full contents of his/her personnel file. No written 
reprimand may be placed in the personnel file without the employee having been first 
notified of said written reprimand and given a copy, with a copy to the Union. An employee 
who disagrees with the validity of any written reprimand added to the file shall have the 
opportunity to challenge said written reprimand under the issue resolution procedure 
herein. The employee shall be required to sign the written reprimand or other disciplinary 
action acknowledging that they have read the contents of the document. 

 
17.7  The written reprimands will be removed from an employee's personnel file after one 

hundred eighty (180) days from the date said action was finalized provided that no further 
written reprimands have been issued within the one hundred eighty (180) day time period. 
If another written reprimand has been issued within this time period then both written 
reprimands shall remain in the personnel file for an additional one hundred eighty (180) 
days from the date of the latest written reprimand. In any event, the one hundred eighty 
(180) days may be extended to three hundred sixty (360) days depending on the seriousness 
of the circumstances. If another written reprimand has been issued within the three hundred 
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sixty (360) days time period then both written reprimands shall remain in the personnel file 
for an additional three hundred sixty (360) days from the date of the last written reprimand. 

 
17.8  In the event an employee may be subject to disciplinary action up to and including 

discharge, the Employer will notify the employee of the facts supporting such action and 
provide the employee with an opportunity to confer with his/her representative prior to the 
disciplinary action being finalized. The employee will be provided an opportunity to 
respond to the facts before the disciplinary action is finalized. If the employee requests the 
presence of his/her Union representative they shall be allowed to attend the disciplinary 
meeting provided scheduling of the meeting is not unreasonably delayed. 

 
17.9  It is the Employer's sole determination as to whether or not an employee suspended without 

pay may be allowed to forfeit accrued vacation or compensatory time in lieu of the 
suspension of pay. 

 
ARTICLE 18 – GREIVANCE PROCEDURE 

 
18.1 Grievance Procedure  
 

The objective of this process is to promote open and continuous communication regarding 
concerns in the workplace and recommendations for improving the quality of work life. 
This process is established on the premise of trust and mutual respect and is to be used for 
determining “what’s right” NOT “who’s right”. 
 
The parties agree that every effort should be made to resolve grievances informally with 
the first level Supervisor or others, as appropriate, and to settle grievances at the lowest 
possible level. The grievant and/or the Union and the appropriate Employer representative 
shall meet, if necessary, to attempt to resolve the grievance at any Step. 
 
To facilitate this process, the levels below should be followed in sequence unless 
inappropriate for the circumstances. Some issues may necessitate meeting more than once 
at any particular level or obtaining information from additional sources. Each level will be 
addressed in an expedient manner.  

 
18.2 Filing and Processing Requirements  

A grievance may be brought under this procedure by one (1) or more aggrieved employees, 
or by the Union as a class grievance (hereafter described as “the grievant”). No grievance 
shall be processed beyond informal process without Union concurrence and representation. 
A written grievance shall be signed and dated and indicate the Step at which it is being 
filed and responses shall address at a minimum, the following points: 
 

a. The nature of the grievance/response and the facts upon which it is based; 
 

b. A statement of the specific provision(s) of the Agreement that is (are) the basis of the 
grievance/response; 
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c. The manner in which the provisions have been violated, misapplied or misinterpreted (or 
in which the provisions supports the response); 
 

d. The date or dates on which the alleged violation, misinterpretation or misapplication 
occurred; 
 

e. The specific remedy sought or offered. 
 

18.3  Timelines 

 
Timelines under this Article (contract violation, receipt of grievance, etc.) shall be that 
“working days” means Monday through Friday, excluding City observed holidays. Filing 
and response time limits shall be met by mailing, email, hand delivery or facsimile 
transmission. Receipt shall be considered to be the date of actual receipt. The time limits 
prescribed herein may be waived or extended by mutual agreement, in writing, by the 
Steward or the Union in a class grievance and the appropriate Employer representative at 
each Step. 
 
A grievance not brought within the time limit prescribed for every Step shall be considered 
settled on the basis of the Employer’s last decision received by the Steward of the Union. 
A grievance or complain not responded to by the Employer representative may be moved 
to the next Step in the procedure. 
 
Scope: Grievances and recommendations that can’t be resolved by the employee and 
Supervisor.  
 

18.4  Steps. 
 
Step 1. If unable to resolve the grievance informally with the immediate Supervisor the 
Steward or the Union Representative shall present the grievance in writing to the 
Supervisor within ten (10) working days of the occurrence or knowledge thereof. This ten 
(10) day period includes any attempted informal resolution meetings. The Supervisor and 
the Union, along with the grievant shall meet to discuss the grievance within seven (7) days 
of receipt of written grievance. The Supervisor must respond in writing to the grievant and 
the Union within ten (10) working days after the meeting has been held with his/her official 
response. 
 
Step 2. If unable to resolve the grievance at Step 1 the Steward or the Union Representative 
shall submit the written grievance to the department head or their designee within ten (10) 
working days following the Supervisor’s response. The department head or their designee 
and the Union, along with the grievant shall meet to discuss the grievance within seven (7) 
days of receipt of written grievance. The department head or their designee shall respond 
in writing to the grievant and the Union within ten (10) working days after the meeting has 
been held with his/her official response. At this Step documented copies shall be sent to 
Local 11 and the Administrative Services Department. 
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Step 3. If unable to resolve the grievance at Step 2 the Union Representative or his or her 
designee shall submit the grievance in writing to the Administrative Services Director 
within ten (10) working days following the department head or their designee response. 
The Administrative Services Director shall respond in writing to the grievance within ten 
(10) working days of receiving the request to either schedule a meeting or submit a 
response.  

 
18.5  Arbitration 
 

If the grievance cannot be resolved at Step 3 the parties may, by mutual agreement, seek 
the assistance of the Federal Mediation and Conciliation Service (FMCS) or the Public 
Employees Relation Commission (PERC) in an attempt to resolve the dispute. The Union 
shall notify the Employer, in writing of submission to arbitration within ten (10) working 
days after receipt of the written response in Step 3 above. 
 
In the event that a grievance has not been settled an Arbitrator shall be selected by the 
Employer and Union Representative from a panel obtained from the FMCS or PERC. The 
decision of such Arbitrator shall be final and binding upon both parties. The parties shall 
each pay their own costs and each shall pay one-half (½) of the cost of the service of the 
Arbitrator and of any other joint costs of the arbitration. 

 
18.6  Mediation 

As an alternative or supplement to the grievance procedure or for such other purposes the 
parties may mutually determine, the parties may invoke a mediation process to resolve 
grievances or other issues between them as provided herein. As contemplated by this 
Section, mediation involves the use of a third party to serve as a Mediator using 
contemporary mediation techniques. A decision to utilize a Mediator shall be voluntary 
by both parties and the Mediator shall be a mutually acceptable FMCS or PERC staff 
representative.  

 
ARTICLE 19 – NON-REDUCTION OF WAGES AND WORKING CONDITIONS 

 
The parties hereto agree that the wages and working conditions specified by the Employer 
ordinances and resolutions now in force shall be maintained consistent with this Agreement for its 
term. 
 

ARTICLE 20 – STRIKES AND LOCKOUTS 
 
The City and the Union recognize that the public interest requires the efficient and uninterrupted 
performance of all City services and to this end pledge their best efforts to avoid or eliminate any 
conduct contrary to this objective. During the term of this Agreement, neither the Union nor the 
City shall cause, engage in or sanction any work stoppage, slowdown or other interference with 
City functions. Employees who engage in any of the foregoing actions shall be subject to 
disciplinary action including suspension or discharge. No individual shall receive any portion of 
his/her salary or benefits as provided by the City, and in accordance with applicable law, while 
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engaging in activities in violation of this Article. The City shall not constitute any lockout of its 
employees during the term of this Agreement. 

 
ARTICLE 21 – UNION REPRESENTATIVE 

 
An authorized representative of the Union shall have the right to investigate issues or conditions 
at reasonable hours upon first securing permission from the Employer to do so and without 
interfering with the progress of work. The Union shall advise the Employer, in writing of the names 
of their authorized representatives and stewards. 

 
ARTICLE 22 – BULLETIN BOARD 

 
The Employer shall provide a bulletin board for the Union's use in an area conveniently accessible 
to bargaining unit employees. The Union may maintain the board for the purpose of notifying 
employees of matters pertaining to Union business. All notices shall be signed by a representative 
of the Union who is authorized by the Union to approve Union notices. 

 
ARTICLE 23 – NON-DISCRIMINATION 

 
23.1  The Employer agrees that they will not discriminate against any employee because of 

lawful Union activity. 
 
23.2  Neither the Union nor the Employer in carrying out their obligation under this Agreement, 

shall discriminate in matters of hiring, training, promotion, transfer, layoff, discharge or 
otherwise because of race, color, creed, national origin, sex or age. 

 
23.3  All references to employees in this contract designate both sexes and wherever the male 

gender is used, it shall be construed to include male and female employees. 
 

ARTICLE 24 – WAGES, CLASSIFICATIONS AND PAY PLAN 
 
24.1  The applicable pay plan is attached hereto and incorporated herein by reference as Exhibit 

“A” to this Agreement. 
 

24.1.1 The following classifications shall be red-circled until such time the annual Cost of 
Living Increase (CPI) catches up to the recommended wage rates established in Exhibit 
“A” to this Agreement. Effective upon ratification of this Agreement, red-circled 
employees shall receive a one-time five hundred dollar ($500.00) lump sum amount; less 
any applicable taxes; these classifications are:  

 
a) Library Associate 
b) Circulation Services Specialist 

 
24.2  Salary Increases – Across the Board Wage Adjustments.  
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24.2.1.a Effective January 1, 2021 all bargaining unit employees not subject to 
Section 24.1.1 to this Article shall receive a wage increase equivalent to the Bureau 
of Labor Statistics CPI-W from July – July (announced each year in August) for 
the 2020 calendar year and in using this formula the resulting COLA will be no less 
than two percent (2%) and no more than four percent (4%) and shall be set forth in 
Exhibit “A” to this Agreement.  
 

24.3 Newly hired employees shall normally be paid at Step 1 of their pay range as determined 
by the Employer. An employee may be granted a Step increase to Step 2 subject to 
satisfactory completion of probation, except in promotions where Section 24.6 of this 
Article applies, as determined by the Library Director. Thereafter, an employee will be 
considered for a further Step increase after twelve (12) months in Step 2 of the pay plan 
subject to a satisfactory performance review by the Library Director. Step increases will 
occur after an employee has spent at least twelve (12) months in each step and subject to 
satisfactory performance evaluations by the department head. If performance reviews result 
in an unsatisfactory performance rating then the employee may be held in the  
existing Step for up to an additional twelve (12) months. Thereafter, the employee will be 
considered for a further Step increase subject to a satisfactory performance review by the 
Library Director. 

 
24.4  No step increase is applicable if an employee reaches the maximum step of their pay plan. 
 
24.5  Employees will perform the job duties and responsibilities of their current classification 

set forth in each respective job description. 
 
24.6 Employees who are promoted to a higher job classification the employee will be placed at 

least two (2) steps within the new range or receive a six percent (6%) increase higher than 
his or her wage rate within their former classification, provided however that the salary 
shall not exceed the top of the pay range for said promotion. The employee’s anniversary 
date for wage increases will be the date of appointment to the higher classification. In the 
event a promoted employee does not successfully pass the probationary period, such 
employee shall be reinstated without any loss of seniority or pay provided the pay rate shall 
not exceed the normal rate of the subject employee for the position being reinstated. 

 
24.7  An employee who is temporarily assigned the duties and responsibilities of a higher level 

position shall be paid at a rate one step, three percent (3%) above his/her current rate of 
pay, or at the entry rate of the higher job class, whichever is greater. Higher level positions 
are defined as higher paid positions. All of the following conditions must be met for an 
employee to receive the out of class pay: 
 
(1)  The position is currently vacant; OR the employee normally filling the position is 

on authorized leave; OR the employee normally assigned to the position has been 
temporarily relieved of his/her regular duties to complete a special project approved 
by their supervisor; OR the workload has been temporarily increased; and; 
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(2)  The employee is formally assigned to perform and actually performs duties of the 
higher job class which are not within the normal duties of the employee's regular 
job class. Formal assignment should normally include a written directive from the 
employee's Supervisor and; 

 
(3)  The employee is so assigned and actually works fifty percent (50%) of the 

assignment for a period of eight (8) consecutive working hours. If the employee is 
so assigned and actually works fifty percent (50%) of the assignment for a period 
of more than eight (8) hours, the out-of-class pay shall be retroactive to the first 
hour of that specific assignment. This does not include cross-training 
circumstances. 

 
The same employee shall not be assigned to the higher level duties for more than six (6) 
consecutive months unless specifically approved by the city administrator for extenuating 
circumstances. An extension of an out-of-class assignment beyond twelve (12) months 
must be approved by the City Council. The Union will be given notice of any such 
extensions. 
The out-of-class rate of pay shall apply for that time actually worked in the higher class. 
 
Periods of paid leave during the out-of-class assignment shall be compensated at the 
employee’s regular rate of pay except when the assignment is for more than one month. 
When assigned for more than one month, the employee shall receive the out-of-class pay 
for leave taken during the out-of-class assignment. 

 
24.8  If a person is hired, terminates or works only part way through a month, their pay will 
 be based on their hourly rate of pay for the portion of the month worked. 

 
ARTICLE 25 – HEALTH AND SANITATION 

 
25.1 The Washington State rules and regulations covering health and sanitation shall prevail. 
 
25.2 Upon employee request the Employer agrees to arrange an ergonomic review of the  
 employees work station and make reasonable accommodations to ensure a healthy work  
 environment. 
 

ARTICLE 26 – SEPARABILITY 
 

In the event that any provision of this agreement shall at any time be declared invalid by a final 
judgment of any court of competent jurisdiction, or through a final decree of a government, state 
or local body, 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 provision of this Agreement shall be modified through 
negotiations to comply with the existing regulations or laws. 
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ARTICLE 27 – MILEAGE ALLOWANCE 
 
All employees required by the Library Director to use their private cars for official departmental 
business shall be compensated at the rate for such use as determined by the Internal Revenue 
Service. 
 

ARTICLE 28 – DEPARTMENT RULES AND REGULATIONS 
 
The Union agrees that its members shall comply in full with departmental rules and regulations 
including those relating to conduct and work performance. The Employer agrees that new 
departmental rules and regulations affecting working conditions shall be reviewed with the Union 
prior to implementation. 
 

ARTICLE 29 – JOB DESCRIPTIONS AND RECLASSIFICATIONS 
 
When work operations involving new or substantially changed requirements are established as 
determined by the Employer and such requirements are not adequate or properly prescribed in any 
existing position, the Employer will revise the position or establish a new position classification 
consulting with the Union beforehand. 
 

ARTICLE 30 – CONFLICT OF CONTRACT AND ORDINANCE 
 
It is agreed that the intention of the parties of this Agreement is that this Agreement and all working 
agreements shall be consistent with the personnel ordinances and that where it is found that the 
provisions of such an Agreement are in conflict with the personnel ordinance(s), that the language 
of the Agreement would become the basis for recommending an amendment of the ordinance(s). 

 
ARTICLE 31 – MANAGEMENT RIGHTS 

 
The Union recognizes the prerogative of the City to operate and manage its affairs in all respects 
in accordance with its responsibilities, lawful powers and legal authority. Management's affairs  
and prerogatives which the parties have agreed do not constitute negotiable matters relating to 
wages, hours and working conditions are inclusive of but not limited to the following: 
 
31.1  The right to institute from time to time, work rules applicable to bargaining unit employees. 
 
31.2  The right to determine work schedules, overtime and the methods and processes by which 

work is to be performed. Changes to work schedules will be preceded by reasonable notice. 
 
31.3  The right to hire, promote, demote, transfer, assign, and/or retain employees in positions 

within the City. 
 
31.4  The right to discipline employees for just cause. 
 
31.5 The right to lay off employees for lack of work, lack of funds, reorganization or occurrence 

of conditions beyond the control of the City. 
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31.6  The right to take whatever actions the Employer deems necessary to carry out services in 

an emergency. The term "emergency" is inclusive of but not limited to life threatening 
situations, civil disorders, natural disasters, unforeseen occurrences or conditions, 
complications of circumstances, sudden or unexpected occasion for action. 
 

31.7  The right to determine the methods and processes means and personnel by which 
operations are to be carried out on an efficient basis. This includes the right to modify 
operations, personnel and equipment. 

 
ARTICLE 32 – EMPLOYEE RIGHTS 

 
Subject to the provisions of this contract and except as otherwise provided, employees have the 
right to use the issue resolution procedure contained herein to protect their rights as set forth in 
this Agreement. 
 

ARTICLE 33 – DEFINITION OF JOB TERMS 
 

 (1)  Full-Time Employee – An employee working a full-time schedule of forty (40) hours per 
week. 

 
(2) Part-Time Employee – An employee working a part-time schedule of twenty (20) hours, 

but less than forty (40) hours per week. Part-time employees will receive health and welfare 
insurance, sick leave, vacations and holiday benefits on a pro-rata basis in accordance with 
the number of hours worked and applicable Local, State and Federal laws. The employee’s 
portion of the insurance premium will be carried out by payroll deduction. Further, floating 
holidays will be credited on a pro-rated basis for the portion of the year worked. 

 
(3) Provisional Part-Time Employee – An employee working a part-time schedule of less than 

twenty (20) hours per week. Such employee is eligible to participate in non-insured benefit 
programs at a level proportionate to their monthly work schedule. 

 
(4)  Temporary Employees – An employee working a full or part-time schedule not to exceed 

six (6) months. Temporary employees are not eligible to participate in the benefit programs 
nor shall they accrue seniority. 

 
(5)  Probationary Employees – The probationary period for employees shall be six (6) months 

or longer subject to the following provisions. The Employer may extend a probationary 
employee's probationary period for up to an additional three (3) months. Any extensions 
beyond the three (3) month period will be subject to mutual agreement with the Union. In 
any event, the probationary period shall not exceed twelve (12) months. Probationary 
employees shall work subject to the provisions of this agreement but shall be only on a trial 
basis during which period they may be discharged without cause and without any recourse. 
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ARTICLE 34 – NO SMOKING POLICY 
 
The No Smoking Policy which was mutually agreed upon between the parties is hereby 
incorporated by reference as though it were set out specifically and completely in this Agreement. 
Said policies and procedures are a part of this Agreement. 
 

ARTICLE 35 – SUBSTANCE ABUSE POLICY AND PROCEDURES 
 
The Substance Abuse Policy and procedures mutually agreed on by the parties is hereby 
incorporated by reference as though it were set out specifically and completely in this Agreement. 
Said policies and procedures are a part of this Agreement. 
 

ARTICLE 36 – SHARED LEAVE POLICY 
 
The Shared Leave Policy and procedures mutually agreed on by the parties is hereby incorporated 
by reference as though it were set out specifically and completely in this Agreement. Said policies 
and procedures are a part of this Agreement. 
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ARTICLE 37 – TERMINATION AND RENEWAL 
 

This Agreement shall be in full force and effect from January 1, 2021, except as otherwise 
indicated, until December 31, 2021, except for contract language changes which shall be effective 
from the effective date of signature forward. 
 
 

 
 
CITY OF CAMAS – CAMAS PUBLIC LIBRARY,   OFFICE & PROFESSIONAL EMPLOYEES 
WASHINGTON       INTERNATIONAL UNION, LOCAL 11 
 
 
______________________________  ______________________________ 
Barry McDonnell, Mayor     Maureen Colvin, Executive Secretary-Treasurer 
 

 
Date:__________________________  Date:__________________________ 
 
 

 
______________________________  ______________________________ 
Jamal, Fox, City Administrator    Karyn Morrison, Union Representative 

 
 
Date:__________________________  Date:__________________________ 
 
 
 
________________________________________ 
Connie Urquhart, Library Director 
 
 
 

Date:__________________________ 
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EXHIBIT “A” 
 

2021 – WAGE SCHEDULE 

Position Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 

Library Aide $2610.00 $2698.00 $2785.00 $2870.00 $2956.00 $3042.00 $3128.00 
Library Assistant $3315.00 $3425.00 $3534.00 $3644.00 $3753.00 $3863.00 $3973.00 
Library Associate $3828.00 $3956.00 $4079.00 $4206.00 $4332.00 $4458.00 $4584.00 
Administrative Support Assistant $4212.00 $4350.00 $4490.00 $4629.00 $4766.00 $4905.00 $5045.00 
Circulation Services Specialist $4212.00 $4350.00 $4490.00 $4629.00 $4766.00 $4905.00 $5085.00 
Programming and Outreach Coordinator $5611.00 $5796.00 $5981.00 $6165.00 $6351.00 $6535.00 $6720.00 

 

 
Progression through the pay plan is subject to the provisions of Article 24 to this 
Agreement. 
Hourly Rate Formula:  12 x Monthly Salary  2080 Hours 
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EXHIBIT “B” – RCW 49.46.210 

 
Paid sick leave—Authorized purposes—Limitations—"Family member" defined. 
 
(1) Beginning January 1, 2018, every employer shall provide each of its employees paid sick leave 
as follows: 

 
(a) An employee shall accrue at least one hour of paid sick leave for every forty hours worked 
as an employee. An employer may provide paid sick leave in advance of accrual provided that 
such front-loading meets or exceeds the requirements of this section for accrual, use, and 
carryover of paid sick leave. 
 
(b) An employee is authorized to use paid sick leave for the following reasons: 
 

(i) An absence resulting from an employee's mental or physical illness, injury, or health 
condition; to accommodate the employee's need for medical diagnosis, care, or treatment 
of a mental or physical illness, injury, or health condition; or an employee's need for 
preventive medical care; 

 
(ii) To allow the employee to provide care for a family member with a mental or physical 
illness, injury, or health condition; care of a family member who needs medical diagnosis, 
care, or treatment of a mental or physical illness, injury, or health condition; or care for a 
family member who needs preventive medical care; and 

 
(iii) When the employee's place of business has been closed by order of a public official 
for any health-related reason, or when an employee's child's school or place of care has 
been closed for such a reason. 

 
(c) An employee is authorized to use paid sick leave for absences that qualify for leave under 
the domestic violence leave act, chapter 49.76 RCW. 
 
(d) An employee is entitled to use accrued paid sick leave beginning on the ninetieth calendar 
day after the commencement of his or her employment. 
 
(e) Employers are not prevented from providing more generous paid sick leave policies or 
permitting use of paid sick leave for additional purposes. 
 
(f) An employer may require employees to give reasonable notice of an absence from work, so 
long as such notice does not interfere with an employee's lawful use of paid sick leave. 
 
(g) For absences exceeding three days, an employer may require verification that an employee's 
use of paid sick leave is for an authorized purpose. If an employer requires verification, 
verification must be provided to the employer within a reasonable time period during or after 
the leave. An employer's requirements for verification may not result in an unreasonable 
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burden or expense on the employee and may not exceed privacy or verification requirements 
otherwise established by law. 
(h) An employer may not require, as a condition of an employee taking paid sick leave, that 
the employee search for or find a replacement worker to cover the hours during which the 
employee is on paid sick leave. 
(i) For each hour of paid sick leave used, an employee shall be paid the greater of the minimum 
hourly wage rate established in this chapter or his or her normal hourly compensation. The 
employer is responsible for providing regular notification to employees about the amount of 
paid sick leave available to the employee. 
 
(j) Unused paid sick leave carries over to the following year, except that an employer is not 
required to allow an employee to carry over paid sick leave in excess of forty hours. 
 
(k) This section does not require an employer to provide financial or other reimbursement for 
resignation, retirement, or other separation from employment. When there is a separation from 
employment and the employee is rehired within twelve months of separation by the same 
employer, whether at the same or a different business location of the employer, previously 
accrued unused paid sick leave shall be reinstated and the previous period of employment shall 
be counted for purposes of determining the employee's eligibility to use paid sick leave under 
subsection (1)(d) of this section. 
 

(2) For purposes of this section, "family member" means any of the following: 
 
(a) A child, including a biological, adopted, or foster child, stepchild, or a child to whom the 
employee stands in loco parentis, is a legal guardian, or is a de facto parent, regardless of age 
or dependency status; 
 
(b) A biological, adoptive, de facto, or foster parent, stepparent, or legal guardian of an 
employee or the employee's spouse or registered domestic partner, or a person who stood in 
loco parentis when the employee was a minor child; 
 
(c) A spouse; 
(d) A registered domestic partner; 
(e) A grandparent; 
(f) A grandchild; or 
(g) A sibling. 
 
(3) An employer may not adopt or enforce any policy that counts the use of paid sick leave 
time as an absence that may lead to or result in discipline against the employee. 
 
(4) An employer may not discriminate or retaliate against an employee for his or her exercise 
of any rights under this chapter including the use of paid sick leave. 

[2017 c 2 § 5 (Initiative Measure No. 1433, approved November 8, 2016).] 
NOTES: 
Intent—Effective date—2017 c 2 (Initiative Measure No. 1433): See notes following  
 
RCW 49.46.005. 
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Staff Report 
November 2, 2020 Regular Meeting 

 

Addition of 4 FTEs to CWFD 2021/2022 Budget 

Presenter:  Cathy Huber-Nickerson, Finance Director, Nick Swinhart, Fire Chief 

 

Phone Email 

360.817.1537 

360.817.1532 

chuber@cityofcamas.us 

nswinhart@cityofcamas.us 
 

BACKGROUND: CWFD Station 42 has been a cross-staffed station since it was built in 2000. The 

recent Master Plan recommended adding necessary staff to eliminate cross-staffing at this station. 

The Fire Chief and Council have also indicated a desire to eliminate cross-staffing at this station. 

Council indicated a desire to see 4 additional FTEs added to the 2021/2022 budget.  

SUMMARY: Cross-staffing is necessitated when there are only enough personnel to staff one 

apparatus at a time. With additional staffing, there will be enough personnel to staff both an 

ambulance and a fire engine at the same time at Station 42. This will improve response times and 

coverage for citizens in our response area. The City of Washougal has indicated they do not have 

the ability to help fund these proposed positions at this time. Providing the additional budgetary 

authority to add these positions will require approval of Council.  

 

 

EQUITY CONSIDERATIONS:   

What are the desired results and outcomes for this agenda item? 

Staff recommends this addition to the fire department budget be approved by Council 

during the 2021/2022 biennial process. 

What’s the data? What does the data tell us?  

The data from previous studies show that eliminating cross-staffing at this station will 

improve response times and service coverage to the citizens in our response area.  
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How have communities been engaged? Are there opportunities to expand engagement?  N/A 

Who will benefit from, or be burdened by this agenda item? 

The fire department’s operational capacity, and by extension the citizens, will benefit 

from this agenda item. There is potential for burden that will be born by other city 

departments that may see previously budgeted items either decreased or eliminated. 

There will also be burden to the partnership between Camas and Washougal. This 

would further widen the gap between what the two cities contribute to the fire 

department budget.  

What are the strategies to mitigate any unintended consequences? 

Finance Department is working to find appropriate funding such that it will minimize 

impacts to other city departments.  

Does this agenda item have a differential impact on underserved populations, people living 

with disabilities, and/or communities of color? Please provide available data to illustrate this 

impact.  N/A 

Will this agenda item improve ADA accessibilities for people with disabilities?  N/A 

What potential hurdles exists in implementing this proposal (include both operational and 

political)? 

There are no operational hurdles as approval would improve operational capacity. The 

political hurdle is whether Council will be willing to approve this item without 

Washougal contribution.  

How will you ensure accountabilities, communicate, and evaluate results? 

We will monitor changes and improvements to department operations with the 

additional staffing and will report this data in our annual report to Council and the 

community.  

How does this item support a comprehensive plan goal, policy or other adopted resolution?   

Council has previously expressed a desire to see cross-staffing eliminated at Station 

42. Approval of this agenda item will fulfill that plan.  

BUDGET IMPACT:  It is estimated that this will have a budgetary impact of approximately 

$530,000, including salary, training, equipment, and uniforms.  The ongoing cost of the filling 

the four positions is approximately $480,000 annually. Council has four funding options to 

consider: 
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1. 1% property tax dedicated to CWFD This option is similar to funding model 

used for a dedicated revenue stream of street preservation. In 2014, Council elected 

to used the banked capacity of property taxes to fund street preservation annually. 

The dedicated property tax is increased each year with the proportionate 1% and new 

construction. In this scenario, Council could choose to dedicate the 1% tax limit, this 

year it is approximately $135,000.  This amount would grow each year in the same 

manner as the street preservation dedicated property taxes. The dedicated tax does 

not pay for all the positions but would fund one in 2021 and the 1% in the next year 

could fund an additional position. The downside of this option is that the cross-staffing 

concern would not be remedied until 2024.  

2. Utility taxes Council could opt to establish or increase a utility tax to fund the four 

positions. Currently, the City has a 3% utility tax on natural gas with the exception of 

natural gas consumed by large industrial customers. Council have a variety of options 

in considering establishing a new utility tax or increase the natural gas utility tax up to 

6%.  This option is a stable funding source for ongoing costs of all four positions. 

3. Pledge GEMT funding Ground Emergency Medical Transport (GEMT) funding is 

provided by the State of Washington to help offset the gap between the difference in 

allowable amount received from Washington Apple Health (Medicaid) patients and 

the cost of transport. This funding is subject to appropriation by the Washington State 

Legislature.  This revenue source is not budgeted currently and could be used for the 

funding of the positions. This option may require the City of Washougal to agree to 

the use of the funds for this purpose, currently the funds are considered shared 

revenues and offset the costs of CWFD for both cities but it would also allow 

Washougal to share in the costs of additional staffing. The risk in depending on this 

revenue source is the reliance on the State Legislature to continue to fund the 

program.  

4. Use of fund balance  CWFD will have an increase in fund balance in 2020 with 

unanticipated federal funding. This revenue is not shared revenue since it was 

allocated from the State of Washington’s Department of Commerce to the City of 

Camas. The use of these one-time funds could be to bridge the ongoing costs for one 

year while the City of Camas determines the best funding mechanism for the positions.  

RECOMMENDATION:  Staff recommends this item be approved as part of 2021/2022 

biennial budget process with a dedicated revenue to fund the four positions. 
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CROSS-STAFFING 

FUNDING 

OPTIONS

 1% property tax to CWFD

 Utility Taxes

 Pledge GEMT funding

 Use of Fund Balance
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1% PROPERTY 

TAX 

DEDICATED TO 

CWFD

 Dedicate the 1% Property Tax Limit for the next four years

 PROs

 Sustainable

 Little to no impact to taxpayers

 Easy to implement

 CONs

 Cross-Staffing would continue for three years

 Impacts other departments
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UTILITY TAXES
 Implement or increase Utility 

Taxes

 PROs

 Sustainable

 Diversifies revenue sources

 Cross-Staffing would end in 
2021

 Does not impact other 
departments

 CONs

 Impacts taxpayers

 Longer process

Utility Taxes 

Utility Tax Limits*

Typical 

Monthly Bill

Estimated     

1% Taxes

Estimated     

1% Revenue

Estimated 

6% Taxes

Estimated      

6% Revenue

Cable TV 6%** 100.00$           1.00$                  25,000$          6.00$              150,000              

Electricity 6% 70.00$             0.70$                  115,000$        4.20$              690,000              

Gas 6% 75.00$             0.75$                  120,000$        4.50$              720,000              

Sewer no limit 50.23$             0.50$                  75,000$          3.01$              450,000              

Storm Drainage no limit 10.17$             0.10$                  25,000$          0.61$              150,000              

Solid Waste no limit 23.08$             0.23$                  28,000$          1.38$              168,000              

Telephone (including cell) 6% 48.00$             0.48$                  80,000$          2.88$              480,000              

Water no limit 21.26$             0.21$                  44,000$          1.28$              264,000              

3.98$                  512,000$        23.86$           3,072,000          

* Limits  - without voter approval

** Can be higher but typica l ly i s  6%

Use of Revenue

No limit but most cities use the revnue for general fund puposes.

If there is vote for a higher limit, than the City dedicates the additional revenue to specific uses such as

      streets or public safety. 

There is a 60 day waiting period

Ways of Administering Tax

1. Embedding the Tax in the Utility Rates

2. Separately Itemizing the Tax on Customer Bills
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GEMT 

FUNDING

 Pledge GEMT Funding

 PROs

 No impact to taxpayers

 Easy to implement

 Cross-Staffing ends in 2021

 Does not impact other departments

 City of Washougal shares in the positions

 CONs

 Impacts the City of Washougal

 May not be sustainable
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FUND 

BALANCE

 Use of Fund Balance

 PROs

 No impact to taxpayers

 Easy to implement

 Cross-Staffing ends in 2021

 Does not impact other departments

 City of Washougal shares in the positions

 CONs

 Impacts the City of Washougal

 Only provides more time to find a sustainable 
solution
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AMENDMENT TO INTERLOCAL AGREEMENT BETWEEN THE CITIES OF CAMAS 

AND WASHOUGAL FOR THE FORMATION AND OPERATION OF THE CAMAS-

WASHOUGAL FIRE DEPARTMENT DATED DECEMBER 4, 2013 
 

 This Amendment made pursuant to Section 30.1 of the Interlocal Agreement between the 

Cities of Camas and Washougal for the Formation and Operation of the Camas-Washougal Fire 

Department dated December 4, 2013, hereinafter “Agreement”, by and between the City of 

Washougal, a municipal corporation organized and existing under the laws of the State of 

Washington, hereinafter referred to as “Washougal”, and the City of Camas, a municipal corporation 

organized and existing under the laws of the State of Washington, hereinafter referred to as “Camas”: 

WITNESSETH 

 WHEREAS, Camas determined that it is appropriate to increase the staffing profile provided 

in Section 6 of the Agreement to add two firefighters and one deputy fire marshal, and such staffing 

increases occurred in 2019 and 2020 and will continue into 2021. 

 WHEREAS, Washougal had not determined that the increased staffing profile is appropriate 

for 2019 and 2020 and was therefore not prepared to fully participate in the ongoing funding of the 

additional positions in 2019 and 2020, and whereas Washougal continues to hold this position for 

2021. 

 WHEREAS, Washougal has determined that it will continue to participate in funding the 

salary and benefits costs of two new firefighter positions in 2021, at an estimated Washougal cost of 

$80,000 for 2021. 

 WHEREAS, Washougal has not committed to the ongoing funding of these two new 

firefighter positions beyond 2021. 

WHEREAS, Camas has further determined to independently fund one deputy fire marshal 

position outside of the formulaic cost sharing identified in the Agreement. 
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 WHEREAS, Camas will further incur expenses relating to the acquisition of associated 

equipment. 

WHEREAS, Camas and Washougal previously agreed to work on program evaluation toward 

a mutually agreeable determination regarding staffing levels, funding and cost sharing, and received 

a Master Plan from ESCI in 2019 to inform this process, with the intent of pursing this goal in 2020. 

WHEREAS, Camas and Washougal experienced the unprecedented impact of the COVID-19 

pandemic beginning in early 2020, causing the program evaluation effort to be delayed and bringing 

economic uncertainty to funding considerations for both Camas and Washougal.  

WHEREAS, due to the economic uncertainty, Washougal has determined to ask voters to 

renew the expiring Fire/EMS levy lid lift at the current rate of ten cents per $1,000 of assessed value, 

a funding level that can maintain pre-2019 service levels but cannot support the additional two 

positions contemplated in this amendment, nor any further program expansion. 

 WHEREAS, Camas and Washougal intend to re-engage the mutual program evaluation 

work in late 2020 and into 2021 with the mutual goal of reaching a determination regarding possible 

service delivery alternatives, staffing, funding, cost sharing and other program parameters.  

WHEREAS, Camas and Washougal have stipulated to amend Section 16, by adding a new 

Subsection 16.17, to clarify the respective responsibilities associated with the funding and cost 

allocation provision of the Agreement. 

 WHEREAS, Section 16 of the Agreement shall be amended to include a new 

subsection 16.17, as follows: 

16.17  The provisions of this Section relating to the funding and cost 

allocation shall remain in full force and effect, with the exception that 

the addition of two firefighters and deputy fire marshal to occur in 

2019 and 2020 and be continued into 2021 shall be partially funded 

by Washougal (two firefighters) and the remaining new position (one 

deputy fire marshal) independently funded by Camas, and Washougal 

52

Item 10.



 

AMENDMENT TO INTERLOCAL AGREEMENT – Page 3 

 

is not bound to participate in the full funding of these additional 

positions in 2019, 2020 and 2021, under the following conditions: 

 

 16.17.1  Washougal will fund its share of the salaries and 

benefits of two new firefighter positions in 2021, said share estimated 

to be $80,000 in 2021. 

 

 16.17.2  Washougal’s funding of its share of two new 

firefighter positions in 2021 is not a commitment to the ongoing 

funding of these positions beyond 2021. 

 

16.17.3  Camas and Washougal will work together with best 

efforts and good faith to review the staffing profile for the Agreement 

to seek mutual agreement on staffing levels and staffing needs, 

alternatives to increased staffing such as the enhanced use of 

volunteers, alternative service delivery models, funding and ability to 

pay, and efforts to contain and control program costs. Camas and 

Washougal further agree that they will mutually review all other 

provisions of the Agreement as may be appropriate for amendment, 

including but not limited to capital facilities planning and funding, 

cost sharing and ECFR payments. This review will include 

consideration of the Master Plan completed in 2019 by ESCI. 

 

 16.17.4  The parties agree that good faith and best efforts will 

be made to reach mutual agreement regarding the additional staffing 

and related cost sharing and the other review items described herein 

in time to implement any adjustments in the 2022 budget, but in any 

event no later than in time for the 2023 budget. 

 

 16.17.5  Failure to negotiate future funding allocation shall 

not constitute cause under Section 19.  Termination shall require 

twenty-four months’ notice pursuant to section 19.2 unless some other 

grounds exist under Sections 19.3 or 19.4 permitting a shorter 

termination period. Any termination shall be expressly subject to 

Section 19.8 relating to reimbursement of net costs to include the 

additional funding assumption by Camas as described in this Section.  

Such termination notice shall not prevent the Parties from reaching 

mutual agreement during the pendency of the twenty-four months’ 

notice period. 

 

 16.17.6  Additional expenses assumed by Camas relating to 

the acquisition of equipment shall be reimbursed by Washougal 

concurrently with an agreement on staffing levels as described in 

Subsection 16.17.3 herein, but in no event later than December 31, 

2020. 

 

53

Item 10.



 

AMENDMENT TO INTERLOCAL AGREEMENT – Page 4 

 

 16.17.7  The terms of Attachment D shall be amended as 

necessary to reflect the provisions of this Subsection 16.17. 

 

 IN WITNESS WHEREOF the parties have caused this Amendment of Interlocal Agreement 

to be executed in their respective names by their duly authorized officers and have caused this 

Amendment of Interlocal Agreement to be dated as of the ______ day of _______________, 2020. 

 

CITY OF CAMAS, a municipal corporation 

 

______________________________________ 

By:  Barry McDonnell  

Title: Mayor, City of Camas  

 

Attest: 

 

  

Camas City Clerk 

 

Approved as to form: 

 

  

Shawn R. MacPherson, City Attorney 

 

 

CITY OF WASHOUGAL, a municipal corporation 

 

______________________________________ 

By: David Scott  

Title: City Manager, City of Washougal  

 

Attest: 

 

  

Washougal City Clerk 

 

Approved as to form: 

 

______________________________ 

Kenneth Woodrich, City Attorney 
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caMas 
I---------WASHINGTON ------------------------

PROCLAMATION OF CIVIL EMERGENCY 

CITY OF CAMAS, WASHINGTON 

Office of the Mayor 

Whereas, Camas Municipal Code Section 2.48.020 provides that in the event an emergency 
occurs which causes or is tending to cause danger or injury to persons or damage to property to such an 
extent that extraordinary measures must be taken to protect the public health, safety and welfare then the 
Mayor may proclaim a civil emergency to exist; and 

Whereas, in the interest of public safety and welfare, Washington state law under Chapter 38.52 
RCW sets forth certain powers exercisable by municipalities in the event of emergencies; and 

Whereas, Camas Municipal Code Chapter 8.56 sets forth additional procedures and powers 
related to Emergency Management; and 

Whereas, on February 29, 2020, Governor Jay Inslee declared a state of emergency due to the 
public health emergency posed by the coronavirus 2019 (hereafter COVID-19); and 

Whereas, on March 13, 2020, the Clark County Council announced a state of emergency resolution 
for Clark County regarding COVID-19. Similar emergency declarations have been issued in Washington, 
Multnomah, and Clackamas counties in the Portland metropolitan area; and 

Whereas, on March 13, 2020, Governor Inslee ordered all K-12 public and private schools in 
Washington State to close by no later than March 17, 2020 and remained closed through April24, 2020, 
further ordering on March 16, 2020 a statewide emergency proclamation to temporarily shut down 
restaurants, bars and entertainment and recreational facilities and ban all gatherings with over 50 
participants, with all gatherings under 50 participants to be prohibited unless previously announced 
criteria for public health and social distancing are met; and 

Whereas, on March 13, 2020, President Donald Trump declared a national emergency in the 
United States of America related to the COVID-19 outbreak; and 

Whereas, as of March 14, 2020, the Washington State Department of Health reported a total of 
642 confirmed cases of COVID-19 with 40 resulting deaths. As of March 14, 2020, at least 3 confirmed 
cases of COVID-19 have been reported in Clark County; and 

Whereas, as reported by the Washington State Department of Health: 

Public health experts agree that the true number of people who have been infected 
with COVID-19 in Washington greatly exceeds the number of COVID-19 infections 
that have been laboratory-confirmed. It is very difficult to know exactly how many 
people in Washington have been infected to date since most people with COVID-19 
experience mild illness and the ability to get tested is still not widely available; and 

Municipal Building, 616 NE 4th Avenue, Camas, Washington 98607 I www.cityofcamas.us I 360.834.6864 I Fax: 360.834.1535 
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Whereas, as Mayor of the City of Camas I have determined that it is necessary to proclaim the 
existence of a civil emergency and to take such actions as may be required to effectively utilize city 
resources in the protection of the public health, safety and welfare; 

NOW, THEREFORE I, Barry McDonnell, Mayor of the City of Camas, Proclaim as follows: 

1. I declare there is a civil emergency caused by COVID-19 in the City of Camas. 
2. The civil emergency requires the implementation of those powers delineated in Chapter 2. 48 

and 8.56 of the Camas Municipal Code and Chapter 38.52 RCW. 
3. To the extent of such powers as granted by law, the City may enter into contracts and incur 

obligations, and take any other appropriate action necessary to address and respond to the 
emergency to protect the health and safety of persons and properties and to provide emergency 
assistance to persons affected by this emergency. 

4. These powers will be exercised in light of the exigencies of the situation without regard to the 
formalities prescribed by State statutes and rules, or by City ordinance (except for mandatory 
constitutional requirements). These include but are not limited to budget law limitations, 
requirements for competitive bidding, publication of notices related to the performance of public 
work, entering into contracts, incurring of obligations, employment of temporary workers, rental 
of equipment, purchase of supplies and equipment, and the appropriation and expenditure of 
funds. 

5. I delegate to the Department heads and their designees the authority to solicit quotes and 
estimates for contracts necessary to combat the emergency. Department heads may enter into 
contracts in an amount not to exceed Twenty-Five Thousand Dollars ($25 ,000). Contracts over 
this amount will be signed by the Mayor. 

6. Department heads are further authorized to reassign staff from their ordinary duties to work 
deemed necessary to address the emergency outside their normal job duties and to require work 
beyond normal working hours in the performance of duties deemed necessary to respond to the 
emergency. 

7. Pursuant to Camas Municipal Code sections 2.48.020 and 8.56.080 a copy of this Proclamation 
shall be filed with the City Clerk, a copy delivered to the Director of Emergency Management, 
State Emergency Management, and the Governor and the news media within the City shall be 
advised, with copies of this Proclamation posted at public places as may heretofore be 
designated. 

8. This Proclamation will take effect upon my signature and will remain in effect until modified or 
terminated pursuant to Camas Municipal Code Section 2.48.040. 

DATED AND SIGNED THIS 18th DAY OF MARCH, 2020. 

City of Camas 

Mayor Barry McDonnell 
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