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RESOLUTION NO.: 118—2024-25

TO THE HONORABLE, THE OUTAGAMIE COUNTY BOARD OF SUPERVISORS
LADIES AND GENTLEMEN: MAJORITY

A settlement agreement has been reached with the Deputy Sheriff’s Association (DSA),
through arbitration, for 2023-2025. The agreement includes:
e Term of the Agreement:
o From January 1, 2023 to December 31, 2025
0 Three year term; Revise applicable dates to align with the agreed upon
duration of the new Agreement
e Wage Increase:
0 3% beginning the first pay period in January, 2023
0 $2 per hour beginning first pay period in January, 2024
0 2% beginning the first pay period in January, 2025
0 1% beginning the first pay period in July, 2025
e Vacation Policy:
o Two (2) weeks of vacation upon hire (remove “after 1 year of continuous
service”)
0 Three (3) weeks of vacation after three (3) years of continuous service
o Four (4) weeks of vacation after eight (8) years of continuous service
o Five (5) weeks of vacation after fifteen (15) years of continuous service

All costs have been included in the budget; therefore, no budget adjustment is needed at
this time.

NOW THEREFORE, the undersigned members of the Legislative/Audit and Human Resources
Committee recommend adoption of the following resolution.

BE IT RESOLVED, that the Outagamie County Board of Supervisors does approve the attached
Agreement between Outagamie County and Outagamie County Deputy Sheriff’s Association 2023-2025
and Final Offer of Outagamie County to the Outagamie County Deputy Sheriff’s Association documents,
which by reference are made a part hereof, with no budget adjustment needed as all costs have been
included in the budget, and

BE IT FINALLY RESOLVED, that the Outagamie County Clerk be directed to forward a copy of
this resolution to the Outagamie County Executive, Outagamie County Human Resources Director, and

the Outagamie County Finance Director.
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Dated this day of December 2024

Cathy Spears

Ryan Ferguson

Sarah Weinberg

Duly and officially adopted by the County Board on:

Signed:

Board Chairperson

Approved:

Signed:

County Executive
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Respectfully Submitted,

LEGISLATIVE/AUDIT & HUMAN RESOURCES
COMMITTEE

Sara MacDonald

John Kostelny

County Clerk

Vetoed:
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« Employees promoted to Law Enforcement Specialist status will have a (6) six month
introductory period, beginning upon satisfactory completion of req uired training.

« Employees demoted from Law Enforcement Specialist to Deputy either by the choice
of management or the employee, shall be entitled to move back to a Deputy position.

3.03 - Employees will receive an introductory evaluation and/or a written notice, which is
completed by the manager/supervisor, indicating whether the employee has passed or
failed the introductory period, or if the introductory period has been extended.

3.04 - Periods of time during which the employee is not working in the job may be
disregarded as counting toward the employee's introductory period. However, as
circumstances warrant, the county may extend any introductory period for up to an
additional three (3) months.

3.05 - During an employee's introductory period, he/she may be terminated at the discretion
of the county without regard to cause and without recourse to the employee complaint
process. Continued employment beyond the introductory period, without an extension, is
taken as evidence of satisfactory completion of the introductory period.

3.06 — Seniority, as used in this Agreement, shall consist of the total calendar time of
continuous full-time employment elapsed since the date of original employment with the
County in this bargaining unit. Continuous full-time employment includes periods of time
where the employee would have otherwise worked but for a work-related injury. Part-time
employees will gain seniority on the above basis, prorated according to actual time worked
in relation to a full-time employee. Except as specified above, continuous employment shall
not include any period of layoff or unpaid leave of absence in excess of thirty (30) days. An
employee shall lose his or her seniority and shall terminate the employment relationship for
any of the following reasons:

a) Discharge.

b) Resignation.

¢) Retirement.

d) Unexcused failure to return to work after the expiration of a leave of absence or
period for which Worker's Compensation was paid or failing to report to work within
five (5) days after notice of recall from layoff.

€) On layoff for a continuous period of time equivalent to twelve (12) calendar months.

In the event an employee transfers from this bargaining unit to other County employment,
the employee will maintain seniority in this bargaining unit equal to the seniority the
employee had at the time of the transfer, but will lose such seniority unless the employee
returns to this bargaining unit, pursuant to Article 20, within six (6) months of the transfer.
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continuous service shall not be eligible for any payment whatsoever.

b) Anemployee, except one listed in paragraph (a), will receive payment for all vacation
allowance authorized at the start of their current anniversary year but unused at the
date of terminaticn, provided however that if such employee terminated employment
prior to completing an anniversary year of continuous service, such employee shall
not be eligible for payment for any additional vacation allowance authorized because
the employee would have moved to a higher vacation eligibility level.

c) Anemployee, except one listed in paragraph (a), will receive payments for accrued but
unauthorized vacation allowance on a pro-rata basis from the employee’s previous
date of hire anniversary to the date of termination (computed to the nearest one-quarter
month) and based on such employee’s eligibility level as of the date of termination and
the accrual provisions contained in Section 12.03.

12.06 — The Depariment Head shall have a vacation schedule available for employees
on or before January 1 preceding the year vacations are to run, so that picking vacations
can be by classification seniority by rank and subject to present procedure and practice.
(In case utilization of classification seniority under this Article results in a tie, bargaining
unit seniority will then be used.) Any vacation picks not made on such vacation schedule
by March 1 of the year vacations are to run will be granted only as permitted by the
Sheriff, regardless of seniority. The following vacation selection procedure will be
followed:

a) Classification seniority by rank will prevail as far as selection of an employee's first
week of vacation.

b) After all employees have selected one week of vacation, each employee will be given
a choice of hisfher second week of vacation according to classification seniority by
rank.

c) The same procedure will be used until all accumulated vacation is posted.

d) A list will be posted and any employee who does not have all of his or her vacation
filled in by March 1 will not have seniority choice.

e) This policy shall apply to all divisions of the Sheriff's Department.
12.07 — Permanent part-time employees who work at least an average of thirty (30) hours
per week shall receive vacation benefits on the above basis pro-rated according to actual
time worked in relation to a full-time employee.

12.08 — Vacation Usage for Deputies

a) Only two (2) Deputies per shift will be allowed off on vacation, floating holidays or
compensatory time off. This provision does not apply to contracted positions outside
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supervisor outside the bargaining unit. In the event of a criminal investigation,
disciplinary action shall be initiated within fifteen (15) working days of the completion
of that criminal investigation or within one hundred and five (105) calendar days of the
offense or occurrence or knowledge thereof by the Sheriff or the employee’s immediate
supervisor outside the bargaining unit, whichever occurs first.

b) In every case of disciplinary action, the punishment adjudged shall be
commensurate with the offense. Except as provided in Section 19.02, disciplinary
action is subject to the grievance and arbitration procedure contained in Article 7.

19.02 — Procedural Rules for Disciplinary Action Involving Suspension, Demation or
Dismissal (Discharge).

In the event the contemplated disciplinary action involves suspension, demotion or
dismissal (discharge), a written complaint will be filed with the Outagamie County Board
Grievance Committee specifically setting forth the reasons for the contemplated disciplinary
action with full information concerning the nature of the complaint, the conduct complained
of, and such other facts as may be relevant; and the following procedural rules will apply.

a) An employee against whom such disciplinary action is contemplated shall be sent a
copy of the complaint. Within ten (10) working days as defined in Section 19.01(a) of
receipt of the written complaint, the employee may file a written response if he or she
so desires. In preparing the written response, the employee shall have access to his
or her personnel file or such other records or documents as may be necessary or
desirable in preparing the aforesaid response.

b) Within ten (10) working days as defined in Section 19.01(a) of receipt of the written
complaint, the employee may request a hearing on the contemplated disciplinary
action before the Outagamie County Board Grievance Committee. The hearing before
the designated committee shall be within three (3) weeks after filing of the request for
the hearing, but in no event sooner than five (5) working days as defined in Section
19.01(a) from the receipt of the request unless the employee shall consent to an earlier
hearing. The employee may request that a written transcript of the aforesaid hearing
be taken.

¢) No disciplinary action involving suspension or dismissal (discharge) shall be taken prior
to the aforesaid hearing, except in cases where the conduct complained of would
require immediate disciplinary action be taken.

d) An employee who is notified of pending disciplinary action shall be advised of his or
her right to counsel, the availability of the assistance of the Association, and the right
to a hearing before the committee so designated.

e) The action of the Committee of the County Board is not subject to appeal through the
grievance and arbitration procedure contained in Articie 7 or to a complaint pursuant
to Section 111.70(3) (a)5, Wisconsin Statutes, and any appeal must be
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when those assignments have not been filled by full-time officers less than 24 hours prior to
the event.

8.Such part-time Patrol Officer(s) will be granted the clothing allowance as a "Traffic Uniformed
Employee" under Section 28.01 within the 2013-2015 collective bargaining agreement.

8.Applicants for a regular permanent part-time Patrol Officer position are not required to undergo
the usual screening processes used in recruitment, such as physical agility tests, psychological
assessments, and other usual and customary screening procedures, unless the applicant is an
entry level law enforcement candidate.

10.Any regular permanent part-time Patrol Officer, who applies for a posted, regular permanent
full-time position covered under the 2013-2015 collective bargaining agreement, is still required
to participate, complete and pass the screening processes established for such posted position.

References to specific Section Numbers within this agreement coincide with those found in
the 2013-2015 OCDSA collective bargaining agreement.

Dated this ! ’52 of B an e , 2016

FOR THE UNION:

R O

A L
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minutes of straight pay.

> Qvertime hours, Field Training Officer (FTO) pay and bomb pay would be added to their
base rate.

> K-9 officers will continue to work shifts that are fifty (50) minutes shorter (as they did on the
5-2 | 5-3 schedule), to allow for K9 care and maintenance, meaning their work day will be
eight (8) hours, but they are still compensated at 8:50.

> When K-9 officers take vacation or sick leave they will also use eight (8) hours, and are
subject to the same standards as the patrol officers for Leave without Pay or cther
unpaid leave.

> Core Law Enforcement Specialist (LES Sergeant) positions will have two (2) positions that
remain as eight (8) hour work days, Monday -Friday, standard 5-2 workers, consistent with
current operations.

> The remaining Core Law Enforcement Specialist (LES Sergeant) positions will work four
{4), ten (10) hour days, with a specified number of LES' having Monday off and the
remaining number having Friday as their additional off day. The specific number assigned
to each day off will be specified by the Core LES position supervisor.

> The Core positions will choose their work shifts based on seniority, utilizing seniority from
the date they were promoted to Law Enforcement Specialist (LES Sergeant).

> The Core positions will continue to receive their checks based on actual hours worked.

> For the Core LES Sergeant's working the four (4) ten (10) hour days schedule, vacation and
sick leave will be hour for hour, one vacation day will be 10 hours of vacation and one sick
day will be 10 hours of sick pay. One week of vacation will still be considered forty (40)
hours.

> Holiday pay will be paid at eight (8) hours Holiday and two (2) straight pay, for a forty (40)
hour work week (Core LES on the fourften schedule).

> For the Core LES' who remain on the Monday through Friday schedule, vacation, sick
leave and all other leave will continue to be handled as defined by the 2013-2015 work
agreement.

> Current MEG (Metropolitan Enforcement Group) and CRU (Community Resource unit)
Deputy positions on the Monday ~Friday schedule will remain unchanged as well.

> Officers will be required to start with an annual deficit of twelve (12) hours overtime, Due to
the implementation of the schedule being July, that number will be six (6) hours for the
remainder of 2016 and twelve (12) hours every year thereafter.

> The current procedure for posting overtime will remain in effect, along with S/Sgt's filling in
the most junior officer as a "flex" when applicable. Officers may continue to "bump" for
overtime and also for flexed shifts using the same guidelines that are currently in place for
overtime (See the side bar agreement in the 2013-2015 contract titled; "SIDE BAR
AGREEMENT OVERTIME ALLOCATION").

> Officers will be required to flex shifts up to four (4) hours when needed, although they may
voluntarily flex eight (8) hours to cover an open shift. The flexing will be based on current
seniority practices, utilizing the practices set forth in the attached side bar agreement from
the expired 2013-2015 CBA between the parties. It is the parties' intent that the attached
side bar will be incorporated into a new CBA between the parties and, when that CBA

34| Page



Resolution No. 118—2024-25 Page 37

becomes effective, the language therein (if different from the language attached) shall
trump and supersede any language in the attached side bar agreement.

> For shift openings inside of twenty-four (24) hours, officers will be contacted by seniority,
utilizing the same procedure as is currently utilized for shift openings. The first officer
notified is considered forced in for the open shift, unless or until a less senior officer is able
to be contacted. If the shift requires the officer to come in early they may leave after 8:50
minutes with supervisor approval.

> With the 5-3 schedule, shift hours will continue to be posted annually by management,
utilizing the same or similar shift sign-up sheet as has been used previously. At present
time the respective shift hours are proposed as 5:30am-2:20pm, 1:30pm - 10:20pm and
930pm - 6:20am.

> Shift trades will be minute for minute, following the same guidelines as are currently
practiced for shift trades.

> If there are no Law Enforcement Specialists (LES) scheduled to work during a respective
shift, a Law Enforcement Specialist (LES) from another shift may be allowed/asked to flex
with supervisor approval to cover those hours where no Law Enforcement Specialist (LES)
is scheduled.

> Either party, "The County" or the "OCDSA" may opt out of this agreement after one (1) year,
with thirty (30) day written notice directed to the other party, which would effectively
terminate this side bar agreement and return the Deputies affected to the 5-2/5-3 schedule
and Core Law Enforcement Specialists to 5-2, Monday through Friday previously in effect.
Prior to termination of the agreement the parties may attempt to renegotiate the va riables of
this agreement with the intent of keeping the schedule relatively cost neutral as compared
to the previous 5-2/5-3 schedule.

Datedthis | ©  of Swa< , 2016

& | -
FOR THE cou% FOR THE OCDSA:
o0 A G

/4
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