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ARTICLE 1. AUTHORITY AND RECOGNITION 

Section 1. General 

A. The parties to this Agreement are Santa Fe County ("County") and the American Federati on of 
State, County, and Municipal Employees, Local 1413. The County recognizes the Union as the 
exclusive repre entative of all employees in the bargaining unit pursuant to the provisions of 
the Public Employees Bargaining Act and which consists of all non-probationary Corrections 
Department employees in the positions of Detention Officer, Corporal, Sergeant, Teacher, 
Therapist, Case Manager, Booking Clerk, Senior Case Manager/Electronic Monitoring, Case 
Manager/Electronic Monitoring, Life Skills Worker I, Life Skills Worker II, and YDP Assistant 
Shift Supervisor, and excludes supervi sory, managerial , and confidential employees and all 
other employee not listed herein . 

B. The Union acknowledges the mi sion, goals and obligation of the County of Santa Fe as a 
provider of services to the citizens of the County of Santa Fe. Both the Union and the County 
believe that employees are important to accomplishing goals set forth by the Santa Fe County 
governing body. 

Section 2. Employee Human Resource Policies 

A. The County and the Union agree that all issues not specifically addressed in thi s Agreement 
shall be governed by the Santa Fe County Human Resources Handbook ("HR Handbook") in 
effect at the time of the events which give rise to an i sue. In the event of an irreconcilable 
conflict between any provision of thi s Agreement and the HR Handbook, the Agreement shall 
control with respect to bargaining unit members . 

ARTICLE 2. NON- DISCRIMINATION, FAIR TREATMENT AND EQUAL EMPLOYMENT 
OPPORTUNITY 

Section 1. Compliance with Laws 

Both the County and the Union agree to comply with all applicable County, State and Federal laws. 

Section 2. Non-Discrimination 

It is the policy of Santa Fe County to ensure equal employment opportunity to all persons 
regardless of race, color, age, physical or mental handicap, sex, national origin, ancestry, religion, 
eriou medical condition, sexual orientation, gender identity, political affiliation, or spousal 

affiliation and union activity. In addition, the County endeavors to comply with state and federal 
law pertaining to equal opportunity. Through the procurement process, the County also endeavors 
to encourage those who do bu iness with the County to practice equal employment opportunity. 

Section 3. Reporting Improper Activities 

The Employer and the Union encourage employees to report waste, fraud, abuse of authority, 
violation of laws, or other improper government activity in good faith without fear of retaliation. 
The employer shall ensure that all employees are aware of their rights under the New Mexico 
Whistleb1ower Protection Act. 
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ARTICLE 3. BARGAINING UNIT DEFINITION AND INFORMATION 

A. The parties to this Agreement are Santa Fe County ("County" ) and the American Federation of 
State, County, and Muni cipa l Employees, Local 1413 The County recogni zes the Uni on as the 
exclusive representati ve of all employee in the bargaining un it which consists of all regul ar, 
non-probationary, non-temporary employees of Santa Fe County Corrections Department in the 
positions of Detenti on Offi cer, Corporal , Sergeant, Booking Clerk, Teacher, Therapi st, Case 
Manager, Seni or Case Manager/Electroni c Monitoring, Case Manager/Electroni c Monitoring, 
Li fe Skills Worker I, Life Skill s Worker II and YDP Assistant Shift Supervisor and exclude 
supervisory, manageri al, and confidenti al employees and all o ther employees . 

B . The County will provide the Uni on with a li sting of bargaining unit employees annuall y to 
include the employee' s name, classifi cation, hourly rate, and date of hire. 

Section 2. Accretion 

A. When the County creates a new Correcti ons job classificat ion or position or makes changes to a 
current uni on class ifi cation or positi on, HR shall noti fy the Uni on in writing within seven (7) 
working days. T he notificati on shall contain detail s of job duties of the new positon and the 
County' s preliminary determination as to whether it is to be included in the bargaining union. 

B. The Uni on shall noti fy the County within seven (7) working days of receipt of notifi cation 
pursuant to ubsecti on A above if it wi shes to di scuss the info rmati on contained in the 
notifi ca ti on. If both parties agree that the new classifi cati on shall be placed in the bargaining 
unit, recognition shall be effective the first full pay peri od fo llowing executi on of agreement. 
The accretion process shall be in compli ance with PEBA. 

Section 3. Contracting Out 

A. The County will not contract out fo r services currentl y performed by bargaining unit employees 
unles it can be demonstrated that the work to be contracted for cannot be accompli shed within 
a timeframe acceptable to the County by the experti se, capacity, and/or capability of ex isting 
bargaining unit employees, or it is fi scall y responsible to do so. 

B. If the County intends to contract out for servi ces currentl y performed by bargaining unit 
employees, the County will provide the Union with at least ten ( I 0) workdays noti ce prior to 
contracting out. The Union may, within fi ve (5) workday of receipt of the noti ce, provide 
written alternatives to contracting out along with information to support such alternatives. 

ARTICLE 4. UNION AND MANAGEMENT RIGHTS 

Section 1. Non-Interference 

A. The parties acknowledge that each is free to conduct its affairs and business in the manner 
which each respectively believes to be in its own best interest subject to the provisions of thi s 
Agreement and without interfering with the operation of the County. In exercising those ri ghts 
the foll owing provisions shall apply: 
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l. The Uni on shall not use the County' s interoffice mail services, mailboxes, or e-mail and 
shall not use County ti me, equipment, property, or materi als for Uni on Business. 

2. The Coun ty shall make avai lable to the Union upon its request any publi c info rmati on in 
accordance wi th applicab le Jaw. 

Section 2. Management Rights 

The County retain and reserves all powers, rights, authority, duti es and responsibilities conferred upon 
and ves ted in it by the laws and constitutions of the State of New Mexico and the United States, the 
Public Employee Bargain ing Act, and local Ordi nances. The Union recognizes that except as 
specifi call y limited, abridged, or relinqui shed by the terms and provisions of thi s Agreement, all rights 
to manage, direct, or supervise the operati ons of the County and employees are vested olely in the 
County. The County shall al o have the management ri ghts outlined below: 

A. To determine the mission of the County and its departments, set standards and take action to 
carTyout and mainta in uninterrupted ervices to County citizens; 

B. To exercise control and di screti on over the County organi zation and operations; 

C. To direct employees of the County and evaluate and judge employee' s skill , ability, efficiency, 
and general performance in accordance with adopted County poli cies; 

D. To hire, promote, transfer, ass ign, and retain employees in pos itions with the County, and to 
suspend, demote, di scharge, or take other di sciplinary action against employees fo r just cause 
in accord ance with provisions within this Agreement; 

E . To lay off employees from duti es or reduce hours becau e of lack of work or fo r other 
legitimate reasons; 

F. To determfoe the methods, means, and personnel by whi ch such County operati ons are to be 
conducted . 

The County shall have the right to make such reasonable rules and regul ations respecting the conduct 
of employees, as it may from time to time deem best fo r the purpose of maintaining order, safety, 
and/or efficient operati ons. There shall be no implied or inferred ri ghts to the Uni on or any employees. 
If thi s Agreement is silent regarding a parti cul ar issue, it shall be considered a retained management 
ri ght to exercise di scretion on such issue. 

Section 3. Union Rights 

A. The parties agree that all employee in the bargaining unit are entitled to all of the rights and 
privileges delineated in thi s Agreement. The Union shall be the exclusive representati ve for the 
representation of those rights. 

B . Employees have the right to fo rm, join or assist the Uni on. Employees also have the ri ght not 
to form, join or assist the Union . Membership or non-membership in the Union is stri ctly 
voluntary and may be terminated by the employee in accordance with thi s Agreement. The 
parti es recognize that the exercise of these rights shall not interfere with the deli very of 
services . 
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C. The parties agree that the Union has the ri ght to represent employee. during the fo rm al 
di sciplinary process and at meetings the employees reasonabl y beli eve could result in 
di sciplinary acti on so long a th at representation does not interfere with the opera ti ons of the 
County. 

D. Space de ignated by the County for cl osed and locked bull etin boards, to be furni shed by the 
Uni on, where the Union may post announcements will be made avail able upon approval by the 
HR Director or designee . Union representa tives shall post any and all Union announcements 
on the bulletin board . 

E. Union representatives may schedul e meetings with management as mutually agreed, to di cuss 
matters pertaining to this Agreement. Such meetings hall occur on non-work time of any 
bargaining unit employees involved. 

F. If the Employer requests th at a Union employee parti cipate in a meeting, the uni on employee is 
not required to take personal leave or leave without pay. The employer shall make every effo rt 
to chedule such meetings during the normal fun cti ons of the County and at a time whi ch will 
not interfere or j eopardi ze the servi ce or safety of the residents/vi sitors of Santa Fe County. 

G. Uni on offi cials may rent County community/seni or centers consistent with County poli cies and 
procedures. 

1-1 . Due to the safety and security of the fac ility, all incoming mail may be opened. Bargaining 
unit employees should have no expectation of pri vacy with regard to mail into or out of the 
facility. 

ARTICLE 5. SENIORITY 

A. Department Seni ority - shall be defined as the total length of unintem1pted employment with 
the Correcti ons fac ility. An employee shall not attain Department seniority until completion of 
the required p robationary peri od, at which time Department seni ority hall relate back to the 
commencement of the most recent period of continuous employment with the Department of 
Corrections. 

B. Classifi cation Seniority - is defin ed as the peri od of most recent continuous ervice in the 
employee' s job classification. 

C. Seniority - Procedures 

I . Upgrades and Downgrades in Position 

a) When an employee is upgradoo into another job classification, the employee' s seniority 
will begin on the date the employee is upgraded or promoted. Time served in a lower 
j ob classification shall not be considered when cal cul ating seniority in a hi gher j ob 
classifi cation . 

b) When an employee is downgradoo into another job classification, the employee's 
seni ority will include all time in the higher job classification. Time served in a hi gher 
job classification shall be considered when calcul ating seniority in a lower job 
cl assifi cation. 
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D. Ties in Seni oriLy 

1. T ies in Department Seni ority shall firs t be broken by tota l length of service wiLh the County 
(dale of hire) then by loL. 

2. Ties in Class ificati on Seni ori ty shall fi rst be broken by Department Seniority, then by lol. 

E. An employee shall forfe it seni ori ty ri ghts onl y fo r the fo ll owing reasons: 

I . The employee resigned. 
2. The employee is di smissed and is not rei nslated. 
3. The empl oyee is absent without leave for a peri od of three (3) consecutive scheduled 

working days or more. Exceptions to thi s may be made by the County on the grounds of 
good cause fo r fa ilure to report. 

4. The employee fa il s to report after layoff within the requi site time set fo rth in the noti ce of 
recall. Exceptions to thi s may be made by the County on the grounds of good cause for 
fa ilure to notify or reporl. 

F. When an employee is suspended and later reinstated , he/she shall not lose any seni ority cred it 
for any peri od of actual service. If however, he/ he has been separated from service by 
re ignati on or di scharge fo r cause and is again employed he/she shall not receive any seni ori ty 
cred it fo r service rendered prior to th is separation from service unl ess reinstated after an appeal 
of the disciplinary action. 

G. The County hall establi sh and maintain two seniority lists, one by Department Seni ority and 
one by Class ifi cati on Seni ority. 

I . Both seniori ty li sts shall be updated prior to the shift bid process and posted in the 
Department. 

2. Copies shall concuJTently be fo rwarded to the Uni on. 

3. Any objecti ons to the seniority li sts as posted shall be reported to the HR Director within 
ten ( I 0) calendar days of the posting. Thereafter the li st shall be deemed coJTect and an 
employee shall not be permitted to question the li sts as posted. 

ARTICLE 6. FILLING OF VACANCIES 

The County has the right and obligati on to determine the method, means, and personnel fo r the filling 
of bargaining unit pos itions declared vacant by the County. A vacancy is a positi on the County 
decides to fill. 

ARTICLE 7. LAYOFF, FURLOUGH, AND RECALL 

Section 1. Furlough 

In the event the County is in need of a furlou gh, the County Manager shall submit a pl an to the Board 

of County Commissioners that identifies County positions to be affected by the furl ough. At least 

thirty calendar days prior to submitting a plan to the Board of County Commissioners, the County shall 

provide a draft plan which identifi es bargaining unit positions addressed by the plan, to the Union. 
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The County Manager may order a furlough without submitting a plan to the Board and the Union only 

if a financial emergency ex ists and there i insuffici ent time for the Board of County Commissioners to 

consider a plan. During the thirty days prior to subrni ssion of the pl an to the Board of County 

Commissioners, the Union shall have the opportunity to provide the HR Director with cost-cutting 

measures, identifi ed in writing, within the bargaining unit for consideration prior to the submittal of the 

plan to the Board of County Commissioner. or implementation of any furlou gh in non-emergency 

situation . A furlou gh is the temporary placement of an employee in a reduced work hour schedule, 

which can either be partial or full-tim e, for lack of work or fund . No furlough may exceed twelve 

(12) months in duration. A furloughe::i employee shall be givei at least fourteai (14) caleidar day's 
written notice of furlough, unless the time limit is waived by the County Manager. Employees shall be 

returned from furlough when the reasons for the furlou gh cease to exist. Wherever possible, all 

affected employees shall be returned at the same time, to the sa me extent. The grievance or appeal 

process is not available regarding a furlough. 

Section 2. Layoff 

The County may lay off an employee only to eliminate posi tions, as a result of a shortage of work or 

fund s, or for other reasons unrelated to the performance of an employee. The County Manager may 

identify County positions for purposes of a layoff and shall submit a written layoff plan to the Board of 

County Corrunis ioners. Such positions may be identified on the bas is of geographic area, function , 

funding source, or other factors. At least thirty calendar days prior to submitting a lay off plan to the 

Board of County Commissioners, the County shall provide the Union a draft lay off plan which 

identifies bargaining unit positions addressed by the plan. The Union shall have the opportunity to 

provide the HR Director with cost-cutting measures or other solutions, in writing, within the 

bargaining unit for consideration prior to the submittal of the plan to the Board of County 

Commissioners or implementation of any layoff. Upon approval by the Board of County 

Commissioners of a layoff plan , the HR Director shall initiate the right of first refusal among the 

affected County positions. Employees shall be laid off in order of seniority within job titl es . 
• 

Section 3. Return to Work from a Layoff 

Employees at the time of separation by a layoff shall have reemployment rights for twelve months 

after the date served with notice of the layoff, under the following provision : Employees shall be 

returned to work in reverse order of seniority within job titles to any position to be filled for which the 

employee is qualified. The position must contain the same or lower midpoint salary range as that held 

at the time of theemployee'sooparation; offers of roomploymeit shall be made in writing. An 
employee who is offered and accepts reemployment after layoff shall occupy the position within 

fourteen (14) calendar days of accepting the offer of reemployment, or forfeit the right to 

reemployment; and an employee who refuse an offer of reemployment or fails to respond to an offer 

of reemployment within fourteen (14) calendar days shall not be eligible to receive subsequent offers 

of reemployment, although the employee will be eligible to apply for any position for which the 

employee is eligible. Employees returned to work shall have that period of time they were laid off 

counted as time served in the employment of the County, and shall not be required to serve a new 

probationary period. 
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ARTICLE 8. DUES DEDUCTION 

Section 1. Union Dues 

A. The County agrees to deduct membership dues lev ied by the Union from the paycheck of 
bargaining unit empl oyees who have voluntaril y executed a dues deduction authori zed form. 
Such due deducti on shall not include any fees, assessment, or fines of any kind . Deducti ons 
will commence the first full pay peri od after receipt of the signed authori zati on form . The 
amount of dues dedu cti ons hall be certified in writing to the Human Resources Office by the 
President of the U ni on. Prior to any increases to dues deducti ons, the Uni on hall provide 
written notification to the employer and all bargaining unit members thirty (30) business days 
before the effecti ve date of the increase. The increa ed deducti on will commence the first full 
pay peri od fo ll owing receipt of the thirty (30) business days notifi ca ti on as required above. 

B . If the employee is later ass igned outside of the bargaining unit, the County will change the 
U ni on status and stop Uni on dues deducti ons. 

C. All money dedu cted from wages under thi s arti cle shall be remitted to AFSCME promptl y after 
the payday covering the period of dedu cti on. 

Section 2. Terminated Dues 

A. Dues deducti ons may be terminated fo ll owing written notificati on from the employee to the 
Human Resources Office and the Union durin g the first full pay peri od of January or the first 
full pay peri od of Jul y. In the event of a documented hardship , empl oyees may stop dues 
dedu cti ons at any time. 

B. If in the event a re imbursement is owed to an employee by the Union due to a transfer out of 
the bargaining unit, the employee shall request in writing to the Uni on Secretary, Treasurer or 
President at the earlies t possible opportunity. 

C. If an employee has insuffi cient earnings fo r the pay period or is on non-pay status, no payroll 
deductions wi ll be made fo r that employee fo r that pay peri od. 

D. The Union will indemnify, pay for the defense of, and hold the County harmless of any claims 
made and against the County for compli ance with issue pertaining to Union dues . The Union 
agrees to refund any amount paid to it in error on account of the payroll deducti ons provisions 
as determined by the County. 

ARTICLE 9. WORK SCHEDULES, PAY PERIODS AND STAFFING 

A. The County has the right of assignment of empl oyeES and determination of the empl oyeES' 

work schedules . Any long-term change to an employee's work s:;hedulewill be provided to the 

employee in writing at least one (I ) week prior to the effective date of the change. 

B. The workweek for bargaining unit employees will begin on Saturday at 12:01 AM and end 
seven consecuti ve 24-hour periods later. 

C. The pay period for bargaining unit employees shall be two (2) consecutive workweeks. 
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D. Bargaining Unit employees in the positions of Detenti on Officer, Corporal and Sergeant shall 

be classifi ed as parti al 7k exempt employee under a fourteen ( 14) day work peri od in 

accordance with the Fair Labor Stand ards Act. 

E. All bargaining unit empl oyee on 8, I 0, or 12-hour shifts will be paid for their mea l breaks if 

they are required to remain at the fac ility or on-call during thi s time. If a bargaining unity 

employee is recalled to service during a paid meal break, or cannot be reli eved for a meal break 

due to work requirements, the barga ining unit employee will not receive additi onal 

compensati on. With upervi sory approval, the bargaining unit employee may be allowed to 

defer hi s/her period missed to a later time during the same work hift. 

F. Each bargaining unit employee working a regul ar shift of twelve (12) hours of more will 

receive two (2) fifteen (15) minute breaks, those working eight (8) hour shifts will receive onl y 

one ( I) fi f teen ( 15) minute break if the work load and schedul e permits. Breaks cannot be 

combined, combined with lunch or taken at the beginning or end of the shif t. 

G . The Adul t Detenti on Facility shall conduct semi -annu al shi ft bids. 

I) There shall be an open bid for bargaining unit positi ons of Detention Offi cer, Corporal, 

Booking Clerk, Sergeant, Life Skill Worker 1, II , and YDP Assistant Shift Supervisor 

and will include class ifications being appropriately schedul ed to each shift to ensure 

adequate experience on each shift. However, in the event of open bid system does not 

provide for an appropri ate all otment of trained employees then the Director may 

incorporate a bid system that provides an appropri ate all otment of employees per shift. 

2) There may be exceptions to the bid pos itions due to a legitimate and temporary hardship 

or other fac tors, and as such, these positions may become non-biddable. 

3) The bidding shall be based on the classifi ca ti on seni ority date. 

4) The bidding shall pertain to shift days off onl y and shall not include posts or other 

ass ignments. 

5) The bidding process may be amended upon mutual consent of the Director and the 

Union President. 

6) Once a bargaining unity employee' s shift is determinoo via the shift bid process, the 
employee may submit a post preference form to the facility personnel responsible for 

roster management. Preferences for post assignment will be considered by the Warden. 

Post assignments are not permanent ass ignments and may be altered based on fac ility 

needs at any time. 

H. Within ninety days of the hiring of the Warden, the Union , Director of Publi c Safety, Warden 

and Human Resources staff will meet to discu s duties that require special qualifications, 

training, and experience and how these duti es relate to shift bid processes. 
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ARTICLE 10. EMPLOYEE TRAINING 

Section 1. General Training 

Employees will be required to attend tra ining deemed necessary by their superv isor. Supervisors may 
also approve additi onal training pertinent to as isting the employee with hi s or her dutie or fo r further 
knowledge of work related duti es. When the County in vests in training and/or travel, the County 
expects to benefit from the inves tment. With thi s, Santa Fe County employees who receive funding fo r 
travel and/or tra ining in the amount of $ 1,500.00 or more per occa ion will be required to reimburse 
the County through a dooucti on from the employee's final paych~k should the employee vol untari I y 
termin ate their employment with Santa Fe County within twelve (1 2) months according to the chedul e 
set forth by the County. The items fo r which reimbursement will be required include, but are not 
limited to registrati on fees, transportation, lodging and meals. Employees who desire to utilize fundin g 
for travel and/or training of $1,500.00 or more hall prior to commencement of tra ining and/or travel 
execute a written agreement authorizing deduction of the travel and/or training fund s from their fin al 
pay check in the event they voluntaril y termin ate their employment within twelve months of 
completion of the training. 

Section 2. Tuition Assistance 

Tuiti on a istance is fi nancial a sistance fo r eligible employees of the County to take coll ege credit­
granting courses pursuant to the rules set forth herein . Whil e tuiti on ass istance is expected to enhance 
employees' performance and professional abilities, the County makes no repre entation herein that 
gaining additi onal edu cati on will entitle the empl oyee to advancement, a different j ob as ignment, or a 
pay increase. Tui tion ass istance shall be paid to the employee on a reimbursement basis. Such 
reimbursement will be taxed as a taxable fringe benefi t pursuant to the Jnternal Revenue Code and 
applicable regul ations. 

Section 3. Eligibility 

All bargaining unit employees who have maintained satisfactory job perfo rmance may receive tuiti on 
assistance up to $2,500.00 per fisca l year to pursue fo rmal education, through college credi t-granting 
courses, provi doo the courses are di rrol y appl i cab I e to the employee' s work at the County and subj ro 
to the avail ability of fund s. The Human Resources Office will determjne the max imum amount 
avail able to employees per fi scal year based on budget and projected requests. Education that is 
required fo r the employee to perform hi s or her job task is not covered by thi s Section. 

Section 4. Reimbursements 

Reimbursement is limited to tuition and associated fees . Reimbursement will not be made for books, 
travel, meals or any other expenses related to the education. The County ha the sole di cretion to 
approve or deny or parti all y approve or deny requests for tuiti on assistance. If an employee submits an 
applicati on to attend a course that Santa Fe County determines is offered at another institution at a less 
expensive rate, the County may approve tuition ass istance at the lesser rate. To be eligible for tuition 
assistance, the employee must ti rst submit an application to the enployee' s immooiate superviror, the 
Division Director, and the Department Director prior to the start date of the class or classes for 
consideration of approval. If the application has been approved by the immedi ate supervi or, Division 
Director, and Department Director, the employee shall submjt the application to the Human Resources 
Division for approval. Reimbursement will be made upon successful completion of the class, so long 
as a gra::le of "C" or equivalent is obtainoo in the course for which reimbursement is rought. In the 
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event th at a course i onl y offered as pa s or fai l, a grade of pass will be acceptable fo r reimbursement, 
whereas a fa il grade will not be reimbursed. Any late fees incurred by the employee registering late 
shall be paid by the employee. 

Section 5. Changes that Affect Tui tion Requests 

If an employee changes the class (es) or withdraws from the clas (es) after appl ying for tuiti on 
ass i lance, the empl oyee shall immediately noti fy the Human Resources Di vision. If an employee 
separates from empl oyment with Santa Fe County prior to completing the class (es), the Coun ty shall 
not reimburse the employee for tuiti on of the class (es) . If an empl oyee transfers from one department, 
division, or office to another while attending the cl ass (es), the H uman Resources Director may decide 
not to reimburse the employee for tuition if the classes (es) are not relevant to the employee's neN 
position. If an employee voluntaril y ternu nates employment within one ( I ) year of receiving 
reimbursement pursuant to thi s secti on, the empl oyee shall be req uired to reimbur e the County for the 
total amount of educati onal assistance received. 

Section 6. Educational Leave 

Educational leave will be handled in accordance with relevant prov isions of the Santa Fe County 
Hu man Resources Handbook. 

ARTICLE 11. LABOR MANAGEMENT COMMITTEE/MEETINGS 

A. The parties shall maintain a Labor Management Commi ttee (LMC) which shall be a standing 
committee fo r the durati on of thi s Agreement. 

B. The LMC shall meet at least qu arterl y at mutuall y agreed upon time and place. 

C. The Uni on President, or designee and the Human Resources Director, or designee shall be 
members of the LMC and shall each appoint three (3) additional members of the Committee. 

D. The LMC shall be free to address any topic of mu tual in terest or concern whi ch affects working 
conditions of bargaining unit employees or furthers good labor management relati ons. It is 
understood and agreed that whil e the parties shall not be restricted in the topic to be addre sed, 
with respect to clarificati on of intent of the terms of thi s Agreement other than set fo rth herein, 
neither the di scussions nor the outcome thereof shall be considered or treated as constituting a 
binding agreement between the parties unless reduced to writing, specificall y identifi ed in the 
body thereof as constituting a Memorandum of Understanding as set forth in Agreement. 

E. The LMC is not empowered to negoti ate any revisions or amendments to thi Agreement. 

ARTICLE 12. PRINTING AGREEMENT AND DISTRIBUTION 

A. Each party to this Agreement shall print suffic ient copies for its own use. 

B. The Union shall ensure all bargaining unit employees receive a copy of thi Agreement upon its 
initi al di stributi on. 
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ARTICLE 13. EMPLOYEE ASSISTANCE PROGRAM 

Any empl oyee of Santa Fe County may contact the Employee Assistance Program (EAP) to receive 
counseling fo r variou reasons including but not limited to marri age problems, parenting sk ill s, 
add ictions, drug and alcohol problems, relati on hi p issues and depress ion. The service is confi denti al, 
unl e s the empl oyee is referred by a supervisor, in which case the supervisor will be informed onl y 
whether or not the employee has parti cipated in and completed the mand ated counseling. It i the 
employee's responsi bi I ity to seek assistance from the EA P prior to reaching a point where his or her 
judgment, performance, or behavior has led to possibl e di sciplinary action. The ava il ability of EAP is 
conditi oned on suffi cient County budget to cover the expense of EAP. 

ARTICLE 14. CORRECTIVE DISCIPLINARY ACTIONS 

Section 1. Just Cause Discipline 
Bargaining unit employees may onl y be di sciplined fo r just cause. Nothing in thi s Agreement shall 
prevent the employer from di ciplining bargaining unit employees . Within ten (l 0) business days of 
the di scovery of the fac ts upon which the di scipline is based, the employee shall be presented with the 
proposed corrective/di sciplinary action or notified that an in vesti gation is in p rogress. The employer 
shall serve noti ce of the proposed corrective/disciplinary acti on with in ten busine days of the 
completion of the in vesti gati on. 

Section 2. Confidentiality and Representation 
All disciplinary matters shall be held in stri ct confidence by the Employer and the U ni on. Discussions 
with the employees regarding di sciplinary acti on shall be conducted in pri va te. The employee may 
elect to have a union representative or attorney representati ve present at any step of the 
correcti ve/di sciplinary process. If an employee indicates that they would like to have a Uni on 
representati ve present at any step of the di sciplinary process, the di sciplinary process may be delayed 
for a period not to exceed the fo llowing business day. 

Employees who do not wish U ni on representati on during the di sciplinary process shall acknowledge 
such in writing to the Employer. 

Section 3. Disciplinary Action 
A. The County sub cribes to the concept of progres ive discipline and it shall be practi ced as a 

corrective measure whenever possible. However, there are instances when a di sciplinary acti on, 
inc luding di smissal , is appropriate without first having imposed a less severe form of discipline 
first. The conduct at issue in a prior di scipline need not be similar to the conduct involved in a 
subsequent di scipline to serve as the bas is for progressive discipline. 

B. Delivery of Correspondence 

For the purpose of the di sciplinary process, the County will make an effort to hand-deli ver any 
documentation, or correspondence related to the di sciplinary process including but not limited 
to di sciplinary action forms, memos, documents and correspondence and will be con idered 
served immedi ately upon deli very. In cases where hand delivery is not practical, such material s 
will be delivered by mail or email. If delivered by mail , it shall be considered served three (3) 
day after mailing, if by certified mail , will be considered served on first date of attempted 
deli very by the U.S. Postal Service or upon receipt by email. For the purpose of thi Section, 
day mean workdays to include Monday through Friday and not to include holidays or time 
when the County Admini trati ve Offices are closed. 
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C. Forms of Disciplinary Action 

1. Oral Warning/Reprimand 
An oral warning reprimand is used to allow supervi sors and employees the opportunity 
to di scus and co1Tecl minor infractions of performance, conduct or behavior. 
Employees shall be notified that further instances may require more progress ive 
discipline. An oral warning/reprimand shall not be pieced in the employee's official 
Human Resources file . 

2. Written Reprimand 
An employee shall receive a written reprimand because the deficiency or infraction is 
of a greater degree than that for which an oral warning reprimand may be used , or if a 
previous oral reprimand was not effective as corrective action. The following specific 
rules apply to written reprimand : 

a) Written reprimands for an employee' s work pert ormance, conduct or behavior shal I 
be pieced in the employee's official Human Resource file after the approval of the 
Human Resources Director and the County Manager. 

b) The employee may respond with a written rebuttal , which shall be placed in the 
employee's Human Resource file. The plocernent of a written reprimand in an 
employee' stile is nol ubject lo the appeal procedures set forth herein. 

3. Suspension without Pay 

An employee may be suspended without pay for a single serious offense or for 
continued inadequate job performance or misconduct after previou attempt ( ) to 
correct the conduct have failed. The following specific rules apply to suspensions 
without pay: 

a) Suspension will not exceed thirty (30) calendar days. 

b) Suspensions are subject to the appeal procedures set forth herein . 

c) Suspensions are a permanent part of the employees file , but cannot be used a a 
part of the progressive disciplinary process after five (5) years provided that the 
employee has not received another related or unrelated di cipl inary action during 
the five year time period. 

4. Demotions 

a) A demotion is areas ignment from a higher classification to a lower classification 
with a reduction of at least 5% of pay, but no more than the minimum of a new 
range. 
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b) An employee may be demoted for a ingle seri ous off en e or fo r continued 
inadequ ate job perform ance or misconduct after prev ious attempt(s) to correct the 
conduct have fa il ed. 

c) Demotions are subject to the appea l procedu res set fo rth herein . 

5. Di missals 

An employee may be di smissed for a single seri ous offense or for continued inadequ ate 
j ob perfo rmance or misconduct after previous attempt(s) to correct the conduct have 
fai led. Dismissals are subject to the appeal procedures set forth herein. 

D. Procedures Common to Written Reprimands, Suspension -without pay, Demotions, and 
Di missals. 

The fo ll owing procedures apply to all di sciplinary acti ons other than oral reprimands: 

I . The Elected Official/Department Di rector or des ignee will present the proposed di sciplinary 
acti on to the employee. 

2. The employee will be asked to acknowledge having received the recommended di sciplinary 
acti on by signing the Disc iplinary Action Report. If the employee refused to sign, a witness 
will attes t in writing that the Disciplinary Acti on Report was presented to the employee fo r 
signature. The witness's signature or employee' s signature indicates th at the employee 
receive the Disciplinary Acti on Report, but does not necessarily indicate concurrence with 
its content. The employee will be given a copy of the disciplinary acti on report along with 
any accompanying documentati on. 

3. Where the recommended di sciplinary action is a suspension without pay, demotion , or 
di smissal, the employee will be informed in writing of the pre-di sciplinary hearing date 
upon being served with the recommended di sciplinary action. 

E. Admini stration Leave Pending Outcome of the Investigati on. 

In cases where County property, other employees, or the public are at risk or when there is a pending 
investigation bocause of the employee's a::tion, the Elocted Official/Department Diroctor, with the 
approval of the County Manager or designee may put the employee on admini strative leave with pay 
until the inve tigati on is completed and/or the di sciplinary proceedings through any appeal to the 
County Manager are completed. This leave shall not exceed twenty (20) working days, unless a 
longer leave is approved by the County Manager. 

Section 4. Pre-Disciplinary Hearing and Appeal Procedures 

A. Applicability. 

The pre-disciplinary hearing and appeal procedure set forth in thi s Article apply to uspensions, 
demotions, and dismi s als. 

l . Pre-di sciplinary Hearing Process . 
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2. For the purposes of this section , working days mean 12:00 a.m . through 11 :59 p.m., 

Monday through Friday. 

a) The Human Resource Director or designee and Elected Official/Department 
Director or designee sh al I meet with the employee and the employee's 
repre entati ve, if any, at the appointed time, date, and location. At the pre­
disciplinary heari ng the empl oyee shall have the opportunity to respond to the 
recommended di sciplinary action. The County Attorney or designee may also be 
present. Pre-disciplinary hearings may be recorded and are not evidenti ary hearings. 

b) The Human Resources Director or designee wi ll issue a decision in writing within 
five (5) working days of the pre-disciplinary hearing. Thi decision is final. The 
Human Resources Di rector's decision shal I include the employee's right to appeal 
hi /her decision, to the County Manager, as per this section. The written decision 
shall be either delivered directly to the employee (obtaining employee's signature of 
receipt of the decision) be sent to the employee by certified mail , return receipt 
requested , mail , or by email. Failure to issue a decision by the deadline shall afford 
the employee six (6) days from the date of the pre-disciplinary hearing to appeal the 
supervisor's recommended di sci pl i ne to the County Manager. Fai I ure to timely 
appeal shall result in the execution of the recommended di scipline without the right 
to appeal . 

B. Appeal s to County Manager 

I . Within five (5) days of a hand delivered notifi cation or ten (JO) days of a mailing of the 
Human Resources Di rector' s decision, the employee or pre.ti ous employee may appeal the 
decision of the Human Resources Director, to the County Manager, by delivering a notice 
of appeal to the Human Resources Director; the noti ce of appeal will then be forwarded by 
the Human Resources Director to the County Manager. 

2. The County Manager or designee will render a written decision, ba ed upon a review of all 
documentation , within twenty (20) working days of receipt of the employee's appeal 
request; provided, however, that the County Manager or hi s or her designee may, but is not 
required to, schedule a meeting to include the employee, the Union representative or 
li censed attorney, the supervisor who recommended the disciplinary action or designee, the 
HR Director or designee, and any other person the County Manager or designee deems 
appropriate bet ore rendering a decision. The County Manager's or desi gnee' s decision wi 11 
be delivered directly to the employee (obtaining employee's signature of receipt of the 
decision), be sent to the employee or Union representative by certified mail , return receipt 
requested or by emai I and mai I. The County Manager' s decision shal I include the 
employee's right to appeal his'her decision, to a third party arbitrator. 

C. Appeals to Third-Party Arbitrator. 

1. Notice of Appeal 

Within five (5) working days of their receipt of the County Manager' s or designee' s written 
decision, the employee or pre.ti ous employee may appeal the County Manager's decision to 
a third- party arbitrator by delivering a written notice of appeal to the Human Resources 
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Director. The noti ce of appeal will then be fo rwarded by the Human Resources Director to 
the County Manager. 

2. Appeal Procedures. 

Appeals of the County Manager' s or designee' s dis:;ipl inary de:;ision shall be conductEd in 
accord ance with the arbitration procedures et fo rth in Arti cle 16 of thi s Agreement. 

ARTICLE 15. GRIEVANCE PROCEDURES 

A. Purpose 

The purpose of these grievance procedures is to secure, at the lowest possible admini strati ve 
level, the resolution and remedying of all eged violati ons of this Agreement but does not incl ude 
issues pertaining to di sciplinary proceedings. There shall be no other forum or procedure fo r 
remedying violati ons of thi s Agreement other th an the gri evance procedures contained in thi s 
arti cle. 

B. Definiti ons 
1. "Grievance" is an allegation that a violation, misapplication, or misinterpretation of any 

provision of thi s Agreement has occurred other th an an issue pertaining to di sciplinary 
proceedings. 

2. "Grievant" means the person or entity claiming that this Agreement has been violatEd and 
may be a bargaining unit employee, a group of bargaining unit employees, the Uni on, if 
bringing a grievance on the bargaining unit employees' betialf, or the County. 

3. " Days" mean busines.s days, Monday through Friday, but not including holidays observEd 
by the County. 

C. General Procedures 
I . The time limits specified at each step of these are maximums, and the parties agree to try 

and expedi te the process when possible. 

2. If the grievant fail s to comply wi th any time limit applicable to grievant, the gri evance shall 
be considered abandoned. 

3. The time limits set forth herein may be extended by mutual written agreement of the 
parties. 

4. A grievance is initiated whenever a written " Notice of Grievance'' is deliverEd to the person 
to whom it must be deli vered under these procedure . A gri evant must initiate a grievance 
within ten (I 0) days of the date upon which the grievant knew, or reasonably should have 
known , of the facts upon which the grievance is based. 

5. A Noti ce of Grievance fil ed by an employee or the union must be signed by the grievant 
and/or their Union representati ve, and contain , at a minimum, the foll owing: 

i. the name(s) of the bargaining unit employee(s) affected by the alleged violation of 
this Agreement; 
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ii . the name, address and telephone number of the Uni on representati ve, if any, 
representing the bargaining unit employee(s); 

iii . what prov ision( ) of th is Agreement are all eged to have been violated; 

iv. the all eged fac ts constituting the alleged violation; 

v. the date of the alleged incident; 

vi. the names of indi viduals with informati on relevant to the grievance to include what 
info rmation each individual possesses; and 

vi. the relief sought. 

D. Steps for Grievances by and on behalf of Bargaining Unit Employees 

I. The parti es encourage the resolution of di spu tes between affected bargaining unit 
employees and the ir immedi ate supervisors outs ide of the formal grievance procedures. To 
be considered timely, however, the grievant must deliver a written " Notice of Grievance'' to 
the immedi ate supervisor of the affected bargaining unit employee(s) and the Elected 
Official/Department Diredor in charge of the employee' s department within thetime I imits 
set fo rth in Arti cle 15 .C.4.of thi s Agreement. Ten ( 10) days shall be all owed for the 
gri evance to be resolved at the immedi ate supervisor level. The Elected 
Official/Department Director may, but is not required to, intervene at the immedi ate 
supervisor level to help resolve the grievance. 

2. If the grievance is not resolved within ten (I 0) days of the date the Notice of Grievance is 
deli vered to the immediate supervisor and the grievant desires to proceed to the next step in 
these procedures, the grievant must file a" Notice of Grievance'' with the Human Resources 
Director within fifteen ( 15) days of the date when the notice of grievance was delivered to 
the immediate supervisor and Elected Offic ial/Department Director or designee. No later 
than ten ( 10) days fo llowing receipt of the Notice of Grievance, the Human Resources 
Director or designee sh all schedule a meeting to consider the grievance. The gri evant and 
the Elected Offi cial/Department Director or designee shall be entitl ed to bring documents 
and/or witnes es (at the expense of the party bringing the documents or witnesses) to the 
meeting in order to present evidence on the ir behalf. Each party shall have the right to 
cross-examine witnesses brought by the other party. 

3. The Human Resources Director or designee shall render a written decision resolving the 
grievance within ten (10) days of the meeting. 

4. The grievant may appeal the Human Resources Di re:::tor' s De:::ision to the County 
Manager by delivering a notice of appeal and all supporting documents to the County 
Manager, with a copy to the Human Resources Director, within ten (I 0) days of their 
re:::eipt of the Human Resources Diredor' s written de:::ision. The County Manager or 
designee may, but is not required to, schedul e a meeting within ten ( I 0) days of their receipt 
of the noti ce of appeal, to which each party shall be entitled to bring document The County 
Manager or designee shall , within ten (10) days of the meeting or within ten (10) days of 
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their, receipt of the notice of appeal, whichever is later, render a written decision resolving 
the gri evance. 

5. The grievant may appeal the County Manager' s or desi gnee' s doci si on to an arbitrator by 
serving a notice of appeal on the County Manager, with a copy to the Human Resources 
Director, within five days of their roceipt of the County Manager' s or designee' s written 
decision. Such arbitration shall be in accordance with Article 16 of thi s Agreement. 

E . Steps fo r Grievances by the County 

I . The County ini tiates a grievance by deli vering a Noti ce of Grievance to the Union 
President. The County and U ni on shall meet within ten (1 0) days to try and resolve the 
grievance. 

2. If the grievance is not resolved within ten (10) days of the Union President's roceipt of the 
Notice of Gri evance, the County may seek resolution though the Publi c Employees Labor 
Relations Board . However, if the Public Employees Labor Relations Board declines or fa il 
to resolve a matter submitted for resolution by the County, or the County chooses to 
proceed th rough arbitra ti on instead, the County through the County Manager, may ini tiate 
arb itration by serv ing a demand fo r arbitra tion on the Union within twenty (20) days of the 
date on which the Publi c Employees Labor Relations Board declines or fa il s to resolve a 
matter submitted for resolution by the County. Such arbitrati on shall be in accordance with 
Arti cle 16 of thi s Agreement. A a preliminary step prior to arbitration, the County may, 
with the consent of the Uni on, ini tiate medi ati on in accordance with secti on F below. 
Medi ation must be completed within fi fteen days after the County and Uni on meet to try 
and resolve the gri evance. If medi ati on is attempted and unsuccessful at resolvi ng all issues, 
the County may commence arbitrati on within twenty (20) days of the medi ati on. 

F. Miscell aneous 

I . No repri sal or retali ati on by any party shall be taken against any person who partici pates 
or i a witness in a grievance proceeding. 

2. A grievant may be accompanied or represented by the Uni on and at any hearing or 
meeting condu cted under these grievance procedures at their own cost. 

3. A bargaining unit employee, acting indi viduall y, may present a grievance without 
intervention of the uni on, provided the grievance must be processed in accordance with 
this Agreement. An adjustment made shall not be inconsistent with or in violati on of 
this Agreement. The U ni on must be notified of the resolution of the grievance. 

4. If the grievance affects a group of two (2) or more bargaining unit employees or 
involves an action or decision by the County or the Department Head that has a County 
wide or department wide impact, the Uni on may submi t the grievance on behalf of the 
effected bargaining unit employees. 

5. All documents related to a grievance hall be maintained a a separate fi le from an 
employee' s personnel f i I e. 

6. All grievances and grievance responses shall be fi led and processed in accordance with 
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thi Agreement. 

7. The processing of grievance by the Uni on and/or bargain ing unit employees shall be 
conducted on non-County paid time unl ess otherwise agreed by the parties. 

8. Grievances may be withdrawn or modifi ed by the Union at any step of the gri evance 
procedure. 

9. Tape recorders or other electronic dev ices may be u ed by any party parti cipating in the 
gri evance, provided notice of the use of the recording device i provided to the other 
party prior to commencement of the proceeding, and provided a copy of the recording is 
provi doo to the other party if r~uestoo at the r~uesti ng party' s expenre. 

ARTICLE 16. ARBITRATION 

The partie are prohibited from violating written agreements in fo rce, whi ch were negoti ated in 
accordance with the Publi c Empl oyee Bargaining Act. Any controversy concerning an alleged contract 
vio lati on or di sciplinary action of suspension, demoti on, or d ismissal may be submitted for binding 
arbitrati on. 

A. Initi ation of Arbitration. 

The County and the Uni on agree to pursue settl ement of issues before proceeding to binding 
arbitra ti on. 

Bargaining unit employees and/or the Union initi ate arbitrati on by delivering a Notice of 
Appeal, in accord ance with thi s agreement. The County initi ates arbitration by serving a 
Demand fo r Arbitrati on concerning grievances, in accordance with thi s agreement. lf an 
empl oyee initi ates arbitration without the uni on, the employee is responsible fo r all related 
costs . 

B. An arbitrator shall be selected in the following manner: 

I . The party initi ating arbitrati on shall request a li st of seven (7) names from the FMCS within 
fi ve (5) calendar days of the date of the meeting to pursue settlement of issues before 
proceeding to binding arbitration and will bear the cost for the li st. The party initi ating the 
arbitration must deliver a copy of the list to the non-requesting party within twenty-four 
(24) hours ofreceipt. An arbitrator shall be selected within five (5) business days of 
receiving the li st. 

2. Each party will strike one (1 ) name alternately until a single name remains and he or she 
shall be the Arbitrator. The party required to strike the first name will be determined by a 
flip of a coin . 

C. The Arbitrator shall decide issues of arbitrability prior to hearing the merits of the case. If the 
Arbitrator determines the case is arbitrable, then the Arbitrator shall consider the facts of the 
grievance in arbitrati on and foll owing the hearin g shall prepare and submit to the parties, in 
writing, a report and decision within thirty (30) calendar days after the conclusion of the 
hearing. 
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D. The cost of services of the Arbitrator hall be shared equall y by the parties. Each party will be 
respon ible fo r compensating it own witnesses and representatives. 

E. The Arbitra tor shall have the authority to determine if there was just cause for any di sciplinary 
ac tion. However, in no case shall he/she have the power to add to, nor subtract from, or modify 
thi s agreement, nor shall he/she sub titu te hi s/her di creti on for that of the employer where 
such di creti on has been retained by the employer, nor shall he/she exercise any responsibility 
or function of the employer. 

F. The Arbitrator' s award in dis.::ipl inary cases is limited to back pay and/or reinstatement, or 
reinstatement to asimilar position at the parties' dis.::reti on if i rreconci I able peroonal ity 
confli cts exist. The award shall be limited to the amount of wages and benefits the employee 
otherwise would have earned subject to di count based on any earnings or compensati on 
received by the gri evant including, but not limited to, unemployment insurance benefits. The 
empl oyee has an obligati on to mitigate hi s/her damages. The arbitrator may not award 
attorney's fees, puniti ve damages, general compensatory damages, or costs. 

G. The Arbitration Award shall be considered an award issued under the provisions of the State' s 
Uni fo rm Arbitrati on Act. 

H. Failure to meet any of the timelines set forth in this article shall be deemed abandonment of the 
arbitrati on process. 

I. Failure to conduct the arbitrati on within six (6) months of filing the request shall be deemed 
abandonment of the arbitration process, except as mutuall y agreed to by the parti e in wri ting. 

ARTICLE 17. LEAVE OF ABSENCE 

Section 1. Annual Leave Eligibility 
Each bargaining unit employee is eli gible to accrue annual leave. Annual leave may be u ed after it 
has been accrued upon the approval of the employee' s supervi oor. 

Section 2. Requesting Annual Leave 
An employee seeking to take annual leave must submit a Request fo r Leave Form to hi s or her 
supervisor with notice consistent with annual leave requested. For example, if one day is requested , 
one day notice is required. The supervi or shall grant any reasonable reque t, but shall also consider 
the Department's workload, staffing levels and other job-related fac tors when deciding whether to 
grant the request. 

Section 3. Personal Holiday 
Bargaining unit employees shall be granted one (I ) personal holiday equi valent to a normal work shift 
each year. Employees may not divide the personal holiday. Each personal holiday shall be used by the 
second Friday of each December. 

Section 4. Sick Leave Eligibility 
Each bargaining unit employee is e li gible to accrue sick leave with pay to be used to attend medi cal 
appointments, for illness or injury, or to care for an ill or injured immediate famil y member. For 
purpose of this section, an " immediatefamily member" is defined as a spouse, child, parent, sibling, 
grandparent, grandchild, step-parent, step-child , step-sibling, fos ter child , father-in-law, mother-in-law, 
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on- and daughter-in-law, brother and sister- in-law, domestic partner, domestic partner's child, and 
domestic partner's parent. 

Section 5. Accrual of Sick Leave 
Each bargaining unit employee accrues sick leave for each hour actually worked excluding overlime 
and for each hour paid at 0.0385 per hour worked. 

Section 6. Requesting Sick Leave 
Employees who are unable to report to work due to ii Ines or injury are req uired to speak to their 
supervi or at least 30 minutes before the scheduled start of the shift, unless otherwise specified by the 
Division Diroctor, Department Diroctor/Elocted Official . If an employoo has a planned doctor's 
appointment, the employee shall request the time off at least two days prior to the appointment. If an 
employee is ab ent from work for throo or more consocutive days due to illness or injury, a physician's 
statement may be req uired to verify the illness or injury, es timate its duration or certify that the 
employee may safely return to work. Employees may use sick leave only for the reasons et forth in 
the applicable section of this handbook. Use of sick leave for other reasons is not permitted . In the 
event the County has reason to believe that an employee i using sick leave for other reasons , the 
employee may be required to provide a statement from a physician for each day sick leave is claimed. 
Abuse of sick leave may be ground for di sciplinary action , up to and including termination. 

Section 7. Sick Leave Incentive 
Bargaining unit employees who use (8) eight hours of sick leave or less from January I through June 

30, shall receive (8) eight hours of additional annual leave. Bargaining unit employees who use (8) 

eight hours of sick leave or less from July l through December 3 1 shall receive (8) eight hours of 

additional annual leave. 

Section 8. Bereavement Leave 
Each bargaining unit employee shall be eli gible to use up to three (3) days of bereavement leave with 
pay in the event of the death of an immedi ate family member. For purposes of this section , an 
"immediate family member" is defined as a spouse, child, parent, sibling, grandparent, grandchild, 
step-parent, step-child , step-sibling, foster child , father-in-law, mother-in-law, son- and daughter-in­
law, and brother and sister-in-law, domestic partner, domestic partner' s child and domestic partner's 
parent. 

Section 9. Military Leave 
Each bargaining unit employee who is a member or reserve member of the U.S. Armed Forces or a 
state militia group may obtain military leave with pay when ordered to duty with the armed forces. An 
employee shall provide the County with the orders. The duration of the paid leave is limited to that 
required by federal law, but the County Manager may approve additional leave. If the period of duty 
exceeds that required by federal law, the employee may use accrued annual leave, accrued 
compensation ti me, the empl oyoo' s personal I eave day or I eave without pay for the duration of the 
employoo' s duty period. Upon return from military leave, an eligible employee is entitled to rights 
under the federal Uniformed Services Employment and Reemployment Rights Act of 1994. 

Section 10. Court Duty 
Each bargaining unit employee may take court leave with pay when required to serve as a juror or as a 
witness in any state or federal court at a time when the employee would normally be working, except 
in a matter unrelated to the pert ormance of the empl oyoo' s duties in which the empl oyoo is a Ii ti gant. 
An employee may not take court leave to litigate or testify against the County. If excused from duty 
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by the court when work hours remain in the employee's work day, the employee shal I return to work. 
If an employee elects to receive compen ation for jury service from a court together with their ordinary 
pay, any compensation paid by the court to the employee less any mileage paid to them must be paid to 
the County. Employees shall be entitled to administrative leave when appearing during regularly 
sched ul ed work hours in obedience to a subpoena as a witness before a grand jury or court or before a 
federal or state agency except when liti gating or testifying against the County. Fee received as a 
witness, excluding reimbursement for travel, shall be paid to the County. 

Section 11. Family and Medical Leave 
The Federal Farnily Medical Leave Act (FMLA) provide for a leave of absence for a serious health 
condition, to fulfill family obligations relating directly to childbirth, adoption, or placement of a foster 
child, or to care for a child, spouse, or parent with a erious health condition, or "any qualifying 
exigency (as the Secretary [of Labor] shall, by regulation, determine) arising out of the fact that the 
spouse, or a son, daughter, or parent of the employee is on active duty (or has been notified of an 
impending call or order to active duty) in the Armed Forces in support of a contingency operation." It 
also is to permit a spouse, son, daughter, parent, or next of kin to take up to twenty-six (26) workweeks 
to care for a" member of the Armed Forces including a member of the National Guard or Reserves, 
who is undergoing medical treatment, recuperation , or therapy, is otherwise in outpatient statu s, or is 
otherwi eon the temporary disability retired li st, for a serious injury or illness." 

An employee must request Family and Medical Leave on a form provided by the Human Resources 
Divi ion . Each eligible employee is entitled to take up to twelve (12) weeks unless otherwise stated, of 
Family and Medical Leave during a twelve month period. Eligibility is determined by reference to 
Federal law. If an employee has questions concerning eligibility, he or she should consult the Human 
Resources Division. Employees requesting family leave are required to provide a statement from a 
health care provider, on a designated Human Resources form, concerning the need for such leave. 

Family and medical leave is unpaid leave, except employees are required to use accrued annual leave, 
sick leave, personal holiday, and compensatory time. Family Medical Leave is concurrent with all 
other leave. During Family Medical Leave, the County will continue to pay its portion of the cost of 
any medical benefits that the employee had at the time the leave began. The employee shall pay to the 
County or appropriate company the portion of the premium the employee would have had to pay had 
he or she been working. Intermittent leave shall be granted in accordance with the FMLA. 

Employees are prohibited from engaging in any employment elsewhere while on Family Medical 
Leave with Santa Fe County. 

ARTICLE 18. HEALTH AND SAFETY 

A. Safety is an integral part of the responsibilities of every manager, supervisor, and employee. 

As such, it is the responsibility of all employees to report any unsafe conditions or equipment, 

to their immediate supervisor and higher authority utilizing the chain of command. 

B. The County and employees recognize their obligation to comply with all applicable Federal and 
State laws and guidelines relating to the health and safety of the Corrections Department. The 
employee realizes that when engaging in any and all activities, including emergencies, 
he/she shall exerci e proper precautionary measures to avoid injury to self and others, and it 
shall be considered a disciplinary offense for any employee to disturb or in any way alter any 
other employee's equipment without prior knowledge and approval. 
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C. The empl oyer shall prov ide employees appropria te and adequ ate criti cal incident tress 
debri efi ng (C ISD). CJSD is to be used for criti cal job-related incidents includi ng, but not 
limi ted to, mass casualty, work/peer sui cide, seri ou work injury and/or other work- related 
death of a co-worker. Such CISD shall include when appropriate, initi al debri efing indiv idual 
or group therapy counseli ng, and/or fo ll ow-up. A ll debriefi ngs and other CISD sessions shall 
be stric tl y confidenti al. 

ARTICLE 19. INTERNAL INVESTIGATIONS 

A. A bargaining unit empl oyee who becomes the subject of an internal inve ti gati on will be 
noti fied in wri ting. Written notifica ti on of in vestigation will be initiated within ten (10) 
working days of the omission or di covery of the act that precipitated the charges and the 
investiga ti on. In cases where ex tensive investigation is required, di sciplinary action will not be 
initi ated until the facts have been es tabli shed. Management will strive to complete 
investi gati ons within thirty (30) working days from the start of in vestigati on. Both parties 
recogni ze that completion within thirty (30) working days is not always feas ible. 

B. The bargaining unit empl oyee may be placed on ad mini strative leave with pay pending the 
investiga ti on and during the time of paid admini strative leave, bargaining unit empl oyees are 
requi red to be immedi ately ava il able by phone and ava il able to report, in fi t conditi on, 
promptly to the work s ite or other locati ons as directed by the Human Resources Di vision 
during the business hours of 8:00 a. m. until 5:00 p.m., Monday th rough Friday. If the 
bargaining unit employee' s r~ularly s::hoouloo shift falls outside of those core business hours, 
the shift will be temporarily changed whil e the bargaining unit empl oyee is on admini strative 
leave with pay. There will be no impact to the ba e salary and benefits during thi s time. 

C. It is the bargaining unit employee' s responsibility to provide the Human Resources Division 
with a valid home address and phone number. Being unava il able to Santa Fe County while on 
paid administrative leave is grounds to have the paid leave revoked and may constitute the 
basis fo r di sciplinary action. 

D . Bargai ning uni t empl oyees are required to call designated Human Resources staff no later than 
9:00 a.m. each morning of admini strative leave with pay. Failure to call in every morning may 
result in di sciplinary action. Investiga tion material will be kept in a separate fi le from the 
employee' s official personnel f i I e. 

ARTICLE 20. UNIFORMS 

The County will provide uniforms to bargaining unit empl oyees as deemed necessary by the County. 
Bargaining unit employees are responsible for the maintenance, laundering, and upkeep of the 
uniforms. A bargaining unit employee's failure to arrive at work in complete uniform that is noot in 
appearance, properl y sized, clean, and maintained may be subject to disciplinary acti on. Bargaining 
uni t employee who rece ive uniforms as required by management will receive four (4) pairs of pants 
and four (4) shirts. The parties recognize that uniforms may be subj ect to applicable tax regulations. 

ARTICLE 21. DRUG AND ALCOHOL TESTING 

RANDOM TESTING Ea::h holder of a Commercial Drivers' License (COL) and ea::h employee in a 

safety or security related position is subject to random drug and alcohol testing. A safety or security 

related position is one in which an employee operates equipment that is potentiall y dangerous to other 
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employees or citizens of the County, one in which an employee has access to or di spenses drugs, one 

in which an employee works in a facility that requires th e care of individual s, one in which an 

employee has access to or carries a firearm, or one in which an employee operates or maintains heavy 

equipment or coordinate., relays, or control radio communication for law enforcement, fire or 

emergency medical services personnel. 

TESTING ON REASONABLE CAUSE If there is reasonable suspicion to believe that an employee 

may be impaired by drugs or alcohol on the job, or if the employee i found with drugs or alcohol in 

the workplace, immediate drug or alcohol testing may be ordered. Reasonable suspicion exists when 

one's experience and training tends to indicate that a given person is under the inf I uence of alcohol or a 
controlled substance. Acceptable indicators include, but are not limited to, odor of alcoholic beverage 

on the breath, slurred or incoherent speech, staggering walk, Jo. s of physical coordination, bloodshot 

eyes, inability to succe sfully complete a field sobriety test, erratic behavior, unexplained or 

uncharacteristic irritability, excessive tardine s, poor work performance, arrest for drug/alcohol 

charges, or excessive unexplained ab ence from work. 

PROCEDURE FOR TESTING ON REASONABLE CAUSE 

STEP 1 In the event any County employee has reasonable suspicion to believe an employee may be 

impaired by drugs or alcohol while on the job, the suspocted employee's supervisor must be notified. 

The supervisor or designee shall notify the Risk Manager and the Human Resource Director. A 

trained supervisor, County Risk Management per onnel or Human Resources personnel shall then 

di roctl y observe the employee's behavior and document any i rregul ariti es. If a test is ordered, the 

observer must document the specific indicators observed within forty-eight (48) hours and submit to 

the HR Director. 

STEP 2 If rea onable suspicion exi ts, the employee shall be asked to execute a written con ent for 

immediate alcohol or drug testing. Failure to consent to testing may be grounds for discipline, up to 

and including termination. 

STEP 3 If reasonable suspicion exists, and consent is given, the employee shall be immediately 

transported for appropriate te ting. Testing may include use of the breathalyzer or blood or urine 

testing. The employee shall be transported by a trained supervisor, the County Risk Personnel or the 

Human Resource Personnel to the testing location. Analysis of any sample collected will be 

performed by a laboratory selected by the County. 

STEP 4 Following completion of testing, the employee will be placed on admjni trative leave with pay 

until the test results are available. The County shall transport the employee home. 

STEP 5 If the te ting discloses that the employee was not impaired by alcohol or drugs at the time of 

the test, the employee shall return to work. If the test discloses that the employee was not impaired at 

the time of the test but does di close trace amounts of alcohol or drugs, or the test discloses that the 

employee was impaired by alcohol or drugs at the time of the test, the employee may be placed on 

unpaid leave until a decision on continued employment i made by the Department Director and 

Human Re ources Director. 
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VEHICLE ACCIDENTS If a County employee is involved in a motor vehicle accident whi le driving 

a County vehicle or whi le performing official duties in a private vehicle, the employee shall contact 

law enforcement immediately. The employee shall al o request that the parti es and properties involved 

remain at the s::ene of the occident unti I a I CJW enforcement officer has rel easej them. The employee's 

supervisor and Ri sk Management must be notified of the accident immediately. The employee shall 

refrain from mak ing statements regarding the accident to anyone other than the investigating officer(s), 

County Attorney , County Ri sk Manager, or repre entative of hi s or her own insurance company, if the 

employee's privately owned vehicle is involved. Drivers involved in the following types of accidents 

shall be immediately tested for use of drugs or alcohol: 

A. Where an individual dies; 

B. Where an individual suffer bodily injury and receives medical treatment at or away 

from the scene of the accident; 

C. Where a citation is issued ; 

D. Where one or more vehicles incur substantial property damage; or 

E. Where the Risk Manager or HR Director deems appropriate 

PARTICIPATION IN A TREATMENT PROGRAM An employee who is not terminated after a 

positive test result may be required to participate in an alcohol or drug treatment program through the 

Employee Assistance Program or another program, and comply with other conditions specified by the 

County as a condition of continued employment. Any employee who participates in such a program 

may, in addition Lo disciplinary action, be subject to other conditions of continued employment and 

shall be placed on leave without pay while participating in the program. However, an employee may 

be permitted to use accrued sick leave, annual leave, or compensatory time in lieu of unpaid leave 

while participating in the program. Upon successful completion of an agreed-upon treatment program, 

the employee shall be permitted to return to his or her po ition . 

LOSS OF DRIVING PRIVILEGES If the results of a drug or alcohol test is positive, indicates that 

the employee was impaired, or that the employee was under the influence while at work, the employee 

shall not be permitted to operate any County vehicle (or operate any personal vehicle on County 

business), for a period of three (3) years, subject only to the exception below. If the Joss of driving 

privileges makes the employee unable to perform his or her job, the employee may be terminated. 

RESTORATION OF DRIVING PRIVILEGES An employee may be authorized to operate vehicl es 

at the expiration of a one-year period from the date of a positive test if the employee: (I) has not been 

convicted of any traffic violation since the date of the positive test; (2) has a val id driver's I icense; (3) 
has performed satisfactorily in hi or her position; (4) has completed a drug/alcohol use assessment by 

an agency of the County's choice; (5) has followed eoch recommendation made as a result of the drug 

use assessnent; and (6) otherwise satisfies the County of the employees sobriety and responsibility. 

The decision whether to permit the re toration of driving privileges is discretionary on the part of the 

County and shall not be grievable. 
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RANDOM TESTING If an empl oyee has had a positive drug test and has not been termin ated, the 

employee will be subject to random testing fo r a subsequent peri od of two (2) years from the date of 

the pos itive tes t in additi on to times when in a safety sensiti ve position whi ch requi res random testing. 

DRUG AND ALCOHOL RELATED CONVICTIONS Any employee who is convicted of a dru g or 

alcohol related criminal offense may be subject to evere di sciplinary acti on up to and including 

terminati on. If not terminated, the employee may be required to undergo peri odi c random drug or 

alcohol testing, may be required to complete a course of alcohol or dru g abuse treatment, or may be 

required to comple te drug and alcohol abuse counseling through the E mployee Assistance Program. 

Employees convicted of the unl awful sale or di stri bution of drugs in the workplace or whil e working 

will be immedi ately terminated under the federal Drug-Free Workpl ace Act. Any empl oyee must 

notify the Santa Fe County Ri sk Manager of a criminal convicti on fo r drug related activity occurring in 

the workpl ace within fi ve (5) days of the convicti on. Any employee who is convicted of an alcohol­

related dri ving offense shall notify hi or her superv isor of the conviction within fi ve (5) days of the 

date of convicti on. Failure to report such convicti ons may be grounds fo r discipline, up to and 

inc luding termination. 

SELF-IDENTIFICATION BY EMPLOYEE Any employee who suffers from drug or alcohol 

dependency should immedi ate ly seek the assistance of the Employee Assistance Program or the 

appropriate resources within the community. The employee may also wish to di scuss the matter in 

confi dence with his or her supervisor or the Human Resources Director. Each employee who suffers 

fro m drug or alcohol dependency is urged to seek help before being the subject of disciplinary action. 

An employee who requests referral to a dru g or alcohol rehabili tati on program prior to be ing randoml y 

selected fo r dru g or alcohol testing shall be referred to such a program without repri sal or di sciplinary 

action, provided that the self-identifi cati on is not made to avoid di sciplinary action. The employee 

shall be randoml y tested during the rehabilitati on peri od. A positive test shall be grounds for 

di smis al. 

MOTOR VEHICLE OPERATION AND EMPLOYEE DUl 'S Employees who have been charged 

with a DWI or DUI and who are required to drive to perform their j ob will be terminated if their 

dri ving privil eges are suspended or revoked and if no accommodation fo r other duti es can be made. 

PERSONS CONVICTED OF DUI MAY NOT DRIVE If an employee is convicted of a DUI, the 

employee may be placed on unpaid leave until a decision on continued employment is made by the 

Department Director and Human Resources Director. It is the poli cy of Santa Fe County that any 

employee who is convicted of driving under the influence of an intox icant such as alcohol or drugs 

shall not be permitted to operate any County vehicle (or operate any personal vehicle on County 

business), for a period of three (3) years, subject onl y to the exception et forth in thi s arti cle. If the 

Joss of dri ving privileges makes the employee un able to perform hi s or her j ob, the empl oyee may be 

terminated. 

REQUIRED REPORTING If an employee' sdriving privileges are suspended or revoked, or if the 
employee is required to use an interl ock device, the employee shall be prohibited from driving any 

County vehicle and shall immedi ately noti fy hi s or her supervisor. Any employee who fa il s to report a 

suspension, revocation , or mandatory usage of an interlock device may be subject to di sciplinary 

Agreement between the County of Santa Fe and AFSCME, Counci l 18 (referrin g to the bargaining unit as local #1 4 13) Page 27 of 33 



action, up to and including termination. The County will not approve installation of an interlock 

dev ice in any County vehicle. 

DEFINITION For purposes of this policy, the word "conviction" includes a guilty plea, a no-contest 

plea, or an Alford plea. 

ARTICLE 22. SPECIAL LICENSE AND CERTIFICATION 

A. The parties recognize that there are certain licenses and/or certifications required in order to be 
qualified to perform the dutie of some classifications in the bargaining unit. It shall be the 
re ponsibility of each bargaining unit employee to be qualified for his/her position at all times. 
Employees who fail to maintain the required licenses and/or certifications for their positions 
may be terminated from their position. 

B. Therapist who are required to maintain a license or certification to perform their job pursuant 
to the job description or by state or federal standards a determined by the County may be 
eligible for reimbursement for continuing education courses approved by the County for up to 
$ 100.00 to be paid by June of 20 I 5 for cour es taken July 2014 through June 2015 and $ 100.00 
to be paid by June 2016 for courses taken July 2015 through June 2016. 

ARTICLE 23. OVERTIME 

A. Working overtime is a condition of continued employment with the County. Overtime shall 
first be filled on a voluntary basi s by seniority and then if there are no volunteers to work the 
overtime a reverse seniority proce s to fill it shall be used. Overtime shall be assigned by the 
County based on the needs of the County. Refusal to work overtime once a signed shall 
constitute just cause for disciplinary action. An employee shall not work overtime without 
prior written authorization from their first line supervisor. Leave is not time worked and shall 
not be counted as time worked for the purpose of computing overtime, except for holiday pay. 

B. For Detention Officers and Corporals, hours worked in excess of eighty (84) hours in a regular 
work period shall be considered as overtime pursuant to Fair Labor Standards Act (FLSA). 
Overtime shall be paid at one and one half hours for each hour worked for covered employees 
after the maximum of eight (80) hours of compensatory time has been accumulated. Holidays 
covered under Article 25 will be counted as hours worked for overtime calculation purposes. 

C. For all bargaining unit employees with the exception of Detention Officers and Corporals , 
hours worked in exces of forty (40) hour in a regular work week shall be considered as 
overtime pursuant to Fair Labor Standards Act (FLSA). Overtime shall be paid at one and one 
half hours for each hour worked for covered employees after the maximum of eight (80) hours 
of compensatory time has been accumulated. Holidays covered under Article 11 will be 
counted as hours worked for overtime calculation purposes. 

D. A bargaining unit employee designated workweek shall not be changed to avoid the payment of 
overtime. Schedules, shifts or days off will not be changed solely to avoid the payment of 
overtime except in mitigating circumstances (i.e. training, emergencies, length of time on duty, 
etc.) 

E. A bargaining unit employee who terminates his/her employment shall be paid for any 
unused compensatory time. 
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ARTICLE 24. SHIFT DIFFERENTIAL 

A. Life Skill s Workers I, Life Skill s Worker U, and YDP Assistant Shift Supervisor working the 
graveyard shift will receive shi f t di fferenti al pay of 10% of their hourl y ra te fo r hour worked. 

ARTICLE 25. WAGES 

A. Salary increases based on the attached pay scale shall become effecti ve the first full pay peri od 
following approval by the Board of County Commission and followin g the fir t full pay peri od 
after the i ncumbeit' s anniversary date. This pay scale wi 11 be effective through June 30, 2018. 
No pay increases shall be implemented after June 30 , 201 8. 

B. All o ther bargaining unit empl oyees whose wages are not addressed by the attached pay scale 
and who earn $40,000 or less annuall y shall receive a 3% salary increase effecti ve upon the 
first full pay peri od fo ll owing approval of thi s contract by the Board of County Commiss ion. 
Beginning November 1, 2015 , bargaining unit empl oyees who earn $40,000 or less and are not 
covered by the attached pay scale shall receive a 1 % salary increase followin g the first full pay 
period after the incumbent' s anniversary date and each anniversary date until June 30, 2018. 
No pay increases shall be implemented after June 30, 201 8. 

C. All other bargaining unit empl oyees whose wages are not addressed by the pay scale and who 
earn more than $40,000 annually shall receive a I % salary increase effective upon the first full 
pay period followin g approval of thi s contract by the Board of County Commission . Beginning 
Nove mber 1, 2015 , bargaining unit employees who earn more than $40,000 annu ally and are 
not covered by the attached pay scale shall receive a 1 % salary increase following the first full 
pay period after the i ncumbeit' s anniversary date and each anniversary date unti I June 30, 
2018. No pay increases shall be imple mented after June 30 , 201 8. 

ARTICLE 26. HOLIDAYS 

A. The foll owing days shall be observed as holidays: 

Nev Year's Day 

Martin Luther King Day 

Memori al Day 

Independence Day 

Labor Day 

Columbus Day 

Veteran' s Day 

Thanksgiving Day 

Janu ary 1 

3rd Monday in January 

Last Mond ay in May 

July 4th 

1st Monday in September 

Second Monday of October 

November 11th 

4 th Thursday in November 
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The Day after Thanksgivi ng 

Chri stmas Day December 25 111 

And other days officiall y designated by the County Commissioner or County Manager as a ho li day for 

County employees. When the County Manager or Board of County Commissioners take acti ons to 

authorize County employees to observe the aforementioned holidays on alternate days, those actions 

will not apply to bargaining unit employees . New holi days, as opposed to altern ate days officiall y 

designated by the County Commiss ion or County Manager as a holiday for County employees, shall be 

granted to bargaining unit employee . 

B. Bargai ning uni t employees cheduled to work on a holiday will receive holiday pay at straight 
time at the employee' s regular hourly rate of pay for the normal regular hour worked and time 
and one half for all hours actual I y worked. 

C. Bargaining uni t employees not schedul ed to work on a holiday will receive holiday pay at 
straight time at the employee' s regular hourly rate of pay for the normal regular hours worke::l. 

D. Bargai ning unit employees will accrue vacation and si ck leave in accordance with County 
poli cy. 

ARTICLE 27. INSURANCE 

A. The County shall offer to covered union employees and their eli gible dependents, medical, life, 
dental, and optical insurance in accordance with the foll owing contributions to the cost of 
I 

County's Employee's 
Contributions Contributions 

' 

Uni on Employees who earn 80% 20% 
$30,000 annuall y or less 

Uni on Employees who earn 70% 30% 
$30,001 to $50,000 annuall y 

Union Employees who earn 63 % 37% 
more than $50,000 annuall y 

B. If the County implements increased empl oyer contributions for non-bargaining unit employees, 
bargaining unit employees shall receive the same contributions. Percentages may be revised to 
compl y with state Jaw. All medi cal life, dental, and optical benefit shall be maintained for the 
li fe of thi s Agreement. Bargaining uni t employees will pay 100% of di sability insurance 
offered by the County. 

ARTICLE 28. COMPLETE AGREEMENT 

A. This Agreement is the complete and onl y agreement between the parti es and repl aces any and 
all previous agreements. There shall be no additional negoti ati ons on any item, whether 
contained herein or not and whether contempl ated by either party at the time of negoti ations or 
not, except by written mutual agreement of the parties. 

B. The parties acknowledge that during the negoti ati ons which resulted in thi s Agreement, each 
had the unlimited right and opportunity to make demands and proposals with respect to all 
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proper subj ects of coll ecti ve bargaining and th at all such subjects have been discussed and 
negotiated upon and agreements contained in th is Agreement were arrived at after the free 
exercise of such ri ghts and opportun ities. T herefore, the County and the Union, for the life of 
thi s Agreement, each voluntaril y and without quali ficat ion waives the ri ght and each agrees tha t 
the other shall not be obligated to bargain coll ectively with respect to any subject matter not 
specificall y referred to or covered in thi s Agreement, even though such ubject or matter may 
not have been within the knowledge or contemplati on of e ither or both of the parti es at the time 
they negoti ated or igned thi s Agreement. 

ARTICLE 29. SEVERABILITY 

If any porti on of this Agreement is determined by a fin al order of an administrati ve agency or a court 
of competent jurisdi ction to be contrary to law, the affected provision shall be rendered null and void . 
All other prov isions not affected by the ill egal provision shall remain in full fo rce and effect. 

ARTICLE 30. TERM OF AGREEMENT 

Thi s Agreement will become effecti ve upon ratification by the bargaining unit and County 
Commission and signature by the Uni on President and Coun ty Manager and shall remain in effect un til 
June 30, 20 I 8 with the excepti on of one ( 1) non-economi c issue, whi ch will be opened fo r negoti ati on 
at the beginning of the second year of thi agreement. 
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1% 2% 3% 1% 

Detention Officer 15.5540 15.7095 15.8666 16.0253 16.3458 16.6727 17JX>62 17.3403 17.6932 18.2240 18.4063 18.5903 18.7762 18.9640 19.1536 

f.orporal 19.3452 19.5386 19.7340 19.9313 20.3300 20.7366 21.1513 21.5743 210058 22.6660 22...8927 23.1216 23.3528 23.5863 23.8222 

Sergeant 21.0000 21.2100 21.4221 21.8505 22.2876 22.7333 23.1880 23.6517 24.3613 24.6049 24.8509 25.0995 25.3504 25.6040 

I 

1% 2% 3% 1% 

lSWI 12.8775 13.0063 13.1363 13.2677 13.5331 13.8037 14.0798 14.3614 14.6486 15.0881 15.2390 15.3913 15.5453 15.7007 15.8577 

LSWll 16.0163 16.1765 16.3382 16.5016 16.&316 17.1683 17 5116 17.8619 181191 18.7657 18.9533 19.1429 19.3343 19.5276 19.7229 

Assistant Shift Supeivisor 17.5000 17.6750 17.8518 18,2088 185730 18.9444 19.3233 19.7098 20.3011 20.5041 20.7091 20.9162 21.1254 21.3366 
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IN WITNESS WHEREOF, the parties have executed this Agreement this 28'" day of October, 2014. 

SANTA FE COUNTY 

AFSCME COUNCIL 18 (REFERRING TO THE BARGAINING UNIT AS LOCAL 1413) SANTA FE 

COUNTY, NEW MEXICO 

Daniel Solis, President AFSCME Local #1413 

APPROVED AS FORM: 

-

~ 
Santa Fe County Attorney 
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