2012-14

BOARD OF COUNTY COMMISSIONERS
SARPY COUNTY, NEBRASKA

RESOLUTION APPROVING AGREEMENT WITH SARPY COUNTY PUBLIC
EMPLOYEES’ ASSOCIATION

WHEREAS, pursuant to Neb. Rev. Stat. §23-104(6) (Reissue 2007), the County has the power to do all
acts in relation to the concerns of the county necessary to the exercise of its corporate powers; and,

WHEREAS, pursuant to Neb. Rev. Stat. §23-103 (Reissue 2007), the powers of the County as a body
are exercised by the County Board; and,

WHEREAS, an agreement have been proposed between Sarpy County and the Sarpy County Public
Employees’ Association, as a recognized collective bargaining organization, concerning terms and conditions of
employment of the members of the bargaining unit in the Sarpy County Public Employees’ Association; and
said agreement is a reasonable and fair in setting the terms and conditions of the employment of those within
the covered bargaining unit, and said agreement imposes certain duties and obligations on Sarpy County.

NOW, THEREFORE, BE IT RESOLVED BY THE SARPY COUNTY BOARD OF
COMMISSIONERS that the agreement between Sarpy County and the Sarpy County Public Employees’
Association, as a recognized collective bargaining organization, copies of which are attached hereto, is hereby
approved for fiscal years 2011 through 2014.

BE IT FURTHER RESOLVED that the Chairman of this Board, together with the County Clerk, is
hereby authorized to sign on behalf of this Board the contract with the Sarpy County Public Employees’
Association, a copy of which is attached, and any other related documents, the same being approved by the

Board.

The above Resolution was approved by a vote of the Sarpy County Board of Commissioners at a public
meeting duly held in accordance with applicable law on the D day of Januar w.
2012,

e

Safpy County Board Chairman

Attest:




Sarpy County Board of Commissioners

1210 GOLDEN GATE DRIVE
PAPILLION, NE 68046-2895
593-4155

www.sarpy.com
ADMINISTRATOR Mark Wayne

DEPUTY ADMINISTRATOR Scott Bovick
FISCAL ADMIN./PURCHASING AGT. Brian Hanson

COMMISSIONERS
Rusty Hike District 1
Jim Thompson District 2
Tom Richards District 3
Jim Nekuda District 4
Jim Warren District 5

MEMO

January 10, 2012

TO: Sarpy County Board of Commissioners

FROM:  Mark Wayne, County Administrator
RE: Resolution to Approve Agreement with Employees Association

Since Sarpy County surpassed 150,000 in population in the 2010 Census, it became subject to
the requirements of a formal Civil Service System as outlined in Nebraska State Statutes. Those
statutes establish that the County Board of Commissioners has the authority to set the
compensation and benefits for all employees in the classified service, including employees
working in the offices of Elected Officials in the “Employees Association” bargaining unit.

On behalf of the County Board, Administration has negotiated an agreement with the Employees
Association for a three-year contract, ending in June 2014. The agreement includes across the
board wage increases of 2% for the 2011-2012 fiscal year, 2.75% for the 2012-2013 fiscal year,

and 2.5% for the 2013-2014 fiscal year.

The grievance procedure contained in Article 24 has been revised and updated to comply with
the process outlined in Nebraska State Statutes Sections 23-2517 to 23-2533 regarding the Civil
Service System. There were several other minor language changes to the contract that were not
opposed by either party and do not deal with compensation or benefits for the employees or have
a financial impact on the County.

I recommend approval of the agreement. Please feel freeﬁicontact us with questions. Thank you.

- }
Mark Wayne, Coung{ Administrator
Cc:  Deb Houghtaling 7/
Scott Bovick : l/
Kerry Schmid
Brian Hanson
Karen Buche




COLLECTIVE BARGAINING AGREEMENT

SARPY COUNTY BOARD OF COMMISSIONERS AND THE SARPY COUNTY PUBLIC
EMPLOYEES ASSOCIATION

July 1, 2011 — June 30, 2012
July 1, 2012 - June 30, 2013
July 1, 2013 — June 30, 2014
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ARTICLE 1 DEFINITIONS

For the purpose of this Agreement, the following words, terms, and phrases shall be construed
in accordance with the definitions assigned to them unless the context in which the same shall
be used would otherwise necessarily require a different definition.

1.

2.

10.

1.

12.

13.

14.

Any reference to “him” or “his” shall also be meant to include “her” or “hers”.
ANNIVERSARY DATE shall be defined as the date of Employee’s hire.
ASSOCIATION shall mean the Sarpy County Employees Association.

COMPENSATION shall mean to transfer money or other benefit for an Employee’s work
performed or services rendered.

COMPENSATORY TIME, a.k.a. COMP TIME shall mean time off of work, granted to an
Employee in lieu of overtime pay, call-back pay or as further allowed in this Collective
Bargaining Agreement.

CONFIDENTIAL EMPLOYEE is someone who assists and acts in a confidential
capacity to the management personnel who make and implement labor relations
policies, or as someone who has regular access to confidential information about future
bargaining strategy or changes that may result from collective bargaining.

DAYS, unless otherwise stipulated elsewhere in this Collective Bargaining Agreement,
all references to "days" shall be defined as calendar days.

OFFICE, for the purposes of this Agreement, shall encompass the entire job
responsibility for the Elected Officials.

ELECTED OFFICIAL shall mean the person elected to fill the county office established
in state statutes.

EMPLOYEE shall mean the Employee of Sarpy County covered by this Collective
Bargaining Agreement.

COUNTY shall mean County of Sarpy, Nebraska.

PAID and PAYMENT shall mean to transfer money for an Employee’s work performed
or services rendered.

PERSONNEL POLICY MANUAL shall mean the current Sarpy County Civil Service
Policy Manual approved by the Sarpy County Board of Commissioners.

PROMOTION DATE shall be defined as the date the Employee is promoted to a new
grade.



15.RECLASSIFICATION DATE shall mean the date a position was evaluated and changed
due to significant changes in essential job duties.

16. RESIGNATION shall mean a voluntary separation from employment with Sarpy County.

17. RETIREMENT shall be defined according to the Nebraska County Employees’
Retirement System definition for retirement eligibility.

18.SCHEDULED SICK LEAVE shall mean sick leave scheduled at least 24 hours prior to
the next scheduled shift.

19. SECTION, for the purposes of this Agreement, shall mean the various sections within
the total job responsibility of the Elected Officials. For example, the Motor Vehicles
Section of the Treasurer's Office, or the Payroll Section of the County Clerk’s Office.

20. SUPERVISORY EMPLOYEE is defined as someone who uses independent judgment to
make personnel decisions or to recommend personnel decisions and supervises at least
two or more people. Personnel decisions include, but are not limited to, hiring, training,
promoting, transferring, rewarding or terminating Empioyees.

21. TERMINATION shall mean a non-voluntary separation from employment within Sarpy
County.

22. WORKDAY is defined as a period of twenty-four (24) consecutive hours beginning at a
pre-designated hour during which an Employee may be assigned and may perform
compensable work.

23. WORKWEEK is defined as a period of seven (7) consecutive twenty-four (24) hour
periods which begin at 12:00 AM on a Sunday and end at 11:59 PM on a Saturday.

a. Normal Office hours, wherein the office is open to the public are Monday through
Friday for the Sarpy County Election Commissioner’s Office, the Sarpy County
Assessor's Office, the Sarpy County Public Defender’s Office, the Sarpy County
Treasurer's Office, the Sarpy County Register of Deed's Office, the Sarpy County
Clerk’s Office, the Sarpy County Clerk of the District Court’'s Office and the Sarpy
County Attorney’s Office, excluding the Diversion and Victim Witness Sections.

b. Should the normal Office hours, wherein the Office is open to the public regularly
include a Saturday or Sunday for the above Offices, exclusive of the Diversion and
Victim Witness Sections of the County Attorney’s Office, the “Workweek” definition
may re-open for negotiation following written notice from the Employee’s
Association to the County and Elected Officials.

c. Normal Office hours means that the Office is open to the public and not that an
Employee is simply working on a Saturday or Sunday.



d. To regularly include a Saturday or Sunday shall mean that an Office is open to the
public on Saturdays or Sundays more than four (4) times in one calendar year.

e. In no circumstances shall the normal Office hours of the Diversion and Victim
Witness Sections of the Sarpy County Attorney’s Office be used to evaluate
whether an Office is regularly open to the public on a Saturday or Sunday.



ARTICLE 2 ASSOCIATION RECOGNITION

The County recognizes the Sarpy County Public Employees Association as the sole and
exclusive collective bargaining representative for all full-time and part-time Employees, except
those Employees who are supervisory, confidential or temporary for the following:

Sarpy County Election Commissioner's Office
Sarpy County Assessor's Office

Sarpy County Public Defender’s Office

Sarpy County Attorney's Office

Sarpy County Treasurer's Office

Sarpy County Register of Deed's Office

Sarpy County Clerk’s Office

Sarpy County Clerk of the District Court’s Office.

Those departments of the Sarpy County Board listed below are not recognized by the County as
members of the Sarpy County Public Employees Association:

Noxious Weeds
Information Systems
Facilities Management
Landfill

Fleet Services

CASA

Community Service
Purchasing

Planning and Building Department
Human Services
Extension Services
Tourism

Adult Pre-Trial Services
Human Resources
Human Services
Veteran’s Services
Communications
Emergency Management

The following Elected Offices of Sarpy County listed below are not recognized by the County as
a member of the Sarpy County Public Employees Association:

Public Works Office
Sheriff's Office



Section 1

Section 2

Section 3

ARTICLE 3 MANAGEMENT RIGHTS

Except where limited by expressed provisions elsewhere in this Agreement,
nothing in this Agreement shall be construed to restrict, limit or impair the rights,
powers and authority of the County and Elected Official as granted to them
under the laws of the State of Nebraska.

The Union acknowledges the concept of inherent management rights. These
rights, powers, and authority include, but are not limited to, the following:

A

The right to determine, effectuate and implement the objectives and goals of
the County and the Elected Official’'s Office.

The right to manage and supervise all operations and functions.

The right to establish, allocate, schedule, assign, modify, change and
discontinue County operations and work shifts, so long as changes in day off,
shifts and working hours other than in emergencies, which shall include but not
be limited to unplanned absences, are made only after the order for such
change has been posted for seven (7) calendar days; except in instances
which affect a single work crew or a single Employee, the County and/or the
Elected Official will make a good faith attempt to deliver such notice.

The right to establish, modify, change and discontinue work standards.

The right to hire, examine, classify, promote, train, transfer, assign and retain
Employees, and the right to suspend, demote, discharge or take other
disciplinary action against Employees for just cause, and to relieve Employees
from duties due to lack of work or funds.

The right to increase, reduce, change, modify and otherwise alter the
composition and size of the work force.

The right to create, establish, change, modify and discontinue any function,
operation, or Section within the Elected Official's Office.

The right to adopt, modify, change, enforce or discontinue existing rules,
regulations, procedures and policies not in direct conflict with any provisions of
this Agreement.

The positions of County Elected Officials have been created by and authority
vested in such by the Nebraska Legislature. Therefore, when in conflict with the
Personnel Policy Manual, such official authority, provided not in confiict with
Federal and/or State statutes and this contract, will supersede said manual.



SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

SECTION 6

ARTICLE 4 CHECK OFF

The County Clerk’s Payroll Section shall deduct regular monthly Association dues
from the pay of each Employee covered by the Agreement, provided that at the
time of such deduction there is in the possession of the County Clerk’s Payroli
Section a current unrevoked written assignment, executed by the Employee, in the
form and according to the terms of the authorization form, attached hereto, and
made a part hereof. Such authorization may be revoked by the Employee at any
time by giving written notice thereof to the County Clerk’s Payroll Section.

Previously signed and unrevoked written authorization shall continue to be
effective as to Employees reinstated following layoff, leave of absence or
suspension not exceeding 60 days. Previous authorizations of other Employees
rehired or reinstated shall not be considered to be effective.

Such authorized deductions shall be made from the second pay period of each
calendar month and within 10 days, the County Clerk's Payroll Section will remit a
check to the Employee Association Treasurer.

At the time of execution of the Agreement, the Association shall advise the County
Clerk's Payroll Section in writing of the exact amount of regular monthly
Association dues. [f, subsequently, the Association requests the County Clerk'’s
Payroll Section to deduct additional monthly Association dues, such requests shall
be effective only upon written assurance by the Association to the County Clerk’s
Payroll Section that amounts are regular monthly Association dues, duly approved
in accordance with the Association's Constitution and By-Laws.

The County Clerk’s Payroll Section agrees to provide this service without charge
to the Association.

The County Clerk’s Payroll Section shall not be liable for any mistakes. The
County Clerk's Payroll Section and the Association shall work together to correct
any mistakes. Mistaken amounts will be made up the next deduction period.



ARTICLE 5 BULLETIN BOARDS

SECTION 1 The County and Elected Official shall permit the Association to use one bulletin
board for posting of Association meetings and elections, reports of Association
Committees and other notices or announcements that would be of benefit or
interest to the Employee.

SECTION 2 Posted notices shall not contain anything politically discriminatory, or anything
reflecting adversely upon the County or Elected Official or any of its Employees.

Posted notices must be authorized before posting by the designated Association
Officer.

Materials posted should be timely and current. If information is outdated by more
than sixty (60) days the County or Elected Official has the right to remove the
materials from the bulletin boards.

ARTICLE 6 ASSOCIATION BUSINESS

SECTION 1 The County and Elected Official agree to grant leave from duty with pay for
members of the Association team, not exceeding five (5) in number (no more than
one (1) from any one Office) to attend bargaining meetings, grievance meetings or
other meetings with the County and/or Elected Official when such meetings take
place at a time during which members are scheduled to be on duty.

SECTION 2 Association Officials not exceeding four (4) in number (no more than one (1) from
any one Office) shall be granted leave not exceeding ten (10) days per calendar
year from duty without pay for the purpose of attending business meetings,
conventions, education conferences, or conducting Association business. Such
leave shall be granted by the Elected Official upon the written request of the
Association no less than one (1) week in advance of the requested leave date.

SECTION 3 Prior authorization for the absence must be obtained twenty-four (24) hours in
advance from the Elected Official, which authorization will not be unreasonably
withheld.

SECTION 4 Association Officials may use vacation time or accrued compensatory time for the
conduct of Association business.

10



SECTION 1

SECTION 2

SECTION 1

SECTION 2

ARTICLE 7 NONDISCRIMINATION

The parties hereby agree not to discriminate against Employees because of race,
national origin, ethnicity, age, genetic information, military status, marital status,
color, sex (including pregnancy), age, disability, union or Association affiliation or
religion or political affiliation.

The parties hereby agree that no officers, agents, representatives, members or
anyone connected with either party to this Agreement shall in any manner
intimidate, coerce, restrain, or interfere with the rights of Employees to form, join,
or assist labor organizations or to refrain from any of these activities.

ARTICLE 8 SAVINGS CLAUSE

If any provision of this Agreement is subsequently declared to be unlawful or
unenforceable by any court of competent jurisdiction or by the operation of any
national law or statute of the State of Nebraska, all other provisions of this
Agreement shall remain in full force and effect for its duration. In such event, the

parties agree to negotiate and attempt to arrive at a substitute provision.

Any reference in this Agreement to the masculine gender shall include both the
masculine and feminine gender.

11



SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

SECTION 6

ARTICLE 9 HOURS OF WORK AND OVERTIME

This section is intended to set forth a normal workweek, but shall not be construed
as a guarantee of hours of work per day or per week. A workday is a period of
twenty-four (24) consecutive hours beginning at a pre-designated hour during
which an Employee may be assigned and may perform compensable work.
Employees shall report to work at a starting time and leave work at a quitting time
as determined by the Elected Official. All regular full-time courthouse Employees
shall work a regular forty (40) hour workweek.

Employees required to work more than forty (40) hours per workweek shall be
compensated at a rate of one and one-half (1 2 ) times their normal rate of hourly
pay for each hour worked in excess of forty (40) hours. Vacation, holidays and
scheduled sick leave (sick leave scheduled at least 24 hours prior to next
scheduled shift) shall count towards overtime. (Comp. time will not be counted in
overtime calculations.) Unscheduled sick leave is not included as time worked for

overtime.

Employees may accrue compensatory time in lieu of paid overtime to a maximum
of 120 hours. Compensatory time is accrued at a rate of 1 %2 times the hours
worked in excess of 40 hours. All accrued but unused compensatory time will be

paid at fiscal year end.
This article shall not be construed as a guarantee of hours of work.

Overtime hours and compensatory time must be preauthorized by the Elected
Official.

Employees are required to complete a Payroll Report card for each pay period and
submit it to the designated individual who shall submit the information to the
County Clerk’s Payroll Section and keep the Payroll Report card and supporting
documents according to the retention schedule.

12



SECTION 1

SECTION 2

ARTICLE 10 CALL BACK PAY

If an Employee is called to duty during his off-duty time and such time does not
coincide with his scheduled shift, such Employee shall be compensated for the
hours worked at the rate of one and one-half (1 %2 ) times his normal hourly rate of
pay. The Employee shall be compensated a minimum of two (2) hours for any
overtime call-back.

Employees required to be on call or standby duty or assigned to a pager shall
receive one (1) hour regular pay for every forty (40) hours said Employee is on call
or standby duty or assigned to such pager.

Provisions do not apply if work hours are immediately contiguous to scheduled
hours.

13



SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

ARTICLE 11 SENIORITY

Seniority is hereby defined as the Employee’s length of continuous service in the
bargaining unit without a break or interruption in service from the date of hire in
Elected Official’'s Office. Seniority does not transfer from Office to Office.

With the exception listed in the following paragraphs, Employees on
uncompensated status of more than thirty (30) days duration shall cease to
accumulate seniority. Example: Employee with a January 1 seniority date is on
uncompensated status for 90 days. Employee’s new seniority date is “March 2,
1980 adjusted from January 1, 1980". Lay-offs or personal leave of more than one
(1) year duration shall be considered an interruption of service and the Employee
shall lose his or her seniority.

Absence while disabled, while receiving temporary total disability benefits under
the Nebraska Workers' Compensation Act of twenty-four (24) months or less, and
any absence due to serving as an Association Officer or Official, whether elected
or appointed, shall not constitute a break or interruption in service within the
meaning of this article and shall not for the purposes of the preceding paragraph,
be considered as uncompensated status.

The Employee’s seniority date shall be that date on which the Employee was hired
in the bargaining unit. Where two or more Employees were appointed or hired in
the bargaining unit on the same date, their seniority standing shall be determined
by the date and time in which they filed their application for such appointment.

An approved FMLA leave shall not constitute a break in service.

A list of Employees arranged in order of their seniority as defined herein shall be
compiled and maintained by the Human Resources Department and made
available for examination by Employees upon request.

Seniority shall govern in job bidding (as defined in Article 16), job appointments,
assignment of overtime (by job classification only), assignment of vacations, lay-
offs, rehires, and job displacements (except that there shall be no displacement
between Employees of different Offices, but displacement is permitted between
Employees of different Sections in an Office). It is understood and agreed
between the parties that the foregoing language in this section is meant to favor
the senior Employee over the junior Employee in all circumstances.

Part-time Employees shall receive six (6)months seniority on their anniversary
date for every 12 month calendar year worked.

Employees that terminate employment and are re-hired must begin as a new
Employee for purposes of seniority, pay and benefits.

14



SECTION 1

SECTION 1

SECTION 1

ARTICLE 12 WORKING OUT OF CLASS

When an Employee works in a classification or position graded higher than that to
which he/she has been appointed for five (5) work days within any 30-day period,
then, beginning the sixth (6™) work day, that Employee shall receive six (6) percent
additional compensation over and above that Employee’s present rate of pay for
all hours worked in such higher classification or position for a period not to exceed
90 days per incident. After 90 days, the Employee will again need to work five (5)
days out of class within any 30 day period to receive six (6) percent additional
compensation within a 90 day period per incident.

ARTICLE 13  JOB BIDDING

The Human Resources Department shall either notify Employees or post new or
vacant positions. Such naotification or posting shall be at least five (5) and not more
than ten (10) calendar days before the position is awarded. if no qualified
Employee from the Office bids the position, then the position shall be posted by
the Human Resources Department for at least five (5) and not more than ten (10)
business days for bid by other County Employees or outside applicants. However,
if a qualified candidate pool is not obtained within the ten (10) business day time
frame, the Human Resources Department may post the notification for an
additional ten (10) business days in order to obtain further applications.

Qualifications, fitness and ability being substantially equal, the positions will be
awarded pursuant to the seniority provisions of Article 11. However, such award
shall be subject to a ninety (90) day probationary period, during which time the
Employee will be required to satisfactorily learn and perform the duties of the new
position. If the Employee cannot learn and perform the duties of this new position
within ninety (90) days, then the Employee will be disqualified from such position
and the Employee will be terminated, but will be allowed to bid on any new or
vacant positions that are advertised. The Elected Official will also endeavor to
place the individual.

ARTICLE 14  CONTRACTING OUT

The County‘agrees that, in the event it is considering contracting out any work
performed by bargaining unit Employees as of July 1, 2002, that the County and/or
Elected Official will notify the Association immediately.

15



SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

SECTION 6

SECTION 7

SECTION 7

SECTION 8

ARTICLE 15 WAGES

The parties agree that wages have been negotiated for this Agreement for the
contract years 2011-2012, 2012-2013 and 2013-2014, both on a group and on an
individual basis. Copies of the master contract will be retained by the Sarpy
County Elected Officials, the President of the Sarpy County Public Employees
Association, and County Board. Employees may obtain salary information directly
from their Elected Officials.

All full-time and part-time Employees covered by this Agreement shall receive a
2.0% cost of living adjustment increase across the board effective July 1, 2011.

All full-time and part-time Employees covered by this Agreement shall receive a
2.75% cost of living adjustment increase across the board effective July 1, 2012.

All full-time and part-time Employees covered by this Agreement shall receive a
2.5% cost of living adjustment increase across the board effective July 1, 2013.

The salary schedule for bargaining unit Employees is attached to the Collective
Bargaining Agreement and is marked as Appendix 2.

All Employees may be hired at Step 1 of the classification (pay grade) and may be
advanced additional steps based on performance and ability until Step 9 is
attained. In order to receive step pay increases, a satisfactory performance
evaluation is necessary and an “Employee Action Form” signed by the Elected
Official. Said action form MUST be submitted to the Human Resources
Department to verify accuracy, and then Human Resources will forward the
Employee Action Form to the County Clerk’s Payroll Section.

Part-time Employees working at least thirty (30) hours per week who have
completed at least 12 months at the defined pay step within a pay grade will be
eligible for a step increase as agreed to in Section 5. Part-time employees
working less than thirty (30) hours per week must complete twenty-four (24)
months to be eligible for a step increase.

An Employee who is promoted shall advance to the appropriate promotional pay
grade and shall go to the pay step that guarantees a minimum of a 3.8% pay
increase.

If an Employee reaches a new step during the first seven days of a pay period
he/she shall receive the higher pay rate for the entire pay period. If the new step
is reached during the last seven days of a pay period, the Employee shall not
receive the higher pay rate until the subsequent pay period. If July 1 falis in the
first seven days of a pay period, Employees shall receive the higher pay rate for
the entire pay period. If July 1 falls in the last seven days of a pay period
Employees shall not receive the higher pay rate until the subsequent pay period.

16



SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

SECTION 6

ARTICLE 16 HOLIDAYS

In addition to any other days that may be designated by the County, the following
are paid holidays for all Employees:

1. New Year's Day January 1

2. Martin Luther King Day 3" Monday in January

3. President’s Day 3" Monday in February

4. Memorial Day Last Monday in May

5. Independence Day July 4%

6. Labor Day First Monday in September
7. Columbus Day Second Monday in October
8. Veteran’s Day November 11%

9. Thanksgiving Day Fourth Thursday in November
10.Day after Thanksgiving Fourth Friday in November
11.Christmas Day December 25™

All Employees shall receive holiday pay which is payment at their normal rate of
pay for each holiday. If the Employee is required to work any of the
aforementioned holidays, or the day observed as that holiday, the Employee shall
be paid one hour's normal rate of pay for each hour worked on the holiday in
addition to the holiday pay. Employees working on New Years Day, Memorial Day,
Independence Day, Labor Day, Thanksgiving Day, or Christmas Day shall be paid
one and one-half (1 2 ) times the hourly rate of pay for each hour worked in
addition to the holiday pay.

When a holiday occurs during an Employee’s reguiarly scheduled day off or during
such Employee's vacation, the Employee at his/her option shall receive either pay
or extended leave time.

A holiday, for time worked, shall be defined as twenty-four (24) hours,
commencing at 12:00 a.m. midnight and ending the following 12:00 a.m. midnight.

Part-time Employees will receive four (4) hours of holiday pay if that holiday falls
on their regularly scheduled work day.

If Christmas Eve falls during an Employee’s regularly scheduled workday and the
Employee is scheduled to work a regular workday of more than four (4) hours, and
if the County and/or Elected Official cioses the Office at noon, the Employee shall
leave at noon and get paid for a full workday. If the Employee who is scheduled to
work a regular eight (8) hour workday takes Christmas Eve as a vacation day, and
the Office closes at noon on Christmas Eve, the Employee shall only be required
to use four (4) hours of vacation pay for the morning and shall receive four (4)
hours of pay for those four (4) hours the Office is closed on Christmas Eve. If the
same eight (8) hour Employee is sick, the Employee would use four (4) hours of
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SECTION 7

sick time and receive four (4) hours of pay for those four (4) hours the Office is
closed.

If an Employee regularly works more than four (4) hours, but less than eight (8)
hours and the Office closes at noon on Christmas Eve, that Employee shall
receive four (4) hours of pay along with pay for that amount of time which an
Employee would have received if on a regular workday; for example if an
Employee is regularly scheduled to work six (6) hours on Christmas Eve and the
Office closes at noon, that Employee would receive four (4) hours of pay for those
hours worked and only two (2) hours of pay for the time during which the Office is
closed on Christmas Eve.

In order to take advantage of this Christmas Eve policy, the Employee’s regular
schedule must be to work more than four (4) hours on Christmas Eve.

Those Employees designated as Essential Personnel of the Sarpy County
Attorney’s Office shall not be required to leave at noon if the District Court or
County Court Offices remain open. Those Sarpy County Attorney’s Office
Employees who remain working after the County Attorney’s Office has closed at
noon on Christmas Eve shall receive comp time for those hours worked after the
noon closing and shall also receive the four (4) hours of pay for those four (4)
hours the Office is closed on Christmas Eve.

Employees on an unpaid leave of absence will not earn holiday pay until they
return to service.
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SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

~ ARTICLE 17 VACATION

The County shall compensate full time Employees with up to 240 hours of vacation
time computed as follows: (Beginning July, 2005)

1-5 years 88 hours vacation 3.385 hrs./pay period
6-9 years 128 hours vacation 4.923 hrs./pay period
10 years 136 hours vacation 5.230 hrs./pay period
11 years 144 hours vacation 5.538 hrs./pay period
12 years 152 hours vacation 5.846 hrs./pay period
13 years 160 hours vacation 6.153 hrs./pay period
14 years 168 hours vacation 6.461 hrs./pay period
15 years 176 hours vacation 6.769 hrs./pay period
20 years 188 hours vacation 7.231 hrs./pay period

Vacation may be taken at any time during the year with the consent of the Elected
Official, which consent shall not be unreasonably withheld. Requests for vacation
shall be approved/denied in a timely manner.

Vacation may be taken at a minimum of one half (72) hour and a maximum of the
total vacation accumulated.

Employees may only accumulate a maximum of 240 hours of vacation time. If the
maximum is reached, there will be no additional accrual of vacation until the
Employee’s balance drops below the maximum. The provisions of this Article 17
Section 3 shall be implemented on July 1, 2010.

Upon retirement, resignation, dismissal, or death, the Employee or his beneficiary
shall be paid all accumulated vacation computed on the basis of the Employee's
regular pay as of his or her last day of employment.

Employees on an unpaid leave of absence will not earn vacation benefits until they
return to service except those Employees on approved Family and Medical Leave,
who will continue to accrue vacation.

19



ARTICLE 18 SICK LEAVE

SICK LEAVE - Purpose

SECTION 1

SECTION 2:

SECTION 3

The purpose of sick leave is to provide a benefit to those eligible County
Employees who are unable to attend work due to short term iliness or injury. It
may also be used in conjunction with a long term medical leave of absence to
provide some measure of income protection for extended illness or disabilities.

Definition: Sick leave will be considered for a bona fide iliness or injury for
reasons other than illness or injury arising out of and in the course of County

employment.
Accrual and Accumulation:

1. Fuli-time Employees will accrue sick pay benefits at a rate of 3.692 hours per
payroll period (96 hours per year).

2. Nine hundred and sixty (960) hours of sick leave may be accumulated.

3. Part-time Employees will accrue sick pay benefits at a rate of 3.692 hours for
each eighty (80) hours worked, not including overtime hours.

4. Sick leave shall not be accrued by emergency or temporary Employees.

General Procedure:

Sick leave will be considered for a nonwork-related, bona-fide iliness or injury.
Employees will be entitled to utilize sick leave for treatment of drug or alcohol
addiction, injury, pregnancy, or sickness which renders an Employee incapable of
performing his or her required job duties, for medical and dental care, or for
exposure to contagious disease under circumstances in which the health of other
Employees or the public would be endangered by the Employee’s attendance on
duty. Employees may utilize their sick time in order to keep medical or dental

appointments.

Employees may utilize their sick time for the iliness of his or her immediate family
(Spouse, child(ren), mother/father) where the Employee’s attendance is required.
Only twenty (20) hours per fiscal year of the Employee’s sick time may be used for
parents or children living outside the home.

Sick leave may be used in 1/4 hour increments (15 minute intervals).
Sick leave will not be granted if the Employee is absent due to a disability arising

out of and in the course of their employment, as governed by the provisions of
Workmen's Compensation Laws. {See Worker’'s Comp. Policy}.

20



SECTION 4

SECTION 5

When unable to report to work, the Employee must notify his/her immediate
supervisor as early as possible, except in an obvious emergency. During absence
due to illness, Employees must notify their supervisor daily of their progress and
expected date of return unless absence is for Family and Medical Leave (FMLA).

Sick pay will be paid only for approved absences and for time when the Employee
would normally be scheduled for work.

Employees on sick leave in excess of three (3) consecutive work days must
submit a physician’s certificate in order to receive sick pay, unless waived by the
Elected Official or FMLA. The cost, if any, of the certificate shall be paid by the
Employee. For a lesser period of absence, the Elected Official may, at his or her
discretion, require evidence of iliness from a physician for other reasons, as
defined by this section unless absence is FMLA leave.

lliness or non-compensable injury caused by the Employee’s own misconduct,
intentional self-inflicted injury or gross negligence shall not be the basis of any
paid sick leave.

Sick leave shall not be used as vacation leave. Vacation leave must be exhausted
before unpaid absences will be granted. Upon exhaustion of sick leave
Employee’s vacation time shall be used to continue compensation. If both sick
and vacation leave are exhausted a written request for approval must be provided
to the Elected Official for unpaid leave unless the leave is FMLA leave. Failure to
submit such written request or continued unpaid absences without the consent of
the Elected Official may subject Employee to disciplinary measures up to and
including termination.

No Employee shall be eligible to use sick leave within two (2) weeks of separation
date unless the Employee presents an acceptable health care provider's
verification of iliness/injury.

With the exception of FMLA leave, employees on an unpaid leave of absence will
not earn sick leave benefits until they return to paid status.

Sick Leave Conversion:

Any Employee who has accumulated eight hundred (800) hours or more of sick
leave may, at the Employee’s option, convert two (2) hours of sick leave to one (1)
hour vacation/pay up to a maximum of eighty (80) hours vacation/or pay (160
hours of sick ieave) one time in a contract year.

Retirement, for the purpose of this section, pertains to Employees who
cease working for the County on or after age 55):
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For Employees with less than ten (10) years of service upon retirement or death,
such Employee or his/her beneficiaries shall be paid one-fourth (4) of his or her
accumulated sick leave up to a maximum of two hundred (200) hours. Upon
resignation the Employee may be entitled to up to a maximum of one hundred

(100) hours.

For Employees with ten (10) or more years of service, upon retirement or death,
such Employee or his/her beneficiaries shall be paid one-half (Y2) of his’her
accumulated sick leave up to a maximum of four hundred (400) hours. Upon
resignation the Employee may be entitled to up to a maximum of two hundred

(200) hours.

Under either case, such amounts shall be paid at the rate of payment based upon
the Employee’s regular rate of pay at the time of separation.
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SECTION 1

SECTION 2

SECTION 3

ARTICLE 19 LEAVE

Funeral Leave

A) Funeral leave of up to five (5) workdays will be granted to Employees for the
attendance at the funeral of the following family group: spouse or child related by
blood, marriage or adoption. (These five days may be used commencing on the
day of death through and including 10 calendar days)

B) Funeral leave of up to four (4) workdays will be granted to Employees for the
attendance at the funeral of the following family member group: father; mother;
sister; brothers; grandmother, grandfather, grandchildren, father-in-law, mother-in-
law, son-in-law, daughter-in-law.

C) Funeral leave of one (1) workday will be granted to Employees for the
attendance at the funeral of the following family member group: aunts, uncles,
nephews, nieces and the following in-laws; grandfather, grandmother, sister and

brother.

In addition, at the discretion of the Elected Official, one (1) additional workday of
funeral leave may be granted for those relatives in the third group. Further, in
addition, the Elected Official may grant one (1) additional workday if travel of more
than three hundred (300) miles to the funeral site is involved. Notification to the
department head shall be given by the Employee as soon as possible prior to
leave.

If an Employee wishes to attend the funeral of a relative not listed above the
Employee should request use of vacation and/or compensatory time, to be granted
at the discretion of the Elected Official pursuant to Article 17 of this agreement.

Maternity, Paternity or Adoption Leave - Employees may be eligible to use the

provisions of the Family Medical Leave Act.

Jury Duty or Election Service - When an Employee is summoned for jury duty by a
court of competent jurisdiction or for election board duty, and that Employee's
attendance is required during his regularly scheduled duty shift with the Elected
Official, he shall receive his regular pay from the County during such service. The
Employee may also be required to furnish proof of said service. The Employee
shall be required to turn over to the County any compensation received for such
jury duty or election service. Employees that serve in Sarpy County shall sign a
waiver of payment for jury duty or election service.
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ARTICLE 20 LONGEVITY

SECTION 1 In addition to the regular compensation, and for this contract, full time Employees
shall annually receive longevity payment based upon the total length of continuous
service at full-time status with the County. The amount of pay will be determined
based upon the applicable anniversary date of hire.

On the anniversary of the Employee's hire date, the Employee will receive
payment as shown in the following schedule:

AMOUNTS
Anniversary date of Years 10 through 14 $ 885.00
Years 15 through 19 $1,330.00
Years 20 through 24 $1,785.00
Years 25 through 29 $2,165.00
After 30 years $2,400.00

As an example, an Employee who has a hire date of June 4, 1998 with no
interruption in continuous full-time service, would become eligible to receive
annual longevity payments once they reach June 4, 2008. Payment is generally
made with the first pay period following the Employee’s anniversary date.
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SECTION 1

SECTION 2

SECTION 3

SECTION 4

SECTION 5

SECTION 6

SECTION 7

ARTICLE 21 INSURANCE

The County shall provide group health insurance coverage for medical-surgical,
including major medical benefits and shall pay ninety (90%) of the insurance
premium thereof for the individual coverage. In the event the Employee requires
family, Employee/spouse or Employee/children coverage under the provisions of
the group benefit plan, the County shall pay eighty-three (83%) of the monthly
premium.

The County shall not pay such premiums referred to in paragraph 1 of this Article
for any Employee who, within any calendar month, had not received any
compensation from the County for work performed, except as provided in
accordance to the Family Medical Leave Policy.

If an Employee for whom the County is not paying an insurance premium by virtue
of the provisions of paragraph 2 of this article desires to continue such coverage, if
available, it shall be the responsibility of the Employee to make the necessary
arrangements with the insurance carrier for coverage in accordance with the terms
and conditions prescribed by the carrier at the Employee’s cost.

The County shall provide dental coverage for the eligible individual Employee and
his/her eligible dependents. The employee will be responsible for paying a portion
of the premium cost if enrolled under family coverage.

Refer to the County Intranet for further information.

The County shall provide fully paid term life insurance coverage for each
Employee in the amount of thirty thousand dollars ($30,000.00).

The County shall provide long term disability insurance for those Employees who
become totally and continually disabled due to sickness or accidental bodily injury.

Such insurance shall pay benefits on the ninety-first (91*") day of continuous
disability at 66.67% of the Employee's regular salary received at the time of
sickness or accidental bodily injury. (Refer to Personnel Policy Manual, Long Term
Disability Insurance for further information).

Effective July 1, 1997, Employees who retire with a minimum of fifteen (15) years
of service and are between the ages of sixty-two (62) and sixty-five (65) years may
continue on the County's primary health insurance program and receive insurance
coverage as provided for retirees. The County will pay 75% of the premium for
those electing single coverage and 50% of the premium for those electing other
coverage options.
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SECTION 1

SECTION 2

SECTION 3

ARTICLE 22 EDUCATIONAL REIMBURSEMENT

Purpose:
The purpose of this policy is to make educational assistance available to eligible

Employees for approved job related courses.

Eligibility:
Full-time Employees shall be eligible for educational reimbursement. Introductory
Employees are not eligible. Employees must be employed a minimum of six (6)

months at the time payment is made.

An Employee who resigns or is otherwise not employed by Sarpy County prior to
the completion of an approved course shall forfeit eligibility for reimbursement.

Determination of Benefits:
An Employee requesting educational reimbursement shall provide information
concerning each course to his/her Elected Official and the Human Resources

Department for approval prior to registration for the course.

Employee must provide the Human Resources Department with proof that they
successfully completed the course before reimbursement is made.

Approval must be made in writing prior to the beginning of the class. Request for
reimbursement must be made in writing by using the Educational Reimbursement

Request form. |
The course must be job related.

All fulltime, Non-Introductory Employees shall be eligible for educational
reimbursement of job related courses at 85% of the cost of tuition, books and
class-associated fees up to a maximum of $2,000.00 per fiscal year. Employees
must successfully complete the course with a grade “C” or higher from an
accredited college, university, community college, or trade school.

if the $2,000 maximum for a job related course is reached within one fiscal year,
but the 85% is not reached within one fiscal year, there shall be no carryover of
the remaining percentage reimbursement of the cost of tuition, books or fees to

any following fiscal year.

For example: An Employee completes approved courses on February 2, 2010.
The cost of the tuition, books and fees totals $6,000. The Employee is eligible for
85% of the $6,000 cost which is $5,100. However, due to $2,000 maximum, the
Employee receives $2,000 for the 2009 — 2010 fiscal year, which is less than 85%
(the $5,100) of the total cost of tuition, books and fees. The Employee is not
eligible for reimbursement of the remaining amount in the 2010 — 2011 fiscal year.
Additionally, the Employee would not be eligible for reimbursement of any other
approved completed courses within the 2009 -2010 fiscal year as the $2,000
maximum was reached.
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ARTICLE 23 DISCIPLINE AND DISCHARGE

SECTION 1 The Elected Officials shall consult with the Human Resources Department
regarding discharge and disciplinary matters.

SECTION 2 All new Employees (including rehires) shall serve an introductory period of 180
days. During introductory status period Employees are not entitled to file a
grievance pursuant to Article 24 and may be terminated at will by the Elected

Official.

SECTION 3 Disciplinary action shall remain active for discipline and promotion evaluation
purposes for the time periods listed below:

Verbal counseling 1 Year (if documented)
Written Reprimand 2 Years

Suspension 4 Years

Demotion Permanent
Termination Permanent

In the event of a recommended termination all previous disciplinary action may be
taken into consideration
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ARTICLE 24 FORMAL GRIEVANCE AND ARBITRATION PROCEDURE

SECTION 1

SECTION 2

The grievance procedure is designed to maintain friendly working relations
between the County, the Elected Officials and their non-introductory Employees.
Furthermore, the procedure is to provide a just and equitable method for the
resolution of grievances without discrimination, coercion, or reprisal against any
Employee who may submit or be involved in a grievance.

A grievance is defined as a complaint, claim, or dispute arising under and during
the term of this Agreement. Grievances are limited to matters of interpretation or
application of express provisions of this Agreement except those provisions that

are specifically excluded from the grievance procedure.

All grievances and disputes arising from the application and interpretation of this
contract shall be settled in the following manner:

Step 1, Informal Step: An employee, with or without Association representation,
can approach his/her Elected Official or appropriate supervisor and attempt to
resolve the grievance. The employee and/or an Association representative have
fifteen (15) calendar days from the grievable event to bring the matter to the
Elected Official or designee’s attention. The Elected Official or designee then has
fifteen (15) calendar days to meet with the employee for discussion and to provide
a response to the employee and/or Association representative. A settiement can
be reached provided it is consistent with the collective bargaining agreement.
Every effort should be made to resolve the grievance at this step.

Step 2, Written Step: If the matter is not satisfactorily resolved at Step 1, the
Employee needs to complete a grievance form. The form must be signed and
dated by the Employee or an Association officer or designee, and then presented
to the Elected Official or designee within fifteen (15) calendar days from the
decision in Step 1. The Elected Official or designee shall respond to the grievance
in writing within fifteen (15) calendar days from the date on which the grievance
was received.

Grievance forms can be obtained from the Association, the Human Resources
Department, or from the INTRA Employee website. Grievance forms shall be
obtained or submitted only during an Employee’s off-duty time.

Step 3, Personnel Policy Board: If satisfactory settlement is not reached at Step 2,
the Employee and/or Association may file a written request for a hearing to the
Personnel Policy Board within fifteen (15) calendar days from the date the decision
was reached in Step 2. The “Request for Hearing” form must contain a description
of the grievance, what contract provision(s), employment law, and/or Personnel
Policy Board policy were violated as well as what the Employee and/or Association
seeks as a remedy. ‘
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SECTION 2

SECTION 3

SECTION 4

SECTION 5

SECTION 6

SECTION 7

Upon receipt of the “Request for Hearing” form, the Human Resources Director or
designee will schedule a Personnel Policy Board hearing to take place within thirty
(30) calendar days, or as soon thereafter that a quorum can be assembled. The
Human Resources Director will advise all parties of the proper procedure by which
the grievance hearing will be conducted.

Upon hearing the matter the Personnel Policy Board shall issue a written decision
to all parties by no later than fifteen (15) calendar days from the date concluding
the hearing. The decision of the Personnel Policy Board will be binding on all
parties. However, this does not prevent either party from pursuing further actions
in a court of law.

Step 4, District Court: If satisfactory settlement is not reached under Step 3, either
party may appeal to the District Court. Such action must be taken within fifteen
(15) calendar days. Written notification to the County shall be made to the Human
Resources Department. Written notification to the Association shall be made to
the Association President, Vice President or designee if the County is appealing.

When an Employee elects to process a grievance without an Association
representative, as is his or her right, the Association shall have the right to
intervene and become a party to the proceedings. Any adjustment of grievance
between the County and an Employee not choosing to be represented or assisted
by the Association must be consistent with the terms of the current contract.

Deadlines that fall on a day that is not a regular business day will automatically be
extended to the next business day. Time limitations can be waived or extended by
written mutual Agreement of the parties.

All correspondence/documentation relating to a grievance shall be kept
confidential to the extent reasonably possibie and consistent with the resolution of

the grievance.

If a grievance is not appealed to the next step of the procedure with the applicable
time limits and an extension has not been agreed to in advance, the grievance will
be considered resolved on the basis of the last County response to the grievance
and shall be considered ineligible for further appeal.

No remedy shall exceed restoring to the Employee the pay, benefits, or rights lost
as a result of the violation of the contract, less any income earned from any other
source, including, but not limited to, workers compensation or any other
employment.

Employees who voluntarily resign or retire their employment with the County shall
have any pending grievances immediately withdrawn and will not benefit by

‘'subsequent settlement of disposition of any grievance.
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ARTICLE 25 SARPY COUNTY PERSONNEL POLICY BOARD

SECTION 1 The parties agree to the establishment of the Sarpy County Personnel Policy

Board to be established for the purpose of reviewing and finally deciding
Employee grievances, including grievances involving disciplinary action in
accordance with Nebraska Statutes Sections 23-2517 to 23-2533.

The Personnel Policy Board shall consist of six members, two of which shall be
appointed by the Sarpy County Commissioners, two of which will be appointed by
the Elected Officials, and two members to be appointed by classified Employees
who are covered by the county personnel system. . The Personnel Policy Board
shall have the authority to establish rules and regulations regarding its procedures
in conformance with state law.

ARTICLE 26 DRUG/ALCOHOL TESTING POLICY

For current policy refer to the Personnel Policy Manual available on the Intranet.
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ARTICLE 27 DURATION OF AGREEMENT

SECTION 1 This Agreement shall take effect upon the ratification of the membership of the
Sarpy County Public Employees Association and the Sarpy County Board of
Commissioners. Further, this Agreement shall be and remain in full force and
effect from and after July 1, 2011 until June 30, 2014, and thereafter for
successive one (1) year periods, unless one of the parties hereto on or before
December 1, 2013, shall notify the other party hereto in writing of its desire to
modify the same, or a part hereof. Notification shall be accomplished by notice to
the President of the Sarpy County Public Employees Association or to the Sarpy
County Board of Commissioners.

IN WITNESS WHEREOF the parties hereto have set their hand this _‘Q"’day of B_I\Qg!% ,

20 12~
Sarpy County Public Employees Association Sarpy County Board Chair
APPROVED AS TO FORM: W
County Attorney
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SARPY COUNTY EMPLOYEE’S ASSOCIATION
AUTHORIZATION FOR PAYROLL DEDUCTION

To: Sarpy County Payroll Department

County Clerk’s Office
Name:

Last Name First Name Middle Initial
Address:

Social Security Number:

Effective Date: , | hereby request and authorize you to deduct
from my paycheck an amount sufficient to provide for the regular payment of the current rate of
monthly dues established by the Sarpy County Employee’s Association. The amount shall be
certified by said Association and any change in such amount shall be so certified. The amount
deducted shall be paid to the Treasurer of the Sarpy County Employee’s Association. The
deduction may be terminated thirty (30) days after written notice to said Association or upon
termination of my employment.

| further designate the Sarpy County Empioyee’s Association as my representative on matters
relating to my wages, hours and conditions of employment and authorize the Association to
petition the Commission of Industrial Relations for representation rights on my behalf.

Date Employee Signature
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Sarpy County
Employees Association
Salary Schedule
FY 11112 - FY13/14

GRADE l FY STEP 1 STEP 2 STEP 3 STEP 4 STEP S STEP 6 STEP 7 STEP 8 STEP 9
12 10-1 $20.867 $21.660 $22.483 $23.337 $24.224 $25.145 $26.100 $27.092 $28.121
2.00% | 1112 $21.284 $22.093 $22.933 $23.804 $24.709 $25.648 $26.622 $27.634 $28.684 |
2.75% |1213 $21.870 |  $22.701 $23.563 $24.459 $25.388 $26.353 $27.354 $28.394 $29.473
2.50% |13-14 $22.416 $23.268 $24.162 $25.070 $26.023 $27.012 $28.038 $29.104 $30.210

$18.959 $19.680 $20.428 $21.204 $22.010 $22.846 $23.714 $24.615 $25.551
$19.33¢9 $20.073 $20.836 $21.628 $22.450 $23.303 $24.188 $25.108 $26.062
$19.870 $20.625 $21.409 $22.223 $23.067 $23.944 $24.854 $25.798 $26.778
$20.367 $21.141 $21.944 $22.778 $23.644 $24.542 $25.475 $26.443 $27.448

$17.470 $18.134 $18.823 $19.538 $20.281 $21.051 $21.851 $22.682 $23.544
$17.819 $18.497 $19.199 $19.929 $20.686 $21.472 $22.288 $23.135 $24.014
$18.309 $19.005 $19.727 $20.477 $21.255 . $22.063 $22.901 $23.772 $24.675

$18

$20

$20.

$21.78

$

325292

$16.944 $17.587 $18.256  $18.949 $19.670 $20.417 $21.193

$16.323 '$21.998

2.00% | 1112 $16.650 $17.282 $17.939 $18.621 $19.328 $20.063 $20.825 $21.617 $22.438
2.75% |[1213 $17.108 $17.758 $18.433 $19.133 $19.860 $20.615 $21.398 $22.211 $23.055

2.50% |13-14 $17.535 $18.202 $18.893 $19.611 $20.357 $21.130 $21.9§? _ $22.766 ) $23632

$16.222

$15.056 $15.628 $16.838 $17.478 $18.142 $18.831 $19.547 $20.290
$15.357 $15.940 $16.546 $17.175 $17.827 $18.505 $19.208 $19.938 $20.696
$15.779 $16.379 $17.001 $17.647 $18.318 $19.014 $19.736 $20.486 $21.265
$16.173 $16.788 $17.426 $18.088 $18.776 $19.489 $20.230 $20.998 $21.796

$13.569 $14.085 $14.620 $15.175 $15.752 $16.351 $16.972 $17.617 $18.286>
$13.840 $14.366 $14.912 $15.479 $16.067 $16.678 $17.311 $17.969 $18.652
$14.221 $14.761 $15.322 $15.904 $16.509 $17.136 $17.787 $18.463 $19.165

$19.644

}

6 10-1 $12.513 $12.988 $13.482 $13.994 |  $14.526 $15.078 $15.651 | $16.246 |  $16.863

2.00% [11-12 $12.763 $13.248 $13.751 $14.274 $14.816 $15.379 $15.964 $16.570 $17.200
2.75% | 1213 $13.114 $13.612 $14.130 $14.667 $15.224 $15.802 $16.403 $17.026 $17.673
2.50% | 13-14 $13.442 $13.953 $14.483 |

~ $16.033 $15.604 $16.197 $16.813 |  $17.452

$18.115
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