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PREAMBLE 
 

This Agreement, by and between the Sarpy County Sheriff, hereinafter referred to as the Sheriff, 
County of Sarpy, Nebraska, hereinafter referred to as the County, and the Fraternal Order of Police 
Sarpy Lodge No.3 Non-Sworn, hereinafter referred to as the F.O.P., is designed to promote and strive 
to maintain a working agreement between the Sheriff, County and the F.O.P. 

 
 

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: 
 
SECTION 1. OFFICE shall mean the Sheriff's Office and all its Divisions of the County of 

Sarpy, Nebraska. 
 
SECTION 2. EMPLOYEE shall mean all non-sworn classified employees of the Sheriff's 

Office of the County of Sarpy, Nebraska, as defined in Nebraska State Statutes 
Section 23-2519.  
 
ESSENTIAL PERSONNEL shall mean all non-sworn employees who are 
determined by the Sheriff or his designee as mandatory to run staff operations, 
but may vary depending upon circumstances.  

 
NON-ESSENTIAL PERSONNEL shall mean all non-sworn employees who are 
determined by the Sheriff or his designee as not mandatory staff to run 
operations, but may vary depending upon circumstances. 
 

SECTION 3. SHERIFF shall mean the duly elected/appointed Sheriff of the County of Sarpy, 
Nebraska. 

 
SECTION 4.  COUNTY shall mean the County of Sarpy, Nebraska. 
 
SECTION 5. FOP shall mean the Fraternal Order of Police, Sarpy Lodge #3, Non-Sworn 
 
SECTION 6. FULL-TIME EMPLOYEE shall mean an employee who works a job which 

normally requires 40 hours of work per week, with the exception of registered 
nurses.  The forty (40) hours of time will consist of hours worked, which may 
include accumulated sick, compensatory, vacation or any other approved leave.  
The Community Relations Coordinator position is a Fair Labor Standards Act 
(FLSA) “Exempt” position and will be responsible to fulfill a work schedule on a 
salary, not hourly basis. 

 
SECTION 7. PART-TIME EMPLOYEE shall mean an employee who works a job which 

normally requires less than 40 hours of work per week.  
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Both parties recognize the County’s legal obligation to comply with the 
provisions of the Patient Protection and Affordability Care Act and its resulting 
regulatory requirements.  As such, employees meeting the definition of 30 or 
more hours of service per week during the applicable measurement period are 
entitled to medical insurance benefits. 

 
SECTION 8. POSITION CLASSIFICATION shall mean the name or job title of the position an 

employee occupies based on the employee’s duties and responsibilities (such 
as Booking Clerk, Juvenile Services Officer, Account Clerk, etc.).  

 
SECTION 9. RETIRE OR RETIREMENT shall mean an employee who voluntarily leaves 

employment of Sarpy County on or after their 55th birthday and is eligible for 
Sarpy County retirement benefits. 

 
 

ARTICLE 2 
 

F.O.P. RECOGNITION 
 

SECTION 1. The County recognizes the F.O.P. as the sole and exclusive collective 
bargaining representative of the employees of the Sheriff's Office, excluding the 
Chief Deputy and Sheriff. 

 
SECTION 2. Official Distribution Lists.  The F.O.P. President shall be included on the 

Distribution List for all present Standard Operating Procedures (SOP’s) and 
Personnel Rules and Regulations or revisions thereof. 

 
 

ARTICLE 3 
 

MANAGEMENT RIGHTS 
 
SECTION 1. The Sheriff and the County shall retain any and all authority and powers as 

employers as granted to them by Nebraska law except as provided in this 
Agreement.  These powers shall include but not be limited to the following: 

 
The County and the Sheriff have the right to plan, direct, control, reduce and 
terminate operations; to determine the nature of services to be supplied and to 
determine the extent to which such services will be provided; or the scheduling 
of service and the methods, processes and means of service.  
 
The Sheriff has the right to hire, select and promote in accordance with the Sarpy 
County Sheriff’s Office’s and Personnel Rules and Regulation’s employment 
process.  The Sheriff has the authority to determine shift schedules, and to also 
assign, transfer, demote, suspend and discharge employees; the right to 
promulgate and enforce reasonable rules and the consequences for violating 
those rules; the right to establish drug, alcohol and controlled substance testing; 
the right to relieve employees from duty because of lack of work or other 
legitimate reasons; and the right to introduce any new or improved methods or 
facilities; the right to establish and implement a performance appraisal system 
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and the right to select any and all equipment and materials to be utilized in the 
operation of the Sheriff's Office.  

 
Except where expressly limited, nothing in this Agreement shall be construed to 
restrict, limit, or impair the rights, powers, and the authority of the Sheriff and the 
County.  
 
The Sheriff also reserves the right to laterally transfer any employee, including 
those in specialty positions, to another assignment, unit or division, provided that 
the employee's hourly base wage doesn't change.  The Sheriff also reserves the 
right to add or remove an employee from a specialty unit.  (The Sheriff will 
continue to comply with Article 10, Non-Discrimination).  All other additional pay 
or compensatory time received for specialty positions, holidays, court 
appearances, overtime, etc., shall not be considered a part of hourly base wages 
for the purposes of this Article.   

 
 

ARTICLE 4 
 

BULLETIN BOARDS AND BALLOT BOXES 
 

SECTION 1. The County shall permit the F.O.P. to use bulletin boards designated by the 
Sheriff in the assembly rooms and off-site facilities for posting of F.O.P. meetings 
and elections, reports of F.O.P. committees and other notices or announcements 
that would be of benefit or interest to the employees. 

 
SECTION 2. Posted notices shall not contain anything political or anything reflecting 

adversely upon the County or any of its employees.  Materials posted should be 
timely and current.  If information is outdated by more than ninety (90) calendar 
days the County or the Sheriff has the right to remove the materials from the 
bulletin boards. 

 
SECTION 3.  The bulletin board provided shall be for the exclusive use of the F.O.P. 
 
SECTION 4. The County will permit the F.O.P. use of one ballot box, designated by the 

Sheriff, in the designated assembly rooms, for use in F.O.P. elections.  No 
employee shall participate in any F.O.P. election, in any manner, during his/her 
tour of duty.  Any F.O.P. authorized violation of this section shall entitle the 
County to cancel immediately the provisions of this section and prohibit further 
use of the ballot boxes. 

 
 

ARTICLE 5 
 

GRIEVANCE PROCEDURES 
 

SECTION 1. Informal Complaints.  When employees feel dissatisfied with an aspect of 
employment over which they have no control and when they desire remedial 
action, they are encouraged to present the problem informally to their 
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immediate supervisor.  If not resolved at this level, employees can discuss the 
matter with their chain of command or file a grievance. 

 
Employees shall be assured freedom from discrimination, coercion, restraint, 
or reprisal in presenting complaints. 

 
This Article shall not suspend time limitations for the filing of a grievance or 
appeal. 

 
SECTION 2. Grievance Procedure.  Employees shall have an opportunity to formally 

address non-disciplinary issues arising out of the PRR, County policies, and/or 
collective bargaining agreements.   

The Grievance Procedure provides a method for the resolution of grievances 
without discrimination, coercion, restraint, or retaliation against those 
employees who submit, consider submitting, or are involved in a grievance 
procedure. 

 
This Article shall not be used to change any portions of the Agreement or the 
PRR. 

 

A grievance is defined to be any disagreement concerning the interpretation or 
application of the specific and expressed provisions or terms of County 
policies, collective bargaining agreements, or the PRR not relating to discipline.   

 
Employees, or their representative, may withdraw a grievance at any time 
during this Grievance Procedure.  Such withdrawal shall be indicated on the 
Grievance Form. 

 
Any time limitations for this Article may be waived or extended in writing by 
mutual agreement of the parties involved. 

 

Employees choosing to file a grievance are to complete a Grievance Form.  
When filling out the form, the following information must be stated with 
reasonable clarity: 

A. Nature of the grievance, 

B. Act or acts of commission or omission, 

C. Date of the act or acts, 

D. Identity of the party or parties who claim to be aggrieved, 

E. Identify of the party or parties alleged to have caused the grievance, 

F. Specific provisions of the PRR, County policies, and collective 
bargaining agreements that are alleged to have been violated, and 

G. Remedy sought. 
 

Grievances shall be processed in the following manner: 
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Step 1:  Aggrieved employees shall present the Grievance Form to the Chief 
Deputy or his/her designee within 15 calendar days from the date on which 
they became aware of or should reasonably have been aware of the incident 
giving rise to the grievance. 

 
The Chief Deputy shall address the nature of the grievance and note the 
specific reason for accepting or denying the grievance by writing their response 
on the Grievance Form. The Chief Deputy will return the signed form to the 
aggrieved employee within 15 calendar days.  

 
Step 2:  If satisfactory settlement is not reached under Step 1, aggrieved 
employees, or their representative, or the Chief Deputy shall submit the 
Grievance Form to the Human Resources Director for appeal to the Personnel 
Policy Board.  This submission must occur within 15 calendar days from the 
date the employee receives the Chief Deputy’s response in accordance with 
Step 1. 

The Board shall hold a Hearing on the matter within 30 calendar days, insofar 
as a quorum can be achieved, after receipt of the grievance by the Human 
Resources Director.  Refer to Rule 1: General Provisions, Regulation 5: 
Personnel Policy Board Hearings for specific details. 

 
The decision of the Board shall be final and binding on all parties; however, 
this does not prevent either party from pursuing further actions as allowed for 
by law. 
 

SECTION 3. An aggrieved employee shall have the right to process his/her grievance 
individually or with the assistance of the FOP.  The FOP Board of Directors may 
also assign a case representative. 

 
Time limitations can be waived or extended by written mutual agreement of the 
parties.  

 
SECTION 4. Nothing in this Agreement shall prohibit both parties from reaching an agreement 

or settlement in a manner not outlined in this Agreement.  However, all time limits 
and pertinent sections of this Agreement and State Statutes shall be strictly 
adhered to when processing a grievance in accordance with this Agreement. 
 

SECTION 5. 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.   

 
SECTION 6. No remedy shall exceed restoring to the employee the pay, benefits, or rights 

lost as a result of the violation of the Agreement. 
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ARTICLE 6 
 

EMPLOYEE RIGHTS 
 

SECTION 1. No employee shall be disciplined without the element of just cause.  
 
SECTION 2. The Sheriff reserves the right to conduct internal affairs and line investigations 

and the County Personnel Policy Board, as outlined in State Statute Section 23-
2522, reserves the right to conduct personnel investigations to uncover the facts 
in each case but expressly agree to carefully guard and protect the rights, 
privacy and dignity of the accused employees.  Employees shall fully cooperate 
with an investigation and shall not withhold any information that may be relevant 
to the investigation.  

 
SECTION 3. In conducting investigations the Sheriff and/or the County will not knowingly 

commit any act that deprives the employee of any statutory or constitutional 
rights or privileges. 

 
SECTION 4. Investigations: 
  

A.  Before an employee is questioned or interviewed concerning an 
investigation, he/she will be informed about the nature of the investigation 
in writing, and whether he/she is the subject of the investigation or a 
witness. 

 
B. Interviews and questioning of employees will be conducted in a 

professional manner.  Statements from employees will not be taken in a 
coercive manner.  Departure from the truth during an investigation shall 
be considered just cause for discharge. 

 
C. When an employee is being questioned about possible criminal matters 

and it has been determined that any self-incriminating statements that the 
member makes will not be used against him/her in a criminal prosecution, 
"Garrity" warnings will be given to the employee. “Garrity v. New Jersey, 
385 U.S. 493 (1967).” 

    
D.     Employees who are the subject of an investigation shall, upon request, 

(i) have the right to union representation or, if the employee so chooses, 
legal counsel, and (ii) receive a copy of their written or recorded 
statement at no cost to the employee no less than 24 hours prior to their 
“Loudermill” hearing. “Loudermill v. Cleveland Board of Education, 470 
U.S. 532 (1985).” 

 
E. Upon the conclusion of an investigation against him/her, the accused 

employee who had prior notification of an investigation shall be notified 
in writing about the case's outcome. 

 
F. The County, the F.O.P. or the Sheriff shall not make any press releases 
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regarding on-going internal investigations or those of a non-criminal 
nature. 

 
SECTION 5. Employees shall comply with all existing work rules, provided that the rules the 

employees believe are in conflict with the terms of this Agreement or situations 
in which the rules are not being uniformly applied may be grieved by the 
employee; however, the employee will comply with such rules until they are 
found, through the grievance procedure, to be conflicting or inappropriately 
applied, except in those situations in which the employee reasonably believes 
there to be an immediate and substantial safety hazard.  

 
SECTION 6. Performance Evaluations: 
 

A. If the Sheriff decides to conduct performance evaluations of employees, 
such evaluations shall be conducted on a regular basis, and fairly and 
adequately cover the duties and responsibilities of each employee.  In 
that event, the employee will be provided with a copy of the evaluation 
used and the Sheriff agrees to discuss with the employee all terms 
contained in such evaluation.  The employee shall have the right to add 
pertinent information or brief comments to any evaluation and to have 
such comments or information attached to such evaluation within ten (10) 
calendar days of receipt of said evaluation. 

 
B.    Any investigation with an outcome of Unfounded or Exonerated shall not 

be referred to in a performance evaluation. 
 

C. Performance evaluations will be maintained on a confidential basis with 
access available only to the employee, the employee's supervisors, and 
authorized members of the Sheriff's Office Command staff.    
Performance evaluations may be forwarded to authorized members of 
Human Resources and a Department Head, with the employee’s 
consent, when an employee has applied for a position in a different 
Department.     

 
SECTION 7. Personnel Files: 
 

A. Only one personnel file shall be maintained at the Sheriff's Office for each 
employee (hereinafter “personnel file”) but shall be accessible to 
authorized members of the Human Resources Department.  The Human 
Resources Department also maintains a file on each employee that 
contains payroll information. Every employee may, during his/her non-
duty hours and during regular office hours of the Sheriff's Office or Human 
Resources Department, inspect his/her file at such office and shall be 
allowed to make copies of anything contained therein.  

 
B. Any employee shall have the right to respond in writing to any adverse 

comment or incorrect information contained in his or her personnel file. 
Such comments shall be kept in the employee's personnel file as long as 
the challenged comment or information remains in the file. 
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C.    Documentation reflecting disciplinary action or performance 
assessments shall not be placed in an employee's personnel file without 
the signature of the employee verifying knowledge of the existence of 
such information.  However, when asked to do so, employees have no 
right to refuse to verify their knowledge with their signature. 
 

D.  The County agrees that pre-employment background investigations, 
psychological evaluations, and polygraphs will be kept confidential and 
will not be deemed part of the employee's personnel file. 
 

E.  If an employee receives a disciplinary action letter, the letter must be 
inserted into the employee's personnel file.   
 

F. Any documentation representing disciplinary action shall remain active 
for progressive discipline and promotion evaluation purposes for the time 
periods listed below.   

 
Counseling  90 Days 

  Admonishment         180 Days 
  Reprimand  18 months  
  Suspension  4 Years 
  Demotion             Permanent 
  Termination            Permanent 

 
It shall be the employee's responsibility, after the appropriate time, to 
request the removal of any inactive documentation.  Any documentation 
representing disciplinary action that becomes inactive shall be removed 
from the employees' personnel file after the time period listed above 
and placed in the employee’s inactive discipline file.  In the event of a 
recommended termination, all previous disciplinary action even if 
inactive as outlined above may be taken into consideration.  

 
 

ARTICLE 7 
 

DISCIPLINE AND DISCHARGE 
 

SECTION 1.  Discipline.  Disciplinary action by the Sheriff shall be imposed for just cause only.  
Disciplinary action may include any of the following: 

 
A. Counseling 
B. Admonishment 
C. Reprimand 
D. Suspension 
E. Demotion 
F.  Termination 

 
SECTION 2. If an employee is facing a suspension, demotion or termination, he/she is entitled 

to a pre-disciplinary “Loudermill” meeting. “Loudermill v. Cleveland Board of 
Education, 470 U.S. 532 (1985).”  The employee must be personally notified 
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about the meeting at least forty-eight (48) hours beforehand. Even if the 
notification is given verbally, a written notice shall be immediately available at 
the Sheriff's Office for the employee. If the employee chooses not to pick up the 
written notice before the pre-disciplinary meeting, it shall be given to him/her at 
the commencement of the meeting.  The following information shall be given to 
the employee during the notification: 

 
A. Charges brought against the employee. 
 
B. Description of the act, omission or performance that may result in 

disciplinary action (A copy of the materials which the recommended 
disciplinary action is based upon may be attached to the notice). 

 
C. Type of disciplinary action recommended.  

 
During the pre-disciplinary meeting, which the employee may waive in writing, 
he/she shall be given the opportunity to be heard and to respond to the charges. 

 
An employee has the right to be represented by a person of his/her choice or a 
F.O.P. representative during a pre-disciplinary meeting. 

 
SECTION 3. An employee shall not have a disciplinary action imposed more than once for a 

single incident; however, discipline for each additional act of the same or similar 
nature may be imposed. 

 
SECTION 4. Unless otherwise specifically provided in this Agreement, both parties shall 

follow the provisions of the rules and regulations of the Sarpy County Sheriff's 
Office and the Personnel Rules and Regulations in effect at the time of the 
signing of this Agreement with regard to any disciplinary action taken against an 
employee. 

 
SECTION 5. The Sarpy County Sheriff's Office will impose disciplinary action in accordance 

with this Agreement and the Personnel Rules and Regulations. 
 
SECTION 6. Employees will be notified in writing of a disciplinary action through a Disciplinary 

Action Letter.  They will be given the opportunity to read, sign, and be given a 
copy of the Disciplinary Action Letter before it is placed in their personnel file. 

 
SECTION 7. Employees may appeal directly to the Personnel Policy Board the following 

actions: 

A. Receipt of three (3) written reprimands, involving the same subject 
matter, within a 12 consecutive-month period, 

B. Suspension, 

C. Demotion for cause, and 

D. Termination. 
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Employees shall present their Appeal Form to the Human Resources Director 
within 15 calendar days from the date on which they became aware of the 
disciplinary action decision.  The Human Resources Director shall forward the 
Appeal Form to the Sheriff. 

 
The Personnel Policy Board shall hold a Hearing within 30 calendar days, 
insofar as a quorum can be established, in accordance with Rule 1: General 
Provisions, Regulation 4: Personnel Policy Board Hearings.   

 
The decision of the Board shall be final and binding on all parties; however, 
this does not prevent either party from pursuing further actions as allowed for 
by law. 

 
Any time limitations provided under this Article may be waived or extended in 
accordance with Rule 1: General Provisions, Regulation 4: Personnel Policy 
Board Hearings. 

 
 SECTION 8. In the event that the outcome of a disciplinary action results in suspension, the 

employee may elect to use accumulated compensatory time in lieu of a decrease 
in pay for the number of suspension hours imposed in the discipline. 

 
 

ARTICLE 8 
 

SENIORITY 
 
SECTION 1. Continuous length of service shall mean service with the Sheriff’s Office without 

a break or interruption.  The following shall constitute a break or interruption and 
seniority will be frozen for the entire duration of the break or interruption, which 
will also affect any other provision of seniority: 

 
A.   Suspension for disciplinary purposes for more than thirty (30) calendar 

days but less than one year. 
 
B. Authorized leave of absence for more than thirty (30) calendar days (with 

or without pay) but less than one year, except absences while complying 
with FMLA as described in Article 12, Section 8, or USERRA as described 
in Article 12, Section 3. 

 
C.  Layoff for more than thirty (30) calendar days but less than one year. 
 
D.  Employees who ceased employment and then were rehired within less 

than ninety (90) days.  Employees that have separated from service for 
more than ninety (90) days will be treated as a new employee if rehired. 

 
SECTION 2. Seniority, as it applies to full-time employees relative to granting employees 

preference for holiday and vacation leave, shall be based on continuous length 
of service with the Sheriff’s Office. 

 
SECTION 3. Seniority, as it applies to full-time employees relative to bidding for duty shifts, 
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shall be based on continuous length of service in that particular classification.  
All employees will be considered to have continuous length of service in all 
classifications below his or her present level. 

 
SECTION 4. A list of employees arranged in order of seniority shall be maintained and made 

available for examination by employees.  The seniority list will be revised and 
updated at the end of each fiscal year by the Sheriff’s Administrative Division. 
 

SECTION 5. Where two (2) or more employees in the same position classification are 
appointed or promoted on the same date, their seniority standing shall be 
determined by the employee's original date of hire. 

 
 

ARTICLE 9 
 

LAYOFFS 
 

SECTION 1. Whenever a reduction in work force becomes necessary, layoffs shall be made 
on the basis of seniority with the Sheriff's Office.  The employee lowest on the 
seniority list shall be the first laid off and the last to be recalled.  The F.O.P. shall 
be notified in advance of any anticipated lay-off to allow the F.O.P. to work 
closely with the County and/or Sheriff’s Office to correctly align the determining 
conditions of the lay-off. 

 
SECTION 2. If employees are to be laid off, a fourteen (14) day written notice shall be given 

prior to the date when their services shall no longer be required. 
 
SECTION 3. No full-time employee shall be laid off from any position classification while there 

are probationary, part-time or temporary employees working in the same position 
classification. 

 
SECTION 4. In the event that an employee becomes subject to lay-off in his/her particular 

position classification, and is qualified to perform duties in a lower position 
classification, he/she shall be permitted to take a position in the next lower 
position classification at the lower position classification's rate of pay that is 
closest to the employee’s current rate of pay and any employees in the lower 
position classification subject to lay-off by virtue of the provisions of this Section, 
shall be laid off in accordance with the provisions of Section 1 hereof. 

 
SECTION 5. In the event that an employee becomes subject to lay-off in his/her particular 

position classification and a vacancy exists in a position of lower position 
classification for which he/she is qualified, he/she may, with the approval of the 
Sheriff, or his/her designated representative, be appointed to such position in a 
lower position classification on the basis of his/her seniority. 

 
SECTION 6. The names of regular employees who have been laid off shall be placed on a 

lay-off list maintained by the Sheriff.  The Sheriff shall rehire in the reverse order 
of the lay-off, provided such employees are otherwise qualified to perform the 
duties of the position.  No new employees will be hired by the Sheriff as long as 
there are employees laid off who have seniority who are immediately capable of 
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performing all of the essential functions of the position. 
 
SECTION 7. Where an employee has accepted a position in a lower position classification by 

virtue of Sections 4 or 5 hereof, he/she shall be recalled to his/her former position 
when the same becomes available in the reverse order of reduction. 

 
 

ARTICLE 10 
 

NON-DISCRIMINATION 
 

SECTION 1. The parties hereby agree not to discriminate on the basis of any protected class 
under federal, state, and local law. 

 
SECTION 2. The parties hereby agree that no officers, agents, representatives, members or 

anyone connected with either party 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, including the right of 
employees to withdraw, revoke or cancel F.O.P. membership. 

 
 

ARTICLE 11 
 

OUTSIDE EMPLOYMENT AND EMPLOYEE DUTIES 
 

SECTION 1. OUTSIDE EMPLOYMENT WITHOUT UNIFORM:  Employees shall be entitled 
to engage in outside employment which does not require the use of the official 
uniform as defined in the Sheriff’s Office Standard Operating Procedures if the 
outside employment meets the following criteria: 
a. is neither prohibited by the provisions of this Agreement nor the Sheriff’s 

Office’s Standard Operating Procedures 
b. the duties of the outside employment do not constitute a conflict of interest 

nor conflict with an employee's performance of his duties with the County 
c. prior approval is obtained by the employee from the Sheriff using the “Off-

Duty Employment Request Form.” 
 
 

ARTICLE 12 
 

LEAVE PROVISIONS 
 

SECTION 1. From July 1, 2015 through August 31, 2015, all full-time employees shall be 
granted annual vacation leave with pay in the following amounts based on 
continuous years of service as defined in Article 8: 

 
A. No vacation shall be taken until the employee has completed one (1) year 

of service.  Upon completing one (1) year of service, the employee shall 
be granted 80 working hours. 

  
B. Upon completing two (2) through five (5) continuous years, 96 working 
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hours. 
 
C. Upon completing six (6) through nine (9) continuous years, 120 working 

hours. 
 
D. Upon completing ten (10) through fourteen (14) continuous years, 144 

working hours. 
 

E. Upon completing fifteen (15) through nineteen (19) continuous years, 168 
working hours. 

 
F. Upon completing twenty (20) through twenty-four (24) continuous years, 

180 working hours. 
 

G. Upon completing twenty-five (25) continuous years, 188 working hours.  
 

H. Upon completing thirty (30) continuous years, two-hundred-ten (210) 
working hours. 

 
I. Part-time employees shall earn one (1) hour vacation time for each 

twenty-six (26) hours worked. 
 
 Beginning September 1, 2015, all full-time employees shall be granted annual 

vacation leave earned on a pay period basis with pay in the following amounts 
based on continuous years of service as defined in Article 8: 

 
A. No vacation shall be taken until the employee has completed one (1) year 

of service.  Upon completing one (1) year of service, the employee shall 
be granted 88 working hours (3.385 hours/pay period). 

  
B. Upon completing two (2) through five (5) continuous years, 88 working 

hours (3.385 hours/pay period). 
 
C. Upon completing six (6) through nine (9) continuous years, 128 working 

hours (4.923 hours/pay period). 
 
E. Upon completing ten (10) continuous years, 136 working hours (5.230 

hours/pay period). 
 

F. Upon completing eleven (11) continuous years, 144 working hours (5.538 
hours/pay period). 
 

G. Upon completing twelve (12) continuous years, 152 working hours (5.846 
hours/pay period). 
 

H. Upon completing thirteen (13) continuous years, 160 working hours 
(6.153 hours/pay period). 
 

I. Upon completing fourteen (14) continuous years, 168 working hours 
(6.461 hours/pay period). 
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E. Upon completing fifteen (15) through nineteen (19) continuous years, 176 

working hours (6.769 hours/pay period). 
 
F. Upon completing twenty (20) through twenty-four (24) continuous years, 

188 working hours (7.231 hours/pay period). 
 

G. Upon completing twenty-five (25) continuous years, 196 working hours 
(7.538 hours/pay period).  
 

H. Upon completing thirty (30) continuous years, two-hundred-four (204) 
working hours (7.846 hours/pay period). 

 
I. Part-time employees shall earn vacation leave at the level associated 

with their years of service for every 80 hours worked. 
 

Any employee who retires, resigns, dies or is dismissed from the Sheriff’s Office 
shall receive all accrued vacation leave at the rate of payment based upon 
his/her regular pay at the time employment ceases. 

 
Upon approval of the Sheriff, a retiree may choose to use up to eight (8) weeks 
of accumulated vacation or compensatory time prior to the retiree’s date of 
retirement.  During such period, the retiree will be considered an employee 
exercising the appropriate paid time off.  Upon retiree’s date of retirement all 
unused vacation leave, compensatory time and other pay will be paid out in a 
lump sum payment.   

 
Regularly scheduled days off and holidays occurring during vacation leave shall 
not be charged against vacation leave. 

 
Effective July 1, 2015, an employee will cease to accumulate vacation time 
once the cap of 360 hours is met.  Whenever an employee with 360 hours of 
accumulated vacation drops under 360 hours, they will restart accumulating 
vacation leave, per the vacation leave schedule, until reaching 360 hours. 
 
Subject to manpower staffing requirements, as may be determined by the Sheriff, 
no limitations shall be placed on the number of vacation hours which may be 
taken by an employee.  All vacation hours must be approved by the Sheriff or by 
his/her designee. 

 
Seniority, as it applies to granting employees preference for vacation leave, shall 
be based on continuous length of service with the Sheriff’s Office as defined in 
Article 8.  Seniority will only apply to those requests made more than forty-five 
(45) calendar days in advance of the requested leave date(s).  An employee's 
leave request may be bumped if the requested leave is more than forty-five (45) 
calendar days away.  Once the employee's request has reached the forty-fifth 
(45th) calendar day prior to the leave date(s), his/her request may no longer be 
bumped by seniority. 

 
Should two or more employees request vacation leave for the same date(s) and 
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the requests were made forty-five (45) calendar days or less from the requested 
leave date(s), the first employee to request vacation leave will have preference.  
Full-time employees shall take precedence or have seniority over part-time 
employees regardless of length of service with the Sheriff's Office when it applies 
to vacation leave. 

 
SECTION 2.  Civil Leave.  An employee shall be given time off without loss of any pay if he/she 

is called to serve on a jury or a County Election Board.  The employee may retain 
fees paid him/her for serving.  

 
SECTION 3. Military Leave.  The department will grant military leave to any employee who is 

a member of the National Guard or any organized military reserve of the United 
States who is ordered to attend military training or receives a notification for 
active duty call-up. Military leave with pay will not exceed one hundred twenty 
(120) hours in one (1) calendar year.  During this time, the employee shall 
receive his/her regular County pay and the compensation received for active 
duty training.  If the amount of military leave requested exceeds one hundred 
twenty (120) hours in any one (1) calendar year, the employee may request to 
use vacation and/or compensatory time, or a leave of absence without pay. 

 
 If an employee chooses to use vacation and/or compensatory time during their 

military leave, they will be considered an active employee for the purposes of 
continuing health insurance benefits under the same terms and conditions of 
other eligible employees.  If an employee is on military leave without 
compensation from the County for more than thirty (30) consecutive days, 
insurance benefits will be extended according to the provisions of the 
Consolidated Omnibus Reconciliation Act (COBRA) regulations.   

 
 If an employee is on a military leave of absence without pay for more than thirty 

(30) consecutive calendar days, all accumulated sick, vacation and 
compensatory time, if any, will be frozen, and the employee will not continue to 
accrue these benefits. However, the employee will not lose any seniority 
benefits, regardless of the duration of the military leave.   

 
 The employee requesting military leave shall notify their supervisor immediately 

upon notification of orders to attend training or duty. 
 
SECTION 4. A. Sick Leave. From July 1, 2015 through August 31, 2015, each full-time 

employee shall be entitled to sick leave with full pay computed on the 
basis of ten (10) hours for each completed month of services.  Effective 
September 1, 2015, each full-time employee shall be entitled to sick leave 
with full pay computed on the basis of nine and one/third (9.33) hours for 
each completed month of service.  

 
B. Sick leave for employees shall be accumulated up to a maximum 

amount of 1040 hours.  Employees with more than 1040 hours of 
accumulated sick leave as of July 1, 2015 shall not accrue additional 
leave in excess of 1,040 hours and shall convert hours in excess of 
1,040 to vacation or pay at a ratio of one-half (1/2) for hours earned 
prior to July 1, 1999 and one-quarter (1/4) for hours earned after July 1, 



18 
 

1999 by June 30, 2017.  
 

C. Effective July 1, 2015, an employee who has accumulated at least eight-
hundred (800) hours of sick leave may convert up to one-hundred sixty 
(160) hours of sick leave at a ratio of one-half (1/2) to a maximum of 
eighty (80) hours to vacation or pay once per fiscal year.    

 
D. From July 1, 2015 through August 31, 2015, each part-time employee 

shall earn one (1) hour of sick leave for each twenty-six (26) hours 
worked.  Effective September 1, 2015 each part-time employee shall earn  
4 hours of sick leave for each eighty (80) hours worked, not including 
overtime hours. 

 
E. When an employee with ten (10) or more years of service separates 

(except for disciplinary cause) he/she shall be paid one-half (1/2) of 
his/her accumulated sick leave, with a maximum of four hundred (400) 
hours pay, with the rate of payment based upon his/her regular pay at the 
time he/she separates.   Employees who are terminated for disciplinary 
reasons shall not be eligible for any sick leave payment. 

 
F.  Employees with less than ten (10) years of service who separate (except 

for disciplinary cause) shall be paid one-fourth (1/4) of their accumulated 
sick leave with a maximum of two hundred (200) hours pay, at their 
regular rate of pay at the time they separate, in a lump sum payment.  
Employees who are terminated for disciplinary reasons shall not be 
eligible for any sick leave payment. 

 
G. Employees shall advise their supervisors immediately when it is 

necessary to be absent from work on account of a non-FMLA sickness 
and they shall keep their supervisors informed of their condition.  Failure 
to fulfill these requirements may result in denial of sick leave.  Sick leave 
may also be granted for illness of the employee's immediate family 
(spouse, child, parent, and parent-in-law) when the employee's 
attendance is required.   

 
H. At the end of each calendar year, an employee may elect to have ten (10) 

hours of sick leave deducted from the total sick leave accumulation for 
the employee and is credited to a Sheriff's Employee Sick Leave Bank.  
The Sick Leave Bank is administered by a committee composed of two 
(2) representatives appointed by the Sheriff and two (2) representatives 
appointed by the F.O.P. to permit extension of sick leave benefits for 
employees who exhaust their sick leave accumulation and compensatory 
time accumulation in the event of a serious health condition.  The 
Committee so appointed will meet and promulgate policies and 
procedures for the administration of the fund.  Employees are not eligible 
to participate in Sarpy County’s “Illness Leave Donation Policy” outlined 
in the Sarpy County Personnel Rules and Regulations.   

 
SECTION 5. Job-Related Injuries.  Employees are covered by Worker's Compensation as 

provided by the law of the State of Nebraska.   Employees shall be eligible for a 
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supplemental payment by the County if they are injured in a violent incident while 
at work.  The supplemental payment shall be in amount equal to the difference 
between the average weekly wage, as calculated for Worker's Compensation 
purposes, and the amount of the weekly Worker's Compensation benefit the 
employee receives.  Such compensation shall continue for as long as said 
employee receives Worker's Compensation, or until a lump-sum payment is 
agreed upon and approved by order of a court of competent jurisdiction. 

 
 Upon the approval of a lump sum settlement by a court of competent jurisdiction, 

the County is not obligated to supplement such payment in any way. 
 

The employee shall not be entitled to a supplemental payment under this section 
in an amount that, when added to any Worker's Compensation benefit and/or 
any wage or salary compensation received from Employer, result in the 
employee receiving total compensation greater than the average weekly wage 
for the applicable period of time. 

 
SECTION 6. Leave of Absence Without Pay (Non-FMLA). A non-FMLA leave of absence 

without pay of up to one year, for good cause shown, may be granted at the 
discretion of the Sheriff.  When a leave of absence is granted, all accumulated 
sick, vacation and compensatory time, if any, will be frozen, and the employee 
will not continue to accrue these benefits while on leave of absence without pay.  
If the leave of absence is greater than thirty (30) consecutive calendar days, the 
effective leave date will be retroactive to the first workday absent and all 
longevity, step increases and vacation accrual dates will be adjusted based on 
the hours the employee was absent without pay.  If the leave of absence is thirty 
(30) consecutive calendar days or less, no adjustment will be made.  Health and 
dental insurance may be retained during a leave of absence if the employee 
pays the full premium rate.  Insurance benefits will be maintained according to 
the provisions outlined by federal COBRA regulations. 

 
SECTION 7. Funeral Leave.  Funeral leave of up to five (5) consecutive calendar days will be 

granted to employees for the attendance and bereavement at the funeral of the 
following current family member group:  spouse; child related by blood, marriage 
or adoption; father; mother; brother or sister.   

 
Funeral leave of up to four (4) consecutive calendar days will be granted to 
employees for the attendance and bereavement at the funeral of the following 
current family member group:  grandmother, grandfather, grandchildren, father-
in-law, mother-in-law, son-in-law or daughter-in-law.   

 
Funeral leave of one (1) calendar day will be granted to employees for the 
attendance and bereavement at the funeral of the following current family 
member group:  aunts, uncles, nephews, nieces and the following in-laws: 
grandfather, grandmother, sister or brother. 

 
In addition, at the discretion of the Sheriff, additional calendar days of funeral 
leave may be granted.  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 Sheriff pursuant to 
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Article 12 of this Agreement.  
 

Notification to the immediate supervisor, or the Assigned Duty Commander 
(ADC) in the event the immediate supervisor is not available, shall be given by 
the employee as soon as possible prior to leave. 
 

SECTION 8. Family Leave.  The Family Medical Leave Act (FMLA), 29 U.S.C. Chapter 28 
(1993), and Neb. Rev. Stat § 48-234 (Reissue 2000), entitles eligible employees 
to take paid and/or unpaid, job-protected leave for specified family and medical 
reasons with continuation of group health insurance coverage under the same 
terms and conditions as if the employee had not taken leave.  For additional 
information regarding employee FMLA protected rights, refer to the Sarpy 
County Family and Medical Leave Policy.   
 

 
ARTICLE 13 

 
HOLIDAYS 

 
SECTION 1. Employees shall be paid for the following holidays, along with any other days 

designated by the County: 
 

   New Years Day   Veterans' Day 
Martin Luther King Day  Thanksgiving Day 
Presidents' Day   Day after Thanksgiving 
Memorial Day    Christmas 
Independence Day   Floating Holidays (2) 
Labor Day 
 

Upon the written request of the employee, a floating holiday may be granted by 
the employee's supervisor only when that request does not create an overtime 
situation that can be foreseen at that time.  The floating holidays shall not be 
carried over into the subsequent fiscal year. 
 

SECTION 2. Whenever a holiday falls on a Sunday the following Monday shall be observed 
as the holiday.  Whenever a holiday falls on a Saturday the preceding Friday 
shall be observed as the holiday. 

 
 When Independence Day, Veterans Day, Christmas Day, or New Year’s Day fall 

on a Saturday or Sunday, those employees scheduled to and who actually work 
on those days shall be entitled to pay in accordance with Section 3 of this Article.  
Those employees not scheduled to work on the Saturday holiday or Sunday 
holiday shall be entitled to pay in accordance with Section 4 of this Article.  
Employees called in to work on those days shall be entitled to pay in accordance 
with Section 3 of this Article.  No additional pay will be paid for the Friday 
preceding the Saturday holiday or the Monday following the Sunday holiday for 
these individuals. 

 
SECTION 3. All work performed on an observed holiday shall be compensated at the rate of 

two and one-half (2½) times the regular rate of pay for the actual number of 
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hours worked, except in the case of employees in FLSA exempt positions, who 
are not eligible to receive overtime or additional pay for working on an observed 
holiday. 

 
SECTION 4. Whenever a holiday occurs on a full-time employee's regularly scheduled day 

off, such employee shall receive compensation for the holiday on the basis of 
eight (8) hours of pay at regular time. 

 
A part-time employee who works an average of sixteen (16) hours or more per 
pay period shall be compensated for a holiday if it occurs on his/her regularly 
scheduled day off. Compensation for a holiday shall be based on the average 
daily hours worked in the last six (6) pay periods.  A part-time employee who 
works an average of less than sixteen (16) hours per pay period shall not be 
entitled to this benefit. 

 
SECTION 5. Whenever an observed holiday falls during an employee's authorized leave, 

such observed holiday shall not be charged against the employee's authorized 
leave.  

 
SECTION 6. Employees who are absent without leave on the work day immediately preceding 

or following the observed holiday shall not be entitled to holiday pay or other 
provisions of this Article. 

 
SECTION 7. Employees may elect to receive compensatory time off as provided in Article 19, 

Section 7. 
 
SECTION 8. Employees electing holiday pay shall be paid no later than the next pay period 

available following the holiday.  
 
SECTION 9. An employee who is scheduled to work a four (4) hour shift that falls on a holiday 

shall be compensated for the four (4) hours worked at the rate applicable to such 
holiday, plus an additional four (4) hours of regular pay. 

 
SECTION 10. Holiday pay shall be granted to those employees who begin working on the 

holiday. 
 
 

ARTICLE 14 
 

PROMOTIONS/DEMOTIONS/VACANCIES 
 

SECTION 1. All promotions to fill existing positions within the Sheriff’s Office shall be posted 
and selection shall be made as needed and from the ranks of such employees 
in strict accordance with the Personnel Rules and Regulations. 

 
SECTION 2. An employee who is promoted shall receive a minimum of 5% increase in pay 

and shall go to the pay level that meets this requirement. 
 
SECTION 3. If an employee is demoted without cause to a position for which he/she is 

qualified, the demoted employee shall receive a pay rate in the lower position 
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classification that provides the smallest decrease in pay.  If the demotion is for 
just cause, the Sheriff may set the demoted employee's pay at any appropriate 
rate, as designated by the Sheriff, within the lower position classification.  

 
 If an employee is demoted upon his/her request, his/her pay rate in the lower 

position classification scale should be set as though the employee had never 
been promoted. 

 
SECTION 4. Vacant positions due to resignation, promotion, retirement, death, demotion or 

discharge shall be filled no later than ninety (90) calendar days from the date the 
vacancy occurred.  The ninety (90) day period may be extended upon a mutual 
agreement in writing between the Sheriff and the F.O.P. 

 
 

ARTICLE 15 
 

SAFETY COMMITTEE 
 

SECTION 1.  A committee shall be formed to investigate any complaints by employees relative 
to their health and safety.  Said committee shall consist of three members of the 
F.O.P. 

 
SECTION 2.  The Safety Committee shall meet with the Sheriff as needed to discuss and 

make recommendations for improvements of general health and safety of the 
employees.  The County hereby agrees it will provide efficient and safe 
equipment and material to protect the health and safety of employees.  The FOP 
agrees that employees may be disciplined for failure to comply with the County's 
safety policies.   

 
SECTION 3.  A record of discussion of the meeting (minutes) shall be kept by the Safety 

Committee and forwarded to the County Board and the F.O.P. President. 
 
SECTION 4.  Complaints by the employee may be filed with the Committee in writing.  The 

Committee shall make a written recommendation to the Sheriff within seven (7) 
days relative to a remedy for the complaint.  The Sheriff shall review the 
recommendation and provide a written response to the Committee with seven 
(7) days from the date he/she received the complaint.   

 
  A copy of the employee complaint, Committee recommendation and the 

remedial action taken by the Sheriff shall be forwarded to the County Board and 
the F.O.P. President. 

 
 

ARTICLE 16 
 

F.O.P. BUSINESS 
 

SECTION 1. F.O.P. officials, as determined by the F.O.P. President, shall be granted leave 
from duty with full pay at their regular hourly rate for the purpose of negotiations 
and administration of this Agreement.  Administration of the Agreement shall be 
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defined as grievance, discipline meetings, language interpretation, meetings 
with departmental employees, and individuals associated with this Agreement.  
The Sheriff shall be notified of all leave granted. 

 
SECTION 2. F.O.P. officials may be granted leave with pay for the purpose of attending 

F.O.P. meetings, conventions, educational conferences or conducting F.O.P. 
business, when it has been determined by the Sheriff that such absences will 
not hinder the effective operation of the Sheriff's Office.  Such leave shall be 
contingent upon written request by the F.O.P. and approval by the Sheriff or 
his/her designee no less than one week in advance of the requested leave dates.  
Such leave shall not exceed eighty (80) hours per fiscal year for the entire F.O.P. 

 
 

ARTICLE 17 
 

UNIFORMS AND EQUIPMENT 
 

SECTION 1. The County shall provide replacement articles as necessary for damage to or 
loss of clothing, equipment or personal items occurring while in the performance 
of duties and determined to be necessary to the performance of the employee's 
duties.  Requests for reimbursement shall be submitted in writing and 
accompanied by proper documentation.  Personal property claims will be 
reviewed by the Sheriff and will be paid or denied on the basis of 
reasonableness.  

 
SECTION 2. Reimbursement: 
    

A. Each fiscal year (July 1st), certain position classification of employees 
are entitled to be reimbursed up to following monetary amounts for 
substantiated claims pertaining to the purchases and maintenance of 
clothing and equipment required in the performance of their duties but 
are not adaptable or acceptable for general use: 

 
1. Full-time non-sworn/non-support employees $660  
 
2. Newly hired Part-Time non-sworn/non-support employees 

(maximum amount allowed in the first fiscal year of hire)     
       $555 
 

3. Part-time non-sworn/non-support employees $330 
 

 
B. Uniform reimbursement shall only be granted to those employees 

required to wear a uniform by the Sheriff. 
    

C. The County shall provide Uniform Reimbursement Forms for the purpose 
of listing all uniform/equipment purchases and maintenance.  An 
employee shall submit receipts for all purchases/maintenance and a 
Uniform Reimbursement Form once the receipts equal or are greater 
than fifty dollars ($50) in accordance with the Sheriff's Office Standard 
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Operating Procedures and the Uniform & Equipment Reimbursable Items 
current revised list as approved by the Sheriff. 

 
D.  In order to be reimbursed, employees must submit their receipts no later 

than the second Tuesday in June of each fiscal year.  Any substantiated 
receipts submitted after this date will be carried forward and applied to 
the employee's uniform and equipment reimbursement funds for the 
subsequent fiscal year.  Employees assigned to Juvenile Services shall 
submit their receipts to the Juvenile Services Director, and all other 
employees shall submit their receipts to the Training Sergeant. 

 
E. After an employee receives the maximum reimbursement, his/her 

receipts may be carried forward and applied to the subsequent fiscal 
year's clothing reimbursement funds.  These carried over receipts may 
only be forwarded after the subsequent fiscal year commences. 

 
SECTION 3. If there is a separation of employment, any final reimbursement shall be issued 

in accordance with the Sheriff's Office Standard Operating Procedures. 
 
 

ARTICLE 18 
 

HOURS OF WORK 
 

SECTION 1. The workweek shall begin at 12:01 AM on Sunday and end at midnight on 
Saturday. 

 
SECTION 2. Full-time employees of the Sheriff's Office may be required to attend training 

time other than scheduled duty time.  This time shall be compensated for a 
minimum of two (2) hours times one and one-half (1½) his/her regular rate of 
pay or the actual number of hours worked times one and one-half (1½) his/her 
regular rate of pay, whichever is greater.   
 
Part-time employees who are required to attend training time during a time other 
than scheduled duty time, and such time does not coincide with the beginning or 
end of his/her scheduled tour of duty, shall be compensated for a minimum of 
two (2) hours times one (1) of his or her regular rate of pay.  If the training time 
causes the total number of work hours to exceed 40 hours in a week, then the 
hours over 40 hours shall be compensated at a rate of time and one-half (1 ½ ) 
of his or her regular rate. 
 
The Sheriff may require an employee to flex his/her hours for training if given a 
minimum of one (1) calendar week notice.  If an employee trains in-house during 
regular time off, flex time will be compensated at one and one-half (1½) times 
his/her regular rate of pay for the actual number of hours worked. 

 
SECTION 3. An employee shall be allowed a sixty (60) minute lunch period during an eight 

(8) hour shift.  When austere manning or duty restrictions prevent an employee 
from taking a sixty (60) minute lunch period, the employee may receive sixty (60) 
minutes, or any portion therefore, of overtime pay or compensatory time.  An 
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employee who receives a paid lunch, but is required to work through lunch, shall 
be compensated at regular time.  Employees who do not receive a paid lunch, 
but are required to work through lunch, shall be compensated at the rate of one 
and one-half (1½) times their regular hourly rate.  The Sheriff shall retain the 
right to impose restrictions and limitations in those periods when an employee’s 
absence for a lunch period would jeopardize or otherwise detract from the 
efficient operation of a division of the Office. 

 
SECTION 4. Temporary shift hours are to be determined by the Division Commander, with 

approval of the Sheriff.  Each shift designated may be varied not to exceed two 
(2) hours, at the sole discretion of the Sheriff, provided the employees affected 
are given a minimum of twenty-four (24) hours’ notice prior to the change of 
hours for the shift. 

 
The Sheriff may schedule permanent shifts of eight (8), ten (10), or twelve (12) 
hours. 
 

SECTION 5. The shifts designated in Section 4 of this Article shall be staffed by employees 
on the basis of bids submitted by such employees to be effective on the first full 
weekend of May and November of each year on the basis of their seniority in 
accordance to Article 8.  If an employee is scheduled to be transferred, the 
Administration Division shall notify him/her at least thirty (30) calendar days 
before shift change. 

 
Shift bidding only concerns hours of work.  Employees do not have the right to 
bid for assignments or specific shifts, e.g., A, B, C or D shift.  
 
The Sheriff and the F.O.P. shall establish the time period and procedures for 
bidding and scheduling days off. 

 
SECTION 6. Any vacancy or vacancies occurring in a shift or shifts between the scheduled 

changes in Section 5 of this Article may be filled by assignments of the Division 
Commander, provided the employees affected are given a minimum of twenty-
four (24) hours’ notice prior to the change of hours. 

 
SECTION 7. During an emergency as declared by the Sheriff, employees' shifts, hours, and 

duties may be established and leave provisions may be cancelled or restricted 
at the discretion of the Sheriff.  This does not include previously approved 
vacation leave and military orders for active duty. 

 
SECTION 8. The Sheriff may assign certain employees to standby duty that requires the 

employee to remain in contact with the Communication Center or A.D.C. 
 

 
ARTICLE 19 

 
OVERTIME, CALL-BACK AND STANDBY PAY 

 
SECTION 1. Overtime Pay.  Employees, except for FLSA exempt employees, shall be 

compensated at the rate of one and one-half (1½) times his/her regular rate of 
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pay for the number of hours worked in excess of forty (40) hours per calendar 
week. 

 
 Overtime shall not be paid twice for the same hours worked. 
 
SECTION 2. Call Back.  If a full-time employee or a nurse, except for an FLSA exempt 

employee, is called to duty during off-duty time and such time does not coincide 
with his/her scheduled tour of duty, such employee shall be paid for a minimum 
of two (2) hours at the rate of time and one-half (1½) his/her regular rate of pay, 
or one and one-half (1½) times his/her regular rate of pay for actual number of 
hours worked, whichever is greater. 

 
 Part-time employees who are called to duty during off duty time, and such time 

does not coincide with the beginning or end of his/her scheduled tour of duty, 
shall be compensated for a minimum of two (2) hours times one (1) of his/her 
regular rate of pay.  If the call back hours causes the total number of work hours 
to exceed 40 hours in a week, then the hours over 40 hours shall be 
compensated at a rate of time and one-half (1 ½ ) of his/her regular rate. 

 
If the employee stays after the end of the shift, the time worked is not considered 
call back and the employee shall only be compensated at his/her regular rate of 
pay for the actual time worked.  This also applies should an employee be called 
to court before or coinciding with the end of the employee's duty shift. 

 
SECTION 3. Standby and On Call Pay.  If an employee is assigned to standby duty pursuant 

to Article 18, the employee shall be paid for one (1) hour of regular pay or 
compensatory time for each eight (8) hours of standby duty or any fraction 
thereof. 

 
An employee assigned to be on-call shall be paid one (1) hour of regular pay or 
compensatory time for each eight (8) consecutive hours on-call or any fraction 
thereof.  An employee must be on-call a minimum of eight (8) consecutive hours 
to receive this benefit. 
 

SECTION 4. Exceptions to the foregoing are contained in Article 18, Section 7. 
 
SECTION 5. In calculating overtime pay, the following rules shall apply:  Overtime 

compensation will be rounded to the nearest quarter (1/4) of an hour in all 
situations.  For example, if an employee works seven (7) minutes past the end 
of his/her shift, he/she will not receive any compensation.  If an employee works 
eight (8) minutes past the end of his/her shift, he/she will receive a quarter (1/4) 
of an hour of compensation.  If an employee works twenty-two (22) minutes past 
the end of his/her shift, he/she will receive a quarter (1/4) of an hour of 
compensation.  If an employee works twenty-three (23) minutes past the end of 
his/her shift, he/she will receive a half (1/2) of an hour of compensation.   

 
SECTION 6. Overtime opportunities in any Division shall be distributed equally within the 

Division so far as it is practical and possible.  Supervisors shall not monopolize 
any work hours to the detriment of other employees. 
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SECTION 7. Compensatory Time Off.  An employee may elect to receive compensatory time 
off or pay for overtime or holiday hours earned.  Non-sworn employees who elect 
to receive compensatory time shall be allowed to accumulate two hundred forty 
(240) hours.  After reaching and maintaining two hundred forty (240) hours, 
further overtime shall be compensated as pay.  Compensatory time will be at the 
rate of one and one-half (1½) hours’ time off to hours earned. 

 
 When an employee's service is separated from the Sheriff's Office he/she shall 

receive payment of accumulated compensatory time as outlined in the above 
paragraph. 

 
SECTION 8. Under no circumstances shall an employee voluntarily work without 

compensation. 
 
SECTION 9. No employee shall receive additional compensation or be docked for working 

when the time is adjusted bi-annually because of daylight savings. 
 
SECTION 10. Only the Sheriff or his designee has the authority to close the Sheriff's Office 

during normal business hours.  Therefore, the Sheriff's Office may remain open 
even if the Sarpy County Courthouse is closed.  

 
All Essential Personnel are required to work during their regularly scheduled 
shift, regardless of weather conditions or emergency situations.  If extreme 
circumstances prohibit Essential Personnel from being able to report to work, 
and with approval of the Sheriff or his designee, they may be absent from work 
and will not be required to submit for leave time, nor will their compensation be 
reduced.  
 
When extreme weather conditions exist or recognition of a local or national 
incident occurs where Non-Essential Personnel are not required to report to 
duty, Essential Personnel who do report for duty will receive regular pay for time 
worked and additionally will be compensated at 1:1 for every hour worked with 
compensatory time for each hour they work while Non-Essential Personnel are 
absent during the adverse weather conditions or local or national incident. 
 
If the hours worked exceed 40 per week compensation will occur as identified in 
Article 19, Section 1, “Overtime Pay.” 
 
Only the Sheriff or his designee has the authority to permit Non-Essential 
employees to be absent from work because of weather conditions or emergency 
situations. For these situations, Non-Essential employees are not required to 
submit for any leave time, nor will their compensation be reduced.  
 

SECTION 11. Because FLSA Exempt employees may be required to periodically work long or 
irregular hours and to attend various meetings and functions outside the “normal” 
business hours to fulfill their responsibilities, three (3) days of Administrative 
Leave may be granted each fiscal year.  The leave cannot be accumulated or 
carried over into a new fiscal year, is not an entitlement nor is it subject to accrual 
or payment for unused leave.  Any leave used must be documented.    Use of 
leave must be granted by the Sheriff or his/her designee.   
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ARTICLE 20 
 

ATTENDANCE IN COURT, CONFERENCES, AND OTHER MEETINGS 
 

SECTION 1. Any employee required to attend as a witness or in any other capacity directly 
related to his official duties, any case pending in the Juvenile Court, County 
Court or District Court, or before any Grand Jury proceedings or in conferences 
with the County Attorney or their respective Assistants, or at any proceedings by 
any City, County, State or Federal Government or any of the subdivisions of 
agencies thereof, during off-duty periods, shall be entitled to overtime 
compensation at the rate of time and one half (1½) his/her regular rate of pay for 
a minimum of two (2) hours or one and one half (1½) times his/her regular rate 
of pay for the actual number of hours worked, whichever is greater. 

 
 When an employee is called as a witness in connection with his/her officially 

assigned duties and is given witness fees, the employee shall forward the fees 
to the Sheriff’s Office.  

 
SECTION 2. The Sheriff may require employees to attend meetings of the Sheriff’s Office; 

provided that notice of such meetings is given at least three (3) working days in 
advance of the required reporting time. 

 
SECTION 3. Employees attending training seminars, workshops, conferences or schooling 

outside the County shall be paid at his/her regular rate of pay while in attendance 
at such functions, but shall not be entitled to overtime, call-back or holiday pay.  
Employees attending such functions within the County shall be entitled to the 
provisions of Article 13 and 19, except that the employees may voluntarily attend 
such functions and waive increased compensation under Articles 13 and 19. 

 
SECTION 4. The Sheriff shall post notice of any schooling or training available. 
 
SECTION 5. Employees shall be entitled to the compensation as set out in Section 1 of this 

Article pertaining to Notice of Court Hearing unless such employee is notified 
twelve (12) hours prior to the set time of said hearing that the hearing has been 
canceled.  The employee shall be responsible to call a predetermined phone 
number within the Sheriff's Office having knowledge of said Court hearings within 
the last hour of the last working day when the Courthouse is open to see whether 
said hearing has been canceled. 

 
 

ARTICLE 21 
 

WAGES 
 

SECTION 1. Employees will be compensated in accordance with the Salary Schedule, 
effective July 1, 2015, set forth in Appendix B hereto which reflects a 2.0% wage 
increase for 2015-2016, a 2.0% wage increase for 2016-2017, and a 2.0% wage 
increase for 2017-2018. 
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SECTION 2.  Position classification levels shall be as follows: 
 

   Sheriff’s Staff Support 
   Sheriff’s Account Clerk 
   Sheriff’s Confidential Administrative Assistant 

    Sheriff’s Assistant Office Manager 
Sheriff’s Software Training Manager 

    Sheriff’s Office Manager 
   Sheriff’s Vehicle Title Inspector 

    Sheriff’s Information Systems Manager 
Sheriff’s Information Systems Technical Support 
Sheriff’s Evidence/Property Technician II 
Sheriff’s Evidence/Property Technician I 

    Sheriff’s Jail Booking Clerk/Court Services Clerk 
    Sheriff’s Entry Security Officer 

Sheriff’s Civil Process Server 
Sheriff’s Towed Vehicle Inspector 

    Sheriff’s Registered Nurse 
    Sheriff’s Registered Nurse Supervisor 
    Juvenile Services Administrative Assistant 

   Juvenile Services Youth Attendant 
   Juvenile Services Officer 
   Juvenile Services Senior Officer 
   Juvenile Services Supervisor 
   Juvenile Services Coordinator 

    Juvenile Services Deputy Director 
    Juvenile Services Director 
    Sheriff’s Community Relations Coordinator 
     
SECTION 3. Original appointment to any position shall be made at the entrance step of a 

salary range, excluding registered nurses and the Community Relations 
Coordinator, unless Article 14, Section 3 is applicable. Advancement from the 
entrance step to the maximum step within a salary range shall be based on 
performance and length of service as follows: 

 
    Step 1 - Year 1   Step 5 - Year 5 

   Step 2 - Year 2   Step 6 - Year 6  
    Step 3 - Year 3   Step 7 - Year 7 
    Step 4 - Year 4   Step 8 - After 7th year 
 

Effective July 1, 2015, part-time employees, excluding registered nurses, shall 
progress to the next step upon working 2,080 hours, or upon their two year step 
anniversary, whichever comes first.  Registered nurses shall progress to the next 
step upon working 1,872 hours, or upon their two year step anniversary, 
whichever comes first.  

 
SECTION 4.  Longevity pay shall be as follows for employees hired before July 1, 2015:  
 
   Commencing the 8th year through 14th year  $    885.00/year 
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   Commencing the 15th year through 19th year   $ 1,330.00/year 
   Commencing the 20th year through 24th year $ 1,785.00/year 

Commencing the 25th year through 28th year $ 2,165.00/year  
Commencing the 29th year and after  $ 2,400.00/year  

 
Employees hired by the County after July 1, 2015 shall not be eligible to 
receive longevity pay. 

 
Part-time employees shall be paid longevity based on a pro-rated basis, 
computed on the number of hours worked by the part-time employee for the past 
year in relation to 2,080 hours completed by a full-time employee to receive the 
amounts described above. 

 
SECTION 5. Employees assigned to specialty assignments shall receive three percent (3%) 

of their regular (non-overtime) earnings per pay period.  In order to receive this 
pay, the employee shall maintain the qualifications for the specialty assignment 
as directed by the Standard Operating Procedures, and attend and successfully 
complete all required training.  Both the FOP and the Sheriff acknowledge at the 
current time that “Female Booking Clerk Specialty Assignment” is the only 
specialty assignment available.  This does not prevent agreement on positions 
that would qualify in the future. 

 
Employees are only eligible to receive pay for one specialty assignment. 

 
The staffing of these specialty assignments has been set by the Sheriff's 
Administration Division.  In June of each year the Sheriff will notify the County 
Board regarding any changes in the staffing requirements that are necessary. 

 
SECTION 6. If an employee reaches a new step during the first seven days of a pay period, 

he/she shall be entitled to 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 rate until the subsequent pay period.  

 
If July 1 (date of new pay scales every fiscal year) falls in the first seven days of 
a pay period, employees shall be entitled to 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.  

 
   

ARTICLE 22 
 

WORKING OUT OF POSITION CLASSIFICATION 
 

SECTION 1. Each time an employee is officially designated by the appropriate supervisor to 
act in a higher position classification, and actually performs said duties for two 
(2) hours or more and meets the minimum qualifications of said position, the 
employee shall be compensated for all hours worked in the higher salary grade, 
retro to the first hour after two hours, unless the rate is lower than the employee's 
regular rate in which case the employee shall remain at his/her present rate of 
pay. 
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 It shall be the responsibility of the supervisor to identify those hours worked out 

of class for pay purposes. 
 
SECTION 2. No employee shall be required to work out of his/her position class if such 

employee does not have the prerequisite qualifications to perform such work nor 
shall any employee be required to work out of position class for the purpose of 
avoiding paying someone else a higher salary grade. 

 
SECTION 3. Employees being paid at a higher rate while temporarily filling a position in a 

higher position classification will be returned to their regular rate of pay upon the 
completion of the out-of-class assignment. 

 
SECTION 4. Employees working out of position classification shall be entitled to all benefits 

provided by this Agreement to the position to which they are assigned. 
 
SECTION 5. An employee who is assigned to work out of position classification shall receive 

a minimum of five percent (5%) increase in compensation, in accordance with 
the appropriate pay range of the absent employee.  At no time shall an employee 
receive any compensation beyond the top step of the higher pay scale. 

 
 

ARTICLE 23 
 

INSURANCE 
 

SECTION 1. The County shall maintain a Comprehensive Major Medical Plan that will include 
deductibles, copay amounts, coinsurance levels, in-network benefits, out-of-
network benefits, and other participant payment responsibilities customarily 
found in Comprehensive Major Medical Plans. No plan changes will be made 
until receiving recommendations from the FOP Insurance Benefits Advisory 
Committee which shall be submitted to the County Administrator by May 1.  If no 
recommendations are received by May 1, the County Board has the right to 
make necessary plan changes in time to have the health insurance program in 
place by the July 1 renewal effective date. 
 
The County shall contribute ninety percent (90%) for individual coverage, eighty-
three percent (83%) for employee plus coverage, and eighty-three percent (83%) 
for family coverage. 

 
SECTION 2. The County shall not pay such premiums referred to in Section 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 
Section 7 of this Article with the exception of FMLA qualified leave. 

 
SECTION 3. If an employee for whom the County is not paying an insurance premium by 

virtue of the provisions of Section 2 of this Article desires to continue such 
coverage the employee shall contact the Human Resources Department to 
discuss the options available to the employee. 
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SECTION 4. The County shall provide and pay the full premium cost for thirty thousand dollars 
($30,000) of group term life and accidental death and dismemberment insurance 
for each employee who works an average of sixty (60) hours or more per pay 
period.  

 
SECTION 5. The County shall provide and pay the full premium cost for long-term disability 

insurance for each employee who has served the County continuously for at 
least one (1) year and works an average of sixty (60) hours or more per pay 
period.  The long term disability benefit language is contained in the plan 
document available through the County Human Resources Department.  

 
SECTION 6.  The County shall provide dental insurance coverage for each employee who 

works an average of sixty (60) hours or more per pay period and elects to carry 
this coverage.  Employees must apply for insurance through the Human 
Resources Department within thirty (30) days of their employment eligibility date.  
Enrollment will be held once annually. Employee premiums will be zero dollars 
($0) for single and nineteen dollars ($19) per family. 
 
The annual maximum coverage per plan year (July 1 - June 30) will be fifteen 
hundred dollars ($1,500) per covered person per covered year. Also included is 
a fifteen hundred dollars ($1,500) lifetime Orthodontic coverage per dependent 
child.  Orthodontic coverage is limited to persons up to age nineteen (19) or 
unmarried children twenty-three (23) years of age or less who are chiefly 
dependent upon the employee for support and maintenance and are in full-time 
attendance at an education institution. 
 
Employees should contact the Human Resources Department for any other 
information relating to Health or Dental Insurance. 
 

SECTION 7. An employee, who retires with a minimum of fifteen (15) years of continuous 
service and is at least age sixty (60) years of age, until reaching his/her sixty-
fifth (65) birthday, may continue to participate in the County's health insurance 
program and receive coverage as provided for retirees.  From age 60 through 
age 61, the entire premium shall be paid by the retiree. From age 62 until age 
65, the County shall pay 75% of single coverage, and 50% of employee/spouse, 
employee/children or family coverage.  Should the County discontinue Blue 
Cross Blue Shield Health insurance coverage, retirees shall be provided 
coverage under the primary carrier selected by the County. 

 
Eligible employees must be enrolled in a County insurance program prior to 
retirement.   

    
SECTION 8. For the purpose of Section 7 of this Article, it will be necessary in defining 

"continuous service as an employee" to provide that a layoff of one year or less, 
any suspension for disciplinary purposes, absence on authorized leave (with or 
without pay), absence while receiving temporary total disability benefits under 
the Nebraska Workers Compensation Act, or absence while on disability, shall 
not constitute a break or interruption in service.  In other words, an employee will 
be considered to have fifteen (15) years of continuous service for this Section 
unless the employee experiences a layoff of over one year. 
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ARTICLE 24 
 

MAINTENANCE OF STANDARDS 
 

SECTION 1.  Nothing contained in this Agreement shall be construed as repealing any lawfully 
recognized benefit provided through the County for employees of the Sheriff's 
Office, and no employee shall inadvertently suffer any loss of wages, hours or 
working conditions by reason of the signing of this Agreement. 

 
 

ARTICLE 25 
 

SAVINGS CLAUSE 
 

SECTION 1. If any provision of this Agreement is subsequently declared by the proper 
legislative or judicial authority to be unlawful or unenforceable, all other 
provisions of this Agreement shall remain in full force and effect for the duration 
of this Agreement. 

 
 

ARTICLE 26 
 

DUES CHECK-OFF 
 

SECTION 1. The County shall deduct regularly monthly F.O.P 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 a current un-revoked written 
assignment, executed by the employee, in the form and according to the terms 
of the authorization form, attached hereto, marked as Appendix "A", and made 
a part hereof.  Such authorization may be revoked by the employee at any time 
by giving written notice thereof to the County. 

 
SECTION 2. Previously signed and un-revoked written authorizations shall continue to be 

effective as to employees reinstated following layoff, leave of absence, or 
suspension not exceeding sixty (60) days; previous authorizations of other 
employees rehired or reinstated shall not be considered to be effective. 

 
SECTION 3. Such authorization deductions shall be made from every other payroll period and 

will within ten (10) days be remitted to the duly designated F.O.P. official.  The 
F.O.P. shall advise the County in writing of the name of such official. 

 
SECTION 4. If an employee has no pay coming for the pay period in question, or if such pay 

period is the first pay period of a new employee, or if the employee has signed 
an authorization form during such pay period of the subsequent month, such 
deductions shall be limited to the amount of the current regular monthly F.O.P. 
dues, and shall not include dues for the prior months or any portion thereof. 

 
SECTION 5. If the County receives an employee revocation of authorization on or before the 
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eighth day of the first payroll period of the calendar month, no deductions will be 
made from that payroll period or subsequent payroll periods.  If such revocation 
is received after the eighth day of the first payroll period, a deduction will be 
made from such payroll but shall not be made from subsequent payroll periods. 

 
SECTION 6. At the time of the execution of the Agreement, the F.O.P. shall advise the County 

in writing of the exact amount of regular monthly F.O.P. dues.  If subsequently, 
the F.O.P. requests the County to deduct additional monthly F.O.P. dues, such 
request shall be effective only upon written assurance by the F.O.P. to the 
County that amounts are regular monthly F.O.P. dues duly approved in 
accordance with the F.O.P.'s constitution and bylaws. 

 
SECTION 7.  The County agrees to provide this service without charge to the F.O.P. 
 
SECTION 8. The County shall not be liable for the remittance payment of any sums other than 

those constituting actual deductions made.  If for any reason, it fails to make a 
deduction for any employee as above provided, it shall make a deduction from 
the employee's next pay period in which F.O.P. dues are normally deducted after 
written notification from the F.O.P. to the County of the error.  If the County 
makes an overpayment to the F.O.P., the County will deduct that amount from 
the next remittance to the F.O.P.  The F.O.P. agrees to indemnify and hold the 
County harmless against any and all claims, suits, orders or judgments brought 
or issued against the County as a result of any action taken or not taken by the 
County under the provisions of this Article. 

 
 

ARTICLE 27 
 

TRAINING OFFICER 
 

SECTION 1. Any Juvenile Services Officer or Booking Clerk who has successfully 
completed the Sarpy County FTO/JTO training class and is appointed to be a 
Training Officer (TO) for new employees, shall receive TO Pay, which is one-
quarter (1/4) hour of regular pay or compensatory time for each two (2) hours 
of training during a shift.  If an employee is working out of classification at the 
time of the training, he or she shall not be entitled to TO Pay. 

 
The Supervisor will give the TO written documentation which includes the 
specific dates of the training assignment; those dates in which the TO is 
expected to train. The length of the training assignment shall not exceed seven 
(7) calendar days. 
 
In order to receive TO Pay, the TO is required to submit the administrative 
Pay/Comp Request/OT Utilization form to the employee’s supervisor at the end 
of the training assignment. 
 
If a TO utilizes any vacation, compensatory time or personal leave, not 
including sick leave, during a training assignment, the TO shall forfeit any TO 
Pay for the entire training assignment. 
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If use of a substitute TO is required, the replacement TO shall be entitled to 
receive one quarter (1/4) hour of regular pay for each two (2) hours of 
substitute instruction. 

 
 

ARTICLE 28 
 

EDUCATIONAL REIMBURSEMENT 
 

SECTION 1. The purpose of this Article is to foster a learning environment and provide 
educational opportunities that are mutually beneficial to the employees and the 
County and will encourage eligible employees to participate in education 
programs which will further their skills and knowledge for use in their current 
position or for use in a possible future position of greater responsibility. 

 
The Educational Reimbursement Program shall be a plan as provided for in 
Section 127 of the Internal Revenue Code of 1986, as amended (the “Code”) 
and shall be construed consistently with the requirements of Section 127.  
Amounts paid for tuition reimbursement meeting the requirements of Section 
127 of the IRS Tax Code are not included in an Employee’s income or subject 
to income tax withholding up to a maximum of $5,250 annually.  If subsequent 
tax law changes fail to continue the tax-free treatment, or in any way modify its 
treatment, appropriate adjustments in tax withholding will be made from the 
effective date of the change. 

 
This Article does not apply to training seminars, conferences, workshops, etc. 

 

SECTION 2.  A.  Eligibility 
1. Employees must be a full-time tenured employee as of the date the 

course begins. 

2. Employees must be actively working for the County as of the date the 
course is completed. 

3. The course schedule and study time must not be in conflict with the 
Employee work schedule. 

4. Employees must take the course at one of the following types of 
accredited institutions: 

 Technical Institutes (trade schools) 
 Colleges or Universities 
 On-line courses 

The County reserves the right in the sole discretion of the Board of 
Commissioners to exclude any school or subject from eligibility under the 
Program. Any exclusion shall be effective as to courses beginning after the 
date the exclusion is imposed. 

5. For employees taking graduate level courses, the course for which 
reimbursement is sought must be on leading to a graduate degree in a 
course of study in which the Employee is enrolled. 
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B.  Reimbursement Terms 

The County will reimburse employees as follows: 

1. Up to 90% of the cost of tuition, required books, and class-associated 
fees for: 

 Approved technical or undergraduate level courses up to a 
maximum of $2,000 per fiscal year, or 

 Approved graduate level courses up to a maximum of $2,500 per 
fiscal year. 

2. Supplies and other fees and charges will not be reimbursed. 

3. Employees shall be entitled to reimbursement if they have complied 
with all provisions of this Regulation and receive a letter grade of A, B, 
or C. 

4. Only tuition, required books, and class-associated fees actually incurred 
by employees are eligible for reimbursement.  For example, funds 
received through grants, scholarships, or other waivers for these 
expenses will not be eligible for reimbursement. 

5. The annual reimbursement shall continue for employees who remain 
employed until such time as they are reimbursed 90% of the cumulative 
tuition, books, and class-associated fees incurred by the employee.  For 
example, employees who incur covered educational expenses in the 
cumulative amount of $10,000 shall be reimbursed $9,000 (90% of the 
total covered educational expenses) in annual increments of $2,000, 
over a five year period, provided they remain employed for five years. 

C. Application and Reimbursement Procedures 

1. Before enrollment in a course, employees must submit to their 
Department Head a completed Education Reimbursement Application. 

2. The completed and authorized application needs to be transmitted to 
the Human Resources Department for processing and determination if 
the application satisfies the eligibility criteria. 

 If the application is denied, the Human Resources Department 
shall notify the applicant in writing as to the reasons.  

 If the application is approved, the Human Resources Department 
will return the application form to the employee indicating 
approval.  This application must be retained by employees and 
resubmitted to receive reimbursement. 

3. To receive reimbursement, employees must submit within 60 calendar 
days of the course completion date to the Human Resources 
Department their: 

 Grades,  
 Proof of payment of tuition and course-related fees,  
 Receipts for required books, and  
 The application. 

4. Employees who voluntarily separate service or are dismissed within 12 
months after receiving reimbursement, shall repay the County for 



ARTICLE 29

LINE OF DUTY DEATH

SECTION 1: ln the event of a Line of Duty Death, defined as when an employee sustains a fatal injury
arising out of and in the course of his or her employment, the County shall pay the cost of
funeralexpenses up to a maximum of ten thousand dollars ($10,000).

ARTICLE 30

DURATION OF AGREEMENT

This Agreement shall be effective July 1 ,2015, and shall remain in full force and effect until June 30,
2018. This Agreement shallautomatically renew from yearto yearthereafter unless one of the parties
notifies the others in writing that a modification of this Agreement is desired. The written notification
must be presented no later than thirty (30) days before this Agreement expires. ln the event such
notice is given, negotiations shall begin immediately.

This contract is approved as to form and content.

ff$.t:lt..v.re..$,
*T srov lox

fua/tS

5t
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APPENDIX A 
 

AUTHORIZATION FOR PAYROLL DEDUCTION 
 
 

By:  ________________________________________________________________ 
  (Please print   last name,   first name,   middle name) 
 
 
CLASSIFICATION:  _____________________________________________ 
 
SOCIAL SECURITY NUMBER:  ___________________________________ 
 
 
TO THE COUNTY OF SARPY: 
 
 Effective the _______ day of ________________, 20 ______, I hereby request and authorize 
you to deduct from my earnings a sufficient amount to provide for the regular payment of the current 
rate of monthly F.O.P. dues as certified by the F.O.P.  The amount deducted shall be paid to the 
Treasurer of the Fraternal Order of Police, Sarpy Lodge #3.  This authorization shall remain effective 
unless terminated by me by written notice to the County. 
 
 
 SIGNATURE:  _______________________________________ 
 
 DATE:   _______________________ 
 
 ADDRESS:  ____________________________________________________ 
 

CITY:  ______________________ STATE: ___________   ZIP: ____________ 
 
TELEPHONE:  ________________________________ 

 
 
 
FOR INSURANCE PURPOSES: Married or have Dependent Children? 
 
     __________Yes ________No 
 
     Your DOB:  ____________________ 
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APPENDIX B 
 

WAGE SCALE 
 

2.00%

STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8

STAFF SUPPORT/STOP PROGRAM 35,414.08 37,155.04 38,900.16 40,645.28 42,388.32 44,133.44 45,876.48 47,619.52
COORDINATOR 1,362.08 1,429.04 1,496.16 1,563.28 1,630.32 1,697.44 1,764.48 1,831.52

17.026 17.863 18.702 19.541 20.379 21.218 22.056 22.894

ACCOUNT CLERK 38,145.12 40,110.72 42,072.16 44,031.52 45,992.96 47,956.48 49,920.00 51,879.36
1,467.12 1,542.72 1,618.16 1,693.52 1,768.96 1,844.48 1,920.00 1,995.36

18.339 19.284 20.227 21.169 22.112 23.056 24.000 24.942

SHERIFFS CONFIDENTIAL 39,617.76 41,660.32 43,698.72 45,735.04 47,767.20 49,807.68 51,848.16 53,886.56
ADMIN ASSIST 1,523.76 1,602.32 1,680.72 1,759.04 1,837.20 1,915.68 1,994.16 2,072.56

19.047 20.029 21.009 21.988 22.965 23.946 24.927 25.907

ASSISTANT OFFICE 43,729.92 49,216.96 54,689.44 60,168.16
MANAGER/SOFTWARE 1,681.92 1,892.96 2,103.44 2,314.16
TRAINING MANAGER 21.024 23.662 26.293 28.927

OFFICE 47,565.44 53,772.16 59,991.36 66,204.32
MANAGER 1,829.44 2,068.16 2,307.36 2,546.32

22.868 25.852 28.842 31.829

COMMUNITY RELATIONS 51,357.28 53,924.00 56,619.68 59,448.48 62,422.88 65,544.96 68,820.96 72,748.00
COORDINATOR 1,975.28 2,074.00 2,177.68 2,286.48 2,400.88 2,520.96 2,646.96 2,798.00

24.691 25.925 27.221 28.581 30.011 31.512 33.087 34.975

VEHICLE INSPECTOR 38,933.44 40,168.96 41,412.80 42,648.32 43,890.08 45,123.52 46,367.36 47,602.88
1,497.44 1,544.96 1,592.80 1,640.32 1,688.08 1,735.52 1,783.36 1,830.88

18.718 19.312 19.910 20.504 21.101 21.694 22.292 22.886

INFORMATION 61,066.72 63,987.04 66,913.60 69,844.32 72,772.96 75,699.52 78,626.08 81,554.72
SYSTEMS MANAGER 2,348.72 2,461.04 2,573.60 2,686.32 2,798.96 2,911.52 3,024.08 3,136.72

29.359 30.763 32.170 33.579 34.987 36.394 37.801 39.209

IS IT TECHNICAL SUPPORT 55,280.16 57,925.92 60,577.92 63,225.76 65,879.84 68,525.60 71,175.52 73,825.44
2,126.16 2,227.92 2,329.92 2,431.76 2,533.84 2,635.60 2,737.52 2,839.44

26.577 27.849 29.124 30.397 31.673 32.945 34.219 35.493

EVIDENCE / PROPERTY 39,705.12 41,837.12 43,973.28 46,215.52 48,235.20 50,371.36 52,501.28 54,631.20
TECHNICIAN II 1,527.12 1,609.12 1,691.28 1,777.52 1,855.20 1,937.36 2,019.28 2,101.20

19.089 20.114 21.141 22.219 23.190 24.217 25.241 26.265

EVIDENCE / PROPERTY 35,251.84 36,874.24 38,498.72 40,119.04 41,735.20 43,361.76 44,982.08 46,606.56
TECHNICIAN I 1,355.84 1,418.24 1,480.72 1,543.04 1,605.20 1,667.76 1,730.08 1,792.56

16.948 17.728 18.509 19.288 20.065 20.847 21.626 22.407

NON-SWORN CIVIL PROCESS 32,926.40 35,195.68 37,456.64 39,728.00 41,961.92 44,231.20 46,494.24 48,759.36
SERVER 1,266.40 1,353.68 1,440.64 1,528.00 1,613.92 1,701.20 1,788.24 1,875.36

15.830 16.921 18.008 19.100 20.174 21.265 22.353 23.442

REGISTERED 56,725.76 63,544.00 70,331.04 77,147.20
NURSE 2,181.76 2,444.00 2,705.04 2,967.20

27.272 30.550 33.813 37.090

FOP LODGE 3 NON-SWORN

FISCAL YEAR 2015 - 2016
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STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8

R.N. 65,316.16 75,173.28 85,015.84 94,872.96
SUPERVISOR 2,512.16 2,891.28 3,269.84 3,648.96

31.402 36.141 40.873 45.612

JUVENILE SERVICES 77,854.40 81,325.92 84,793.28 88,260.64 91,730.08 95,195.36 98,662.72
DIRECTOR 2,994.40 3,127.92 3,261.28 3,394.64 3,528.08 3,661.36 3,794.72

37.430 39.099 40.766 42.433 44.101 45.767 47.434

JUVENILE SERVICES 65,586.56 68,153.28 70,715.84 73,282.56 75,741.12 78,413.92 80,970.24 83,543.20
DEPUTY DIRECTOR 2,522.56 2,621.28 2,719.84 2,818.56 2,913.12 3,015.92 3,114.24 3,213.20

31.532 32.766 33.998 35.232 36.414 37.699 38.928 40.165

JUVENILE SERVICES 55,796.00 57,520.32 59,298.72 61,133.28 63,024.00 64,970.88 66,984.32 68,993.60
COORDINATOR 2,146.00 2,212.32 2,280.72 2,351.28 2,424.00 2,498.88 2,576.32 2,653.60

26.825 27.654 28.509 29.391 30.300 31.236 32.204 33.170

JUVENILE SERVICES 49,119.20 52,634.40 56,151.68 59,660.64 63,192.48
SUPERVISOR 1,889.20 2,024.40 2,159.68 2,294.64 2,430.48

23.615 25.305 26.996 28.683 30.381

JUVENILE SERVICES 42,679.52 44,466.24 46,248.80 48,033.44 49,824.32 51,602.72 53,389.44 55,174.08
SENIOR OFFICER 1,641.52 1,710.24 1,778.80 1,847.44 1,916.32 1,984.72 2,053.44 2,122.08

20.519 21.378 22.235 23.093 23.954 24.809 25.668 26.526

JUVENILE SERVICES 41,597.92 43,060.16 44,705.44 46,814.56 48,561.76 50,298.56 52,039.52 53,776.32
ADMINISTRATIVE OFFICE 1,599.92 1,656.16 1,719.44 1,800.56 1,867.76 1,934.56 2,001.52 2,068.32
COORDINATOR 19.999 20.702 21.493 22.507 23.347 24.182 25.019 25.854

JUVENILE SERVICES 38,232.48 39,865.28 41,504.32 43,135.04 44,767.84 46,406.88 48,037.60 49,674.56
OFFICER 1,470.48 1,533.28 1,596.32 1,659.04 1,721.84 1,784.88 1,847.60 1,910.56

18.381 19.166 19.954 20.738 21.523 22.311 23.095 23.882

JUVENILE SERVICES 31,472.48 32,882.72 34,280.48 35,684.48 37,090.56 38,490.40 39,894.40 41,302.56
YOUTH ATTENDANT 1,210.48 1,264.72 1,318.48 1,372.48 1,426.56 1,480.40 1,534.40 1,588.56

15.131 15.809 16.481 17.156 17.832 18.505 19.180 19.857

BOOKING CLERK/ 36,788.96 38,482.08 40,175.20 41,868.32 43,557.28 45,248.32 46,941.44 48,638.72
COURT SERVICES CLERK 1,414.96 1,480.08 1,545.20 1,610.32 1,675.28 1,740.32 1,805.44 1,870.72

17.687 18.501 19.315 20.129 20.941 21.754 22.568 23.384

ENTRY SECURITY 31,033.60 32,108.96 33,438.08 34,779.68 36,115.04 37,452.48 38,792.00 40,333.28
OFFICER 1,193.60 1,234.96 1,286.08 1,337.68 1,389.04 1,440.48 1,492.00 1,551.28

14.920 15.437 16.076 16.721 17.363 18.006 18.650 19.391

TOW LOT OPERATOR 31,491.20 32,581.12 33,933.12 35,293.44 36,647.52 38,005.76 39,364.00 40,926.08
1,211.20 1,253.12 1,305.12 1,357.44 1,409.52 1,461.76 1,514.00 1,574.08

15.140 15.664 16.314 16.968 17.619 18.272 18.925 19.676

FISCAL YEAR 2015 - 2016 (cont.)

FOP LODGE 3 NON-SWORN
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2.00%

STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8

STAFF SUPPORT/STOP PROGRAM 36,123.36 37,897.60 39,678.08 41,458.56 43,236.96 45,015.36 46,793.76 48,572.16
COORDINATOR 1,389.36 1,457.60 1,526.08 1,594.56 1,662.96 1,731.36 1,799.76 1,868.16

17.367 18.220 19.076 19.932 20.787 21.642 22.497 23.352

ACCOUNT CLERK 38,908.48 40,913.60 42,914.56 44,911.36 46,912.32 48,915.36 50,918.40 52,917.28
1,496.48 1,573.60 1,650.56 1,727.36 1,804.32 1,881.36 1,958.40 2,035.28

18.706 19.670 20.632 21.592 22.554 23.517 24.480 25.441

SHERIFFS CONFIDENTIAL 40,410.24 42,494.40 44,572.32 46,650.24 48,721.92 50,804.00 52,886.08 54,964.00
ADMIN ASSIST 1,554.24 1,634.40 1,714.32 1,794.24 1,873.92 1,954.00 2,034.08 2,114.00

19.428 20.430 21.429 22.428 23.424 24.425 25.426 26.425

ASSISTANT OFFICE 44,603.52 50,200.80 55,783.52 61,372.48
MANAGER/SOFTWARE 1,715.52 1,930.80 2,145.52 2,360.48
TRAINING MANAGER 21.444 24.135 26.819 29.506

OFFICE 48,516.00 54,847.52 61,191.52 67,529.28
MANAGER 1,866.00 2,109.52 2,353.52 2,597.28

23.325 26.369 29.419 32.466

COMMUNITY RELATIONS 52,384.80 55,003.52 57,751.20 60,638.24 63,670.88 66,855.36 70,197.92 74,204.00
COORDINATOR 2,014.80 2,115.52 2,221.20 2,332.24 2,448.88 2,571.36 2,699.92 2,854.00

25.185 26.444 27.765 29.153 30.611 32.142 33.749 35.675

VEHICLE INSPECTOR 39,711.36 40,971.84 42,240.64 43,501.12 44,767.84 46,026.24 47,295.04 48,555.52
1,527.36 1,575.84 1,624.64 1,673.12 1,721.84 1,770.24 1,819.04 1,867.52

19.092 19.698 20.308 20.914 21.523 22.128 22.738 23.344

INFORMATION 62,287.68 65,266.24 68,251.04 71,242.08 74,228.96 77,213.76 80,198.56 83,185.44
SYSTEMS MANAGER 2,395.68 2,510.24 2,625.04 2,740.08 2,854.96 2,969.76 3,084.56 3,199.44

29.946 31.378 32.813 34.251 35.687 37.122 38.557 39.993

IS IT TECHNICAL SUPPORT 56,386.72 59,084.48 61,788.48 64,490.40 67,196.48 69,896.32 72,598.24 75,302.24
2,168.72 2,272.48 2,376.48 2,480.40 2,584.48 2,688.32 2,792.24 2,896.24

27.109 28.406 29.706 31.005 32.306 33.604 34.903 36.203

EVIDENCE / PROPERTY 40,499.68 42,673.28 44,853.12 47,139.04 49,200.32 51,378.08 53,551.68 55,723.20
TECHNICIAN II 1,557.68 1,641.28 1,725.12 1,813.04 1,892.32 1,976.08 2,059.68 2,143.20

19.471 20.516 21.564 22.663 23.654 24.701 25.746 26.790

EVIDENCE / PROPERTY 35,956.96 37,612.64 39,268.32 40,921.92 42,569.28 44,229.12 45,882.72 47,538.40
TECHNICIAN I 1,382.96 1,446.64 1,510.32 1,573.92 1,637.28 1,701.12 1,764.72 1,828.40

17.287 18.083 18.879 19.674 20.466 21.264 22.059 22.855

NON-SWORN CIVIL PROCESS 33,585.76 35,898.72 38,205.44 40,522.56 42,800.16 45,115.20 47,424.00 49,734.88
SERVER 1,291.76 1,380.72 1,469.44 1,558.56 1,646.16 1,735.20 1,824.00 1,912.88

16.147 17.259 18.368 19.482 20.577 21.690 22.800 23.911

REGISTERED 57,859.36 64,814.88 71,737.12 78,690.56
NURSE 2,225.36 2,492.88 2,759.12 3,026.56

27.817 31.161 34.489 37.832

FISCAL YEAR 2016 - 2017

FOP LODGE 3 NON-SWORN
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STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8

R.N. 66,622.40 76,677.12 86,715.20 96,769.92
SUPERVISOR 2,562.40 2,949.12 3,335.20 3,721.92

32.030 36.864 41.690 46.524

JUVENILE SERVICES 79,412.32 82,952.48 86,488.48 90,026.56 93,564.64 97,098.56 100,636.64
DIRECTOR 3,054.32 3,190.48 3,326.48 3,462.56 3,598.64 3,734.56 3,870.64

38.179 39.881 41.581 43.282 44.983 46.682 48.383

JUVENILE SERVICES 66,899.04 69,515.68 72,130.24 74,748.96 77,255.36 79,982.24 82,590.56 85,213.44
DEPUTY DIRECTOR 2,573.04 2,673.68 2,774.24 2,874.96 2,971.36 3,076.24 3,176.56 3,277.44

32.163 33.421 34.678 35.937 37.142 38.453 39.707 40.968

JUVENILE SERVICES 56,912.96 58,670.56 60,484.32 62,356.32 64,284.48 66,270.88 68,323.84 70,372.64
COORDINATOR 2,188.96 2,256.56 2,326.32 2,398.32 2,472.48 2,548.88 2,627.84 2,706.64

27.362 28.207 29.079 29.979 30.906 31.861 32.848 33.833

JUVENILE SERVICES 50,100.96 53,686.88 57,274.88 60,854.56 64,457.12
SUPERVISOR 1,926.96 2,064.88 2,202.88 2,340.56 2,479.12

24.087 25.811 27.536 29.257 30.989

JUVENILE SERVICES 43,532.32 45,356.48 47,174.40 48,994.40 50,820.64 52,634.40 54,456.48 56,278.56
SENIOR OFFICER 1,674.32 1,744.48 1,814.40 1,884.40 1,954.64 2,024.40 2,094.48 2,164.56

20.929 21.806 22.680 23.555 24.433 25.305 26.181 27.057

JUVENILE SERVICES 42,429.92 43,921.28 45,599.84 47,750.56 49,533.12 51,305.28 53,079.52 54,851.68
ADMINISTRATIVE OFFICE 1,631.92 1,689.28 1,753.84 1,836.56 1,905.12 1,973.28 2,041.52 2,109.68
COORDINATOR 20.399 21.116 21.923 22.957 23.814 24.666 25.519 26.371

JUVENILE SERVICES 38,997.92 40,661.92 42,334.24 43,998.24 45,662.24 47,334.56 48,998.56 50,668.80
OFFICER 1,499.92 1,563.92 1,628.24 1,692.24 1,756.24 1,820.56 1,884.56 1,948.80

18.749 19.549 20.353 21.153 21.953 22.757 23.557 24.360

JUVENILE SERVICES 32,102.72 33,540.00 34,966.88 36,397.92 37,833.12 39,260.00 40,693.12 42,128.32
YOUTH ATTENDANT 1,234.72 1,290.00 1,344.88 1,399.92 1,455.12 1,510.00 1,565.12 1,620.32

15.434 16.125 16.811 17.499 18.189 18.875 19.564 20.254

BOOKING CLERK/ 37,525.28 39,251.68 40,978.08 42,706.56 44,428.80 46,153.12 47,879.52 49,612.16
COURT SERVICES CLERK 1,443.28 1,509.68 1,576.08 1,642.56 1,708.80 1,775.12 1,841.52 1,908.16

18.041 18.871 19.701 20.532 21.360 22.189 23.019 23.852

ENTRY SECURITY 31,653.44 32,751.68 34,107.84 35,474.40 36,836.80 38,201.28 39,567.84 41,140.32
OFFICER 1,217.44 1,259.68 1,311.84 1,364.40 1,416.80 1,469.28 1,521.84 1,582.32

15.218 15.746 16.398 17.055 17.710 18.366 19.023 19.779

TOW LOT OPERATOR 32,121.44 33,232.16 34,611.20 35,998.56 37,379.68 38,764.96 40,152.32 41,745.60
1,235.44 1,278.16 1,331.20 1,384.56 1,437.68 1,490.96 1,544.32 1,605.60

15.443 15.977 16.640 17.307 17.971 18.637 19.304 20.070

FISCAL YEAR 2016 - 2017 (cont.)

FOP LODGE 3 NON-SWORN
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2.00%

STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8

STAFF SUPPORT/STOP PROGRAM 36,845.12 38,654.72 40,472.64 42,288.48 44,102.24 45,916.00 47,729.76 49,543.52
COORDINATOR 1,417.12 1,486.72 1,556.64 1,626.48 1,696.24 1,766.00 1,835.76 1,905.52

17.714 18.584 19.458 20.331 21.203 22.075 22.947 23.819

ACCOUNT CLERK 39,686.40 41,731.04 43,773.60 45,809.92 47,850.40 49,892.96 51,937.60 53,976.00
1,526.40 1,605.04 1,683.60 1,761.92 1,840.40 1,918.96 1,997.60 2,076.00

19.080 20.063 21.045 22.024 23.005 23.987 24.970 25.950

SHERIFFS CONFIDENTIAL 41,219.36 43,345.12 45,464.64 47,584.16 49,695.36 51,821.12 53,944.80 56,064.32
ADMIN ASSIST 1,585.36 1,667.12 1,748.64 1,830.16 1,911.36 1,993.12 2,074.80 2,156.32

19.817 20.839 21.858 22.877 23.892 24.914 25.935 26.954

ASSISTANT OFFICE 45,495.84 51,205.44 56,898.40 62,599.68
MANAGER/SOFTWARE 1,749.84 1,969.44 2,188.40 2,407.68
TRAINING MANAGER 21.873 24.618 27.355 30.096

OFFICE 49,487.36 55,943.68 62,414.56 68,879.20
MANAGER 1,903.36 2,151.68 2,400.56 2,649.20

23.792 26.896 30.007 33.115

COMMUNITY RELATIONS 53,433.12 56,103.84 58,905.60 61,850.88 64,943.84 68,192.80 71,601.92 75,689.12
COORDINATOR 2,055.12 2,157.84 2,265.60 2,378.88 2,497.84 2,622.80 2,753.92 2,911.12

25.689 26.973 28.320 29.736 31.223 32.785 34.424 36.389

VEHICLE INSPECTOR 40,505.92 41,791.36 43,085.12 44,370.56 45,662.24 46,947.68 48,241.44 49,526.88
1,557.92 1,607.36 1,657.12 1,706.56 1,756.24 1,805.68 1,855.44 1,904.88

19.474 20.092 20.714 21.332 21.953 22.571 23.193 23.811

INFORMATION 63,533.60 66,572.48 69,615.52 72,666.88 75,714.08 78,757.12 81,802.24 84,849.44
SYSTEMS MANAGER 2,443.60 2,560.48 2,677.52 2,794.88 2,912.08 3,029.12 3,146.24 3,263.44

30.545 32.006 33.469 34.936 36.401 37.864 39.328 40.793

IS IT TECHNICAL SUPPORT 57,514.08 60,265.92 63,024.00 65,780.00 68,540.16 71,294.08 74,050.08 76,808.16
2,212.08 2,317.92 2,424.00 2,530.00 2,636.16 2,742.08 2,848.08 2,954.16

27.651 28.974 30.300 31.625 32.952 34.276 35.601 36.927

EVIDENCE / PROPERTY 41,308.80 43,526.08 45,749.60 48,081.28 50,184.16 52,405.60 54,622.88 56,838.08
TECHNICIAN II 1,588.80 1,674.08 1,759.60 1,849.28 1,930.16 2,015.60 2,100.88 2,186.08

19.860 20.926 21.995 23.116 24.127 25.195 26.261 27.326

EVIDENCE / PROPERTY 36,676.64 38,365.60 40,054.56 41,739.36 43,420.00 45,113.12 46,800.00 48,488.96
TECHNICIAN I 1,410.64 1,475.60 1,540.56 1,605.36 1,670.00 1,735.12 1,800.00 1,864.96

17.633 18.445 19.257 20.067 20.875 21.689 22.500 23.312

NON-SWORN CIVIL PROCESS 34,257.60 36,616.32 38,968.80 41,333.76 43,657.12 46,017.92 48,372.48 50,729.12
SERVER 1,317.60 1,408.32 1,498.80 1,589.76 1,679.12 1,769.92 1,860.48 1,951.12

16.470 17.604 18.735 19.872 20.989 22.124 23.256 24.389

REGISTERED 59,015.84 66,110.72 73,172.32 80,265.12
NURSE 2,269.84 2,542.72 2,814.32 3,087.12

28.373 31.784 35.179 38.589

FISCAL YEAR 2017 - 2018

FOP LODGE 3 NON-SWORN
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STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8

R.N. 67,955.68 78,210.08 88,449.92 98,704.32
SUPERVISOR 2,613.68 3,008.08 3,401.92 3,796.32

32.671 37.601 42.524 47.454

JUVENILE SERVICES 81,001.44 84,612.32 88,219.04 91,827.84 95,436.64 99,041.28 102,650.08
DIRECTOR 3,115.44 3,254.32 3,393.04 3,531.84 3,670.64 3,809.28 3,948.08

38.943 40.679 42.413 44.148 45.883 47.616 49.351

JUVENILE SERVICES 68,236.48 70,905.12 73,573.76 76,244.48 78,800.80 81,581.76 84,242.08 86,916.96
DEPUTY DIRECTOR 2,624.48 2,727.12 2,829.76 2,932.48 3,030.80 3,137.76 3,240.08 3,342.96

32.806 34.089 35.372 36.656 37.885 39.222 40.501 41.787

JUVENILE SERVICES 58,050.72 59,843.68 61,694.88 63,604.32 65,569.92 67,595.84 69,690.40 71,780.80
COORDINATOR 2,232.72 2,301.68 2,372.88 2,446.32 2,521.92 2,599.84 2,680.40 2,760.80

27.909 28.771 29.661 30.579 31.524 32.498 33.505 34.510

JUVENILE SERVICES 51,103.52 54,760.16 58,420.96 62,071.36 65,746.72
SUPERVISOR 1,965.52 2,106.16 2,246.96 2,387.36 2,528.72

24.569 26.327 28.087 29.842 31.609

JUVENILE SERVICES 44,403.84 46,263.36 48,118.72 49,974.08 51,837.76 53,686.88 55,546.40 57,403.84
SENIOR OFFICER 1,707.84 1,779.36 1,850.72 1,922.08 1,993.76 2,064.88 2,136.40 2,207.84

21.348 22.242 23.134 24.026 24.922 25.811 26.705 27.598

JUVENILE SERVICES 43,278.56 44,799.04 46,510.88 48,705.28 50,523.20 52,330.72 54,140.32 55,947.84
ADMINISTRATIVE OFFICE 1,664.56 1,723.04 1,788.88 1,873.28 1,943.20 2,012.72 2,082.32 2,151.84
COORDINATOR 20.807 21.538 22.361 23.416 24.290 25.159 26.029 26.898

JUVENILE SERVICES 39,777.92 41,475.20 43,180.80 44,878.08 46,575.36 48,280.96 49,978.24 51,681.76
OFFICER 1,529.92 1,595.20 1,660.80 1,726.08 1,791.36 1,856.96 1,922.24 1,987.76

19.124 19.940 20.760 21.576 22.392 23.212 24.028 24.847

JUVENILE SERVICES 32,745.44 34,211.84 35,665.76 37,125.92 38,590.24 40,046.24 41,506.40 42,970.72
YOUTH ATTENDANT 1,259.44 1,315.84 1,371.76 1,427.92 1,484.24 1,540.24 1,596.40 1,652.72

15.743 16.448 17.147 17.849 18.553 19.253 19.955 20.659

BOOKING CLERK/ 38,276.16 40,035.84 41,797.60 43,561.44 45,316.96 47,076.64 48,836.32 50,604.32
COURT SERVICES CLERK 1,472.16 1,539.84 1,607.60 1,675.44 1,742.96 1,810.64 1,878.32 1,946.32

18.402 19.248 20.095 20.943 21.787 22.633 23.479 24.329

ENTRY SECURITY 32,285.76 33,406.88 34,790.08 36,183.68 37,573.12 38,964.64 40,358.24 41,964.00
OFFICER 1,241.76 1,284.88 1,338.08 1,391.68 1,445.12 1,498.64 1,552.24 1,614.00

15.522 16.061 16.726 17.396 18.064 18.733 19.403 20.175

TOW LOT OPERATOR 32,764.16 33,897.76 35,303.84 36,718.24 38,126.40 39,540.80 40,955.20 42,579.68
1,260.16 1,303.76 1,357.84 1,412.24 1,466.40 1,520.80 1,575.20 1,637.68

15.752 16.297 16.973 17.653 18.330 19.010 19.690 20.471

FISCAL YEAR 2017 - 2018 (cont.)

FOP LODGE 3 NON-SWORN
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PREAMBLE 
 

This Agreement, by and between the Sarpy County Sheriff, hereinafter referred to as the Sheriff, 
County of Sarpy, Nebraska, hereinafter referred to as the County, and the Fraternal Order of Police 
Sarpy Lodge No.3 Non-Sworn, hereinafter referred to as the F.O.P., is designed to promote and strive 
to maintain a working agreement between the Sheriff, County and the F.O.P. 

 
 

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: 
 
SECTION 1. OFFICE shall mean the Sheriff's Office and all its Divisions of the County of 

Sarpy, Nebraska. 
 
SECTION 2. EMPLOYEE shall mean all non-sworn classified employees of the Sheriff's 

Office of the County of Sarpy, Nebraska, as defined in Nebraska State Statutes 
Section 23-2519.  
 
ESSENTIAL PERSONNEL shall mean all non-sworn employees who are 
determined by the Sheriff or his designee as mandatory to run staff operations, 
but may vary depending upon circumstances.  

 
NON-ESSENTIAL PERSONNEL shall mean all non-sworn employees who are 
determined by the Sheriff or his designee as not mandatory staff to run 
operations, but may vary depending upon circumstances. 
 

SECTION 3. SHERIFF shall mean the duly elected/appointed Sheriff of the County of Sarpy, 
Nebraska. 

 
SECTION 4.  COUNTY shall mean the County of Sarpy, Nebraska. 
 
SECTION 5. FOP shall mean the Fraternal Order of Police, Sarpy Lodge #3, Non-Sworn 
 
SECTION 6. FULL-TIME EMPLOYEE shall mean an employee who works a job which 

normally requires 40 hours of work per week, with the exception of registered 
nurses, who is accountable for eighty (80) hours of time per pay period.  The 
forty (40)eighty (80) hours of time will consist of hours worked, which may include 
accumulated sick, compensatory, vacation or any other approved leave.  The 
Community Relations Coordinator position is a Fair Labor Standards Act (FLSA) 
“Exempt” position and will be responsible to fulfill a work schedule on a salary, 
not hourly basis. 

 
SECTION 7. PART-TIME EMPLOYEE shall mean an employee who works a job which 

normally requires less than 40 hours of work per weekis scheduled to work less 
than eighty (80) hours per pay period.   
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 Part-time employees working an average of sixty (60) hours or more per pay 

period are entitled to all benefits under this contract.  
 
 Part-time employees working an average of less than sixty (60) hours per pay 

period are NOT eligible to participate in any insurance program offered through 
the County, nor shall they receive any other benefits under this contract except 
for those specifically listed below in this Section or elsewhere in this Agreement. 
Furthermore, such employees are NOT eligible to participate in any deferred 
compensation program or a Medical & Dependent Care Flexible Spending 
Account offered through the County. 

 
Vacation and Sick Leave.  All part-time employees shall receive vacation and 
sick leave in accordance with Article 12, Section 1 and Article 12, Section 4. 
 
Retirement.  All part-time employees working an average of forty (40) hours or 
more per pay period are required to participate in the State of Nebraska 
retirement plan.  Any part-time employee working an average of less than forty 
(40) hours per pay period may elect to participate in the State of Nebraska 
retirement plan.  If such employee elects to participate, it is his/her responsibility 
to apply for retirement benefits through the County Clerk's Office.  
 
To determine the type of benefits a part-time employee is eligible for, the number 
of hours he/she worked the last six (6) pay periods will be averaged. 
 
Both parties recognize the County’s legal obligation to comply with the provisions 
of the Patient Protection and Affordability Care Act and its resulting regulatory 
requirements.  As such, employees meeting the definition of 30 or more hours of 
service per week during the applicable measurement period are entitled to medical 
insurance benefits. 

 
SECTION 8. POSITION CLASSIFICATION shall mean the name or job title of the positions 

an employee occupies based on the employee’s duties and responsibilities 
(such as Booking Clerk, Juvenile Services Officer, Account Clerk, etc.).  

 
SECTION 9. RETIRE OR RETIREMENT shall mean an employee who voluntarily leaves 

employment of Sarpy County on or after their 55th birthday and is eligible for 
Sarpy County retirement benefits. 

 
 

ARTICLE 2 
 

F.O.P. RECOGNITION 
 

SECTION 1. The County recognizes the F.O.P. as the sole and exclusive collective 
bargaining representative of the employees of the Sheriff's Office, excluding the 
Chief Deputy and Sheriff. 

 
SECTION 2. SECTION 8. Official Distribution Lists.  The F.O.P. President shall be included 

on the Distribution List for all present Standard Operating Procedures (SOP’s) 
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and Personnel Rules and Regulations or revisions thereof. 
 
 
 
 
 

ARTICLE 3 
 

MANAGEMENT RIGHTS 
 
SECTION 1. The Sheriff and the County shall retain any and all authority and powers as 

employers as granted to them by Nebraska law except as provided in this 
Agreement.  These powers shall include but not be limited to the following: 

 
The County and the Sheriff have the right to plan, direct, control, reduce and 
terminate operations; to determine shift schedules; to determine the nature of 
services to be supplied and to determine the extent to which such services will 
be provided; or the scheduling of service and the methods, processes and 
means of service.;  
 
Tthe Sheriff has the right to hire, select and promote in accordance with the 
Sarpy County Sheriff’s Office’s and Personnel Rules and Regulation’s 
employment process.  The Sheriff has the authority to determine shift schedules, 
and to also assign, transfer, demote, suspend and discharge employees; the 
right to promulgate and enforce reasonable rules and the consequences for 
violating those rules; the right to establish drug, alcohol and controlled substance 
testing; the right to relieve employees from duty because of lack of work or other 
legitimate reasons; and the right to introduce any new or improved methods or 
facilities; the right to establish and implement a performance appraisal system 
and the right to select any and all equipment and materials to be utilized in the 
operation of the Sheriff's Office.  

 
Except where expressly limited, nothing in this Agreement shall be construed to 
restrict, limit, or impair the rights, powers, and the authority of the Sheriff and the 
County.  
 
The Sheriff also reserves the right to laterally transfer any employee, including 
those in specialty positions, to another assignment, unit or division, provided that 
the employee's hourly base wage doesn't change.  The Sheriff also reserves the 
right to add or remove an employee from a specialty unit.  (The Sheriff will 
continue to comply with Article 10, Non-Discrimination).  All other additional pay 
or compensatory time received for specialty positions, holidays, court 
appearances, overtime, etc., shall not be considered a part of hourly base wages 
for the purposes of this Article.   

 
 

ARTICLE 4 
 

BULLETIN BOARDS AND BALLOT BOXES 
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SECTION 1. The County shall permit the F.O.P. to use bulletin boards designated by the 
Sheriff in the assembly rooms and off-site facilities for posting of F.O.P. meetings 
and elections, reports of F.O.P. committees and other notices or announcements 
that would be of benefit or interest to the employees. 

 
SECTION 2. Posted notices shall not contain anything political or anything reflecting adversely 

upon the County or any of its employees.  Materials posted should be timely and 
current.  If information is outdated by more than ninety (90) calendar days the 
County or the Sheriff has the right to remove the materials from the bulletin boards. 

 
SECTION 3.  The bulletin board provided shall be for the exclusive use of the F.O.P. 
 
SECTION 4. The County will permit the F.O.P. use of one ballot box, designated by the 

Sheriff, in the designated assembly rooms, for use in F.O.P. elections.  No 
employee shall participate in any F.O.P. election, in any manner, during his/her 
tour of duty.  Any F.O.P. authorized violation of this section shall entitle the 
County to cancel immediately the provisions of this section and prohibit further 
use of the ballot boxes. 

 
 

ARTICLE 5 
 

GRIEVANCE PROCEDURES 
 

SECTION 1. Informal Complaints.  When employees feel dissatisfied with an aspect of 
employment over which they have no control and when they desire remedial 
action, they are encouraged to present the problem informally to their 
immediate supervisor.  If not resolved at this level, employees can discuss the 
matter with their chain of command or file a grievance. 

 
Employees shall be assured freedom from discrimination, coercion, restraint, 
or reprisal in presenting complaints. 

 
This Article shall not suspend time limitations for the filing of a grievance or 
appeal. 

 
SECTION 3. Grievance Procedure.  Employees shall have an opportunity to formally 

address non-disciplinary issues arising out of the PRR, County policies, and/or 
collective bargaining agreements.   

The Grievance Procedure provides a method for the resolution of grievances 
without discrimination, coercion, restraint, or retaliation against those 
employees who submit, consider submitting, or are involved in a grievance 
procedure. 

 
This Article shall not be used to change any portions of the Agreement or the 
PRR. 
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A grievance is defined to be any disagreement concerning the interpretation or 
application of the specific and expressed provisions or terms of County 
policies, collective bargaining agreements, or the PRR not relating to discipline.   

 
Employees, or their representative, may withdraw a grievance at any time 
during this Grievance Procedure.  Such withdrawal shall be indicated on the 
Grievance Form. 

 
Any time limitations for this Article may be waived or extended in writing by 
mutual agreement of the parties involved. 

 

Employees choosing to file a grievance are to complete a Grievance Form.  
When filling out the form, the following information must be stated with 
reasonable clarity: 

A. Nature of the grievance, 

B. Act or acts of commission or omission, 

C. Date of the act or acts, 

D. Identity of the party or parties who claim to be aggrieved, 

E. Identify of the party or parties alleged to have caused the grievance, 

F. Specific provisions of the PRR, County policies, and collective 
bargaining agreements that are alleged to have been violated, and 

G. Remedy sought. 
 

Grievances shall be processed in the following manner: 

Step 1:  Aggrieved employees shall present the Grievance Form to the Chief 
Deputy or his/her designee within 15 calendar days from the date on which 
they became aware of or should reasonably have been aware of the incident 
giving rise to the grievance. 

 
The Chief Deputy shall address the nature of the grievance and note the 
specific reason for accepting or denying the grievance by writing their response 
on the Grievance Form. The Chief Deputy will return the signed form to the 
aggrieved employee within 15 calendar days.  

 
Step 2:  If satisfactory settlement is not reached under Step 1, aggrieved 
employees, or their representative, or the Chief Deputy shall submit the 
Grievance Form to the Human Resources Director for appeal to the Personnel 
Policy Board.  This submission must occur within 15 calendar days from the 
date the employee receives the Chief Deputy’s response in accordance with 
Step 1. 

The Board shall hold a Hearing on the matter within 30 calendar days, insofar 
as a quorum can be achieved, after receipt of the grievance by the Human 
Resources Director.  Refer to Rule 1: General Provisions, Regulation 5: 
Personnel Policy Board Hearings for specific details. 
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The decision of the Board shall be final and binding on all parties; however, 
this does not prevent either party from pursuing further actions as allowed for 
by law. 

 
A grievance is a written claim of an employee alleging a violation of any 
provisions as set forth in this Agreement, the Sarpy County Sheriff's Office 
Standard Operating Procedures (SOP's) or the Policies and Procedures Manual, 
as applicable.   

 
SECTION 2. In reducing a grievance to writing, the following information must be stated with 

reasonable clearness:  The exact nature of the grievance; the act or acts of 
commission or omission; the exact date of act or acts of commission or omission; 
the identity of the party or parties who claim to be aggrieved; the provisions of 
this Agreement, the SOP's that are alleged to have been violated; and, the 
remedy which is sought. 

 
SECTION 3.  Acceptance of Grievance: 
 

A. The Chief Deputy or his/her designee will accept any grievance 
contesting a Reprimand, Suspension, Demotion or Termination, and any 
grievance involving a non-disciplinary matter. 

 
B.   The Personnel Policy Board (established in conformance with Nebraska 

State Statutes Sections 23-2517 to 23-2533) will accept the following 
from employees: 

 
1. A grievance contesting a Suspension, Demotion or Termination 

from a classified employee. 
 

2.  A grievance from any classified employee that involves a non-
disciplinary matter.  

 
C.  Per this Agreement, the Personnel Board will NOT accept the following: 

 
1. A grievance contesting any type of disciplinary action from a 

probationary employee. 
 
2. A grievance contesting a Reprimand or any lesser disciplinary 

action. 
 

SECTION 4.  Submission of Grievance: 
 

A. An aggrieved employee shall have the right to process his/her grievance 
individually or with the assistance of the FOP.  The FOP Board of 
Directors may also assign a case representative. 

 
 B.  Within ninety-six (96) hours of the date and time the employee first 

became aware of a grievable event or, if applicable, the date and time 
the employee received a Disciplinary Action Letter, the employee or 
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his/her representative must take the following action(s):  
 

1. Hand-deliver the written grievance to the Chief Deputy or his/her 
designee. 

 
2. Place the written grievance in the department mail slot for the Chief 

Deputy or his/her designee if the grievance cannot be hand-delivered.  
If the grievance is not hand-delivered, the employee or his/her 
representative must verbally notify the Chief Deputy that a written 
grievance has been filed.   

 
C.   From the time the Chief Deputy or his/her designee first becomes aware 

that a grievance has been filed, he/she shall have ninety-six (96) hours 
to respond in writing to the grievance.  The grievance shall be 
considered denied if the Chief Deputy or his/her designee fails to 
respond within this period.   

 
D.   If the Chief Deputy or his/her designee denies the grievance, the 

employee may continue in the grievance process except for the 
disqualifications listed in Article 5, Section 3: 

 
Non-Sworn Employee: 
 
a. A non-sworn employee may file a grievance with the Personnel Policy 

Board.  This action must occur within fifteen (15) calendar days after the 
Chief Deputy or his/her designee responds to the grievance or within 15 
calendar days from the time the Chief Deputy’s ninety-six (96) hour 
period specified in Section E expires. 

 
b. The Personnel Policy Board will conduct a hearing to review the records 

of the case within thirty (30) calendar days or as soon thereafter that a 
quorum can be assembled from the date of the grievance.  Testimony 
will be presented as outlined in the Personnel rules and regulations. 

 
c. The Personnel Policy Board shall issue a written decision to all parties 

by no later than thirty (30) calendar days from the date of the hearing.  
The decision of the Personnel Policy Board will be binding on all parties.  
The Personnel Policy Board may approve or deny the appeal, or make 
revisions to the corrective action. However, revisions may not increase 
the disciplinary action to include dismissal of the employee.  

 
E. Time limitations can be waived or extended by written mutual agreement 

of the parties. 
 

SECTION 5. An aggrieved employee shall have the right to process his/her grievance 
individually or with the assistance of the FOP.  The FOP Board of Directors may 
also assign a case representative. 

 
Time limitations can be waived or extended by written mutual agreement of the 
parties.After the Personnel Policy Board issues a written decision, either the 
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employee or employer shall have the right to seek such other remedies as may 
be allowed by law.  

 
SECTION 6. Nothing in this Agreementcontract  shall prohibit both parties from reaching an 

agreement or settlement in a manner not outlined in this Agreementcontract.  
However, all time limits and pertinent sections of this Agreement and State 
Statutes shall be strictly adhered to when processing a grievance in accordance 
with this Agreement. 
 

SECTION 7. 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.   

 
SECTION 8. No remedy shall exceed restoring to the employee the pay, benefits, or rights 

lost as a result of the violation of the Agreementcontract. 
 

 
ARTICLE 6 

 
EMPLOYEE RIGHTS 

 
SECTION 1. No employee shall be disciplined without the element of just cause.  
 
SECTION 2. The Sheriff reserves the right to conduct internal affairs and line investigations 

and the County Personnel Policy Board, as outlined in State Statute Section 23-
2522, reserves the right to conduct personnel investigations to uncover the facts 
in each case but expressly agree to carefully guard and protect the rights, 
privacy and dignity of the accused employees.  Employees shall fully cooperate 
with an investigation and shall not withhold any information that may be relevant 
to the investigation.  

 
SECTION 3. In conducting investigations the Sheriff and/or the County will not knowingly 

commit any act that deprives the employee of any statutory or constitutional 
rights or privileges. 

 
SECTION 4. Investigations: 
  

A.  Before an employee is questioned or interviewed concerning an 
investigation, he/she will be informed about the nature of the investigation 
in writing, and whether he/she is the subject of the investigation or a 
witness. 

 
B. Interviews and questioning of employees will be conducted in a 

professional manner.  Statements from employees will not be taken in a 
coercive manner.  Departure from the truth during an investigation shall 
be considered just cause for discharge. 

 
C. When an employee is being questioned about possible criminal matters 

and it has been determined that any self-incriminating statements that the 
member makes will not be used against him/her in a criminal prosecution, 
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"Garrity" warnings will be given to the employee. “Garrity v. New Jersey, 
385 U.S. 493 (1967).” 

    
D.     Employees who are the subject of an investigation shall, upon request, 

(i) have the right to union representation or, if the employee so chooses, 
legal counsel, and (ii) receive a copy of their written or recorded 
statement at no cost to the employee no less than 24 hours prior to their 
“Loudermill” hearing. “Loudermill v. Cleveland Board of Education, 470 
U.S. 532 (1985).” 

 
E. Upon the conclusion of an investigation against him/her, the accused 

employee who had prior notification of an investigation shall be notified 
in writing about the case's outcomeclassification. 

 
F. The County, the F.O.P. or the Sheriff shall not make any press releases 

regarding on-going internal investigations or those of a non-criminal 
nature. 

 
SECTION 5. Employees shall comply with all existing work rules, provided that the rules the 

employees believe are in conflict with the terms of this Agreement or situations 
in which the rules are not being uniformly applied may be grieved by the 
employee; however, the employee will comply with such rules until they are 
found, through the grievance procedure, to be conflicting or inappropriately 
applied, except in those situations in which the employee reasonably believes 
there to be an immediate and substantial safety hazard.  

 
SECTION 6. Performance Evaluations: 
 

A. If the Sheriff decides to conduct performance evaluations of employees, 
such evaluations shall be conducted on a regular basis, and fairly and 
adequately cover the duties and responsibilities of each employee.  In 
that event, the employee will be provided with a copy of the evaluation 
used and the Sheriff agrees to discuss with the employee all terms 
contained in such evaluation.  The employee shall have the right to add 
pertinent information or brief comments to any evaluation and to have 
such comments or information attached to such evaluation within ten (10) 
calendar days of receipt of said evaluation. 

 
B.    Any investigation with an outcome ofthat is classified as Unfounded or 

Exonerated shall not be referred to in a performance evaluation. 
 

C. Performance evaluations will be maintained on a confidential basis with 
access available only to the employee, the employee's supervisors, and 
authorized members of the Sheriff's Office Command staff.    
Performance evaluations may be forwarded to authorized members of 
Human Resources and a Department Head, with the employee’s 
consent, when an employee has applied for a position in a different 
Department.     

 
SECTION 7. Personnel Files: 
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A. Only one personnel file shall be maintained at the Sheriff's Office for each 

employee (hereinafter “personnel file”) but shall be accessible to 
authorized members of the Human Resources Department.  The Human 
Resources Department also maintains a file on each employee that 
contains payroll information. Every employee may, during his/her non-
duty hours and during regular office hours of the Sheriff's Office or Human 
Resources Department, inspect his/her file at such office and shall be 
allowed to make copies of anything contained therein.  

 
B. Any employee shall have the right to respond in writing to any adverse 

comment or incorrect information contained in his or her personnel file. 
Such comments shall be kept in the employee's personnel file as long as 
the challenged comment or information remains in the file. 

 
C.    Documentation reflecting disciplinary action or performance 

assessments shall not be placed in an employee's personnel file without 
the signature of the employee verifying knowledge of the existence of 
such information.  However, when asked to do so, employees have no 
right to refuse to verify their knowledge with their signature. 
 

D.  The County agrees that pre-employment background investigations, 
psychological evaluations, and polygraphs will be kept confidential and 
will not be deemed part of the employee's personnel file. 
 

E.  If an employee receives a disciplinary action letter, the letter must be 
inserted into the employee's personnel file.   
 

F. Any documentation representing disciplinary action shall remain active for 
progressive discipline and promotion evaluation purposes for the time 
periods listed below.  It shall be the employee's responsibility, after the 
appropriate time, to request the removal of any inactive documentation:  

 
Counseling  90 Days 

  Admonishment         180 Days 
  Reprimand  18 months  
  Suspension  4 Years 
  Demotion             Permanent 
  Termination            Permanent 

 
It shall be the employee's responsibility, after the appropriate time, to 
request the removal of any inactive documentation.  Any documentation 
representing disciplinary action that becomes inactive shall beis removed 
from the employees' personnel file after the time period listed above and 
placed in the employee’s inactive discipline file.shall be maintained in a 
single generic file known as "Removed Disciplinary Action."  In the event 
of a recommended termination, all previous disciplinary action even if 
inactiveremoved as outlined above may be taken into consideration.  

 
SECTION 8. Official Distribution Lists.  The F.O.P. President shall be included on the 
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Distribution List for all present Standard Operating Procedures (SOP’s) or 
revisions thereof. 

 
 

ARTICLE 7 
 

DISCIPLINE AND DISCHARGE 
 

SECTION 1.  Discipline.  Disciplinary action by the Sheriff shall be imposed for just cause only.  
Disciplinary action may include any of the following: 

 
A. Counseling 
B. Admonishment 
C. Reprimand 
D. Suspension 
E. Demotion 
F.  Termination 

 
SECTION 2. If an employee is facing a suspension, demotion or termination, he/she is entitled 

to a pre-disciplinary “Loudermill” meeting. “Loudermill v. Cleveland Board of 
Education, 470 U.S. 532 (1985).”  The employee must be personally notified 
about the meeting at least forty-eight (48)twenty-four (24) hours beforehand. 
Even if the notification is given verbally, a written notice shall be immediately 
available at the Sheriff's Office for the employee. If the employee chooses not to 
pick up the written notice before the pre-disciplinary meeting, it shall be given to 
him/her at the commencement of the meeting.  The following information shall 
be given to the employee during the notification: 

 
A. Charges brought against the employee. 
 
B. Description of the act, omission or performance that may result in 

disciplinary action (A copy of the materials which the recommended 
disciplinary action is based upon may be attached to the notice). 

 
C. Type of disciplinary action recommended.  

 
During the pre-disciplinary meeting, which the employee may waive in writing, 
he/she shall be given the opportunity to be heard and to respond to the charges. 

 
An employee has the right to be represented by a person of his/her choice or a 
F.O.P. representative during a pre-disciplinary meeting. 

 
SECTION 3. An employee shall not have a disciplinary action imposed more than once for a 

single incident; however, discipline for each additional act of the same or similar 
nature may be imposed. 

 
SECTION 4. Unless otherwise specifically provided in this Agreement, both parties shall 

follow the provisions of the rules and regulations of the Sarpy County Sheriff's 
Office and the Personnel Rules and Regulations in effect at the time of the 
signing of this Agreement with regard to any disciplinary action taken against an 
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employee. 
 
SECTION 5. The Sarpy County Sheriff's Office will impose disciplinary action in accordance 

with this Agreement and the Personnel Rules and Regulations. 
 
SECTION 6. Employees will be notified in writing of a disciplinary action through a Disciplinary 

Action Letter.  They will be given the opportunity to read, sign, and be given a 
copy of the Disciplinary Action Letter before it is placed in their personnel file. 

 
SECTION 7. Employees may appeal directly to the Personnel Policy Board the following 

actions: 

A. Receipt of three (3) written reprimands, involving the same subject 
matter, within a 12 consecutive-month period, 

B. Suspension, 

C. Demotion for cause, and 

D. Termination. 
 

Employees shall present their Appeal Form to the Human Resources Director 
within 15 calendar days from the date on which they became aware of the 
disciplinary action decision.  The Human Resources Director shall forward the 
Appeal Form to the Sheriff. 

 
The Personnel Policy Board shall hold a Hearing within 30 calendar days, 
insofar as a quorum can be established, in accordance with Rule 1: General 
Provisions, Regulation 4: Personnel Policy Board Hearings.   

 
The decision of the Board shall be final and binding on all parties; however, 
this does not prevent either party from pursuing further actions as allowed for 
by law. 

 
Any time limitations provided under this Article may be waived or extended in 
accordance with Rule 1: General Provisions, Regulation 4: Personnel Policy 
Board Hearings. 

 
 SECTION 78. In the event that the outcome of a disciplinary action results in suspension, the 

employee may elect to use accumulated compensatory time in lieu of a decrease 
in pay for the number of suspension hours imposed in the discipline. 

 
 

ARTICLE 8 
 

SENIORITY 
 
SECTION 1. Continuous length of service shall mean service with the Sheriff’s Office without 

a break or interruption.  The following shall constitute a break or interruption and 
seniority will be frozen for the entire duration of the break or interruption, which 
will also affect any other provision of seniority (i.e. shift bidding, vacation leave, 
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step increases, etc.): 
 

A.   Suspension for disciplinary purposes for more than thirty (30) calendar 
days but less than one year. 

 
B. Authorized leave of absence for more than thirty (30) calendar days (with 

or without pay) but less than one year, except absences while complying 
with FMLA as described in Article 12, Section 8, or USERRA as described 
in Article 12, Section 3. 

 
C.  Layoff for more than thirty (30) calendar days but less than one year. 
 
D.  Employees who ceased employment and then were rehired within less 

than ninety (90) daysa year.  Employees that have separated from 
service for more than ninety (90) daysone year will be treated as a new 
employee if rehired. 

 
SECTION 32. Seniority, as it applies to full-time employees relative to granting employees 

preference for holiday and vacation leave, shall be based on continuous length 
of service with the Sheriff’s Office. 

 
SECTION 34. Seniority, as it applies to full-time employees relative to bidding for duty shifts, 

shall be based on continuous length of service in that particular classification.  
All employees will be considered to have continuous length of service in all 
classifications below his or her present level. 

 
SECTION 45. A list of employees arranged in order of seniority shall be maintained and made 

available for examination by employees.  The seniority list will be revised and 
updated at the end of each fiscal year by the Sheriff’s Administrative Division. 
 

SECTION 56. Where two (2) or more employees in the same position classification are 
appointed or promoted on the same date, their seniority standing shall be 
determined by the employee's original date of hire. 

 
 

ARTICLE 9 
 

LAYOFFS 
 

SECTION 1. Whenever a reduction in work force becomes necessary, layoffs shall be made 
on the basis of seniority with the Sheriff's Office.  The employee lowest on the 
seniority list shall be the first laid off and the last to be recalled.  The F.O.P. shall 
be notified in advance of any anticipated lay-off to allow the F.O.P. to work 
closely with the County and/or Sheriff’s Office to correctly align the determining 
conditions of the lay-off. 

 
SECTION 2. If employees are to be laid off, a fourteen (14) day written notice shall be given 

prior to the date when their services shall no longer be required. 
 
SECTION 3. No full-time employee shall be laid off from any position classification while there 
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are probationary, part-time or temporary employees working in the same position 
classification. 

 
SECTION 4. In the event that an employee becomes subject to lay-off in his/her particular 

position classification, and is qualified to perform duties in a lower position 
classification, he/she shall be permitted to take a position in the next lower 
position classification at the lower position classification's rate of pay that is 
closest to the employee’s current rate of pay and any employees in the lower 
position classification subject to lay-off by virtue of the provisions of this Section, 
shall be laid off in accordance with the provisions of Section 1 hereof. 

 
SECTION 5. In the event that an employee becomes subject to lay-off in his/her particular 

position classification and a vacancy exists in a position of lower position 
classification for which he/she is qualified, he/she may, with the approval of the 
Sheriff, or his/her designated representative, be appointed to such position in a 
lower position classification on the basis of his/her seniority. 

 
SECTION 6. The names of regular employees who have been laid off shall be placed on a 

lay-off list maintained by the Sheriff.  The Sheriff shall rehire in the reverse order 
of the lay-off, provided such employees are otherwise qualified to perform the 
duties of the position.  No new employees will be hired by the Sheriff as long as 
there are employees laid off who have seniority who are immediately capable of 
performing all of the essential functions of the position. 

 
SECTION 7. Where an employee has accepted a position in a lower position classification by 

virtue of Sections 4 or 5 hereof, he/she shall be recalled to his/her former position 
when the same becomes available in the reverse order of reduction. 

 
 

ARTICLE 10 
 

NON-DISCRIMINATION 
 

SECTION 1. The parties hereby agree not to discriminate on the basis of any protected class 
under federal, state, and local law. 

 
SECTION 2. The parties hereby agree that no officers, agents, representatives, members or 

anyone connected with either party 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, including the right of 
employees to withdraw, revoke or cancel F.O.P. membership. 

 
 

ARTICLE 11 
 

OUTSIDE EMPLOYMENT AND EMPLOYEE DUTIES 
 

SECTION 1. OUTSIDE EMPLOYMENT WITHOUT UNIFORM:  Employees shall be entitled 
to engage in outside employment which does not require the use of the official 
uniform as defined in the Sheriff’s Office Standard Operating Procedures if the 
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outside employment meets the following criteria: 
a. is neither prohibited by the provisions of this Agreement nor the Sheriff’s 

Office’s Standard Operating Procedures 
b. the duties of the outside employment do not constitute a conflict of interest 

nor conflict with an employee's performance of his duties with the County 
c. prior approval is obtained by the employee from the Sheriff using the “Off-

Duty Employment Request Form.” 
 
 

ARTICLE 12 
 

LEAVE PROVISIONS 
 

SECTION 1. From July 1, 2015 through August 31, 2015, aAll full-time employees shall be 
granted annual vacation leave with pay in the following amounts based on 
continuous years of service as defined in Article 8: 

 
A. No vacation shall be taken until the employee has completed one (1) year 

of service.  Upon completing one (1) year of service, the employee shall 
be granted 80 working hours. 

  
B. Upon completing two (2) through five (5) continuous years, 96 working 

hours. 
 
C. Upon completing six (6) through nine (9) continuous years, 120 working 

hours. 
 
D. Upon completing ten (10) through fourteen (14) continuous years, 144 

working hours. 
 

E. Upon completing fifteen (15) through nineteen (19) continuous years, 168 
working hours. 

 
F. Upon completing twenty (20) through twenty-four (24) continuous years, 

180 working hours. 
 

G. Upon completing twenty-five (25) continuous years, 188 working hours.  
 

H. Upon completing thirty (30) continuous years, two-hundred-ten (210) 
working hours. 

 
I. Part-time employees shall earn one (1) hour vacation time for each 

twenty-six (26) hours worked. 
 
 Beginning September 1, 2015, aAll full-time employees shall be granted annual 

vacation leave earned on a pay period basis with pay in the following amounts 
based on continuous years of service as defined in Article 8: 

 
A. No vacation shall be taken until the employee has completed one (1) year 

of service.  Upon completing one (1) year of service, the employee shall 
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be granted 8880 working hours (3.385 hours/pay period). 
  
B. Upon completing two (2) through five (5) continuous years, 8896 working 

hours (3.385 hours/pay period). 
 
C. Upon completing six (6) through nine (9) continuous years, 128120 

working hours (4.923 hours/pay period). 
 
E. Upon completing ten (10) continuous years, 136 working hours (5.230 

hours/pay period). 
 

F. Upon completing eleven (11) continuous years, 144 working hours (5.538 
hours/pay period). 
 

G. Upon completing twelve (12) continuous years, 152 working hours (5.846 
hours/pay period). 
 

H. Upon completing thirteen (13) continuous years, 160 working hours 
(6.153 hours/pay period). 
 

E.I. Upon completingthrough fourteen (14) continuous years, 168144 working 
hours (6.461 hours/pay period). 

 
E. Upon completing fifteen (15) through nineteen (19) continuous years, 

176168 working hours (6.769 hours/pay period). 
 
F. Upon completing twenty (20) through twenty-four (24) continuous years, 

188180 working hours (7.231 hours/pay period). 
 

G. Upon completing twenty-five (25) continuous years, 196188 working 
hours (7.538 hours/pay period).  
 

H. Upon completing thirty (30) continuous years, two-hundred-fourten 
(204210) working hours (7.846 hours/pay period). 

 
I. Part-time employees shall earn vacation leave at the level associated 

with their years of service for every 80 hours workedone (1) hour vacation 
time for each twenty-six (26) hours worked. 

 
Any employee who retires, resigns, dies or is dismissed from the Sheriff’s Office 
shall receive all accrued vacation leave at the rate of payment based upon 
his/her regular pay at the time employment ceases. 

 
Upon approval of the Sheriff, a retiree may choose to use up to eight (8) weeks 
of accumulated vacation or compensatory time prior to the retiree’s date of 
retirement.  During such period, the retiree will be considered an employee 
exercising the appropriate paid time off.  Upon retiree’s date of retirement all 
unused vacation leave, compensatory time and other pay will be paid out in a 
lump sum payment.   
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Regularly scheduled days off and holidays occurring during vacation leave shall 
not be charged against vacation leave. 

 
Effective July 1, 2015, aAn employee will cease to accumulate vacation time 
once the cap of 360 hours is met.  Whenever an employee with 360 hours of 
accumulated vacation drops under 360 hours, they will restart accumulating 
vacation leave, per the vacation leave schedule, until reaching 360 hours., with 
the consent of the Sheriff, may elect to carry over a maximum of one hundred 
twenty (120) vacation hours into his/her next year of service.  Employees 
should use their vacation leave during the course of the year so that the need 
for the Sheriff to allow employees to carry over vacation hours is limited. 
 
Subject to manpower staffing requirements, as may be determined by the Sheriff, 
no limitations shall be placed on the number of vacation hours which may be 
taken by an employee.  All vacation hours must be approved by the Sheriff or by 
his/her designee. 

 
Seniority, as it applies to granting employees preference for vacation leave, shall 
be based on continuous length of service with the Sheriff’s Office as defined in 
Article 8.  Seniority will only apply to those requests made more than forty-five 
(45) calendar days in advance of the requested leave date(s).  An employee's 
leave request may be bumped if the requested leave is more than forty-five (45) 
calendar days away.  Once the employee's request has reached the forty-fifth 
(45th) calendar day prior to the leave date(s), his/her request may no longer be 
bumped by seniority. 

 
Should two or more employees request vacation leave for the same date(s) and 
the requests were made forty-five (45) calendar days or less from the requested 
leave date(s), the first employee to request vacation leave will have preference.  
Full-time employees shall take precedence or have seniority over part-time 
employees regardless of length of service with the Sheriff's Office when it applies 
to vacation leave. 

 
SECTION 2.  Civil Leave.  An employee shall be given time off without loss of any pay if he/she 

is called to serve on a jury or a County Election Board.  The employee may retain 
fees paid him/her for serving.  

 
SECTION 3. Military Leave.  The department will grant military leave to any employee who is 

a member of the National Guard or any organized military reserve of the United 
States who is ordered to attend military training or receives a notification for 
active duty call-up. Military leave with pay will not exceed one hundred twenty 
(120) hours in one (1) calendar year.  During this time, the employee shall 
receive his/her regular County pay and the compensation received for active 
duty training.  If the amount of military leave requested exceeds one hundred 
twenty (120) hours in any one (1) calendar year, the employee may request to 
usea request for vacation and/or, compensatory time, or a leave of absence 
without pay. will be submitted. 

 
 If an employee chooses to use vacation and/or compensatory time during their 

military leave, they will be considered an active employee for the purposes of 
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continuing health insurance benefits under the same terms and conditions of 
other eligible employees.  If an employee is on military leave without 
compensation from the County for more than thirty (30) consecutive days, 
insurance benefits will be extended according to the provisions of the 
Consolidated Omnibus Reconciliation Act (COBRA) regulations.  If the employee 
is not receiving compensation from the County, insurance benefits will be 
extended according to the provision of the Consolidated Omnibus Reconciliation 
Act (COBRA) regulations. 

 
 If an employee is on a military leave of absence without pay for more than thirty 

(30) consecutive calendar days, all accumulated sick, vacation and 
compensatory time, if any, will be frozen, and the employee will not continue to 
accrue these benefits. However, the employee will not lose any seniority 
benefits, regardless of the duration of the military leave of absence.   

 
 The employee requesting military leave shall notify their supervisor immediately 

upon notification of orders to attend training or duty. 
 
SECTION 4. A. Sick Leave. From July 1, 2015 through August 31, 2015, eEach full-

time employee shall be entitled to sick leave with full pay computed on 
the basis of ten (10) hours for each completed month of services.  
Effective September 1, 2015, each full-time employee shall be entitled to 
sick leave with full pay computed on the basis of nine and one/third (9.33) 
hours for each completed month of service.  

 
B. Sick leave for employees shall be accumulated up to a maximum amount 

of 1040 hours.  Employees with more than 1040 hours of accumulated 
sick leave as of July 1, 2015the date of this Agreement shall not accrue 
additional leave in excess of 1,040 hours and shall convert hours in 
excess of 1,040 to vacation or pay at a ratio of one-half (1/2) for hours 
earned prior to July 1, 1999 and one-quarter (1/4) for hours earned after 
July 1, 1999 by June 30, 2017.: 
 retain the benefit of such accrual; 
 be eligible to convert such excess to vacation leave pursuant to the 

conversion formula described in the following paragraph;  
 not accrue additional leave in excess of 1040 hours; and  
 be subject to the 1040 maximum if they deplete their accrued leave 

below 1040 hours at any time after the date of this Agreement.  
 

C. Effective July 1, 2015, aAn employee who has accumulated at least eight-
hundred (800) hours of sick leave may convert up to one-hundred sixty 
(160) hours of sick leave at a ratio of one-half (1/2) to a maximum of 
eighty (80) hours to vacation or pay once per fiscal year. shall be entitled 
to a credit to vacation leave of one-half (1/2) of his/her accumulated sick 
leave in excess of eight-hundred (800) working hours.  Effective July 1, 
1999, an employee who has accumulated eight-hundred (800) hours of 
sick leave may be entitled to a credit to vacation leave of one-quarter 
(1/4) of his/her accumulated sick leave in excess of eight-hundred (800) 
working hours.  Hours accrued prior to July 1, 1999 shall remain at one-
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half (1/2) conversion.  Such adjustment for those persons having over 
eight-hundred (800) hours accumulation of sick leave shall be made on 
an annual basis.  

 
D. From July 1, 2015 through August 31, 2015, eEach part-time employee 

shall earn one (1) hour of sick leave for each twenty-six (26) hours 
worked.  Effective September 1, 2015 each part-time employee shall earn  
4 hours of sick leave for each eighty (80) hours worked, not including 
overtime hours. 

 
E. When an employee with ten (10) or more years of service 

separatesretires (except for disciplinary cause) or is placed on disability 
by the County, he/she shall be paid one-half (1/2) of his/her accumulated 
sick leave, with a maximum of four hundred (400) hours pay, with the rate 
of payment based upon his/her regular pay at the time he/she 
separatesretires. Upon the death of an employee, his/her beneficiary 
shall be paid one-half (1/2) of his/her accumulated unused sick leave with 
a maximum of four hundred (400) hours pay, with the rate of payment 
based upon his/her regular pay at the time he/she dies.  Employees who 
are terminated for disciplinary reasons shall not be eligible for any sick 
leave payment.  

 
F.  Effective July 1, 2010, Eemployees with less than ten (10) years of 

service who separate (except for disciplinary cause)resign with at least 
one (1) year of service shall be paid one-fourth (1/4) of their accumulated 
sick leave with a maximum of two hundred (200) hours pay, at their 
regular rate of pay at the time they separateresign, in a lump sum 
payment.  Employees who are terminated for disciplinary reasons shall 
not be eligible for any sick leave payment. 

 
G. Employees shall advise their supervisors immediately when it is 

necessary to be absent from work on account of a non-FMLA sickness 
and they shall keep their supervisors informed of their condition.  Failure 
to fulfill these requirements may result in denial of sick leave.  Sick leave 
may also be granted for illness of the employee's immediate family 
(spouse, child, parent, and parent-in-law) when the employee's 
attendance is required.  Furthermore, an employee may use up to two (2) 
days per calendar year for illness of their mother-in-law or father-in-law. 

 
H. At the end of each calendar year, an employee may elect to have ten (10) 

hours of sick leave deducted from the total sick leave accumulation for 
the employee and is credited to a Sheriff's Employee Sick Leave Bank.  
The Sick Leave Bank is administered by a committee composed of two 
(2) representatives appointed by the Sheriff and two (2) representatives 
appointed by the F.O.P. to permit extension of sick leave benefits for 
employees who exhaust their sick leave accumulation and compensatory 
time accumulation in the event of a serious health condition.  The 
Committee so appointed will meet and promulgate policies and 
procedures for the administration of the fund.  Employees are not eligible 
to receive donated leave from participate in Sarpy County’s “Illness 
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Leave Donation Policy” outlined in the Sarpy County Personnel Rules 
and Regulations.olicies and Procedures Manual but can donate leave to 
the program if they so choose.   

 
SECTION 5. Job-Related Injuries.  Employees are covered by Worker's Compensation as 

provided by the law of the State of Nebraska.   Employees shall be eligible for a 
supplemental payment by the County if they are injured in a violent incident while 
at work.  The supplemental payment shall be in amount equal to the difference 
between the average weekly wage, as calculated for Worker's Compensation 
purposes, and the amount of the weekly Worker's Compensation benefit the 
employee receives.  Such compensation shall continue for as long as said 
employee receives Worker's Compensation, or until a lump-sum payment is 
agreed upon and approved by order of a court of competent jurisdiction. 

 
 Upon the approval of a lump sum settlement by a court of competent jurisdiction, 

the County is not obligated to supplement such payment in any way. 
 

The employee shall not be entitled to a supplemental payment under this section 
in an amount that, when added to any Worker's Compensation benefit and/or 
any wage or salary compensation received from Employer, result in the 
employee receiving total compensation greater than the average weekly wage 
for the applicable period of time. 

 
SECTION 6. Leave of Absence Without Pay (Non-FMLA). A non-FMLA leave of absence 

without pay of up to one year, for good cause shown, may be granted at the 
discretion of the Sheriff.  When a leave of absence is granted, all accumulated 
sick, vacation and compensatory time, if any, will be frozen, and the employee 
will not continue to accrue these benefits while on leave of absence without pay.  
If the leave of absence is greater than thirty (30) consecutive calendar days, the 
effective leave date will be retroactive to the first workday absent and all 
longevity, step increases and vacation accrual dates will be adjusted based on 
the hours the employee was absent without pay.  If the leave of absence is thirty 
(30) consecutive calendar days or less, no adjustment will be made.  Health and 
dental insurance may be retained during a leave of absence if the employee 
pays the full premium rate.  Insurance benefits will be maintained according to 
the provisions outlined by federal COBRA regulations. 

 
SECTION 7. Funeral Leave.  Funeral leave of up to five (5) consecutive calendar days will be 

granted to employees for the attendance and bereavement at the funeral of the 
following current family member group:  spouse; child related by blood, marriage 
or adoption; father; mother; brother or sister.   

 
Funeral leave of up to four (4) consecutive calendar days will be granted to 
employees for the attendance and bereavement at the funeral of the following 
current family member group:  grandmother, grandfather, grandchildren, father-
in-law, mother-in-law, son-in-law or daughter-in-law.   

 
Funeral leave of one (1) calendar day will be granted to employees for the 
attendance and bereavement at the funeral of the following current family 
member group:  aunts, uncles, nephews, nieces and the following in-laws: 
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grandfather, grandmother, sister or brother. 
 

In addition, at the discretion of the Sheriff, additional calendar days of funeral 
leave may be granted.  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 Sheriff pursuant to 
Article 12 of this Aagreement.  

 
Notification to the immediate supervisor, or the Assigned Duty Commander 
(ADC) in the event the immediate supervisor is not available, shall be given by 
the employee as soon as possible prior to leave. 
 

SECTION 8. Family Leave.  The Family Medical Leave Act (FMLA), 29 U.S.C. Chapter 28 
(1993), and Neb. Rev. Stat § 48-234 (Reissue 2000), entitles eligible employees 
to take paid and/or unpaid, job-protected leave for specified family and medical 
reasons with continuation of group health insurance coverage under the same 
terms and conditions as if the employee had not taken leave.  For additional 
information regarding employee FMLA protected rights, refer to the Sarpy 
County Family and Medical Leave Policy.   
 

 
ARTICLE 13 

 
HOLIDAYS 

 
SECTION 1. Employees shall be paid for the following holidays, along with any other days 

designated by the County: 
 

   New Years Day   Veterans' Day 
Martin Luther King Day  Thanksgiving Day 
Presidents' Day   Day after Thanksgiving 
Memorial Day    Christmas 
Independence Day   Floating Holidays (2) 
Labor Day 
 

Upon the written request of the employee, a floating holiday may be granted by 
the employee's supervisor only when that request does not create an overtime 
situation that can be foreseen at that time.  The floating holidays shall not be 
carried over into the subsequent fiscal year. 
 

SECTION 2. Whenever a holiday falls on a Sunday the following Monday shall be observed 
as the holiday.  Whenever a holiday falls on a Saturday the preceding Friday 
shall be observed as the holiday. 

 
 Effective July 1, 2012 wWhen Independence Day, Veterans Day, Christmas 

Day, or New Year’s Day fall on a Saturday or Sunday, those employees 
scheduled to and who actually work on those days shall be entitled to pay in 
accordance with Section 3 of this Article.  Those employees not scheduled to 
work on the Saturday holiday or Sunday holiday shall be entitled to pay in 
accordance with Section 4 of this Article.  Employees called in to work on those 
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days shall be entitled to pay in accordance with Section 3 of this Article.  No 
additional pay will be paid for the Friday preceding the Saturday holiday or the 
Monday following the Sunday holiday for these individuals. 

 
SECTION 3. All work performed on an observed holiday shall be compensated at the rate of 

two and one-half (2½) times the regular rate of pay for the actual number of 
hours worked, except in the case of employees in FLSA exempt positions, who 
are not eligible to receive overtime or additional pay for working on an observed 
holiday. 

 
SECTION 4. Whenever a holiday occurs on a full-time employee's regularly scheduled day 

off, such employee shall receive compensation for the holiday on the basis of 
eight (8) hours of pay at regular time. 

 
A part-time employee who works an average of sixteen (16) hours or more per 
pay period shall be compensated for a holiday if it occurs on his/her regularly 
scheduled day off. Compensation for a holiday shall be based on the average 
daily hours worked in the last six (6) pay periods.  A part-time employee who 
works an average of less than sixteen (16) hours per pay period shall not be 
entitled to this benefit. 

 
SECTION 5. Whenever an observed holiday falls during an employee's authorized leave, 

such observed holiday shall not be charged against the employee's authorized 
leave.  

 
SECTION 6. Employees who are absent without leave on the work day immediately preceding 

or following the observed holiday shall not be entitled to holiday pay or other 
provisions of this Article. 

 
SECTION 7. Employees may elect to receive compensatory time off as provided in Article 19, 

Section 7. 
 
SECTION 8. Employees electing holiday pay shall be paid no later than the next pay period 

available following the holiday.  
 
SECTION 9. An employee who is scheduled to work a four (4) hour shift that falls on a holiday 

shall be compensated for the four (4) hours worked at the rate applicable to such 
holiday, plus an additional four (4) hours of regular pay. 

 
SECTION 10. Holiday pay shall be granted to those employees who begin working on the 

holiday. 
 
 

ARTICLE 14 
 

PROMOTIONS/DEMOTIONS/VACANCIES 
 

SECTION 1. All promotions to fill existing positions within the Sheriff’s Office shall be posted 
and selection shall be made as needed and from the ranks of such employees 
in strict accordance with the Personnel Rules and Regulationsprocedures 
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specified by the Sheriff, provided any employee to be promoted must be qualified 
for the position to be filled. 

 
SECTION 2. An employee who is promoted shall receive a minimum of 5% increase in pay 

and shall go to the pay level that meets this requirement. 
 
SECTION 3. If an employee is demoted without cause to a position for which he/she is 

qualified, the demoted employee shall receive a pay rate in the lower position 
classification that provides the smallest decrease in pay.  If the demotion is for 
just cause, the Sheriff may set the demoted employee's pay at any appropriate 
rate, as designated by the Sheriff, within the lower position classification.  

 
 If an employee is demoted upon his/her request, his/her pay rate in the lower 

position classification scale should be set as though the employee had never 
been promoted. 

 
SECTION 4. Vacant positions due to resignation, promotion, retirement, death, demotion or 

discharge shall be filled no later than ninety (90) calendar days from the date the 
vacancy occurred.  The ninety (90) day period may be extended upon a mutual 
agreement in writing between the Sheriff and the F.O.P. 

 
 

ARTICLE 15 
 

SAFETY COMMITTEE 
 

SECTION 1.  A committee shall be formed to investigate any complaints by employees relative 
to their health and safety.  Said committee shall consist of three members of the 
F.O.P. 

 
SECTION 2.  The Safety Committee shall meet with the Sheriff as needed to discuss and 

make recommendations for improvements of general health and safety of the 
employees.  The County hereby agrees it will provide efficient and safe 
equipment and material to protect the health and safety of employees.  The FOP 
agrees that employees may be disciplined for failure to comply with the County's 
safety policies.   

 
SECTION 3.  A record of discussion of the meeting (minutes) shall be kept by the Safety 

Committee and forwarded to the County Board and the F.O.P. President. 
 
SECTION 4.  Complaints by the employee may be filed with the Committee in writing.  The 

Committee shall make a written recommendation to the Sheriff within seven (7) 
days relative to a remedy for the complaint.  The Sheriff shall review the 
recommendation and provide a written response to the Committee with seven 
(7) days from the date he/she received the complaint.   

 
  A copy of the employee complaint, Committee recommendation and the 

remedial action taken by the Sheriff shall be forwarded to the County Board and 
the F.O.P. President. 
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ARTICLE 16 
 

F.O.P. BUSINESS 
 

SECTION 1. F.O.P. officials, as determined by the F.O.P. President, shall be granted leave 
from duty with full pay at their regular hourly rate for the purpose of negotiations 
and administration of this Agreement.  Administration of the Agreement shall be 
defined as grievance, discipline meetings, language interpretation, meetings 
with departmental employees, and individuals associated with this Agreement.  
The Sheriff shall be notified of all leave granted. 

 
SECTION 2. F.O.P. officials may be granted leave with pay for the purpose of attending 

F.O.P. meetings, conventions, educational conferences or conducting F.O.P. 
business, when it has been determined by the Sheriff that such absences will 
not hinder the effective operation of the Sheriff's Office.  Such leave shall be 
contingent upon written request by the F.O.P. and approval by the Sheriff or 
his/her designee no less than one week in advance of the requested leave dates.  
Such leave shall not exceed eighty (80) hours per fiscal year for the entire F.O.P. 

 
 

ARTICLE 17 
 

UNIFORMS AND EQUIPMENT 
 

SECTION 1. The County shall provide replacement articles as necessary for damage to or 
loss of clothing, equipment or personal items occurring while in the performance 
of duties and determined to be necessary to the performance of the employee's 
duties.  Requests for reimbursement shall be submitted in writing and 
accompanied by proper documentation.  Personal property claims will be 
reviewed by the Sheriff and will be paid or denied on the basis of 
reasonableness.  

 
SECTION 2. Reimbursement: 
    

A. Each fiscal year (July 1st), certain positionjob title classification of 
employees are entitled to be reimbursed up to following monetary 
amounts for substantiated claims pertaining to the purchases and 
maintenance of clothing and equipment required in the performance of 
their duties but are not adaptable or acceptable for general use: 

 

1. Full-time non-sworn/non-support employees $660  
 
2. Newly hired Part-Time non-sworn/non-support employees 

(maximum amount allowed in the first fiscal year of hire)     
       $555 
 

3. Part-time non-sworn/non-support employees who work an 
average of sixty (60) hours or more per pay period  
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       $330 
 

3. Part-time non-sworn/non-support employees who 
work an average of less than sixty (60) hours per pay period  
       $165 

 
4.  Entry Security Officers     $200 
 

B. Uniform reimbursement shall only be granted to those employees 
required to wear a uniform by the Sheriff. 

    
C. The County shall provide Uniform Reimbursement Forms for the purpose 

of listing all uniform/equipment purchases and maintenance.  An 
employee shall submit receipts for all purchases/maintenance and a 
Uniform Reimbursement Form once the receipts equal or are greater 
than fifty dollars ($50) in accordance with the Sheriff's Office Standard 
Operating Procedures and the Uniform & Equipment Reimbursable Items 
current revised list as approved by the Sheriff. 

 
D.  In order to be reimbursed, employees must submit their receipts no later 

than the second Tuesday in June of each fiscal year.  Any substantiated 
receipts submitted after this date will be carried forward and applied to 
the employee's uniform and equipment reimbursement funds for the 
subsequent fiscal year.  Employees assigned to Juvenile Services shall 
submit their receipts to the Juvenile Services Director, and all other 
employees shall submit their receipts to the Training Sergeant. 

 
E. After an employee receives the maximum reimbursement, his/her 

receipts may be carried forward and applied to the subsequent fiscal 
year's clothing reimbursement funds.  These carried over receipts may 
only be forwarded after the subsequent fiscal year commences. 

 
SECTION 3. If there is a separation of employment, any final reimbursement shall be issued 

in accordance with the Sheriff's Office Standard Operating Procedures. 
 
 

ARTICLE 18 
 

HOURS OF WORK 
 

SECTION 1. The workweek shall begin at 12:01 AM on Sunday and end at midnight on 
Saturday. 

 
SECTION 2. Full-time eEmployees of the Sheriff's Office may be required to attend training 

time other than scheduled duty time.  This time shall be compensated for a 
minimum of two (2) hours times one and one-half (1½) his/her regular rate of 
pay or the actual number of hours worked times one and one-half (1½) his/her 
regular rate of pay, whichever is greater.   
 
Part-time employees who are required to attend training time during a time other 
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than scheduled duty time, and such time does not coincide with the beginning or 
end of his/her scheduled tour of duty, shall be compensated for a minimum of 
two (2) hours times one (1) of his or her regular rate of pay.  If the training time 
causes the total number of work hours to exceed 40 hours in a week, then the 
hours over 40 hours shall be compensated at a rate of time and one-half (1 ½ ) 
of his or her regular rate. 
 
The Sheriff may require an employee to flex his/her hours for training if given a 
minimum of one (1) calendar week notice.  If an employee trains in-house during 
regular time off, flex time will be compensated at one and one-half (1½) times 
his/her regular rate of pay for the actual number of hours worked. 

 
SECTION 3. An employee shall be allowed a sixty (60) minute lunch period during an eight 

(8) hour shift.  When austere manning or duty restrictions prevent an employee 
from taking a sixty (60) minute lunch period, the employee may receive sixty (60) 
minutes, or any portion therefore, of overtime pay or compensatory time.  An 
employee who receives a paid lunch, but is required to work through lunch, shall 
be compensated at regular time.  Employees who do not receive a paid lunch, 
but are required to work through lunch, shall be compensated at the rate of one 
and one-half (1½) times their regular hourly rate.  The Sheriff shall retain the 
right to impose restrictions and limitations in those periods when an employee’s 
absence for a lunch period would jeopardize or otherwise detract from the 
efficient operation of a division of the Office. 

 
SECTION 4. Temporary shift hours are to be determined by the Division Commander, with 

approval of the Sheriff.  Each shift designated may be varied not to exceed two 
(2) hours, at the sole discretion of the Sheriff, provided the employees affected 
are given a minimum of twenty-four (24) hours’ notice prior to the change of 
hours for the shift. 

 
The Sheriff may schedule permanent shifts of eight (8), ten (10), or twelve (12) 
hours. 
 

SECTION 5. The shifts designated in Section 4 of this Article shall be staffed by employees 
on the basis of bids submitted by such employees to be effective on the first full 
weekend of May and November of each year on the basis of their seniority in 
accordance to Article 8.  If an employee is scheduled to be transferred, the 
Administration Division shall notify him/her at least thirty (30) calendar days 
before shift change. 

 
Shift bidding only concerns hours of work.  Employees do not have the right to 
bid for assignments or specific shifts, e.g., A, B, C or D shift.  
 
The Sheriff and the F.O.P. shall establish the time period and procedures for 
bidding and scheduling days off. 

 
SECTION 6. Any vacancy or vacancies occurring in a shift or shifts between the scheduled 

changes in Section 5 of this Article may be filled by assignments of the Division 
Commander, provided the employees affected are given a minimum of twenty-
four (24) hours’ notice prior to the change of hours. 
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SECTION 7. During an emergency as declared by the Sheriff, employees' shifts, hours, and 

duties may be established and leave provisions may be cancelled or restricted 
at the discretion of the Sheriff.  This does not include previously approved 
vacation leave and military orders for active duty. 

 
SECTION 8. The Sheriff may assign certain employees to standby duty that requires the 

employee to remain in contact with the Communication Center or A.D.C. 
 

 
ARTICLE 19 

 
OVERTIME, CALL-BACK AND STANDBY PAY 

 
SECTION 1. Overtime Pay.  Non-sworn eEmployees, except for FLSA exempt employees, 

shall be compensated at the rate of one and one-half (1½) times his/her regular 
rate of pay for the number of hours worked in excess of forty (40) hours per 
calendar week. 

 
 Overtime shall not be paid twice for the same hours worked. 
 
SECTION 2. Call Back.  If a full-time employee or a nurse, except for an FLSA exempt 

employee, is called to duty during off-duty time and such time does not coincide 
with his/her scheduled tour of duty, such employee shall be paid for a minimum 
of two (2) hours at the rate of time and one-half (1½) his/her regular rate of pay, 
or one and one-half (1½) times his/her regular rate of pay for actual number of 
hours worked, whichever is greater. 

 
 Part-time employees who are called to duty during off duty time, and such time 

does not coincide with the beginning or end of his/her scheduled tour of duty, 
shall be compensated for a minimum of two (2) hours times one (1) of his/her 
regular rate of pay.  If the call back hours causes the total number of work hours 
to exceed 40 hours in a week, then the hours over 40 hours shall be 
compensated at a rate of time and one-half (1 ½ ) of his/her regular rate. 

 
If the employee stays after the end of the shift, the time worked is not considered 
call back and the employee shall only be compensated at his/her regular rate of 
pay for the actual time worked.  This also applies should an employee be called 
to court before or coinciding with the end of the employee's duty shift. 

 
SECTION 3. Standby and On Call Pay.  If an employee is assigned to standby duty pursuant 

to Article 18, the employee shall be paid for one (1) hour of regular pay or 
compensatory time for each eight (8) hours of standby duty or any fraction 
thereof. 

 
An employee assigned to be on-call shall be paid one (1) hour of regular pay or 
compensatory time for each eight (8) consecutive hours on-call or any fraction 
thereof.  An employee must be on-call a minimum of eight (8) consecutive hours 
to receive this benefit. 
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SECTION 4. Exceptions to the foregoing are contained in Article 18, Section 7. 
 
SECTION 5. In calculating overtime pay, the following rules shall apply:  Overtime 

compensation will be rounded to the nearest quarter (1/4) of an hour in all 
situations.  For example, if an employee works seven (7) minutes past the end 
of his/her shift, he/she will not receive any compensation.  If an employee works 
eight (8) minutes past the end of his/her shift, he/she will receive a quarter (1/4) 
of an hour of compensation.  If an employee works twenty-two (22) minutes past 
the end of his/her shift, he/she will receive a quarter (1/4) of an hour of 
compensation.  If an employee works twenty-three (23) minutes past the end of 
his/her shift, he/she will receive a half (1/2) of an hour of compensation.   

 
SECTION 6. Overtime opportunities in any Division shall be distributed equally within the 

Division so far as it is practical and possible.  Supervisors shall not monopolize 
any work hours to the detriment of other employees. 

 
SECTION 7. Compensatory Time Off.  An employee may elect to receive compensatory time 

off or pay for overtime or holiday hours earned.  Non-sworn employees who elect 
to receive compensatory time shall be allowed to accumulate two hundred forty 
(240) hours.  After reaching and maintaining two hundred forty (240) hours, 
further overtime shall be compensated as pay.  Compensatory time will be at the 
rate of one and one-half (1½) hours’ time off to hours earned. 

 
 When an employee's service is separated from the Sheriff's Office he/she shall 

receive payment of accumulated compensatory time as outlined in the above 
paragraph. 

 
SECTION 8. Under no circumstances shall an employee voluntarily work without 

compensation. 
 
SECTION 9. No employee shall receive additional compensation or be docked for working 

when the time is adjusted bi-annually because of daylight savings. 
 
SECTION 10. Only the Sheriff or his designee has the authority to close the Sheriff's Office 

during normal business hours.  Therefore, the Sheriff's Office may remain open 
even if the Sarpy County Courthouse is closed.  

 
All Essential Personnel are required to work during their regularly scheduled 
shift, regardless of weather conditions or emergency situations.  If extreme 
circumstances prohibit Essential Personnel from being able to report to work, 
and with approval of the Sheriff or his designee, they may be absent from work 
and will not be required to submit for leave time, nor will their compensation be 
reduced.  
 
When extreme weather conditions exist or recognition of a local or national 
incident occurs where Non-Essential Personnel are not required to report to 
duty, Essential Personnel who do report for duty will receive regular pay for time 
worked and additionally will be compensated at 1:1 for every hour worked with 
compensatory time for each hour they work while Non-Essential Personnel are 
absent during the adverse weather conditions or local or national incident. 
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If the hours worked exceed 40 per week compensation will occur as identified in 
Article 19, Section 1, “Overtime Pay.” 
 
Only the Sheriff or his designee has the authority to permit Nnon-Eessential 
employees to be absent from work because of weather conditions or emergency 
situations. For these situations, nNon-Eessential employees are not required to 
submit for any leave time, nor will their compensation be reduced.  
 

SECTION 11. Because FLSA Exempt employees may be required to periodically work long or 
irregular hours and to attend various meetings and functions outside the “normal” 
business hours to fulfill their responsibilities, three (3) days of Administrative 
Leave may be granted each fiscal year.  The leave cannot be accumulated or 
carried over into a new fiscal year, is not an entitlement nor is it subject to accrual 
or payment for unused leave.  Any leave used must be documented.    Use of 
leave must be granted by the Sheriff or his/her designee.   

 
 

ARTICLE 20 
 

ATTENDANCE IN COURT, CONFERENCES, AND OTHER MEETINGS 
 

SECTION 1. Any employee required to attend as a witness or in any other capacity directly 
related to his official duties, any case pending in the Juvenile Court, County 
Court or District Court, or before any Grand Jury proceedings or in conferences 
with the County Attorney or their respective Assistants, or at any proceedings by 
any City, County, State or Federal Government or any of the subdivisions of 
agencies thereof, during off-duty periods, shall be entitled to overtime 
compensation at the rate of time and one half (1½) his/her regular rate of pay for 
a minimum of two (2) hours or one and one half (1½) times his/her regular rate 
of pay for the actual number of hours worked, whichever is greater. 

 
 When an employee is called as a witness in connection with his/her officially 

assigned duties and is given witness fees, the employee shall forward the fees 
to the Sheriff’s Office.  

 
SECTION 2. The Sheriff may require employees to attend meetings of the Sheriff’s Office; 

provided that notice of such meetings is given at least three (3) working days in 
advance of the required reporting time. 

 
SECTION 3. Employees attending training seminars, workshops, conferences or schooling 

outside the County shall be paid at his/her regular rate of pay while in attendance 
at such functions, but shall not be entitled to overtime, call-back or holiday pay.  
Employees attending such functions within the County shall be entitled to the 
provisions of Article 13 and 19, except that the employees may voluntarily attend 
such functions and waive increased compensation under Articles 13 and 19. 

 
SECTION 4. The Sheriff shall post notice of any schooling or training available. 
 
SECTION 5. Employees shall be entitled to the compensation as set out in Section 1 of this 
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Article pertaining to Notice of Court Hearing unless such employee is notified 
twelve (12) hours prior to the set time of said hearing that the hearing has been 
canceled.  The employee shall be responsible to call a predetermined phone 
number within the Sheriff's Office having knowledge of said Court hearings within 
the last hour of the last working day when the Courthouse is open to see whether 
said hearing has been canceled. 

 
 

ARTICLE 21 
 

WAGES 
 

SECTION 1. Employees will be compensated in accordance with the Salary Schedule, 
effective July 1, 20154 set forth in Appendix B hereto which reflects a 2.0% wage 
increase for 20154-20165, a 2.0% wage increase for 2016-2017, and a 2.0% 
wage increase for 2017-2018. 

 
SECTION 2.  Position classification levels shall be as follows: 
 

   Sheriff’s Staff Support 
   Sheriff’s Account Clerk 
   Sheriff’s Confidential Administrative Assistant 

    Sheriff’s Assistant Office Manager 
/Sheriff’s Software Training Manager 

    Sheriff’s Office Manager 
   Sheriff’s Vehicle Title Inspector 

    Sheriff’s Information Systems Manager 
Sheriff’s Information Systems/IT Technical Support 
Sheriff’s Evidence/Property Technician II 
Sheriff’s Evidence/Property Technician I 

    Sheriff’s Jail Booking Clerk/Court Services Clerk 
    Sheriff’s Entry Security Officer 

Non-Sworn Sheriff’s Civil Process Server 
Sheriff’s Towed Vehicle InspectorLot Operator 

    Sheriff’s Registered Nurse 
    Sheriff’s Registered. Nurse. Supervisor 
    Juvenile Services Administrative AssistantAdministrative Office 
Coordinator 

   Juvenile Services Youth Attendant 
   Juvenile Services Officer 
   Juvenile Services Senior Juvenile Services Officer 
   Juvenile Services Supervisor 
   Juvenile Services Coordinator 

    Juvenile Services Deputy Director 
    Juvenile Services Director 
    Sheriff’s Community Relations Coordinator 
     
SECTION 3. Original appointment to any position shall be made at the entrance step of a 

salary range, excluding registered nurses and the Community Relations 
Coordinator, unless Article 14, Section 3 is applicable. Advancement from the 
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entrance step to the maximum step within a salary range shall be based on 
performance and length of service as follows: 

 
    Step 1 - Year 1   Step 5 - Year 5 

   Step 2 - Year 2   Step 6 - Year 6  
    Step 3 - Year 3   Step 7 - Year 7 
    Step 4 - Year 4   Step 8 - After 7th year 
 

Effective July 1, 201500, part-time employees, excluding registered nurses, shall 
progress to the next step upon working 2,080 hours, or upon their two year step 
anniversary, whichever comes first.must work 2,080 hours before progressing to 
the next step level.  Registered nurses shall progress to the next step upon 
working 1,872 hours, or upon their two year step anniversary, whichever comes 
first.must work 1,872 hours before progressing to the next step level.  

 
SECTION 4.  Longevity pay shall be as follows for employees hired before July 1, 2015:  
 
   Commencing the 8th year through 14th year  $    885.00/year 
   Commencing the 15th year through 19th year   $ 1,330.00/year 
   Commencing the 20th year through 24th year $ 1,785.00/year 

Commencing the 25th year through 28th year $ 2,165.00/year  
Commencing the 29th year and after  $ 2,400.00/year  

 
Employees hired by the County after July 1, 2015 shall not be eligible to receive 
longevity pay. 

 
Part-time employees shall be paid longevity based on a pro-rated basis, 
computed on the number of hours worked by the part-time employee for the past 
year in relation to 2,080 hours completed by a full-time employee to receive the 
amounts described above. 

 
SECTION 5. Employees assigned to specialty assignments shall receive three percent (3%) 

of their regular (non-overtime) earnings per pay period.  In order to receive this 
pay, the employee shall maintain the qualifications for the specialty assignment 
as directed by the Standard Operating Procedures, and attend and successfully 
complete all required training.  Both the FOP and the Sheriff acknowledge at the 
current time that “Female Booking Clerk Specialty Assignment” is the only 
specialty assignment available.  This does not prevent agreement on positions 
that would qualify in the future. 

 
Employees are only eligible to receive pay for one specialty assignment. 

 
The staffing of these specialty assignments has been set by the Sheriff's 
Administration Division.  In June of each year the Sheriff will notify the County 
Board regarding any changes in the staffing requirements that are necessary. 

 
SECTION 6. If an employee reaches a new step during the first seven days of a pay period, 

he/she shall be entitled to 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 rate until the subsequent pay period.  
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If July 1 (date of new pay scales every fiscal year) falls in the first seven days of 
a pay period, employees shall be entitled to 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.  

 
 The payroll procedures listed in this Section shall be effective July 1, 2005.   
 
 

 
 

ARTICLE 22 
 

WORKING OUT OF POSITION CLASSIFICATION 
 

SECTION 1. Effective July 1, 2010 eEach time an employee is officially designated by the 
appropriate supervisor to act in a higher position classification, and actually 
performs said duties for two (2) hours or more and meets the minimum 
qualifications of said position, the employee shall be compensated for all hours 
worked in the higher salary grade, retro to the first hour after two hours, unless 
the rate is lower than the employee's regular rate in which case the employee 
shall remain at his/her present rate of pay. 

 
 It shall be the responsibility of the supervisor to identify those hours worked out 

of class for pay purposes. 
 
SECTION 2. No employee shall be required to work out of his/her position class if such 

employee does not have the prerequisite qualifications to perform such work nor 
shall any employee be required to work out of position class for the purpose of 
avoiding paying someone else a higher salary grade. 

 
SECTION 3. Employees being paid at a higher rate while temporarily filling a position in a 

higher position classification will be returned to their regular rate of pay upon the 
completion of the out-of-class assignment. 

 
SECTION 4. Employees working out of position classification shall be entitled to all benefits 

provided by this Agreementcontract to the position to which they are assigned. 
 
SECTION 5. An employee who is assigned to work out of position classification shall receive 

a minimum of five percent (5%) increase in compensation, in accordance with 
the appropriate pay range of the absent employee.  At no time shall an employee 
receive any compensation beyond the top step of the higher pay scale. 

 
 

ARTICLE 23 
 

INSURANCE 
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SECTION 1. The County shall maintain a Comprehensive Major Medical Plan that will include 
deductibles, co-pay amounts, co-insurance levels, in-network benefits, out-of-
network benefits, and other participant payment responsibilities customarily 
found in Comprehensive Major Medical Plans. No plan changes will be made 
until receiving recommendations from the FOP Insurance Benefits Advisory 
Committee which shall be submitted to the County Administrator by May 1.  If no 
recommendations are received by May 1, the County Board has the right to 
make necessary plan changes in time to have the health insurance program in 
place by the July 1 renewal effective date. 
 
The County shall contribute ninety percent (90%) for individual coverage, eighty-
three percent (83%) for employee plus coverage, and eighty-three percent (83%) 
for family coverage. 

 
SECTION 2. The County shall not pay such premiums referred to in Section 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 
Section 7 of this Article with the exception of FMLA qualified leave. 

 
SECTION 3. If an employee for whom the County is not paying an insurance premium by 

virtue of the provisions of Section 2 of this Article desires to continue such 
coverage the employee shall contact the Human Resources Department to 
discuss the options available to the employee., if available, it shall be the 
responsibility of the employee to make the necessary arrangements for 
coverage in accordance with the terms and conditions prescribed by the carrier 
at the employee's cost. 

 
SECTION 4. The County shall provide and pay the full premium cost for thirty thousand dollars 

($30,000) of group term life and accidental death and dismemberment insurance 
for each employee who works an average of sixty (60) hours or more per pay 
period.  

 
SECTION 5. The County shall provide and pay the full premium cost for long-term disability 

insurance for each employee who has served the County continuously for at 
least one (1) year and works an average of sixty (60) hours or more per pay 
period.  The long term disability benefit language is contained in the plan 
document available through the County Human Resources Department.  

 
SECTION 6.  The County shall provide dental insurance coverage for each employee who 

works an average of sixty (60) hours or more per pay period and elects to carry 
this coverage.  Employees must apply for insurance through the Human 
Resources Department within thirty (30) days of their employment eligibility date.  
Enrollment will be held once annually. Employee premiums will be zero dollars 
($0) for single and nineteen dollars ($19) per family. 
 
The annual maximum coverage per plan year (July 1 - June 30) will be fifteen 
hundred dollars ($1,500) per covered person per covered year. Also included is 
a fifteen hundred dollars ($1,500) lifetime Orthodontic coverage per dependent 
child.  The first payment for initial installation of orthodontic appliances and 
treatment will not exceed five hundred dollars ($500) with subsequent monthly 
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payments not to exceed sixty dollars ($60). Orthodontic coverage is limited to 
persons up to age nineteen (19) or unmarried children twenty-three (23) years 
of age or less who are chiefly dependent upon the employee for support and 
maintenance and are in full-time attendance at an education institution. 
 
Employees should contact the Human Resources Department for any other 
information relating to Health or Dental Insurance. 
 

SECTION 7. An employee, who retires with a minimum of fifteen (15) years of continuous 
service and is at least age sixty (60) years of age, until reaching his/her sixty-
fifth (65) birthday, may continue to participate in the County's health insurance 
program and receive coverage as provided for retirees.  From age 60 through 
age 61, the entire premium shall be paid by the retiree. From age 62 until age 
65, the County shall pay 75% of single coverage, and 50% of employee/spouse, 
employee/children or family coverage.  Should the County discontinue Blue 
Cross Blue Shield Health insurance coverage, retirees shall be provided 
coverage under the primary carrier selected by the County. 

 
Eligible employees must be enrolled in a County insurance program prior to 
retirement.  An employee must enroll in the County's health insurance prior to 
retirement or during open enrollment under COBRA. 

    
SECTION 8. For the purpose of Section 7 of this Article, it will be necessary in defining 

"continuous service as an employee" to provide that a layoff of one year or less, 
any suspension for disciplinary purposes, absence on authorized leave (with or 
without pay), absence while receiving temporary total disability benefits under 
the Nebraska Workers Compensation Act, or absence while on disability, shall 
not constitute a break or interruption in service.  In other words, an employee will 
be considered to have fifteen (15) years of continuous service for this Section 
unless the employee experiences a layoff of over one year. 

 
 

ARTICLE 24 
 

MAINTENANCE OF STANDARDS 
 

SECTION 1.  Nothing contained in this Agreement shall be construed as repealing any lawfully 
recognized benefit provided through the County for employees of the Sheriff's 
Office, and no employee shall inadvertently suffer any loss of wages, hours or 
working conditions by reason of the signing of this Agreement. 

 
 

ARTICLE 25 
 

SAVINGS CLAUSE 
 

SECTION 1. If any provision of this Agreement is subsequently declared by the proper 
legislative or judicial authority to be unlawful or unenforceable, all other 
provisions of this Agreement shall remain in full force and effect for the duration 
of this Agreement. 
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ARTICLE 26 
 

DUES CHECK-OFF 
 

SECTION 1. The County shall deduct regularly monthly F.O.P 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 a current un-revoked written 
assignment, executed by the employee, in the form and according to the terms 
of the authorization form, attached hereto, marked as Appendix "A", and made 
a part hereof.  Such authorization may be revoked by the employee at any time 
by giving written notice thereof to the County. 

 
SECTION 2. Previously signed and un-revoked written authorizations shall continue to be 

effective as to employees reinstated following layoff, leave of absence, or 
suspension not exceeding sixty (60) days; previous authorizations of other 
employees rehired or reinstated shall not be considered to be effective. 

 
SECTION 3. Such authorization deductions shall be made from every other payroll period and 

will within ten (10) days be remitted to the duly designated F.O.P. official.  The 
F.O.P. shall advise the County in writing of the name of such official. 

 
SECTION 4. If an employee has no pay coming for the pay period in question, or if such pay 

period is the first pay period of a new employee, or if the employee has signed 
an authorization form during such pay period of the subsequent month, such 
deductions shall be limited to the amount of the current regular monthly F.O.P. 
dues, and shall not include dues for the prior months or any portion thereof. 

 
SECTION 5. If the County receives an employee revocation of authorization on or before the 

eighth day of the first payroll period of the calendar month, no deductions will be 
made from that payroll period or subsequent payroll periods.  If such revocation 
is received after the eighth day of the first payroll period, a deduction will be 
made from such payroll but shall not be made from subsequent payroll periods. 

 
SECTION 6. At the time of the execution of the Agreement, the F.O.P. shall advise the County 

in writing of the exact amount of regular monthly F.O.P. dues.  If subsequently, 
the F.O.P. requests the County to deduct additional monthly F.O.P. dues, such 
request shall be effective only upon written assurance by the F.O.P. to the 
County that amounts are regular monthly F.O.P. dues duly approved in 
accordance with the F.O.P.'s constitution and bylaws. 

 
SECTION 7.  The County agrees to provide this service without charge to the F.O.P. 
 
SECTION 8. The County shall not be liable for the remittance payment of any sums other than 

those constituting actual deductions made.  If for any reason, it fails to make a 
deduction for any employee as above provided, it shall make a deduction from 
the employee's next pay period in which F.O.P. dues are normally deducted after 
written notification from the F.O.P. to the County of the error.  If the County 
makes an overpayment to the F.O.P., the County will deduct that amount from 
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the next remittance to the F.O.P.  The F.O.P. agrees to indemnify and hold the 
County harmless against any and all claims, suits, orders or judgments brought 
or issued against the County as a result of any action taken or not taken by the 
County under the provisions of this Article. 

 
 

ARTICLE 27 
 

TRAINING OFFICER 
 

SECTION 1. Effective July 1, 2010, aAny Juvenile Services Officer or Booking Clerk who 
has successfully completed the Sarpy County FTO/JTO training class and is 
appointed to be a Training Officer (TO) for new employees, shall receive TO 
Pay, which is one-quarter (1/4) hour of regular pay or compensatory time for 
each two (2) hours of training during a shift.  If an employee is working out of 
classification at the time of the training, he or she shall not be entitled to TO 
Pay. 

 
The Supervisor will give the TO written documentation which includes the 
specific dates of the training assignment; those dates in which the TO is 
expected to train. The length of the training assignment shall not exceed seven 
(7) calendar days. 
 
In order to receive TO Pay, the TO is required to submit the administrative 
Pay/Comp Request/OT Utilization form to the employee’s supervisor at the end 
of the training assignment. 
 
If a TO utilizes any vacation, compensatory time or personal leave, not 
including sick leave, during a training assignment, the TO shall forfeit any TO 
Pay for the entire training assignment. 
 
If use of a substitute TO is required, the replacement TO shall be entitled to 
receive one quarter (1/4) hour of regular pay for each two (2) hours of 
substitute instruction. 

 
 
 

ARTICLE 28 
 

EDUCATIONAL REIMBURSEMENT 
 

SECTION 1. The purpose of this Article is to foster a learning environment and provide 
educational opportunities that are mutually beneficial to the employees and the 
County and will encourage eligible employees to participate in education programs 
which will further their skills and knowledge for use in their current position or for 
use in a possible future position of greater responsibility. 

 
The Educational Reimbursement Program shall be a plan as provided for in 
Section 127 of the Internal Revenue Code of 1986, as amended (the “Code”) and 
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shall be construed consistently with the requirements of Section 127.  Amounts 
paid for tuition reimbursement meeting the requirements of Section 127 of the IRS 
Tax Code are not included in an Employee’s income or subject to income tax 
withholding up to a maximum of $5,250 annually.  If subsequent tax law changes 
fail to continue the tax-free treatment, or in any way modify its treatment, 
appropriate adjustments in tax withholding will be made from the effective date of 
the change. 

 
This Article does not apply to training seminars, conferences, workshops, etc. 

 

SECTION 2.  A.  Eligibility 
1. Employees must be a full-time tenured employee as of the date the course 

begins. 

2. Employees must be actively working for the County as of the date the 
course is completed. 

3. The course schedule and study time must not be in conflict with the 
Employee work schedule. 

4. Employees must take the course at one of the following types of accredited 
institutions: 

 Technical Institutes (trade schools) 
 Colleges or Universities 
 On-line courses 

The County reserves the right in the sole discretion of the Board of Commissioners 
to exclude any school or subject from eligibility under the Program. Any exclusion 
shall be effective as to courses beginning after the date the exclusion is imposed. 

5. For employees taking graduate level courses, the course for which 
reimbursement is sought must be on leading to a graduate degree in a 
course of study in which the Employee is enrolled. 

 

B.  Reimbursement Terms 

The County will reimburse employees as follows: 

1. Up to 90% of the cost of tuition, required books, and class-associated fees 
for: 

 Approved technical or undergraduate level courses up to a 
maximum of $2,000 per fiscal year, or 

 Approved graduate level courses up to a maximum of $2,500 per 
fiscal year. 

2. Supplies and other fees and charges will not be reimbursed. 

3. Employees shall be entitled to reimbursement if they have complied with all 
provisions of this Regulation and receive a letter grade of A, B, or C. 

4. Only tuition, required books, and class-associated fees actually incurred by 
employees are eligible for reimbursement.  For example, funds received 
through grants, scholarships, or other waivers for these expenses will not 
be eligible for reimbursement. 

5. The annual reimbursement shall continue for employees who remain 
employed until such time as they are reimbursed 90% of the cumulative 
tuition, books, and class-associated fees incurred by the employee.  For 
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example, employees who incur covered educational expenses in the 
cumulative amount of $10,000 shall be reimbursed $9,000 (90% of the total 
covered educational expenses) in annual increments of $2,000, over a five 
year period, provided they remain employed for five years. 

C. Application and Reimbursement Procedures 

1. Before enrollment in a course, employees must submit to their Department 
Head a completed Education Reimbursement Application. 

2. The completed and authorized application needs to be transmitted to the 
Human Resources Department for processing and determination if the 
application satisfies the eligibility criteria. 

 If the application is denied, the Human Resources Department shall 
notify the applicant in writing as to the reasons.  

 If the application is approved, the Human Resources Department 
will return the application form to the employee indicating approval.  
This application must be retained by employees and resubmitted to 
receive reimbursement. 

3. To receive reimbursement, employees must submit within 60 calendar 
days of the course completion date to the Human Resources Department 
their: 

 Grades,  
 Proof of payment of tuition and course-related fees,  
 Receipts for required books, and  
 The application. 

4. Employees who voluntarily separate service or are dismissed within 12 
months after receiving reimbursement, shall repay the County for 
reimbursements received in the prior 12 months.  By accepting the 
reimbursement under this Regulation, employees authorize the deduction 
of reimbursements, which must be repaid from their final paycheck.  If 
repayment is not fully paid from their final paycheck, employees shall 
immediately pay the County the remaining reimbursement. 

 
SECTION 1. All full-time classified employees who have completed at least one (1) year of 

service are eligible for educational reimbursement for pre-approved, job related 
courses at 75% of the cost of tuition, books, and class-associated fees up to a 
maximum of one thousand fifteen hundred ($1,500.00) per fiscal year.  The annual 
reimbursement shall continue for employees who remain employed until such time 
as they are reimbursed for 75% of the cumulative tuition, books, and class-
associated fees incurred by the employee.  For example, employees who incur 
covered educational expenses in the cumulative amount of $10,000 shall be 
reimbursed $7,500 (75% of the total covered educational expenses) in annual 
increments of $1,500, over a five year period, provided they remain employed for 
five years. 

 
   Supplies and other fees and charges will not be reimbursed.  In order to receive 

reimbursement, employees must successfully complete the course with a grade "C" 
or higher (or a passing grade in courses that do not assign a letter grade) from an 
accredited college, university, or technical institute (trade school), or approved on-
line courses (plus or minus modifiers will be disregarded).   
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   Graduate level courses require a grade of "B" or above for reimbursement.  For 
employees taking graduate level courses, the course for which reimbursement 
is sought must be leading to a graduate degree in a course of study in which the 
Employee is enrolled.  Receipts and transcripts are required before reimbursement 
will be paid. 

 
SECTION 2. An employee requesting educational reimbursement shall provide information 

concerning each course to the Sheriff and County Human Resources 
Department for approval prior to registration for each course.  The employee will 
complete an Education Reimbursement Application, in duplicate, for each 
course.  A copy of the course description, related course costs, and course dates 
must be attached.   

 
 There will be no loans or advances of money to Employees for purposes of 

taking courses.  Reimbursement will be paid only after the course has been 
completed and the grades have been received. 

 
Only expenses actually incurred by the employee are eligible for reimbursement.  

 
    a. Tuition costs that are covered by grants, scholarships, 

or other waivers (and therefore not the financial obligation of the employee) are 
not eligible for reimbursement 

 
SECTION 3. To receive tuition reimbursement, the eligible Employee must submit to the 

Human Resources Department the original official grade report for the course, 
or a copy certified by the registrar or other appropriate official of the educational 
institution, original receipts for course-related textbooks, and an original receipt 
of payment of tuition for the course, or a copy certified by the registrar or other 
appropriate official of the educational institution, attached to a copy of the 
approved application for reimbursement. 

 
   Eligibility. 
A.  The employee must be a classified employee who has completed one (1) 

year of service as of the date the course begins.   
B.  The individual must be actively working for the County as of the date the 

course is completed. 
C.  The course schedule and study time must not be in conflict with the 

employee work schedule.  
D. The employee must take the course at one of the following types of accredited 

institutions: 
  a. Technical Institutes (trade schools) 
  b. Colleges or Universities 
  c. On-line courses 
 

The County reserves the right in the sole discretion of the Board of 
Commissioners to exclude any school or subject from eligibility under the 
Program.  Any exclusion shall be effective as to courses beginning after the date 
the exclusion is imposed.  

 



42 
 

SECTION 4. Employees who voluntarily separate service from the County or are terminated 
for just cause, within 12 months after receiving reimbursement under the 
Education Reimbursement Program, shall repay the County for all such 
education reimbursements received in the prior 12 months.  By accepting the 
reimbursement under the Education Reimbursement Program, the employee 
authorizes the County to deduct tuition reimbursements, which must be repaid 
from his or her final paycheck.  If the repayments are not fully paid by payroll 
deduction, the employee shall immediately pay the County the repayment due 
and such amount shall bear interest from the date of the employees' termination 
of employment until paid at the rate of 10% per annum. 

 
SECTION 5. Amounts paid for tuition reimbursement from a plan meeting the requirements 

of Section 127 of the IRS Code are not included in an employee's income or 
subject to income tax withholding up to a maximum of $5,250 annually.  If 
subsequent tax law changes fail to continue the tax-free treatment of an 
Education Assistance Plan, or in any way modify its treatment, appropriate 
adjustments in Federal Income Tax withholding will be made from the effective 
date of the change. 

 
 

ARTICLE 29 
 

LINE OF DUTY DEATH 
 
SECTION 1: In the event of a Line of Duty Death, defined as when an employee sustains a fatal injury 

arising out of and in the course of his or her employment, the County shall pay the cost of 
funeral expenses up to a maximum of ten thousand dollars ($10,000).  

 
 
 

ARTICLE 30  
 

DURATION OF AGREEMENT 
 

This Agreement shall be effective July 1, 20154, and shall remain in full force and effect until June 30, 
20185.  This Agreement shall automatically renew from year to year thereafter unless one of the 
parties notifies the others in writing that a modification of this Agreement is desired.  The written 
notification must be presented no later than thirty (30) days before this Agreement expires. In the 
event such notice is given, negotiations shall begin immediately.  
 
 IN WITNESS WHEREOF, the parties hereto have set their hands this _______ day of 
________________, 20154. 
 
This contract is approved as to form and content. 
 
 
 
By:         By:         
       FOP Lodge #3 President           Sarpy County 

        Board of Commissioners 



43 
 

        Chairperson 
 
 
 
By         
      Sarpy County Clerk 
               
 
 



44 
 

APPENDIX A 
 

AUTHORIZATION FOR PAYROLL DEDUCTION 
 
 

By  ________________________________________________________________ 
  (Please print   last name,   first name,   middle name) 
 
 
CLASSIFICATION:  _____________________________________________ 
 
SOCIAL SECURITY NUMBER:  ___________________________________ 
 
 
TO THE COUNTY OF SARPY: 
 
 Effective the _______  day of ________________, 20 ______,  I hereby request and authorize 
you to deduct from my earnings a sufficient amount to provide for the regular payment of the current 
rate of monthly F.O.P. dues as certified by the F.O.P..  The amount deducted shall be paid to the 
Treasurer of the Fraternal Order of Police, Sarpy Lodge #3.  This authorization shall remain effective 
unless terminated by me by written notice to the County. 
 
 
 SIGNATURE  _______________________________________ 
 
 DATE:   _______________________ 
 
 ADDRESS:  ____________________________________________________ 
 

CITY:  ______________________ STATE: ___________   ZIP ____________ 
 
TELEPHONE:  ________________________________ 

 
 
 
FOR INSURANCE PURPOSES: Married or have Dependent Children? 
 
     __________Yes ________No 
 
     Your DOB:  ____________________ 
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