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Meet and Confer Memorandum of Understanding
Between

Pima County Deputy Sheriffs' Association (PCDSA)
and

Pima County, Arizona
Fiscal Year 2018-19

Preamble

As it is the desire for the County of Pima and the union of its employees to work cooperatively
to create a hamonious working environment that leads to improved provision of county
services and to establish a relationship that fosters good will, imovation and quality public
service, the parties enter into this Memorandum of understanding (MOU) as an expression of

good faith and shared commitment to the citizens of pima County and the employees who
serve them.

To accomplish these goals, the County recognizes Pima County Deputy Sheriffs' Association

("PCDSA" or "Union) as the authorized representative of eligible employees for the purpose
of meeting and conferring and for participating in all other Labor-Management processes
created by this MOU.  The parties shall meet and confer in good faith in a sincere effort to
reach consensus on all issues.

Article I - RIGHTS

Section I-1 Union Rights

1. Non-Discrimination Based upon Union Activity

The County shall not interfere with, intimidate, restrain, coerce, or discriminate against
employees because of the exercise of rights to engage in Union activity.  Employees may
engage in or choose not to engage in Union activity.  Employees may talk about or choose
not to talk about the Union on work time under the same terms applicable to any other
employee conversation regarding appropriate, non-work-related topics.  Employees shall
not be treated adversely in the workplace for discussing or appropriately expressing their
views regarding the Union or relevant work-related issues.

The County will apply all Personnel Policies, Merit System Rules, and Administrative
Procedures without discrimination based on race, color, religion, national origin age,
disability, veteran' s status, sex, gender identity, gender expression or sexual orientation.



2.   Dues Deduction

The County will continue to deduct Union dues and other voluntary contributions from
employees' pay, as authorized by employees, and transmit such amounts to PCDSA each

pay period, along with a listing of employees, amount deducted, employee identification
number, job classification and department. An employee's dues deduction shall remain in
effect unless revoked by the employee during the County' s annual Health Benefits open
enrollment period.

If an eligible employee who has authorized an automatic payroll deduction for union dues
changes job classification or function and becomes ineligible for Union representation, the
employee shall have the option to terminate such payroll deduction or continue payroll
deduction and direct that the deduction be a voluntary contribution to the Union.  Any
notification to the employee regarding these options shall be copied to the Union.

3. Union Representatives

A.  The Union may designate Union Officers, Union Representatives and Stewards

(collectively "Union Representatives") and shall notify the County Human
Resources Department and each Appointing Authority of such designation(s)
within his or her department on a quarterly basis.

1.   The County shall not unilaterally change or adjust a Union Representative's
regular work schedule, assignments, or workload solely as a result of such
designation,

2.   At the Union's and/or the Union Representative's request, the parties will
mutually arrange any necessary scheduling or workload adjustments to allow
representative(s) to conduct County/Union-related business as provided by
Section  1 -4 Labor-Management Relations.

3.   Release time for union representation shall be credited to the total time in section
1,4.c.

4.    Access

Pursuant to Pima County Code Section 2.20.040, the Union, upon appropriate advance
request and approval (generally three (3) work days prior to the meeting) may use a County
conference/meeting room when available. The County may rescind approval of the Union' s
use of a conference/meeting room if the County needs the space for business purposes and
only if no other space is reasonably available to the County.  The Union shall be notified as
far in advance of the cancellation as possible, but normally not less than 24 hours in
advance.  The Union representative must indicate that the Union is sponsoring the meeting
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when requesting or reserving a conference/meeting room.  The Union will exercise
reasonable care and due consideration for the maintenance of the conference/meeting room.
The Appointing Authority shall notify those in the department that need to know of the
arranged use of the conference/meeting room in advance of the meeting.

PCDSA shall be allowed to use department-designated employee bulletin boards or display
areas in County buildings where PCDSA-eligible employees work.  Upon advance notice
to a department, Union representatives/members shall be granted reasonable access to
employee bulletin boards in order to post appropriate notices.

The County agrees that for the purposes of communicating with PCDSA-eligible
employees, PCDSA may distribute material in a manner that does not interfere with or
disturb the workplace, including sending material to County email addresses and
workplace mailboxes. PCDSA may distribute union related materials as part of the Pima
County Benefit and Wellness Fairs.

5. Information

On a quarterly basis, the County shall supply an electronic file of PCDSA-eligible
employees, to include each employee's name, date of hire, employee identification
number, job classification, department, work location/center number, work email, work

phone number, employment status, and PCDSA status and, for employees currently
represented by PCDSA, each employee's hourly wage.  PCDSA agrees to use these lists
solely for the purpose of communicating with employees and will not share this
information with other individuals or organizations.  The County shall provide PCDSA
with a listing of PCDSA-eligible individuals who separate from the County.  The County
shall provide work email and work phone numbers when such become a centralized
electronic record format and can be sorted for PCDSA-eligible employees.

Additionally, the County will provide PCDSA with publicly available information related
to the representation of PCDSA member employees in grievance and appeal processes.

6.  New Employee Orientation

The Union shall be provided the right to make available written materials at a reasonable
location at the orientation site, identified by the Human Resources Department, prior to
each New Employee Orientation (NEO) so that the materials may be picked up by NEO
attendees for later review.  Additionally, the Union shall be afforded the opportunity to
make a fifteen-minute presentation regarding the value of union membership to eligible
and willing employees at the orientation location.   Release time to attend NEO shall be
credited to the total time reflected in section  1.4.c.



7.  Union Leave

The County shall not unreasonably deny Union requests for unpaid leaves of al)sence of up
to twelve (12) months for represented employees to engage in Union business.  Any
employee granted union leave shall, at the end of the leave, be retuned to the sane or an
equivalent position with the same pay, benefits and working conditions.

Section 1-2 Right to ReDresentation

1.   An employee has the right to be represented by a person of his or her choosing who may

participate in discussions in any meeting which imposes formal disciplinary action against
the employee, any meeting regarding an employee's grievance (as set forth in Pima County
Merit System Rule 13 or its equivalent under the Law Enforcement Merit System Council
Rules and Regulations), or appeal (as set forth in Merit System Rule 14 or its equivalent
under the Law Enforcement Merit System Council Rules and Regulations) or during the
mediation process (as set forth in Pima County Personnel Policy 8-115).  The employee
will have a reasonable amount of time to obtain representation, at least three (3) full work
days from the time of notification by management of the intent to hold such a meeting,
provided that if the employee has not obtained representation within that period,
management may proceed without further delay.

2.   The occurrence and time restrictions found in Personnel Policy 8-107 8.2 shall be waived
for Unionrdesignated Stewards or other Union-desigmted representatives and shall not
exceed ten ( 10) hours per occurrence. If this exception proves to substantially adversely
affect the work performance of a Union representative, the Meet and Confer Committee
agrees to meet to discuss the matter.

3.   Release time union representation shall be credited to the total time reflected in section
1.4.c.  No employee shall be denied representation due to limitations of release time.

Section 1-3 ManaE!ement Rights

It is the exclusive right of the County to determine the purpose or mission of each of its
constituent departments, boards, and commissions; set standards of service to be offered to the

public; and exercise control and discretion over its organization and operations.  It is also the
right of the County to direct its employees; take disciplinary action; relieve its employees from
duty because of lack of work or for other reasons; determine whether goods or services shall
be made, purchased, or contracted for; and determine the methods, means, and personnel by
which the County's operations are to be conducted.  The County has the right to take all
necessary actions to maintain unintermpted service to the community.



Section 14 Labor-Management Relations

A.  Because the parties recognize that the effective and orderly administration of local

government requires joint cooperation and assistance, the Union and the County agree
to facilitate release time activities necessary to:  effectuate the provision of quality
services to the public; implement policies and programs that serve the public, the
County and its employees; increase the efficiency of administrative determinatious; and
improve communication between the County and its employees.

8.   County/Union Related Business
The County agrees to release Union Representatives from duty during their regular

scheduled work hours with full pay and benefits to participate in County/Union related
business.  The Union, through its Union Representatives, will use release time to
conduct C ounty/Union-related business.

a.    County/Union-related business is defined as activities involving the

participation of the Union and the County, through its representatives, that
concern issues of mutual concern and/or benefit and occur during a Union
Representative's normal work/shift and work hours. Sueh activities include:

participation in County committees and/or task forces established by this MOU;
participation in Meet & Confer process meetings; participation in other
mutually agreed-upon meetings; assistance in the processing of grievances and
disciplinary matters involving employees; attendance and participation in
meetings with the Board of Supervisors individually or collectively;
representation of employees in grievance hearings and/or disciplinary meetings;
communication between the parties regarding, among other things, policies,

procedures, training, and employee concerns; and assistance to employees in
their awareness and compliance with County procedures. The County and
Union will discuss and may mutually agree to allow a Union Representative to
discuss with an employee during an employee's normal work hours/shift other
matters of mutual concern and/or benefit to the County and the Union.

b.    The Union shall notify Human Resources of requested release time at least four

(4) full business days in advance; at which time the Human Resources
Department shall notify the respective Appointing Authority.  These timelines
may be waived under extenuating circumstances with mutual agreement of the
Union, Department Director and Human Resources.

C.  Other County/Union Activities

a.    The County agrees to provide an additional 1500 hours of paid time per year to be
utilized by Union designees for the purpose of conducting other County/Union
activities. The Union, through its designees, must use release time hours provided in
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this subsection Countyrunion activities, for the following activities:  promotion of
communication with employees and supervisors to contribute to positive working
relationships; assistance in County communications to employees; promotion of

positive Union and County labor relations during the County's New Employee
Orientation sessions; participation as a spokesperson for employees for the dual

purpose of helping employees and the County; and advocating for services provided by
the County.   If time used exceeds  1500 hours in any fiscal year, the Union shall
reimburse the County the cost of the employee including salary plus benefits.

b.    The Union shall notify Human Resources of release time at least four (4) full business
days in advance; at which time the Human Resources Department shall notify the
respective Appointing Authority.  These timelines may be waived under extenuating
circumstances with the mutual agreement of the Union, Department Director and
Human Resources.  Requests may be made for multiple dates and will not be
unreasonably denied or rescinded.  All requests shall be made in a single standardized
form.  The County agrees to respond to the Union and/or the Union designee no later
than 24 hours prior to the requested time.

c.    Time paid is for regular scheduled work hours as scheduled by the Appointing
Authority.  No paid time may be utilized for partisan political activities.

d.    Time utilized pursuant to this subsection will be documented and submitted to the
County for verification purposes upon request to ensure compliance.

D.  Union Business

a.    If union business occurs during a Union desienee' s normal work hours/shift,
the employee may use accmed vacation time, comp time, or any other personal
leave generally availal]le to employees to engage in such Union business,

provided that the employee obtains prior approval from the Appointing
Authority.

b.    The County shall not withhold approval for participation in Union business, as

provided in this subsectiono unless it unreasonably interferes with departmental
operations.

AArticleH-LABOR-MAr`IAGEMENTDISCUSSIONS

Section 2-I  Labor-ManaE!ement Discussions

TThe Meet and Confu Committee established by Administrative Procedure 23-32 will meet and
confer regarding labor-management relations. The purpose of the Committee is to facilitate

positive labor-management relations by providing a forum for the free discussion of mutual
concerns and ideas, which may include discussion of the implementation of major new County
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programs or substantial modifications of existing major County programs that will have a
significant impact on service delivery, work schedules, or duties.  Upon request of one of the
chairs of the Committee, individuals from a department knowledgeable on an agenda item may
be invited to attend and participate in the discussion.  The Meet and Confer Committee, or a
sub group (at least two members from PCDSA and Pima County) will meet at least quarterly
during the times the Committee is not meeting to discuss renewing the MOU.  Committee
chairs will schedule meeting dates that are mutually agreeable and exchange meeting agendas
at least seven (7) days prior to the agreed upon meeting date.  Upon mutual agreement between
Pima County and PCDSA, the meeting may be canceled. Human Resources will make every
effort to have the appropriate departmental personnel availal)le when issues pertaining to their
department(s) need to be discussed.    Release time for Labor-Management Relations, as
described in this section, shall not be credited to the total time reflected in Section I.4.c.

Section 2-2 DisDute Resolution Procedure

1. Purpose

The purpose of this Procedure is to secure, at the lowest possible administrative level,
equitable resolutions to problems that may arise from the interpretation and application of
the Meet and Confer Agreement between PCDSA and Pima County. This Procedure shall
be used only for matters that are contained in the Meet and Confer Agreement and not
covered by Law Enforcement Merit System Rules and Personnel Policies.

2. Proedures

A.        The time limits indicated for each step are maximums, but every reasonable effort
shall be made to expedite the process.  The tern "days" shall mean the days that the
Pima County Human Resources Department is open to the public.

8.        For the purposes of this procedure, "employee" means an employee who is a
member of PCDSA or eligible to become a member of PCDSA.

C.        The employee must initiate the procedure no later than ten (10) days from the date
the employee knew, or should have reasonably known, of the action that led to the
alleged mi sapplication.

D.        If the employee does not conxply with the time limit requirements for any step, the
dispute shall be considered withdrawn and any further action barred.

E.        If the county does not comply with the time limit requirements for any step, the
employee may appeal to the next step within five (5) days after the time limit for the
County to respond has expired.



F. All time requirements must be met and may only be extended prior to the expiration
of the time limit for a particular step and only in the form of a written agreement
signed by the employee or PCDSA, and the County representative at that step.

G.        If the employee chooses to end the dispute resolution process or accepts a response
at any step of the process, the dispute shall be closed.

H.        The employee and the county may be accompanied and actively represented at any
step conducted under this Procedure with the exception of the first step.

No reprisal or retaliation shall be taken against a person who participates, or is a
witness, in the processes set forth in this Procedure.

In all cases, documents related to any dispute resolution under this Procedure shall
be maintained in a department file separate from the employee's medical or
department persormel file.

3. Steps

A. First Step

The employee, without representation, shall first discuss and try to resolve the
alleged misapplication of the Meet and Confer Agreement with his or her immediate
supervisor.

8.        Second step

1)     If resolution is not achieved within five (5) days of the discussion, the employee
may submit the dispute, in writing and through his or her chainrof command, to
the Appointing Authority within ten ( 10) days from the date of discussion.  The
written statement must contain the provision(s) of the Meet and Confer
Agreement that was allegedly misapplied, the facts in support of the alleged
misapplication, and the relief sought.

2)     Within five (5) days ofreceip.t of the written dispute, the Appointing Authority
or designee shall meet with the employee and the employee's representative, if
any, and attempt to resolve the dispute.  Within ten (10) days of the meeting,
the Appointing Authority or designee shall provide a written response to the
employee indicating his or her decision to accept, reject or modify the relief
sought. The employee shall be responsible for providing a copy of the written
response to PCDSA, when necessary.



C.         Third steD

If the employee di.sagrees with the Appointing Authority's response, he or she may
submit the dispute to the County Administrator within five (5) days of receipt of the
Appointing Authority's response and include the specific reason(s) as to why the
employee disagrees with the response.  Within ten (10) days of receipt of the
dispute, the County Administrator or designee shall meet with the employee and the
employee's representative, if any, to discuss and attempt to resolve the dispute.
Within ten ( 10) days of the meeting, the County Administrator or designee shall

provide a written response to the employee with a decision indicating whether
he/she has decided to accept, reject or modify the relief sought.  The employee shall
be responsible for providing a copy of the written response to PCDSA, when
necessary.

D.        Fourth steD

1)     If the employee feels that the dispute is not resolved at the third step, the
employee may request PCDSA to consider the alleged misapplication for
advisory arbitration. PCDSA, if it so chooses to arditrate, shall submit a
notification of such action to the County Administrator within five (5) days of
receipt of the written response from the County Administrator.

2)     Within five (5) days of notification, the County and PCDSA shall select an
arbitrator from a County-approved qualified arbitration services list.  If the
County and PCDSA are unable to agree on an arditrator within the established
time, either the County or PCDSA may request that a County-approved,

qualified arditration service submit to the County and PCDSA a list of seven (7)
arditrators who have had experience in the public sector.

3)     Within five (5) days of receipt of said list, the County and PCDSA shall select
an arbitrator by alternately striking names from the list until one name remains
or an afoitrator is agreed upon.  That person shall then become the afoitrator.

4)     The selected arditrator shall set the hearing to begin no later than twenty (20)
days from the date of selection and will proceed as expeditiously as possible.
The hearing shall be held at a time and place convenient to the County and
PCDSA, and the arbitrator shall be bound as set forth below:

a.    The arbitrator shall be bound by the language of the Meet and Confer
Agreement and Merit System Rules and Personnel Policies in considering
any issue properly before him or her and shall not add to, detract from, or
modify the language of the agreement and/or the rules and policies.

b.    The atoitrator shall be expressly confined to the specific issue(s) submitted.
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c.    The arbitrator shall be bound by applicable law.

d.    The afoitrator shall sign and submit findings and advisory recommendations
to PCDSA and to the County Administrator in writing no more than seven
(7) days from the date of closing the hearing.

5)     All hearings will be transcribed.

6)     The cost of the afoitrator and transcriptions of the hearing shall be borne
equally by Pima County and PCDSA.  Each party will bear its own costs.

7)     Within ten (10) days of receipt of the findings and recommendations, the
County Administrator shall inform PCDSA in writing of his or her decision to
accept, reject or modify the advisory recommendations of the arbitrator.

8)     IfpcDSA is not satisfied with the decision of the county Administrator,
PCDSA may appeal to the Board of Supervisors by filing the appeal with the
Clerk of the Board within ten (10) days of the County Administrator's decision.

4. PCDSA and County Dispute Resolution

If either party believes there is an alleged misapplication of the Meet and Confer
Agreement that does not involve an employee, the co-chairs of the Meet and Confer
Committee shall address the issue as soon as reasonably practicable.

AArticleIII{OMPENSATI0N&BENEFITS

Section 3-1 Wages

The Meet and Confer Committee shall meet and work together to review and discuss any
employee wage increases.  The PCDSA may also participate in any Law Enforcement Merit
System Council proceedings to analyze and make findings regarding employee wages and
compensation.    Findings and recommendations of this Committee shall be reported to the
Board of Supervisors via the County Administrator.

Section 3-2 Revised Minimum Oualifications. Licensure and/or Certification
Requirements

lt is the right of the County to maintain a classification and compensation system as provided
by state law.  Changes to the minimum qualifications, licensure and/or certification
requirements for a position class specification shall be in accordance with Administrative
Procedure 2349, dated in November of 2015.
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Ssection3-3MultilingualcomDensation

Upon the approved effective date employees who qualify for multilingual compensation shall
be compensated in accordance to Administrative Procedure 2348 and Personnel Policy 8-102;
8-117.  Human Resources shall obtain and administer applicable proficiency testing as required
by the policy. Human Resources shall review the applicable proficiency examinations with
PCDSA prior to implementation.  During the first year of implementation, Human Resources
department and PCDSA will periodically review the program.

Section 3-4 Parkin

A parking allowance of up to $ 10 per pay period will be provided for employees who have a

payroll deduction for a downtown parking garage and who are paid at an hourly rate of
S 19.2307 ($40,000 armually) or less.

Section 3-5 Health Benefits

The Health Insurance Benefits & Wellness Advisory Committee (IIIBWAC) was established
by the Board of Supervisors on August 15, 2011, for the purpose of meeting with all active
employee stakeholders to advise the County Administrator concerning health benefits and
wellness programs. Decisions and recommendations by HIBWAC shall be forwarded to the
CCounty Administrator for appropriate consideration.  HIBWAC was established to deal with
health benefit issues in lieu of the Meet and Confer Committee.  All recommendations of
HIBWAC will be presented to the Meet and Confer Committee as information.

Ssection3-6SalarvRangeAdiustments

For the 2018-2019 fiscal year salary ranges shall be adjusted according to cost of living
increases as approved by the Board of Supervisors.  Future salary range adjustments shall be
reviewed armually.

Article IV- JOB SECURITY

If, within a department, the greater of (i) five or more eligible employees or (ii) 5% or more of
eligible employees are to be laid off, the Union shall have the right to meet and confer about
these potential layoffi in order to discuss and consider alternatives.  Any Meet and Confer
Committee recommendations must be submitted to the County Administrator within thirty (30)
calendar days of the date of the approved layoff plan.

The Director of Human Resources will notify both Chairs of the Meet and Confer Committee
within five business days of notification to the Human Resources Department of an approved
layoff plan that meets the aforementioned criteria.
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Article V- HOURS & LEAVE

Section 5-I Annual and Sick Leave Accruals

Pima County Personnel Policies 8-105 and 8-106 which provide for annual and sick leave for
eligible employees shall apply.

Section 5-2 Bereavement Leave

Pima County Personnel Policy 8-107, which provides for bereavement leave, shall apply.

Ssection 5-3 Conversion of Sick Leave Hours to Annual Leave uDon Lavoff

Permanent employees with sick leave balances of at least 240.01  hours who are
to be laid off shall have the option to convert unused sick leave hours to armual leave pursuant
to Personnel Policy 8-106.

Ssection 5-4 Catastrol}hic Leave Bank Program /CAT`

Many jurisdictious across the United States use Catastrophic Leave Bank (CAT Bank)

programs rather than the donation of leave time on a case-by-case basis.  CAT Bank
programs tend to treat all employees more fairly and foster ownership of the program.   See
Administrative Procedure 23-46 for complete details of the program.  For Fiscal Year 2018-
19 there will be a thirty (30) calendar day open enrollment period.

I .    An eligible employee hired on or after September 29, 2013, pursuant to the 2013-14 MOU,
had the opportunity to enroll in CAT Bank within 30 calendar days following attendance of
New Employee Orientation.  An employee hired on or after the effective date of the 2014-
1 5 MOU has the opportunity to enroll in CAT Bank for 60 calendar days following his or
her date of appointment to a CAT Bank eligible position.  An employee who trausitious
from a non{AT Bank eligible position to a CAT Bank eligible position will be treated like
a new hire for enrollment purposes.

Upon enrollment, the new employee agrees to contribute his or her first 16 hours of
sick/vacation leave accruals earned (for FT employees or PT employees joining at the FT
level) or first 8 hours of sick/vacation leave accruals earned (for PT employees) to the
CAT Bank.  Once the contribution is complete the employee achieves CAT Bank
member status.  Member employees may be required to make maintenance contributions
of up to 8 hours (4 hours for PT membership) of sick/vacation leave accruals per fiscal

year to the bank, if needed.  The need for annual maintenance contributions shall be
determined by HIBWAC based on an amual review of CAT Bank balances.
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A member employee may also elect to voluntarily donate additional hours to CAT Bank
during his or her armiversary pay period.

2.    When a member employee needs CAT Bank leave he or she must make a request to the
CAT Bank Administrator using the appropriate form.

Employees must exhaust all available personal leave accrual balances before utilizing
CAT Bank leave.  Time allocated from the CAT Bank shall be limited to 240 hours per
fiscal year for full-time employees (or part-time employees participating at the full-time
level) or 120 hours per fiscal year for part-time employees.  An additional allocation (of
240 or 120 hours per fiscal year) maybe granted to employees who suffer on-the-job
work injuries.

Employees shall only use allocated CAT Bank leave that is needed.   If the employee
returns to work, the allocation balance will be returned to the CAT Bank.

3.   The CAT Bank Sub-committee shall consist of one member from AFSCME, one member
from law enforcemenvcorrections and one member from administration.  The non-voting
Chair of HIBWAC shall serve as the non-voting chair for the Sub-committee.

Term of Memorandum of Understanding

This Memorandum of understanding shall continue in full force and effect from the date of

passage by the Board of Supervisors until June 30, 2023 unless modified or terminated at the
discretion of the Board of Supervisors.  For eligible employees, this MOU shall take primacy,
meaning that any applicable County rules, directives, policies, or procedures shall be brought
into conformance with this MOU, to the extent permitted by law.

To request an election for decertification, employees must file a decertification petition
asserting that the currently certified employee union no longer represents the employees' unit.
At least 30 percent of the employees within the currently represented unit must sign the

petition. Signatures must be collected within the 180 calendar days preceding the expiration
date of the MOU.  A decertification petition may be filed any time the MOU is not in effect, or
annually, within the last 60 calendar days of the term of the MOU.

Decertification efforts must be free of any coercive influence from management.  Additionally,
signatures on the decertification petition must be collected on non-work time and in non-work
areas.  The employer may not help gather signatures and the employer' s resources may not be
used.
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Meet and Confer Memorandum of Understanding 
Between 

Pima County Deputy Sheriffs’ Association (PCDSA) 
and 

Pima County, Arizona 
Fiscal Year 2018-19 

  
  
 Preamble  
   
As it is the desire for the County of Pima and the union of its employees to work cooperatively 
to create a harmonious working environment that leads to improved provision of County 
services and to establish a relationship that fosters good will, innovation and quality public 
service, the parties enter into this Memorandum of Understanding (MOU) as an expression of 
good faith and shared commitment to the citizens of Pima County and the employees who 
serve them.  
  

To accomplish these goals, the County recognizes Pima County Deputy Sheriffs’ Association 
(“PCDSA” or “Union”) as the authorized representative of eligible employees for the purpose 
of meeting and conferring and for participating in all other Labor-Management processes 
created by this MOU.  The parties shall meet and confer in good faith in a sincere effort to 
reach consensus on all issues.  
  
Article I – RIGHTS  
  

Section 1-1 Union Rights  
  
1. Non-Discrimination Based upon Union Activity  
  

The County shall not interfere with, intimidate, restrain, coerce, or discriminate against 
employees because of the exercise of rights to engage in Union activity.  Employees may 
engage in or choose not to engage in Union activity.  Employees may talk about or choose 
not to talk about the Union on work time under the same terms applicable to any other 
employee conversation regarding appropriate, non-work-related topics.  Employees shall 
not be treated adversely in the workplace for discussing or appropriately expressing their 
views regarding the Union or relevant work-related issues.  
  
The County will apply all Personnel Policies, Merit System Rules, and Administrative 
Procedures without discrimination based on race, color, religion, national origin age, 
disability, veteran’s status, sex, gender identity, gender expression or sexual orientation.   
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2.   Dues Deduction  
  

The County will continue to deduct Union dues and other voluntary contributions from 
employees’ pay, as authorized by employees, and transmit such amounts to PCDSA each 
pay period, along with a listing of employees, amount deducted, employee identification 
number, job classification and department. An employee’s dues deduction shall remain in 
effect unless revoked by the employee during the County’s annual Health Benefits open 
enrollment period.  The PCDSA may, from time to time, increase the amount of employee 
dues and voluntary contributions to be deducted from employees’ pay, and the County will 
accept a single page authorization signed by each employee/Union member and put into 
effect immediately the payroll deductions for the increased dues and voluntary 
contributions. 
  

If an eligible employee who has authorized an automatic payroll deduction for union dues 
changes job classification or function and becomes ineligible for Union representation, the 
employee shall have the option to terminate such payroll deduction or continue payroll 
deduction and direct that the deduction be a voluntary contribution to the Union.  Any 
notification to the employee regarding these options shall be copied to the Union.  

  
3. Union Representatives  
  

A. The Union may designate Union Officers, Union Representatives and Stewards 
(collectively “Union Representatives”) and shall notify the County Human 
Resources Department and each Appointing Authority of such designation(s) 
within his or her department on a quarterly basis.   The Union may notify the 
County of a change in Union Representatives in the event of death, family 
emergencies, mental or physical incapacities, resignations, expulsions from the 
Union, change in employment status and/or any other emergent circumstance that 
prohibits a designated Union Representative from performing his/her duties as a 
Union Representative. 

  
1. The County shall not unilaterally change or adjust a Union Representative’s 

regular work schedule, assignments, or workload solely as a result of such 
designation.  
 

2. At the Union’s and/or the Union Representative’s request, the parties will 
mutually arrange any necessary scheduling or workload adjustments to allow 
representative(s) to conduct County/Union-related business as provided by 
Section 1-4 Labor-Management Relations.   

3. Release time for union representation shall be credited to the total time in section 
1.4.c.  
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4.   Access  
  

Pursuant to Pima County Code Section 2.20.040, the Union, upon appropriate advance 
request and approval (generally three (3) work days prior to the meeting) may use a County 
conference/meeting room when available. The County may rescind approval of the Union’s 
use of a conference/meeting room if the County needs the space for business purposes and 
only if no other space is reasonably available to the County.  The Union shall be notified as 
far in advance of the cancellation as possible, but normally not less than 24 hours in 
advance.  The Union representative must indicate that the Union is sponsoring the meeting 
when requesting or reserving a conference/meeting room.  The Union will exercise 
reasonable care and due consideration for the maintenance of the conference/meeting room.  
The Appointing Authority shall notify those in the department that need to know of the 
arranged use of the conference/meeting room in advance of the meeting.  

  
PCDSA shall be allowed to use department-designated employee bulletin boards or display 
areas in County buildings where PCDSA-eligible employees work.  Upon advance notice 
to a department, Union representatives/members shall be granted reasonable access to 
employee bulletin boards in order to post appropriate notices.  

  
The County agrees that for the purposes of communicating with PCDSA-eligible 
employees, PCDSA may distribute material in a manner that does not interfere with or 
disturb the workplace, including sending material to County email addresses and 
workplace mailboxes. PCDSA may distribute union related materials as part of the Pima 
County Benefit and Wellness Fairs.  
  

5. Information  
  

On a quarterly basis, the County shall supply an electronic file of PCDSA-eligible 
employees, to include each employee’s name, date of hire, employee identification 
number, job classification, department, work location/center number, work email, work 
phone number, employment status, and PCDSA status and, for employees currently 
represented by PCDSA, each employee’s hourly wage.  PCDSA agrees to use these lists 
solely for the purpose of communicating with employees and will not share this 
information with other individuals or organizations.  The County shall provide PCDSA 
with a listing of PCDSA-eligible individuals who separate from the County.  The County 
shall provide work email and work phone numbers when such become a centralized 
electronic record format and can be sorted for PCDSA-eligible employees.  

  
Additionally, the County will provide PCDSA with publicly available information related 
to the representation of PCDSA member employees in grievance and appeal processes.  
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6.  New Employee Orientation  
  

The Union shall be provided the right to make available written materials at a reasonable 
location at the orientation site, identified by the Human Resources Department, prior to 
each New Employee Orientation (NEO) so that the materials may be picked up by NEO 
attendees for later review.  Additionally, the Union shall be afforded the opportunity to 
make a fifteen-minute presentation regarding the value of union membership to eligible 
and willing employees at the orientation location.  Release time to attend NEO shall be 
credited to the total time reflected in section 1.4.c.  

 
7.  Union Leave  
  

The County shall not unreasonably deny Union requests for unpaid leaves of absence of up 
to twelve (12) months for represented employees to engage in Union business.  Any 
employee granted union leave shall, at the end of the leave, be returned to the same or an 
equivalent position with the same pay, benefits and working conditions.  

  
Section 1-2 Right to Representation  
  
1. An employee has the right to be represented by a person of his or her choosing who may 

participate in discussions in any meeting which imposes formal disciplinary action against 
the employee, any meeting regarding an employee's grievance (as set forth in Pima County 
Merit System Rule 13 or its equivalent under the Law Enforcement Merit System Council 
Rules and Regulations), or appeal (as set forth in Merit System Rule 14 or its equivalent 
under the Law Enforcement Merit System Council Rules and Regulations) or during the 
mediation process (as set forth in Pima County Personnel Policy 8-115).  The employee 
will have a reasonable amount of time to obtain representation, at least three (3) full work 
days from the time of notification by management of the intent to hold such a meeting, 
provided that if the employee has not obtained representation within that period, 
management may proceed without further delay.  

 
2. The occurrence and time restrictions found in Personnel Policy 8-107 B.2 shall be waived 

for Union-designated Stewards or other Union-designated representatives and shall not 
exceed ten (10) hours per occurrence. If this exception proves to substantially adversely 
affect the work performance of a Union representative, the Meet and Confer Committee 
agrees to meet to discuss the matter.  

 
3. Release time union representation shall be credited to the total time reflected in section 

1.4.c.  No employee shall be denied representation due to limitations of release time.  
 



  -  5  
-  

 
 
Section 1-3 Management Rights  

  
It is the exclusive right of the County to determine the purpose or mission of each of its 
constituent departments, boards, and commissions; set standards of service to be offered to the 
public; and exercise control and discretion over its organization and operations.  It is also the 
right of the County to direct its employees; take disciplinary action; relieve its employees from 
duty because of lack of work or for other reasons; determine whether goods or services shall 
be made, purchased, or contracted for; and determine the methods, means, and personnel by 
which the County's operations are to be conducted.  The County has the right to take all 
necessary actions to maintain uninterrupted service to the community.  

  
Section 1-4 Labor-Management Relations  
  

A. Because the parties recognize that the effective and orderly administration of local 
government requires joint cooperation and assistance, the Union and the County agree 
to facilitate release time activities necessary to:  effectuate the provision of quality 
services to the public; implement policies and programs that serve the public, the 
County and its employees; increase the efficiency of administrative determinations; and 
improve communication between the County and its employees.  

  
B. County/Union Related Business  

The County agrees to release Union Representatives from duty during their regular 
scheduled work hours with full pay and benefits to participate in County/Union related 
business.  The Union, through its Union Representatives, will use release time to 
conduct County/Union-related business.  

  
a. County/Union-related business is defined as activities involving the 

participation of the Union and the County, through its representatives, that 
concern issues of mutual concern and/or benefit and occur during a Union 
Representative’s normal work/shift and work hours. Such activities include: 
participation in County committees and/or task forces established by this MOU; 
participation in Meet & Confer process meetings; participation in other 
mutually agreed-upon meetings; assistance in the processing of grievances and 
disciplinary matters involving employees; attendance and participation in Law 
Enforcement Merit System Council meetings; attendance and participation in 
meetings with the Board of Supervisors individually or collectively; 
representation of employees in grievance hearings and/or disciplinary meetings; 
communication between the parties regarding, among other things, policies, 
procedures, training, and employee concerns; and assistance to employees in 
their awareness and compliance with County procedures. The County and 
Union will discuss and may mutually agree to allow a Union Representative to 
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discuss with an employee during an employee’s normal work hours/shift other 
matters of mutual concern and/or benefit to the County and the Union.  

  
b. The Union shall notify Human Resources of requested release time at least four 

(4) full business days in advance; at which time the Human Resources 
Department shall notify the respective Appointing Authority.  These timelines 
may be waived under extenuating circumstances with mutual agreement of the 
Union, Department Director and Human Resources.  

  
C. Other County/Union Activities  
  
a. The County agrees to provide an additional 4800 hours of paid time per year to be 

utilized by Union designees for the purpose of conducting other County/Union 
activities. The Union, through its designees, must use release time hours provided in 
this subsection County/Union activities, for the following activities:  promotion of 
communication with employees and supervisors to contribute to positive working 
relationships; assistance in County communications to employees; promotion of 
positive Union and County labor relations during the County’s New Employee 
Orientation sessions; participation as a spokesperson for employees for the dual 
purpose of helping employees and the County; and advocating for services provided by 
the County.  If time used exceeds 4800 hours in any fiscal year, the Union shall 
reimburse the County the cost of the employee including salary plus benefits. As a 
condition of receiving reimbursement form the Union, the County will provide notice 
to the Union when it has reached 4700 hours, including a complete accounting of how 
the County calculates the 4700 hours then accrued in that fiscal year. 
 

b. The Union shall notify Human Resources of release time at least four (4) full business 
days in advance; at which time the Human Resources Department shall notify the 
respective Appointing Authority.  These timelines may be waived under extenuating 
circumstances with the mutual agreement of the Union, Department Director and 
Human Resources.  Requests may be made for multiple dates and will not be 
unreasonably denied or rescinded.  All requests shall be made in a single standardized 
form.  The County agrees to respond to the Union and/or the Union designee no later 
than 24 hours prior to the requested time.  
 

c. Time paid is for regular scheduled work hours as scheduled by the Appointing 
Authority.  No paid time may be utilized for partisan political activities. 
 

d. Time utilized pursuant to this subsection will be documented and submitted to the 
County for verification purposes upon request to ensure compliance. 
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D. Union Business  
  

a. If Union business occurs during a Union designee’s normal work hours/shift, 
the employee may use accrued vacation time, comp time, or any other personal 
leave generally available to employees to engage in such Union business, 
provided that the employee obtains prior approval from the Appointing 
Authority.  

  
b. The County shall not withhold approval for participation in Union business, as 

provided in this subsection, unless it unreasonably interferes with departmental 
operations.  

  
Article II – LABOR-MANAGEMENT DISCUSSIONS  
  
Section 2-l  Labor-Management Discussions  
  
The Meet and Confer Committee established by Administrative Procedure 23-32 will meet and 
confer regarding labor-management relations. The purpose of the Committee is to facilitate 
positive labor-management relations by providing a forum for the free discussion of mutual 
concerns and ideas, which may include discussion of the implementation of major new County 
programs or substantial modifications of existing major County programs that will have a 
significant impact on service delivery, work schedules, or duties.  Upon request of one of the 
chairs of the Committee, individuals from a department knowledgeable on an agenda item may 
be invited to attend and participate in the discussion.  The Meet and Confer Committee, or a 
sub group (at least two members from PCDSA and Pima County) will meet at least quarterly 
during the times the Committee is not meeting to discuss renewing the MOU.  Committee 
chairs will schedule meeting dates that are mutually agreeable and exchange meeting agendas 
at least seven (7) days prior to the agreed upon meeting date.  Upon mutual agreement between 
Pima County and PCDSA, the meeting may be canceled. Human Resources will make every 
effort to have the appropriate departmental personnel available when issues pertaining to their 
department(s) need to be discussed.   Release time for Labor-Management Relations, as 
described in this section, shall not be credited to the total time reflected in Section 1.4.c.  
  
Section 2-2 Dispute Resolution Procedure  
  
1. Purpose  
  

The purpose of this Procedure is to secure, at the lowest possible administrative level, 
equitable resolutions to problems that may arise from the interpretation and application of 
the Meet and Confer Agreement between PCDSA and Pima County. This Procedure shall 
be used only for matters that are contained in the Meet and Confer Agreement and not 
covered by Law Enforcement Merit System Rules and Personnel Policies.  
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2. Procedures  
  

A. The time limits indicated for each step are maximums, but every reasonable effort 
shall be made to expedite the process.  The term "days" shall mean the days that the 
Pima County Human Resources Department is open to the public.  

  
B. For the purposes of this Procedure, "employee" means an employee who is a 

member of PCDSA or eligible to become a member of PCDSA.  
  

C. The employee must initiate the procedure no later than ten (10) days from the date 
the employee knew, or should have reasonably known, of the action that led to the 
alleged misapplication.  

  
D. If the employee does not comply with the time limit requirements for any step, the 

dispute shall be considered withdrawn and any further action barred.  
  

E. If the County does not comply with the time limit requirements for any step, the 
employee may appeal to the next step within five (5) days after the time limit for the 
County to respond has expired.  

  
F. All time requirements must be met and may only be extended prior to the expiration 

of the time limit for a particular step and only in the form of a written agreement 
signed by the employee or PCDSA, and the County representative at that step.  

  
G. If the employee chooses to end the dispute resolution process or accepts a response 

at any step of the process, the dispute shall be closed.  
  

H. The employee and the County may be accompanied and actively represented at any 
step conducted under this Procedure with the exception of the first step.  

  
I. No reprisal or retaliation shall be taken against a person who participates, or is a 

witness, in the processes set forth in this Procedure.  
  

J. In all cases, documents related to any dispute resolution under this Procedure shall 
be maintained in a department file separate from the employee's medical or 
department personnel file.  

  
3. Steps  

  
A. First Step  

  
The employee, without representation, shall first discuss and try to resolve the 
alleged misapplication of the Meet and Confer Agreement with his or her immediate 
supervisor.  
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B. Second Step  

  
1) If resolution is not achieved within five (5) days of the discussion, the employee 

may submit the dispute, in writing and through his or her chain-of command, to 
the Appointing Authority within ten (10) days from the date of discussion.  The 
written statement must contain the provision(s) of the Meet and Confer 
Agreement that was allegedly misapplied, the facts in support of the alleged 
misapplication, and the relief sought.  

  
2) Within five (5) days of receipt of the written dispute, the Appointing Authority 

or designee shall meet with the employee and the employee's representative, if 
any, and attempt to resolve the dispute.  Within ten (10) days of the meeting, 
the Appointing Authority or designee shall provide a written response to the 
employee indicating his or her decision to accept, reject or modify the relief 
sought. The employee shall be responsible for providing a copy of the written 
response to PCDSA, when necessary.  

  
C. Third Step  

  
If the employee disagrees with the Appointing Authority's response, he or she may 
submit the dispute to the County Administrator within five (5) days of receipt of the 
Appointing Authority's response and include the specific reason(s) as to why the 
employee disagrees with the response.  Within ten (10) days of receipt of the 
dispute, the County Administrator or designee shall meet with the employee and the 
employee's representative, if any, to discuss and attempt to resolve the dispute.  
Within ten (10) days of the meeting, the County Administrator or designee shall 
provide a written response to the employee with a decision indicating whether 
he/she has decided to accept, reject or modify the relief sought.  The employee shall 
be responsible for providing a copy of the written response to PCDSA, when 
necessary.  

  
D. Fourth Step  

  
1) If the employee feels that the dispute is not resolved at the third step, the 

employee may request PCDSA to consider the alleged misapplication for 
advisory arbitration. PCDSA, if it so chooses to arbitrate, shall submit a 
notification of such action to the County Administrator within five (5) days of 
receipt of the written response from the County Administrator.   

  
2) Within five (5) days of notification, the County and PCDSA shall select an 

arbitrator from a County-approved qualified arbitration services list.  If the 
County and PCDSA are unable to agree on an arbitrator within the established 
time, either the County or PCDSA may request that a County-approved, 
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qualified arbitration service submit to the County and PCDSA a list of seven (7) 
arbitrators who have had experience in the public sector.  

  
3) Within five (5) days of receipt of said list, the County and PCDSA shall select 

an arbitrator by alternately striking names from the list until one name remains 
or an arbitrator is agreed upon.  That person shall then become the arbitrator.   

  
4) The selected arbitrator shall set the hearing to begin no later than twenty (20) 

days from the date of selection and will proceed as expeditiously as possible.  
The hearing shall be held at a time and place convenient to the County and 
PCDSA, and the arbitrator shall be bound as set forth below:   

  
a. The arbitrator shall be bound by the language of the Meet and Confer 

Agreement and Merit System Rules and Personnel Policies in considering 
any issue properly before him or her and shall not add to, detract from, or 
modify the language of the agreement and/or the rules and policies.  

  
b. The arbitrator shall be expressly confined to the specific issue(s) submitted.  
  
c. The arbitrator shall be bound by applicable law.  
  
d. The arbitrator shall sign and submit findings and advisory recommendations 

to PCDSA and to the County Administrator in writing no more than seven 
(7) days from the date of closing the hearing.  

  
5) All hearings will be transcribed.  
  

6) The cost of the arbitrator and transcriptions of the hearing shall be borne 
equally by Pima County and PCDSA.  Each party will bear its own costs.  
  

7) Within ten (10) days of receipt of the findings and recommendations, the  
County Administrator shall inform PCDSA in writing of his or her decision to 
accept, reject or modify the advisory recommendations of the arbitrator.   
  

8) If PCDSA is not satisfied with the decision of the County Administrator, 
PCDSA may appeal to the Board of Supervisors by filing the appeal with the 
Clerk of the Board within ten (10) days of the County Administrator's decision.  

  
4. PCDSA and County Dispute Resolution  
  

If either party believes there is an alleged misapplication of the Meet and Confer 
Agreement that does not involve an employee, the co-chairs of the Meet and Confer 
Committee shall address the issue as soon as reasonably practicable.  
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Article III-COMPENSATION & BENEFITS  
   
Section 3-1 Wages  
  
The Meet and Confer Committee shall meet and work together to review and discuss any 
employee wage increases.  The PCDSA may also participate in any Law Enforcement Merit 
Council proceedings to analyze and make findings regarding employee wages and 
compensation.   Findings and recommendations of this Committee shall be reported to the 
Board of Supervisors via the County Administrator.  
  
Section 3-2 Revised Minimum Qualifications, Licensure and/or Certification 
Requirements  
  
It is the right of the County to maintain a classification and compensation system as provided 
by state law.  Changes to the minimum qualifications, licensure and/or certification 
requirements for a position class specification shall be in accordance with Administrative 
Procedure 23-49, dated in November of 2015.  
  
Section 3-3 Multilingual Compensation  
  
Upon the approved effective date employees who qualify for multilingual compensation shall 
be compensated in accordance to Administrative Procedure 23-48 and Personnel Policy 8-102; 
8-117.  Human Resources shall obtain and administer applicable proficiency testing as required 
by the policy. Human Resources shall review the applicable proficiency examinations with 
PCDSA prior to implementation.  During the first year of implementation, Human Resources 
department and PCDSA will periodically review the program.  
  
 
Section 3-4 Parking  
  
A parking allowance of up to $10 per pay period will be provided for employees who have a 
payroll deduction for a downtown parking garage and who are paid at an hourly rate of 
$19.2307 ($40,000 annually) or less.  
  
Section 3-5 Health Benefits  
  
The Health Insurance Benefits & Wellness Advisory Committee (HIBWAC) was established 
by the Board of Supervisors on August 15, 2011, for the purpose of meeting with all active 
employee stakeholders to advise the County Administrator concerning health benefits and 
wellness programs. Decisions and recommendations by HIBWAC shall be forwarded to the 
County Administrator for appropriate consideration.  HIBWAC was established to deal with 
health benefit issues in lieu of the Meet and Confer Committee.  All recommendations of 
HIBWAC will be presented to the Meet and Confer Committee as information.  
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Section 3-6 Salary Range Adjustments  

For the 2018-2019 fiscal year salary ranges shall be adjusted according to cost of living 
increases as approved by the Board of Supervisors.  Future salary range adjustments shall be 
reviewed annually.  
  
Article IV- JOB SECURITY  
  
If, within a department, the greater of (i) five or more eligible employees or (ii) 5% or more of 
eligible employees are to be laid off, the Union shall have the right to meet and confer about 
these potential layoffs in order to discuss and consider alternatives.  Any Meet and Confer 
Committee recommendations must be submitted to the County Administrator within thirty (30) 
calendar days of the date of the approved layoff plan.  
  
The Director of Human Resources will notify both Chairs of the Meet and Confer Committee 
within five business days of notification to the Human Resources Department of an approved 
layoff plan that meets the aforementioned criteria.  
   
Article V- HOURS & LEAVE  
  
Section 5-l Annual and Sick Leave Accruals  
  
Pima County Personnel Policies 8-105 and 8-106 which provide for annual and sick leave for 
eligible employees shall apply.  Nothing in this MOU shall be construed as a waiver of 
employee rights under state or federal law. 
  
Section 5-2 Bereavement Leave  
  
Pima County Personnel Policy 8-107, which provides for bereavement leave, shall apply.  
  
Section 5-3 Conversion of Sick Leave Hours to Annual Leave upon Layoff  
  
Permanent employees with sick leave balances of at least 240.01 hours who are to be laid off 
shall have the option to convert unused sick leave hours to annual leave pursuant to Personnel 
Policy 8-106.  
  
Section 5-4 Catastrophic Leave Bank Program (CAT)  
  
Many jurisdictions across the United States use Catastrophic Leave Bank (CAT Bank) 
programs rather than the donation of leave time on a case-by-case basis.  CAT Bank 
programs tend to treat all employees more fairly and foster ownership of the program.  See 
Administrative Procedure 23-46 for complete details of the program.  For Fiscal Year 2018-
19 there will be a thirty (30) calendar day open enrollment period.  
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1. An eligible employee hired on or after September 29, 2013, pursuant to the 2013-14 MOU, 

had the opportunity to enroll in CAT Bank within 30 calendar days following attendance of 
New Employee Orientation.  An employee hired on or after the effective date of the 2014-
15 MOU has the opportunity to enroll in CAT Bank for 60 calendar days following his or 
her date of appointment to a CAT Bank eligible position.  An employee who transitions 
from a non-CAT Bank eligible position to a CAT Bank eligible position will be treated like 
a new hire for enrollment purposes.    

  
Upon enrollment, the new employee agrees to contribute his or her first 16 hours of 
sick/vacation leave accruals earned (for FT employees or PT employees joining at the FT 
level) or first 8 hours of sick/vacation leave accruals earned (for PT employees) to the 
CAT Bank.  Once the contribution is complete the employee achieves CAT Bank 
member status.  Member employees may be required to make maintenance contributions 
of up to 8 hours (4 hours for PT membership) of sick/vacation leave accruals per fiscal 
year to the bank, if needed.  The need for annual maintenance contributions shall be 
determined by HIBWAC based on an annual review of CAT Bank balances.    
  

A member employee may also elect to voluntarily donate additional hours to CAT Bank 
during his or her anniversary pay period.     
  

2. When a member employee needs CAT Bank leave he or she must make a request to the 
CAT Bank Administrator using the appropriate form.  

  
Employees must exhaust all available personal leave accrual balances before utilizing 
CAT Bank leave.  Time allocated from the CAT Bank shall be limited to 240 hours per 
fiscal year for full-time employees (or part-time employees participating at the full-time 
level) or 120 hours per fiscal year for part-time employees.  An additional allocation (of 
240 or 120 hours per fiscal year) maybe granted to employees who suffer on-the-job 
work injuries.    
  
Employees shall only use allocated CAT Bank leave that is needed.  If the employee 
returns to work, the allocation balance will be returned to the CAT Bank.    
  

3. The CAT Bank Sub-committee shall consist of one member from AFSCME, one member 
from law enforcement/corrections and one member from administration.  The non-voting 
Chair of HIBWAC shall serve as the non-voting chair for the Sub-committee.  

  
Term of Memorandum of Understanding  
  
This Memorandum of Understanding shall continue in full force and effect from the date of 
passage by the Board of Supervisors until June 30, 2019 unless modified or terminated at the 
discretion of the Board of Supervisors.  For eligible employees, this MOU shall take primacy, 
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meaning that any applicable County rules, directives, policies, or procedures shall be brought 
into conformance with this MOU, to the extent permitted by law.  
  
To request an election for decertification, employees must file a decertification petition 
asserting that the currently certified employee union no longer represents the employees’ unit.  
At least 30 percent of the employees within the currently represented unit must sign the 
petition. Signatures must be collected within the 180 calendar days preceding the expiration 
date of the MOU.  A decertification petition may be filed any time the MOU is not in effect, or 
annually, within the last 60 calendar days of the term of the MOU.  
  
Decertification efforts must be free of any coercive influence from management.  Additionally, 
signatures on the decertification petition must be collected on non-work time and in non-work 
areas.  The employer may not help gather signatures and the employer’s resources may not be 
used.  
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C.H. HUCKELBERRY 
County Administrator 

December 18, 2018 

Mr. Stephen Portell 
4065 E. Cooper Street 
Tucson, Arizona 85711 

COUNTY ADMINISTRATOR'S OFFICE 
PIMA COUNTY GOVERNMENTAL CENTER 

130 W. CONGRESS, FLOOR 10, TUCSON, AZ 85701-1317 
(520) 724-8661 FAX (520) 724-8171 

Re: Response to December 14, 2018 Letter re PCDSA Memorandum of Understanding 

Dear Mr. Portell : 

I am in receipt of your December 14, 2018, letter concerning facilitation of the Memorandum of 
Understanding ("MOU") between the Pima County Deputy Sheriffs Association ("PCDSA") and 
the Pima County Sheriff's Department ("PCSD"). 

Thank you for providing the five names for representatives of the PCDSA. The County 
Administrator, in coordination with the Pima County Sheriff, has identified the following employees 
to be on the management team of the Meet and Confer Committee: 

• Chief Deputy Byron Gwaltney, PCSD 
• Deputy Chief Jesus Lopez, PCSD 
• Captain David Theel , PCSD 
• Cathy Bohland , Director, Pima County Human Resources 
• Robert Johnson, Deputy Director, Pima County Finance and Risk Management 

Relative to the two individuals identified as alternates, please note that the Pima County Code 
does not provide for alternates to serve as members of the Meet and Confer Committee. 
Additionally, the alternate names you provided (Bob Krygier and Bill Phillips) are current 
Sergeants within the Sheriff's Department, and as such, due to their supervisory duties, are not 
permitted to participate in the Meet and Confer process. 

As you note, the draft MOU you provided closely tracks the current AFSCME MOU; however, 
more modifications may be required to address the statutes, rules and regulations relating 
specifically to law enforcement personnel , such as Arizona Revised Statutes, Title 38, Public 
Officers and Employees, § 38-101 , et seq. While your draft was transmitted to stakeholders and 
Supervisors, the drafting of the MOU is required to go through the Meet and Confer process with 
PCDSA representatives and County management representatives . 



Stephen Portell 
Re: Response to December 14, 2018 Letter re PCDSA Memorandum of Understanding 
December 18, 2018 
Page 2 

Pursuant to the Code, the meet and confer negotiation process occurs between these 
representative groups, not with the Board of Supervisor members. Now that the ten members of 
the committee have been identified, Code §2.20.050(C)(1) indicates that meetings shall begin 
within ten business days from receipt of the employee organization 's written request to meet. 

Although you wrote about having PCDSA being "at the table" for the budget preparation for next 
fiscal year, the Meet and Confer committees do not draft budget proposals. If PCDSA has budget 
proposals, those should be presented directly to the Sheriff or to members of the Board of 
Supervisors, as is done by other groups with specific budgetary requests. 

Additionally, although the County's meet and confer process results in a memorandum of 
understanding, Arizona Attorney General Opinion 106-004 (attached) explains that no agreement 
is binding as the Board of Supervisors must retain unilateral ability to act. Counties have no 
statutory authority to enter into bargaining agreements. 

Sincerely, 

omas Burke 
Deputy County Administrator for Administration 

Attachment 

c: The Honorable Mark Napier, Sheriff 
C. H. Huckelberry, County Administrator 



STAT E OF ARI Z ONA 

OFFICE OF T HE ATTORNEY GENERAL 

ATTORNEY GENER L OP I ION 

by 

o. 106-004 
(R06-008) 

Re: County Meet-and-Confe r Ordinances 
TERRY GODDARD 

ATTORN EY GE ERAL 

October 30. 2006 

To: The Honorable Phil Lopes 
Arizona House of Representati ves 

Questions Presented 

You have requested a formal opinion ansvvering the fo llowing questions regarding 

the ability of a county board of super isors to estab li sh a fo rmal meet-and-confer process 

by which the board would obtain adv ice on county personnel policies from county 

management and an authori zed employee representative: 

I. May a county ordinance all ow county employees to elec t an authorized 

employee representative and require the elected authori zed employee representative and 

county management to meet in an effort to reso lve differences. address working 

condi tions and other issues of interest to employees. and present proposa ls to the board of 

supervisors fo r the board·s poss ib le ac ti on? 

' Must the process be purely advisory and not result in any co ll ecti ve 

barga ining agreement or binding contrac t such that where em ployees and county 



manage ment agreed on policy proposa ls. they submit the issues to the board of 

supervisors fo r action? 

3. Can participation in thi s fo rmal process be restricted to the e lected 

authorized employee representati ve as long as the process all ows indi vidual employees to 

remain entirely free to communicate with county management outside that fo rmal 

process? 

Summarv Answers 

I. A coun ty may enact a meet-and-confe r 1 ordinance prov ided that the 

ordinance does not extend beyond the scope of the statutory mandate of county authority. 

and that the ordinance does not deprive the county of policy-making authority. 

, The meet-and-confe r process must not result in any bind ing co ll ective 

bargain ing agreement or contract because such an agreement would be an unlawful 

delegation of legislati ve authority. 

3. A county may restric t the fo rmal meet-and-confe r process to the elected 

authorized employee representati ve as long as individual county employees are allowed 

to communicate free ly with county management and the board of superv isors on 

employment and perso nnel issues. 

1 The opinion· s use of the term .. meet and confer" · accords with the definiti on expressed 
in City of Phoenix v. Phoenix Employment Relations Board, 145 Ariz. 92. 94-95. 699 
P.2d 1323. 1325-26 (App. 1985). The term ··meet and confe r·· in the rea lm of public 
empl oyment denotes a process by which public employer and the authori zed employee 
representati ve meet and confe r in good fa ith with respect to certain topics. which may 
inc lude wages. hours, and other terms of employment. Id. at 94. 699 P.2d at 1325. 
Although a memorandum of understanding may result fro m the process. no binding 
agreement may be the product of such negoti ati on: fin al dec ision-making authority 1s 
necessaril y reserved to the public employer. Id. at 95 . 699 P.2d at 1326. 
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Analysis 

A. Validity of County Meet-and-Confer Ordinances. 

A county may pass a meet-and-confer ordinance provided that the ordinance is 

drafted in a manner that does not extend beyond the scope of the statutory mandate of 

county authority and al so does not depri ve the county of policy-making authority. 

County authority is necessarily limited. Counties are created by the Legi slature to 

exercise part of the genera l governmental power in a specific location. Alarsoner ,·. Pima 

County. l66 Ariz.195. 196. 80 1 P.2d 430. 43 1 (Ariz. App. 1990), vacated on other 

grounds by J\larsoner v. Pima County. 166 Ariz. 486. 803 P.2d 897 ( 199 1 ): J\laricopa 

County v. Black. 19 Ariz. App. 239. 241. 506 P.2d 279. 281 (1973). The boards of 

supervi so rs of the vari ous counti es ha ve only such powers as have been express ly or 

by necessary implication. delegated to them by the state legi slature. 
Implied powers do not exist independently of the grant of express povvers 
and the only functi on of an implied power is to aid in carrying into effect a 
power expressly granted. Therefore. unless there has been an express 
grant of power by the leg islature to the board to enact the ordinance here 
involved. it must be held to be in valid. regardless of whether the subj ect of 
sa id ordinance is of local or state-wide concern. 

Associated Dairy Producers Co. v. Page. 68 Ariz. 393. 395-96. 206 P.2d I 04 1. I 043 

( 1949) (citations om itted): see also J\laricopa County v. J\laricopa County J\lun. Water 

Conservation Dist. No. I. 17 1 Ariz. 325. 328. 830 P.2d 846. 849 (App. 199 1 ): Shaffer v. 

rlllt. 25 Ariz. App. 565. 570. 545 P.2d 76. 8 l ( 1976). A county .. must act not only within 

the lim its of the power granted it by the legislature. but must also comply with the 

statutory requirements prescribed by the Legislature.' · Mohave County ,·. A!ohave-

Kingman Estates, Inc .. 120 Ariz. 417. 420. 586 P. 2d 978. 98 1 (l 978). 

ln Ariz. Att"y Gen. Op. 74-11 . thi s Office answered a questi on very similar to the 

one presented here. In that opinion. the questi on posed was whether a county could enter 
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into an agreement to meet and di sc uss wages. terms of employment. and working 

conditions with a public employee union. Thi s Offi ce determined that a coun ty could 

enter into such an agreement. Ariz. Atf y Gen. Op. 7-l-- 11 at 6-7. The questi on at issue 

here asks if the county may enact an ordinance req uiring such a meeting bet\,veen county 

management and an authorized employee representati ve. 

Given the analys is in Ariz. Atfy Gen. Op. 74- 11 and the statutory grants of 

county authority to set wages. benefits. and terms of employment.2 it fo ll ows that the 

county not only has the authority to engage in these types of discuss ions with employee 

unions. but also to require itse lf to do so through a meet-and-confer ordinance. A meet

and-confer ordinance is not prohibited by any statutory provision and does not extend 

beyond the scope of statutory grants of county power. 

While courts construe implied authority narrowly. the spec ific articulat ions of 

county authority within rizona statutes sugge t that the county may create ordinances to 

mandate meet-and-confer arrangements with employee representati ves. Because Title I I 

explicitly grants the authority to implement plans for the compensation of county 

employees. it fo ll ows that a county should be ab le to create an ordinance that requires a 

particular plan. A meet-and-confer poli cy is not an exercise of a new po\,ver: it is a 

procedural device by \, hich a local gove rnment entity chooses to exerci se the power that 

it already possesses. See City of Phoenix v. Phoenix Employment Relations Bd. . 145 

1 

- The Legis lature grants counties the authority to provide compen ation fo r coun ty 
employees. A. R.S. § 11-25 1 (38). The Legis lature also authorizes counties to provide fo r 
benefits for county employees and to prov ide for reimbursement to county employees 
\,Vho utilize public transportation to and from vvork . A. R.S. § 11-25 1 (50). (51) & (53). 
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Ariz. 92. 97-98. 699 P.2d 1323. 1328-29 (Ariz. App. 1985) (noti ng ordinance \\as officia l 

procedure by which city detenni ned policy decisions). 

B. Binding Agreements Th rough Collective Barga ining. 

In Ariz. Att"y Gen. Op. 7-4-11. this Office also considered ""hether public 

employees could use collective barga ining with the city in the same manner as do private 

or industrial employees. This Office concluded that public employees may organi ze and 

se lect representatives. but they do not have the authority to force a gove rnmenta l agency 

to bargain with the representati ve through collective ac tion . Id. at 6 (c iting Commc ·ns 

Workers of .--Im. ,· . .-lri:::. Bd. of Regents. 17 Ari z. App. 398. -40 I. -498 P.2d -+ 72. 4 75 

(1972)). nlike pri vate industry. the employer-employee relationship in public 

employment is governed by statutory la"" and administrati ve regul ation. not by contract. 

Id at -1- (citing City of Los . ../ ngeles v. Los .-1 ngeles Bldg. and Cons tr. Trodes Council. 9-4 

Cal.A pp.2d 36. -45. 210 P.2d 305. 3 10 ( 19-49) ): see also Bd of Educ. rd" the Scotlsdale 

High Sch. Dist. ,Vo. l I l i ·. Scottsdale Educ . .-lss ·n. 17 Ari z. App. 50-4. 5 11. -498 P.2d 578. 

5 85 ( 1972 ). vacated on other grounds by Bd of' Educ. of the Scollsdafe High Sch. Dist. 

No. ] I] r. Scottsdale Educ. Ass ·n. I 09 Ariz. 3-42. 509 P.2d 6 12 ( 1973 ). Absent a 

statutory provision all owing fo r co llective bargaining. a county cannot create an 

ordi nance fo r anything beyond the scope of meet ing and conferring \\ ith employee 

represen tati ves fo r the purpose of obtaining information and adv ice in order to make 

ultimately unil ateral dec i ions. Ariz. Att" y Gen. Op. 74-1 1 at 6. 

C. Excl usiv ity of Meet-a nd-Confer Process. 

As noted above. a county does not have the power to engage in collective 

bargaining resulting in binding agreemen ts because its authority to set ""ages and 
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employment conditions is delegated to it by the Legislature. and thi s use of co ll ecti ve 

bargaining in public employment would constitute an un lawful delegati on of leg islati ve 

authority. The primary difference bet\\,een collecti ve barga ining in pri vate employment 

and in public employment ··i s in the exclusive ness of the barga ining representati ve:· 

Ari z. Att \ Gen. Op. 74-1 I at 2. A county may not regard the employee representati ve as 

the exclusive representati ve of the employees. nor can the meet-and-confer ordinance 

prec lude other negotiations or agreements bet\,\,een county management and indi vidual 

employees or representati ves of other employee groups. Id 

The question here is whether the fo rmal meet-and-confer process can be restricted 

to the authorized employee representative as long as individual employees or 

representati ves of other employee groups remain free to communicate \,\ ith county 

management on employment and personnel issues. Because it cannot result in binding 

agreements. the meet-and-confer process is merely a means to prov ide in fo rmati on to 

county management on employment and personnel issues and to aid in in fo rmed 

governmenta l deci sion-making. Whether the county gathers that in fo rmation th rough the 

··forn1al .. meet-and-confer process or it is received from indi vidual employees or 

representati ves of other employee groups outs ide of that process seems to make no lega l 

di ffe rence. as long as the fl ow of in fo rmati on from other sources to county manage ment 

is not impeded. Therefo re. a county may restri ct the fo rmal meet-and-confer process to 

the elected authori zed employee representati ve as long as indi vidual employees or 

representatives of other employee gro ups are allo\\, ed to communicate freely \,\ ith county 

management and th e board of superviso rs on employment and personnel issues . 

6 



Conclusion 

A county has the authority to pass a meet-and-confer ordinance so long as such an 

ordinance does not go beyond the scope of the county·s delegated power and so long as 

the ordinance does not give up county poli cy-making authority. An ordinance that a ll ov,s 

co ll ecti ve barga ining. as that term is used in pri vate industry. is in va lid because an 

exc lusive barga ining agreement would be an unlavvful delegation of leg islati ve authori ty. 

Furthermore. a county·s fo rmal meet-and-confe r process can onl y be limited an to 

authorized employee gro up representati ve on the specific condition that indi vidual 

employees and representati ves of other employee groups are all owed to communicate 

free ly vv ith county management and the board of supervisors on employment and 

personnel issues . 

-Hl2708 

Terry Goddard 
Attorney Genera l 
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ORDINANCE NO. 2007 - 1 

AN ORDINANCE OF THE BOARD OF SUPERVISORS OF PIMA 
COUNTY, RELATING TO PERSONNEL AND EMPLOYEE MATTERS, 
ADDING A NEW CHAPTER 2.20 TO THE PIMA COUNTY CODE TO 
PROVIDE FOR AN ELECTION OF AN EMPLOYEE ORGANIZATION 
TO BE AN AUTHORIZED REPRESENTATIVE OF PIMA COUNTY 
EMPLOYEES AND TO PROVIDE FOR A MEET AND CONFER 
PROCESS. 

-F 

WHEREAS, the Pima County Board of S~lpervisors, has the a~lthority to set personnel policies 
and terms and conditions of employment for county employees, and 

WHEREAS, it is desirable for the Board of Supervisors and the employees of Pima County to 
work cooperatively to create a harmonious working environment that leads to improved 
provision of county services and to establish a relationship that fosters good will, innovation and 
quality p~lblic services, and 

-. 
WHEREAS, a procedure whereby co~nty  employees can collectively designate a representative 
to participate with management in particular processes of comm~mication as designed by the 
Board of Supervisors will facilitate (i) freer and more effective expressions of employee views, 
issues, ideas and interests with regard to personnel matters, the provision of services, 
improvement of cost efficiency, maximization of county resources, reduction of costs to the 
county and other matters of importance to county employees and the public, (ii) more 
responsible and professional employee representation of those concerns to county management 
as well as to the Board of Supervisors, (iii) more orderly and harmonious employee-management 

. relations, and (iv) the adoption by the Board of S~lpervisors of personnel policies that will better 
promote harmony, efficiency, quality, high morale in county service and the effective provision 
of services to county residents, and 

WHEREAS, the Board of Supervisors wishes to establish procedures for the accomplishment of 
such goals witho~lt in any way diminishmg (i) the Board's non-delegable authority to set 

1 ic 
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personnel policies and terms and conditions of employment for county employees or otherwise R~ dl 
exercise its lawful authority, (ii) the Board's (or each member's) prerogative to consult with any ";iF 

individual, employee, or group, with respect to any matter within the Board's authority, or (iii) 
Ill 2 

the rights of any such individual, employee, or group to make their views known to county 8 management or the Board (or its members) through processes outside of those specialized d 

procedures designed by the Board for the purposes set forth above, and 2 



WHEREAS, to further the above-described public purposes, the Board of Supervisors hereby 
desires to establish procedures through which county employees can freely designate a collective 
representative to meet and confer with county management on county personnel matters and 
participate in a meaningful meet and confer process. 

NOW THEREFORE, BE IT ORDAINED BY THE BOARD OF SUPERVISORS OF PlMA 
COUNTY: 

SECTION 1 : Title 2 of the Pima Co~mty Code is hereby amended by adding a new Chapter 2.20 
to read as follows: 

Chapter 2.20 County Meet and Confer Process 

2.20.010 Definitions 
2.20.020 Election of Employee Representative 
2.20.030 Recognition of Authorized Representative 
2.20.040 County Neutrality and Employee Rights 
2.20.050 Meeting and Conferring 
2.20.060 Innovation and Quality 

2.20.010 Definitions 

In this chapter, unless the context other wise requires: 

A. "Eligible employee" means any individual employed by the county except confidential, 
managerial or supervisory employees, officers, and elected officials and peace officers as 
defined in A.R.S. 5 13-105(25). 

B. "Confidential Employee" means an employee who, has access to confidential or 
discretionary information regarding the form~llation of county policy or procedures; or whose 
functional responsibilities or knowledge concerning employee relations makes the 
employee's membership in an employee organization incompatible with that employee's 
duties. 

C. "Managerial Employee" means an employee, including any elected official, who, is engaged 
predolninantly in executive or management functions or who meets the definition of 
executive employee set forth in the Department of Labor regulations codified at 29 C.F.R. 
541.100. 

D. "Supervisory Employee" means an employee, having authority to hire, transfer, suspend, 
layoff, recall, promote, discipline or discharge other employees, or to adjust their 
grievances, or to effectively recommend such action if the exercise of such authority is not 
of a routine or clerical nature but requires the use of independent judgment, as defined in 29 
C.F.R. 541.202. The term "supervisor" shall include only those individuals who, pursuant 
to 29 C.F.R. 541.202, perform a preponderance of the above-specified acts of authority on a 
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day-to-day basis and does not include "lead" persons who direct employee work but lack 
such authority. 

2.20.020 Election of Emplovee Representative 

A. An employee organization shall be recognized as the authorized representative for eligible 
employees upon a verified showing that it represents a majority of eligible employees but 
such recognition shall be on the condition that individual employees and representatives of 
other employee groups are allowed to communicate fi-eely with County Management and the 
Board on employment and personnel issues and so long as the flow of information to County 
Management and the Board from other sources is not impeded. A verified showing of 
majority status shall be established by the following method. 

1. Subject to the conditions set forth above, an employee organization shall be entitled to be 
recognized and certified as the authorized representative of eligible employees upon 
receiving a majority of valid votes cast in a representation election. 

2. A request for election may be filed by an employee organization with the County 
Administrator upon a showing that a minim~un of t W y  (30) percent of eligible 
employees have designated the employee organization to represent them. This showing 
of interest may be made by petition, signed authorization cards, active membership cards 
or a combination thereof. All such documents must include the legible printed name of 
the employee, as well as the employee's signature in order to be verified. 

3. Within a reasonable time of receiving the petition, signed a~~thorization cards, active 
membership cards or a combination thereof, but not to exceed twenty (20) days, the 
County Adrmnistrator shall verify whether the petition signatures, signed authorization 
cards, active membership cards or a combination thereof constitute a valid showing of 
interest in representation by an employee organization of at least thirty (30) percent of 
eligible employees. 

B. Upon verification of the showing of interest as described in subsection A, paragraph 2 of this 
section, the county shall, within five ( 5 )  business days, provide to the petitioning employee 
organization a list of all eligible employees. The list shall include the employees' 
department, and job classification, if available. The list shall be provided in both written and 
electronic format, if available. The determination of which employees are eligible pursuant 
to this chapter shall be made by the director of the human resources department, in 
consultation with the petitioning employee organization and the existing authorized 
representative, if any, and approved by the County Admmistrator. 

C. Upon verification of each group meeting the requirements of subsection A, paragraph 2 of 
this section, the County Administrator, in consultation with each employee organization 
qualifying to appear on the ballot, shall set an election date that is within t w  (30) calendar 
days or as mutually agreed upon by the County Administrator and the employee organization 
and shall, in consultation with the employee organization, determine the tirne(s) and 
location(s) for the election. The County Administrator shall post a notice showing the date 
and time of the election. 



D. Any other employee organization that desires to have its name placed on the election ballot 
must file such a request within ten (10) business days of the first request for an election and 
must accompany such a request with a verified showing of interest, as described in 
subsection A, paragraph 2 of this section, that at least thirty (30) percent of eligible 
employees have authorized the employee organization to represent them. 

E. The election shall be conducted by secret paper ballot and be held at such tirne(s) and 
place(s) that all eligible employees have an opportunity to vote. Each employee eligible to 
vote shall be provided the opportunity to choose the employee organization helshe wishes to 
represent himher fiom among those on the ballot, or to choose "none." Each employee 
organization on the ballot shall have the opportunity to have an observer stationed at each 
polling place for the duration of the election and during the vote count. As the meet and 
confer process will enhance public services and employee relations, voting and participation 
in this process constitutes a public benefit. Employees shall be given a reasonable 
opportunity to vote or to serve as designated election observers on paid time pursuant to 
written Administrative Procedures prom~llgated by the County Administrator. 

F. To be certified and recognized as an authorized representative, an employee organization 
must receive a majority of the valid votes cast. In an election involving three or more 
choices, where none of the choices receives a majority of the valid votes cast, a nmoff 
election shall be conducted between the two choices receiving the largest n~unber of votes. 

G. The election and vote cowlt shall be cond~lcted by the county at minimal cost and shall be 
overseen by a ne~ltral third party m~dxally agreed to by all participants in the election, who 
shall serve as the election official. The election official shall report to the board on findings 
and conclusions regarding the election. The Board has the final authority to review such 
findings and conclusions and to resolve any disp~ltes regarding the operation or outcome of 
any such election. All costs of the election shall be borne in equal amo~mts among the 
county and the participants in the election. 

2.20.030 Recognition of Authorized Representative 

A. If an employee organization receives a majority of the valid votes cast in an election 
provided for in Section 2.20.020, the County Administrator shall certify and recognize the 
organization as the authorized representative for all eligible employees subject to the 
conditions set forth in Section 2.20.020. There shall be one a~~thorized employee organization 
for purposes of meeting and conferring, or participating in any other labor-management 
process a~lthorized by this Chapter. However, nothing in this Chapter shall prevent 
individual employees or representatives of other employee groups from communicating 
directly with Co~znty Management and the Board on employment and personnel issues and 
nothing in this Chapter shall be construed so as to impede the flow of information to County 
Management and the Board from other sources. 

B. An employee organization recognized as the authorized representative shall be recognized as 
such for a minimum of five years. An employee organization recognized as the authorized 
representative that is unsuccessfully challenged in a subsequent election pursuant to this 



subsection shall be recognized for an additional minimurn of five years. Thereafter, 
recognition as the authorized representative shall continue but may be challenged at any time 
after five years through the filing of an election request as provided for in section 2.20.020. 
The ballot for any such election shall include the existing authorized representative and any 
employee organization that files a valid petition pursuant to section 2.20.020. 

2.20.040 County Neutrality and Employee Rights 

A. The co~~nty's confidential, managerial and supervisory employees, in their employment 
dealings with eligible employees, shall remain neutral on the issue of whether employees are 
to be represented by an employee organization or if so, whch of any potential employee 
organizations should be the representative of such employees. Eligible employees shall not 
be treated adversely in the workplace for discussing or expressing their views regarding 
employee representation, the employee organization, or workplace issues. 

B. Employees may join or engage in activities on behalf of an employee organization on non- 
county working time. Employees shall be fiee fiom any interference, restraint, or coercion 
by any employee, supervisor, or manager because of their membership or participation in 
employee organizations, so long as any activity involving any employee organization or 
potential employee organization is done on non-county working time and does not interfere 
with or disrupt the work of the Co~mty. Employees may talk about employee organizations 
on county working time under the same teims applicable to any other employee conversation 
regarding non-work related topics. 

C. Any employee representatives may request payroll deductions for employee organization 
d~les and other ded~zctions authorized by employees. Such deductions shall be made if 
a~lthorized in writing by the employee, and on the terms authorized by the employee. Any 
employee who has authorized deductions of employee organization dues may withdraw any 
such authorization pursuant to applicable county policy. 

Upon an employee organization's election as the a~lthorized representative of eligible co~mty 
employees, the employee organization's representatives may, pursuant to written 
Administrative Procedures prom~llgated by the Co~mty Administrator have access to public 
portions of county facilities during times that they are normally open to the public, and to 
non-public areas upon approval of the County Administrator or applicable department head, 
to meet with employees and conduct employee organization business, provided that such 
employees engage in these activities d~xing non-county working time. The county shall not 
unreasonably restrict such access. 

'8. !dl 
E. Nothing in t h s  chapter shall require any employee to become a member of or otherwise be :i! 

affiliated with any employee organization or penalize in any manner any employee who nf 

chooses such non-affiliation. Individual employees, groups of employees, and employee 4 
representative organizations that are not the a~lthorized representative may communicate {! 
directly and fieely with the management and elected and appointed officials of the county on *,,IF 

Eii 
any matter that may be the srlbject of the meet and confer process and the flow of 
information to the Board shall not be impeded in any way. 



2.20.050 Meeting and Conferring 

A. The pwpose of this section is to establish a Meet and Confer process within the parameters 
set forth in Arizona Attorney General Opinion No. 106-004 (R06-008) to develop mutual 
recommendations in the form of a Meet and Confer Agreement for submittal to the Board. 
The goals of the Meet and Confer process shall include the provision of high q~lality services, 
the facilitation of harmonious relations between employees and County Management, 
enhancing employee performance, maximizing efficiency, and reducing costs and, therefore, 
the tax burden on county residents. The Meet and Confer process may incl~lde discussions of 
work issues incl~zding wages, benefits, merit system rules, personnel policies or other terms 
and conditions of employment. 

B. Upon recognition of an employee organization as the authorized representative of eligible 
county employees, the County Administrator and the employee organization shall w i t h  a 
reasonable time and by mutual agreement establish a Meet and Confer process. The process 
may include any committees, organizational structure, processes or sched~~les to facilitate 
comm~mication and achieve mutual goals and may be mutually changed as necessary and 
appropriate. 

The authorized representative and County Administrator, and their representatives 
designated for this purpose, shall meet at least once each year prior to stzbrnission to the 
Board of a proposed budget p~lrsuant to section 2.12.070(B) and confer in good faith with 
sincere resolve to reach consensus on all work issues that are the subject of the meet and 
confer process. Written recommendations in the form of a Meet and Confer agreement shall 
be developed and submitted to the board for consideration and action as one or more is 
completed and shall be accompanied by any proposed new or amended county code, 
ordinances, resolutions, rules, policies or procedures as may be necessary to implement each 
recommendation. 

Notwithstanding any recommendations or provisions of any Meet and Confer Agreement, 
the board retains its exec~ltive and legislative power and authority to act unilaterally at any 
time, whether or not such board action is consistent with any of the provisions of any such 
Meet and Confer Agreement, in any case, the Board may accept, reject or modify any such 
Meet and Confer Agreement resulting fi-om the meet and confer process in whole or in part, 
or may take whatever action it deems appropriate consistent with applicable laws. All such 
actions taken by the Board that incur cost to the county are subject to annual appropriation 
by the board, as it deems appropriate, within each cotmty budget. 

n;!8 

E. The authorized representative or the County Administrator may at any time make 
recommendations, communicate with, or report to the board on any work issue or the status 4 
of any discussion withm the meet and confer process. $!! 
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I?. Nothing in this chapter shall prevent the Board or county elected or appointed officials from 

acting unilaterally in exercising any powers or fulfilling any duties, responsibilities or 



deadlines conferred or imposed by law, including the powers and duties of the County 
Administrator as set forth in chapter 2.12 of this code. 

G. All activities of and county employees and officials who participate in the meet and confer 
process are subject to the requirements of section 2.12.090 of this code relating to 
noninterference and Board of Supervisors policy number C2.1 relating to code of ethics. 

2.20.060 Innovation and Quality 

A. In addition to the meet and confer process set forth in section 2.20.050 the co~mty 
administrator and authorized representative shall meet at least annually to identify and 
address departmental and county-wide issues of mutual concern in an organized and 
constructive manner that facilitates employees and management jointly reaching solutions 
that improve the provision of high q~lality services or productivity in order to meet the needs 
and better serve the customers, residents and tax payers of the county. 

B. Quality and performance improvement programs shall be established based on policies and 
procedures developed by the County Administrator. The authorized representative and all 
individual employees, groups of employees, and employee representative organizations shall 
be encouraged to participate in such performance improvement programs to benefit those 
who receive and those who pay for county services. 

SECTION 2. This Ordinance shall be reviewed within one (1) year of its effective date to 
determine the costs and benefits resulting fiom the Meet and Confer process and whether, and to 
what extent, the goals set forth in this Ordinance, particularly those related to innovation and 
quality, have been accomplished by this Ordinance. 

SECTION 3. This Ordinance shall become effective 3 1 days after adoption. 

PASSED AND ADOPTED by the Board of Supervisors, Pima County, Arizona this 9 t h  
day of Januarv ,2007. 

Chairman, ~ o a r b ?  Supervisors 

C. H. Huckelberry, County Administr r 7 



Date: JAN 0 9 2007 

ATTEST: 

C J ~ &  of the Board 

APPROVED AS TO FORM: 
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