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ARTICLE 1
IDENTIFICATION OF THE PARTIES

Section 1. The parties to this Agreement are HAYS COUNTY, TEXAS, ifs elected
law enforcement officials, and the HAYS COUNTY LAW ENFORCEMENT ASSOCIATION
(“HCLEA™).

Section 2. HAYS COUNTY, TEXAS (“COUNTY™), is a unit of local government
organized under the Constitution and Laws of the State of Texas. It holds all those powers,
privileges, duties, and obligations authorized under the Constitution and the Laws of the State of
Texas.

Section 3. HCLEA is an Association qualifying under Chapter 174, Texas Local
Government Code (“TLGC™).

Section 4. References to the COUNTY and the HCLEA jointly shall be to the
“PARTIES.”

ARTICLE 2
PURPOSE, INTENT, AND DEFINITIONS

Section 1. The purpose of this Agreement is to give effect to the collective
bargaining rights and obligations provided under Chapter 174, TLGC.

Section 2. Definitions and Use of Terms. The language used in this Agreement
shall have the usual and customary meaning attributed to it by common English usage; provided,
however, that the terms defined below or otherwise defined in this Agreement shall prevail.

For purposes of this Agreement, the following definitions shall apply:

“Anniversary Date” refers the date on which an Employee’s accrual of Years of Service
rolls over to the next whole number of years, with consideration of that Employee’s last hire date
with Hays County and adding any additional time that accrues to the Employee by way of i)
Exhibit B, and/or ii) previous service within the Employee’s Career Track that qualifies under
the definition of “Years of Service.”

“Agreement” refers to this Collective Bargaining Agreement, also referred to as the
Agreement, negotiated between Hays County and the HCLEA.,

“Bargaining Agent” refers to duly recognized HCLEA that serves as the exclusive
bargaining agent for the Hays County law enforcement Employees under Chapter 174, TLGC.

“Bargaining Unit” means all regular, non-temporary, full-ttme Employees of the Sheriff’s
Office who are state-licensed peace Employees, state-licensed county jailers, , those corrections
specialists who are slate-licensed as county jailers, and personnel who are state-licensed
telecommunicators, state-licensed TLETS specialists assigned as telecommunications systems

2|Page



specialists, state-licensed 911 custodians, emergency communications Employees, lead
emergency communications Employees, and communications managers employed by the Tays
County Sheriff’s Office or a Hays County Constables’ Office, except the following: 1) the
Sheriff or a Constable, as defined by Chapter 174, TLGC, 2) Employees employed as bailiffs for
the District Courts and the County Courts-at-Law, 3) juvenile corrections Employees, 4) animal
control Employees, other than the animal control supervisor who, because of additional law
enforcement responsibilities, shall be recognized as a member of the Bargaining Unit, and 5) all
other relevant judicial interpretations of Chapter 174.

“Budget Year” or “Fiscal Year” refers to a County’s fiscal year commencing on October
1 and ending on September 30 of the subsequent year.

“Business Days” shall be defined as Monday through Friday during normal business
hours of 8:00 o’clock a.m. to 5:00 o’clock p.m.

“Calendar Year” refers to a year beginning on January 1 and ending on December 31 of
that year.

“Career Track” refers to a specific field of law enforcement that has a distinct Merit-
Based Step plan from other fields of law enforcement. This Agreement features four (4) Career
Tracks: (i) Corrections, (ii) Deputy Sheriff, (iii) Emergency Communications, and (iv) Deputy
Constable.

“CBA” refers to a Collective Bargaining Agreement and, when specified, to this
Agreement.

“Chapter 174" refers to the provisions of Chapter 174, Texas Local Government Code in
effect at any given time, unless otherwise specified.

“Constable or Constables” (also “Precinct Constable™) refers to the elected (or appointed)
official who serves as an elected (or appointed) Constable in Hays County in a duly created
precinet, as constituted, References to the Constable or the Constable’s Office in this Agreement
include the Constable’s designated management representatives.

“Constable’s Office” refers to the elected (or appointed) Constable and all personnel
under the control and administration department of the Hays County responsible for the
provision of law enforcement and any other public safety function enirusted to the Constable’s
Office by the Constitution and laws of the State of Texas.

“County” refers to the unit of government organized under the Constitution and Laws of
the State of Texas known as Hays County, Texas.

“Commissioners Court” refers to the body of efected officials who serve as the governing
body for Hays County, Texas in accordance with the Texas Constitution and Laws of the State of

Texas,
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“County Management™ refers to the administrative chain of authority within the County’s
administrative structure within a Constable’s Office, the Sheriff’s Office, as well as within the
County Judge’s Office and the County Commissioners Cout,

“County Personnel Policy or Policies” refers to the Hays County Personnel Manual.

“Employee” unless otherwise specified, shall refer to all personnel who qualify as
members of the Bargaining Unit (under this contract, Chapter 174, TLGC, and relevant judicial
interpretations of this statute).

“Bffective Date” refers to the date on which the terms and conditions of this Agreement
are formally adopted and approved by both the HCLEA and Hays County, Texas,

“FLSA” refers to the Fair Labor Standards Act, as amended.

“Grievance” for purposes of this Agreement is defined as any dispute, claim or complaint
involving the interpretation, application or alleged violation of a provision or provisions of this
Agreement,

“Holiday” refers only to County recognized holidays, such holiday to begin at 12 o’clock
a.m, and end at 11:59 p.m. on the specified day.

“Member” refers to employees as defined herein and those who qualify as law
enforcement Employees for purposes of Chapter 174, TLGC and relevant judicial interpretations
of the statute. See also Employee.

“Merit-Based Step” or “MBS” refers to the incremental increases in the Pay Plan for
which an Employee becomes eligible annually, subject to a positive review by the Sheriff or
Constable, as appropriate.

“Merit Review Commiltee” refers to the committee created by operation of Article 18 of
this Agreement.

“Paid Time Off” refers to any time period for which an employee is entitled to receive
pay without actually being engaged in productive work time.

“Parties” refers to Hays County and the HCLEA jointly.

“Pay Cycle” refers to the period of time in which the employer issues pay checks for
services rendered and for purposes of caleulating the employer’s overtime pay obligations to
individual employees under state or federal law.

“Sheriff” refers to the elected official who serves as the chief law enforcement authority
in Hays County. References to the Sheriff or the Sheriff’s Office in this Agreement include the
Sheriff’s designated management representatives.
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“Sheriff’s Office” refers to the County Sheriff and all personnel under the control and
administration department of the Hays County responsible for the provision of law enforcement,
crime prevention, incarceration and detention functions, and any other public safety function
entrusted to the Sheriff’s Office by the Constitution and laws of the State of Texas.

“Years of Service” or “YOS” refers to the greater of: 1) the total number of years an
individual Bargaining Unit member has been employed within his/her particular Career Track,
extending from that Employee’s most recent date of hire with Hays County within that Career
Track and, as long as the Employee did not have a break in employment with Hays County that
exceeds one year, added to any time the Employee previously worked for Hays County within
that same Career Track, or 2) the Years of Service credited to Employees in Exhibit B. For the
purposes of the Pay Plan only, the Years of Service of a particular Employee may be frozen for
any one-year period to reflect disapproval of an MBS increase by the Sheriff or the Constable.

ARTICLE 3
RECOGNITION CLAUSE

Section 1. As of the Effective Date of this Agreement, Hays County recognizes
HCLEA as the sole and exclusive bargaining agent for all Employees, in accordance with
Chapter 174, TLGC and this Agreement. The status of HCLEA as bargaining agent shall extend
until a majority of Employees withdraws the recognition as provided by law.

ARTICLE 4
AUTHORITY AND TERM

Section 1. Term of the Agreement. Except as otherwise provided for within this
contract, this Agreement shall commence on November 5, 2024 (the “Effective Date”), and end
on September 30, 2027 (the “Termination Date”).

Section 2. Evergreen Clause, If the parties have not agreed upon a new agreement
by Termination Date specified above, the terms of this Agreement shall thereafter continue in
effect without change until it is superseded by a new agreement, but in no event later than
September 30, 2028 (the “Bvergreen Termination Date”). The “Contract Term” shall extend
from the Effective Date until the Termination Date or the Evergreen Termination Date, as
appropriate.

ARTICLE 5
RELATIONSHIP OF CBA TO LAWS, RULES & POLICIES

Section 1. Laws Relating to Individual Employee Rights. Nothing in this
Agreement is intended to detract from or add to any rights, privileges, duties or obligations
afforded to individual Employees, as public employees, under state or federal civil rights law,
anti-discrimination laws, anti-retaliation law or whistle-blower law. All Employees covered by
this Agreement continue to remain employees at will and the benefits provided under this
Agreement do not in any manner change that existing employment relationship.
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Section 2. County Policies, Rules, Regulations, and Directives. Subject to the
provisions of this Agreement, and any applicable state and federal laws, any existing County,
Constable’s Office or Sheriff’s Office policies, rules, regulations, and directives in existence at
the time of the execution of this Agreement shall continue to apply and be enforced by respective
management, The parties agree that any County policy, rule, regulation or directive that is not
specifically superseded by provisions of this Agreement may be unilaterally amended or
modified by the County, subject to the Maintenance of Standards provision cited in Article 6,
Section 2, below.

ARTICLE 6
MANAGEMENT RIGHTS AND MAINTENANCE OF STANDARDS

Section 1. Management Rights., The parties understand and agree that Hays
County, Texas, as a duly constituted unit of government under the Constitution and Laws of the
State of Texas, the Constables of the County and the Sheriff of Hays County, hereby retain all
those powers, privileges, rights, and authority conferred upon them by law, and nothing in this
Agreement shall be construed or interpreted as being in derogation of, or delegation of, those
powers, privileges, rights, and authority, other than as required by law, or this Agreement.

Section 2, Maintenance of Standards.

A. Subject to the foregoing management rights clause, the County agrees that any
standard, privilege, and working conditions enjoyed by the Employees at the effective date of
this Agreement, which is not specifically included in this Agreement, and as to which the County
would otherwise be subject to a mandatory duty of bargaining, will not be changed without sixty
(60) calendar days written notice to the Association.

B. The following topics shall be excluded from the application of this Section 2: (i)
any policy, standard, privilege, or working condition related to use of County vehicles or County
equipment; (ii) policies or policy decisions related to work shift schedules that do not conflict
with Article 9, below; and (ii1) any standard, privilege, or working condition related to personal
use of time while on duty, unless covered by written County policy.

ARTICLE 7
DUES DEDUCTIONS

Section 1. Dues Check-Off

Al If an Employce submits a signed written request in the form attached as Appendix
A, for the payment of membership dues to the Association, including CLEAT dues, named by
the Employee, the County shall deduct the dues from the Employee’s pay at the end of each
month, In order to be effective in any given month, a request must be filed with the County
payioll office by the 1st day of that month. An Employee’s request must: (1) be set out in a form
prescribed and provided by the County payroll office; (2) identify the current rate of dues to be
deducted each pay period; and (3) direct the County payroll office to transfer the deducted funds
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to the designated employee’s association. A request under this section, as well as all requests for
Dues deduction in existence on the Effective Date of this Agreement, shall remain in effect until
the County payroll office receives written notice of revocation in a form substantially similar to
Appendix B and signed by the Employee.

B. The Association, including CLEAT, may change the amount of the dues
deduction each quarter by notifying the County payroll office of such change in writing,

C. This article supersedes Section 155.001 and Section 155.002 of the TLGC to the
extent it conflicts with this article.

D. DEFENSE AND INDEMNIFICATION.

HCLEA/CLEAT SHALL DEFEND THE PROVISIONS OF THIS
ARTICLE ON BEHALF OF BOTH THE COUNTY AND HCLEA/CLEAT,
AND SHALL INDEMNIFY THE COUNTY AND HOLD IT HARMLESS
AGAINST ANY AND ALL CLAIMS, DEMANDS, SUITS OR OTHER
FORMS OF LIABILITY THAT MAY ARISE OUT OF, OR BY REASON
OF, ANY ACTIONS TAKEN BY THE COUNTY INCLUDING THE
COUNTY’S SOLE NEGLIGENCE OR CONCURRENT NEGLIGENCE
FOR ANY PURPOSE OF COMPLYING WITH PROVISIONS OF THIS
ARTICLE. HCLEA/CLEAT SHALL BE ENTITLED TO SELECT AND
DIRECT COUNSEL FOR SUCH DEFENSE, BUT SHALL REASONABLY
COOPERATE WITH COUNSEL DESIGNATED TO PARTICIPATE BY
THE HAYS COUNTY COMMISSIONERS COURT.

ARTICLE 8
WAGES AND PAYS

Section 1. (A) Barring relief of the County’s obligation to pay under Subsections (B)
or (C) below, wages and pays shall be based on the Merit-Based Step specified in the Pay Plan,
attached hereto as Exhibit A, and the procedures for awarding individual Merit-Based Step
increases cited in Subsection (D), below; provided that implementation of the Pay Plan in
Exhibit A shall begin on the first full pay period following the Effective Date of this agreement,
for Fiscal Year 2025. The implementation for the Pay Plan for Fiscal Year 2026 shall begin on
the first full pay period after October 1, 2025. On or about April I, 2026 the County and the
HCLEA shall reassess the Pay Plans for Year 3 by conducting a cutrent market study of ten (10)
law enforcement agencies that both the County and the HCLEA have mutually agreed upon. In
addition to reassessing the Pay Plan, the Parties shall also reassess incentives pays (Section 8 of
this Article). Using the reassessment of the Pay Plan, the County shall implement an updated Pay
Plan for Year 3 of this Agreement, The Year 3 Pay Plan shall be implemented on the later of & (1)
the first full pay period after October 1, 2026, for Fiscal Year 2027, or (2) the first full pay period
after the Patties have formally agreed to the new Year 3 Pay Plan. The Parties agree that no other
portions of this Agreement shall be subject to negotiation until the end of the Contract Term. The
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Parties also agree that the methodology described above shall be the only means of achieving an
updated Pay Plan for Year 3 of the Contract Term.

(A-1) The following listed positions shall be included in the County’s step pay plan
policy (rather than the Merit-Based Step Pay Plan) until the reassessment of the Pay Plan in
accordance with Section (1)(A) above for Year 3 of this Agreement: (1) corrections specialists
who are state-licensed county jailers; (2) TLETS specialists assigned as telecommunications
‘systems specialists; and (3) state-licensed 911 custodians,

(A-2) Should the Commissioners Court establish the ranks of a Deputy Constable
Corporal and/or a Deputy Constable Sergeant during the Term of this Agreement, the eligibility
for promotions into such newly-established ranks shall be done in accordance with Exhibit ¥
and paid in accordance with Exhibit A. The Commissioners Court shall not be obligated nor
required to recognize or adopt such ranking structure; however, the provisions in this Agreement
Jay the foundation for the pay structure and eligibility requirements related to the ranks of
Deputy Constable Corporal and Deputy Constable Sergeant in the event such establishment
occurs during the Term of this Agreement. In no event shall the past duties of a certain position
or a certain individual in the Constables” Offices guarantee that individual the newly-established
pay and/or title of a Deputy Constable Corporal or Deputy Constable Sergeant.

(B) All obligations of the County shall be paid only out of current revenues or any other
funds lawfully available for those obligations, including unpledged tax revenues reasonably
anticipated at equal or higher total gross amounts as were collected in the previous fiscal year,
and appropriated for such purposes by the Commissioners Court in compliance with the Texas
Constitution, Article XI, Section 5 and 7. Except as it may be construed regarding the
availability of current funding, the award of a Cost of Living Allowance or Merit Pool to other
employees of Hays County shall not affect the terms and conditions cited herein. I current
funding is not available, then the County’s fiscal obligation under this Agreement shall be null
and void. However, if current funding is not available within a given Fiscal Year, the Parties
agree to meet and confer before finalization of the County’s budget for that Fiscal Year and
attempt, in good faith, to identify which terms and conditions of this Agreement shall remain in
effect and what steps can be taken, if any, to partially fulfill the fiscal obligations under this
Agreement.

(C) Merit-Based Step Procedure. It is the intention of the Sheriff, the Constables, and
Hays County that Employees should be able to identify a Pay Plan that provides some
expectation of progress through career paths. At the same time, the Parties agree that those
Employees whose performance fails to meet a standard that is acceptable to the Sheriff or a
Constable, as appropriate, should not be granted an automatic Step increase based solely on
Years of Service. For that reason, the Parties agree that a Step Plan that includes consideration
of Merit is the best method for accountability among Employees. County Management
anticipates that an Employee who is not approved for a Merit-Based Step will have, in the time
period leading up to the Employee’s eligibility, failed to perform his or her duties adequately, in
the reasonable opinion of the Sheriff or a Constable, as appropriate.

(D)} Procedures for approval or disapproval of Merit-Based Step increases are as follows:
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(a) Employees shall be eligible to receive Merit-Based Step increases on the first pay
period after the Employee’s Anniversary Date,

(by Eligible Employees shall receive MBS increases only if the Sheriff and/or the
Constable, as appropriate, approves such Employee’s Merit-Based Step increase, based on a
review of that Employee’s record, performance, and behavior. Within ninety (90) days preceding
an Employee’s eligibility for an MBS increase, the Sheriff or the Constable, as appropriate, shall
review the record, performance, and behavior of such Employee and shall act to approve or
disapprove that MBS increase on or before the date of eligibility. In the alternative, the Sheriff
or a Constable, as appropriate, may defer making a finding for up to six (6) months, which would
cause the Employee to hold in his or her current MBS and which would provide the Employee an
opportunity to improve performance, A deferral period may be accompanied by the
implementation of a Performance Improvement Plan (“PIP”), which will help the Employee
measure his or her own progress toward acceptable and adequate performance of duties. Any
deferral or disapproval of an MBS increase shall be provided to the subject Employee, in writing,
on or before the date of eligibility.

(c) An eligible Employee may protest the disapproval of his/her own MBS increase by
requesting review of the Merit Review Committee within fifteen (15) days of the date on which
the Employee became eligible. Deferrals of MBS, as described in the paragraph above, may not
be appealed to the Merit Review Committee. The procedures for consideration by the Merit
Review Committee are expressed in Article 18, below. The Merit Review process is not
considered part of the Dispute Resolution process described in Article 21, below, which is
reserved for disputes related to the application or interpretation of this Agreement.

(d) For the purposes of an Employee’s status in the Pay Plan only, Years of Service shall
be held without accrual (“Frozen™) for one (1) year if the Sheriff or Constable, as appropriate,
disapproves an MBS increase for that Employee. An Employee whose MBS increase has been
disapproved shall not be eligible for reconsideration of an MBS increase for one (1) year, at
which time the Sherifl or Constable, as appropriate, may approve or again disapprove the
Employee’s MBS increase. After an Employee’s Years of Service are Frozen, an Employee may
not receive more than one MBS step increase upon reconsideration by the Sheriff or Constable,
as appropriate.

(e) If, after consideration by the Merit Review Committee pursuant to Article 18 below,
the Merit Review Committee and the Sheriff or a Constable, as appropriate, reinstates the
Employee’s MBS increase, accrual of the Employee’s Years of Service shall also be reinstated as
if it had never been Frozen.

Section 2. No Retroactive Pays. The parties understand and agree that there shall
not be any retroactive application of pays for services already rendered. All pays shall be
prospective only. This Section shall also apply to the services of an Employee performed during
a period in which an MBS step increase is deferred or during the time disapproval of an MBS
increase is being considered by the Merit Review Committee,
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Section 3. Grandfathered Pays. The parties understand and agree that if application
of the Pay Plan to any particular Employee should result in a gross pay amount that is less than
the gross pay that the Employee was earning upon implementation of this Agreement, that
Employee’s pay shall be the pre-contract gross pay amount and shall continue to be paid until
such time as the wage and pay terms of this Agreement result in a higher pay amount than the
pre-contract pay amount previously earned. When the wages and pays, calculated under this
Agreement supersede any pre-contract pay amount previously earned, the higher negotiated pay
amount shall at that time control.

Section 4. Scope of Bargaining Unit. Questions relating to whether an individual
Employee is a member of the bargaining unit shall be determined by reference to the definition
provided, above, and to the following criteria:

A, The statutory definition of a law enforcement Employee contained in Chapter
174, TLGC;
B. Applicable case law interpretations relating to the definition of a law enforcement

Employee for purposes of Chapter 174, TLGC, as applied to Texas Counties; and
C. Job functions and job definitions.

Section S. Questions Over Appropriate Position Titlee Any individualized
disputes aboui the appropriate Position Title specified in the Pay Plan of this Agreement
applicable to a particular Employee shall be resolved administratively by the Comumissioners
Court, in its sole discretion, with that discretion being limited to application of the job titles
negotiated in this Agreement.

Section 6, Reclassification of Budgeted Position. Nothing in this Agreement shall
impair the prerogatives of the Commissioners Court from the reclassification of any particular
budgeted position.

Section 7. An appendix of current members of the bargaining unit, identified by
name, title, and Years of Service is attached hereto ag Exhibit B. Exhibit B is hereby approved
by the Parties for purposes of identifying the members of the bargaining unit, to establish
appropriate position titles for purposes of base pay, to establish Years of Service, and to confirm
approval of the Agreement using HCLEA voting procedures.

Seetion 8. Incentives Pay

A. Field Training Officer and Communications Training Officer Pay. A Field
Training Officer (F.T.0.) or a Communications Training Officer (C.T.0.) for the Hays County
Sheriff’s Office is an Employee who carries the rank of Deputy, Corrections Officer, meets the
requirements as established in the Sheriff’s Office F.T.O. or C.T.O. policy, and is formally
assigned and recognized by County Management as a Field Training Officer. An F.'T.O. for any
Hays County Constable’s Office is a Deputy Constable designated by that Constable to provide
field training and is formally assigned and recognized by County Management as a Field
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Training Officer. Each Officer assigned shall be granted Soft Pay of $2.50 per hour for each hour
actively engaged in field training or communications training activities as a Field Training
Officer or Communications Training Officer, as fong as budgeted funds for this pay are not
exhausted for the fiscal year. Each Fiscal Year for 2025, 2026, and 2027, the budget for Field
Training Officer Pay and Communications Officer Training Pay will be $2.50 per hour, per
F.T.0./C.T.0. not to exceed the total number of hours budgeted per fiscal year.

B. Additional Soft Pays,

1. Uniform Allowance.

Deputy Sheriff Track Employees promoted or reassigned into a Non-Uniformed
position may request advanced payment of the stipend up to four hundred and fifty dollars
($450.00), to the County’s payroll office within fifteen (15) days of a promotion or qualifying
reassignment. Upon receipt of a request for advanced payment of the Uniform Allowance, the
County’s payroll office shall, at the time it pays the next Uniform Allowances to other qualified
Employees, pay the requesting Employee the sum of that Employee’s Uniform Allowance.
Employees who receive an advance of their Uniform Allowances shall not be eligible to receive
a monthly allowance under this Section for twelve (12) months.

The Sheriff and Constables shall provide full sets of Uniforms (excepting bullet-
proof vest and boots) to each Corrections Track, Deputy Sheriff Track, Emergency
Communications Track, and Deputy Constable Track Employee. Should a uniform require
replacement, in the opinion of the Chain of Command, the Sheriff and Constables shall replace
that uniform within a reasonable time. For the purposes of this paragraph, “full sets of
Uniforms” shall consist of the following:

“Uniformed Corrections Track, Deputy Sheriff Track, and Deputy Constable
Track Employees,” which the Parties agree shall pertain to Employees within those tracks who
are required to wear a uniform during performance of most of their regular duties, shall receive
the following:

A) One long-sleeve shirt and one pair of pants to satisty the Class A
uniform requirements.

B) Six shirts to satisfy the Class B uniform requirements. Employees may
choose short-sleeve or long-sleeve,

() Three pair of pants to satisfy the Class B uniform requirement.

D) One load-bearing vest (only for those positions, per the Sheriff’s
Office General Orders or equivalent Constables’ policy, that require
such vest) *If such Employee already has a load-bearing vest, the
County will not provide another ioad-bearing vest upon the Effective
Date of this Agreement, but rather replace such vest when Chain of
Command deems necessary, in accordance with Section 1 above.

“Uniformed Emergency Communications Track Employees,” which the Parties
yees,

agree shall pertain to Employees within those tracks who are required to wear a uniform during

the performance of most of their regular duties, shall receive the following:

A) Three shirts (cither long-sleeve, short-sleeve, or any combination
thereof) to satisfy uniform requirements.
11| Page




“Non-Uniformed Corrections Track, Deputy Sheriff Track, and Deputy
Constable Track Employees,” which the Parties agree shall pertain to Employees within those
tracks who are not required to wear a uniform during performance of most of their regular duties,
shall receive the following:

A. One long-sleeve shirt and one pair of pants to satisty the Class A
uniform requirements,

B. One shirt to satisfy the Class B uniform requirements. Employees may
choose short-sleeve or long-sleeve.

C. One pair of pants to satisfy the Class B uniform requirement.

D. One load-bearing vest (only for those positions, per the Sheriff’s
Office General Orders or equivalent Constables’ policy, that require such
vest) *If such Employee already has a load-bearing vest, the County will
not provide another load-bearing vest upon the Effective Date of this
Agreement, but rather replace such vest when Chain of Command deems
necessary, in accordance with Section 1 above.,

2. Certification Pay. Members of the Bargaining Unit shall be compensated in
the manner, below, for corresponding peace officer, corrections officer, emergency
communications officer, and/or civil process certifications, granted that said certifications are
relevant to the Career Path in which that member of the Bargaining Unit is currently employed.
For the purposes of this Section, Deputy Sheriff and Deputy Constable Track Employees shall be
compensated for Peace Officer certifications, Corrections Officer Track Employees shall be
compensated for Corrections Officer certifications, Emergency Communications Track
Employees shall be compensated for Emergency Communications certifications, and Deputy
Constable Track Employees shall be compensated for Civil Process Proficiency Certifications.
Compensation shall be made as follows: one hundred dollars ($100.00) per month for
Intermediate Peace Officer Intermediate Corrections Officers, or Intermediate Telecommunicator
certifications; one hundred, fifty dollars ($150.00) per month for Advanced Peace Officer
Advanced Corrections Officers, or Advanced Telecommunicator certifications; two hundred
dollars ($200.00) per month for Master Peace Officer Master Corrections Officer, or Master
Telecommunicator certifications; and one hundred dollars ($100.00) per month for Civil Process
Proficiency certifications. A summary of the Certification Pay corresponding to cach Employee
as of the Effective Date is included in Exhibit B, which is attached hereto and incorporated
herein for all purposes.

3. Shift Differential Pay. The County shall pay a maximum of fifteen ($15.00)
per day to an Employee that works night shifts that begin at or after 6:00 p.n.

4. Special Assignment Pay. The County shall pay an additional one hundred
dollars ($100.00) per month to an Employee assigned by the Sheriff (or Constables for item 6) to
perform the following special assignments:

1. Special Weapons and Tactics (“SWAT”)
2. Crisis Negotiation Team (“CNT”)
3. Special Emergency Response Team {(“SERT”)
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4. Hays County Unmanned Robotics Team (“HURT”)
5. Step Up Pay (See below)

6. Language Pay (See below)

7. Standby Pay (See below)

If an Employee is assigned to more than one of the above-lisied Special Assignments, other than
as excepted below, that employee shall only receive one soft pay of one hundred dollars
($100.00) per month under this subsection. However, if an Employee is assigned to receive
Language Pay and a soft pay for one or more other Special Assignments, then that Employee
may receive two hundred dollars ($200.00) per month under this subsection. Additionally, an
Employee may qualify to receive two hundred dollars ($200.00) per month for any combination
of Step Up Pay, SERT, and Language Pay.

Step Up Pay. Corrections Officers who are also certified peace officers (“Certified Corrections
Officers” or “CCQ’s”) shall be eligible to receive Step Up Pay assignment. CCO’s assigned Step
Up Pay shall be responsible for a number of additional duties, on an as-needed basis, while
working a shift. Those additional duties may include taking and writing reports of crimes that
occur within the corrections facility, serving warrants and other official papers within the
corrections facility, and performing investigations, Step Up Pay shall only be applicable for
Employees holding the rank of Sergeant or below,

Language Pay.  Individuals who wish to qualify for Language Pay must take and pass a
proficiency exam in either Spanish or ASL to be qualified for Special Assignment. Such
proficiency exam must be approved by the Hays County Sheriff’s Office (regardless of which
office the Employee is employed by) in order to qualify for Language Pay. Once qualified, an
employee may be assigned Language Pay by the Sheriff or a Constable if sufficient soft pays are
budgeted to accommodate the Special Assignment.

Section 9. Calls Out from Off-Duty Time. If a Sherifl’s Office Employee is called
out to work during periods when that employee is not scheduled to work (a “Call Out Period”),
that Employee shall be guaranteed at least two (2) hours of work for the Call Out Period. If that
Employee is relieved and ordered to return to Off-Duty status before he or she has worked two
(2) hours, then that Employee shall be credited for having worked two (2) hours, If that
Employee works for two (2) or more hours during the Call Out Period, then this Section 9 shall
have no effect.

Section 10,  Standby/On-Call Time. A Sheriff’s Office Employee shall be
compensated for periods of time in which their job duties require that they be in an on-call or
standby status. That compensation shatl be made as follows: one (1) hour of straight comp time
per shift/day (pursuant to the bureau for which the employee is assigned) that they are in such
status. Such compensation shall only apply to a non-exempt employee that works within a
regularly-scheduled on-call rotation. Such status is pre-scheduled. Any member that receives
additional soft pays for the special assignment pay related to SWAT, CNT, SERT, or HURT,
shall not be eligible for Standby/On-Call compensation while they are serving in the capacity for
that special assignment. The member shall, however, receive the standby pay while not setving
in such capacity. (For example: if a member is assigned to SWAT, but also an on-calt Detective
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in CID, such member shall receive standby credit for the specific shifts/days for which he is
scheduled as an on-call Detective, but he shall not receive standby credit for being on-call for
SWAT))

Section 11.  Longevity Pay. Longevity pay shall be granted to Employees with more
than one (1) year of full-time service within a position covered under this Agreement, with the
Hays County Sheriff’s Office or a Hays County Constable’s Office. Such full-time service is
based on the Employee’s initial fuli-time employment date within a position covered under this
Agreement, with the Hays County Sheriff’s Office or a Hays County Constable’s Office and is
paid out once per month, Rehires are eligible to use past service with the Hays County Sheriff’s
Office or a Hays County Constable’s Office in full-year increments to calculate longevity pay.
Longevity pay shall total five dollars ($5.00) per month of full-time service within a position
covered under this Agreement, with the Hays County Sheriff's Office or a Hays County
Constable’s Office to Employees with more than one (1) year of full-time service within a
position covered under this Agreement, with the Hays County Sheriff’s Office or a Hays County
Constable’s Office. Service with another Hays County office that is not the Hays County
Sheriff’s Office or a Hays County Constable’s Office is not to be included in calculations for
purposes of longevity pay, nor is service in a position not covered under this Agreement to be
included in calculations for purposes of longevity. Longevity pay for positions within the
Bargaining Unit that were not part of the Bargaining Unit prior to November 5, 2024 shall begin
on the Effective Date of this Agreement.

Section 12.  Sign-On Incentive. In the event the Hays County Commissioners Court
recognizes and approves a version of monetary sign-on incentives for Employees during the
Term of this Agreement, such sign-on incentive shall be paid to Employees accordingly.

Section 13. 29 USC §207(k); Compensatory Time as Additional Benefit.  When
Congress cstablished a 216-hour 28-day work period for employees engaged in fire protection
and law enforcement activities in 29 USC §207(k), it also gave the Secretary of Labor authority
to promulgate regulations establishing a lower ceiling of work hours within a 28-day cycle. The
Secretary of Labor exercised this authority in 1987, setting a limit for law enforcement personnel
at 171 hours within a 28-day petiod.

The Parties agree that the salary amounts set forth in Pay Plan attached hereto as Exhibit
A or the County’s step pay plan for those employees not included in Exhibit A, are and will be
paid to qualifying Employees pursuant to Exhibit B-1. Exhibit B-1 shall be effective November
10, 2024

The County shall award overtime compensation to non-exempt and lieutenants for each
hout worked beyond the individual’s work period pursuant to Exhibit B-1. Such compensation
shall be provided in compliance with Article 10, below. Overtime under this section shall be
provided at one-and-one-half times the individuals’ hourly rate, which shall be calculated by
dividing that individual’s annual salary and all other forms of compensation classified as wages.

Section 14.  The Parties agree that the additional benefits described in Sections 8, 9,
10, 11, and 12 above (“Additional Benefits”), are contractual obligations only. Notwithstanding
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the County’s agreement to provide these additional benefits as a contractual obligation, should
the Association (or Combined Law Enforcement Associations of Texas (CLEAT) file, on behalf
of an Employee, a grievance, law suit, or complaint to an administrative agency, claiming a
statutory, constitutional or otherwise-vested right to these Additional Benefits, then payment, use
and/or accrual of these Additional Benefits, including compensatory time that was provided as
Additiona! Benefits, shall cease for all Employees for the remainder of the term of this
Agreement, including any extension of this Agreement under Atticle 4, Section 2.

ARTICLE 9
SHIFT SCHEDULES

Section 1. The County agrees to maintain the current core shift schedules in effect for
Corrections, Deputy Sheriff, and Emergency Communications Career Tracks, corrections
specialists who are state-licensed as county jailers, state-licensed TLETS specialists, and state-
licensed 911 custodians as of the adoption of this Agreement, unless they are amended by mutual
agreement. This Article shall not apply to special assignments or special units, such as

Government Center or Courthouse security, or to newly created operations involving a different
shift.

ARTICLE 16
OVERTIME PAY

Section 1. Overtime Pay. All members of the bargaining unit, excluding those
members holding the rank of captain and above, shall earn and accrue overtime in accordance
with Exhibit B-1.

Section 2. Compensatory Time, The County may compensate members of the
bargaining unit, excluding those members holding the rank of captain and above, with
compensatory time in lieu of overtime pay for time worked in excess of the work hours indicated
in Exhibit B-1. Such compensatory time will be at a ratio of not less than one-and-one-half times
for each hour of overtime worked.

The County has the discretion to determine whether monetary compensation or
compensatory time will be awarded for overtime worked. Employees shall be allowed to accrue
compensatory time up to a maximum accrual of two-hundred (200) hours during the term of this
Agreement, Such maximum accrual shall be the sum of (i) any overtime accrued, but not
compensated monetarily, and (if) any compensatory time awarded as an additional benefit under
Atticle 8, Section 13, above. Compensatory time shall be paid to any Employee whose accrued
compensatory time exceeds four-hundred-and-eighty (480) hours, or to any Employee who
ceases employment with Hays County.

ARTICLE 11
HOLIDAYS AND HOLIDAY PAY

Section 1. Holiday. For the purpose of this agreement, Holidays shall be those designated by
the Hays County Commissioners Court for all County employees for each Fiscal Year. If, within
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any Fiscal Year, New Year’s Day, Independence Day (July 4™ and/or Christmas Day are not
Holidays designated by Commissioners Court, then Employees shall be granted those days as
additional Holidays for the purposes of this Asticle.

Section 2. Holiday Pay. An Employee who physically works a shift that begins or concludes
on a Holiday will be paid hourly at a 1.66 hour rate for any hours worked during that shift.

Section 3. Holidays Not Worked. An Employee who regularly works 12-hour shifts in 14~
day, 84-hour work periods shall receive eight (8) hours of personal leave time for each Holiday
that the Employee is not credited with working. Personal Leave Time shall be recorded as
Compensatory Time in County records, and shall not be construed as Vacation Time.

Section 4. Partial Shifts. An Employee who would qualify for Personal Leave Time under
Section 3, above, and who works a partial shift that begins or concludes on a Holiday, will be
granted Holiday Pay for any hours physically worked and will be granted as many hours of
Personal Leave Time as needed to equal eight (8) hours when those hours are added to the hours
physicaly worked. For instance, if an Employee is called out to work a partial shift, and that
Employee works three (3) hours, then that Employee will be paid at 1.66 times the regular rate of
pay for the three (3) hours worked, and will be granted five (5) hours of Personal Leave Time. If
the Employee works a partial shift that equals eight (8) or more hours physically worked, then no
Personal Leave Time will be granted.

ARTICLE 12
LEAVE PROVISIONS

Section 1. Vacation Leave. Dmployees shall earn and accrue vacation leave
pursuant to the County’s Personnel Policy that the County applies to the County’s civilian
employees at any given time.

Section 2. Sick Leave. Employees shall earn and accrue sick leave time pursuant to
the County’s Personnel Policy that the County applies to the County’s civilian employees at any
given time,

Section 3. Funeral Leave. Employees shall be granted funeral leave pursuant to the
County’s Personnel Policy that the County applies to the County’s civilian employees at any
given time.

Section 4. Physical Training Compensatory Leave. Employees who successfuily
pass a Physical Training test, annually, shall be granted eight (8) hours of compensatory leave
each year. Physical Training Compensatory Time awarded under this subsection shall not have
any effect on the effect of passing a Physical Training on any promotional matrix that may exist.
With consent of the Constable and the Sheriff, a Deputy Constable may take the Physical
Training test provided by the Sherift’s Office in order to qualify for Compensatory Time under
this section. Exempt employees may not qualify for Compensatory Time, or its equivalent,
under this section.
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ARTICLE 13
PAID TIME: ASSOCIATION ACTIVITY

Section 1. Creation of Association Business Leave. An Association business leave
time (ABL) pool shall be created for the purpose of conducting Association business.
Association business is defined as time spent in Collective Bargaining or similar negotiations,
address grievances, attending the annual State CLEAT conference, the Association’s Executive
Board meetings, regular Association business meetings and authorized events such as Peace
Officers’ Memorials or Peace Officer’s funerals, It is specifically understood and agreed that no
ABL time shall be utilized for political lobbying at the local, state, or national level.

Section 2. Written Request Required. (a) All requests for ABL must be made in
writing by the Association President and submitted to the Sheriff or affected Constable at least
forty-eight (48) hours in advance of the date of the requested leave. To be considered timely, the
request must be received in person, by fax, or by electronic mail by noon of the day notice is due.
The Sheriff or affected Constable, in his/her discretion, may approve a late request for leave, or a
request not in writing, if he/she determines that circumstances warrant approval and it does not
disrupt operations of the Department. All requests are subject to approval of the Sheriff or
affected Constable who will designate the number of hours or days for which leave is granted.

(b) Other administrative procedures and details regarding the implementation of this
Article may be specified in Departmental policy.

Section 3. Funding of Association Business Leave. Commencing on January 1,
2021 (and each January thereafter during the Contract Term) each Employee shall contribute
accumulated vacation leave hours to the Association ABL Pool (“ABLP”) in the amount of one
(1) hour. The ABLP shall be funded during the January 31% payroll period of each calendar year
during the Contract Term. Newly hired Employees shall be eligible to donate only afier
successfully completing their probationary period (6 months of employment). The Association
shall be allowed to debit the ABLP on an hour-for-hour basis. Once a contribution has been
made to the ABL Pool, there shall be no transfer of leave back into any individual Employee’s
leave account and there will be no cash payout for any remaining time in the pool.

Any hours not used will remain in the ABLP to be utilized the following year. Such ABLP hours
shall never have any cash or surrender value. The Hays County payroll office will track
confributions to and deductions from the ABLP.

Any Employee may opt out of participation in the funding of the ABLP by submitting a written
opt-out request to the Hays County payroll office between December 1% and December 31st of
any year during the Contract Term. Employees who wish to opt out of participation in the
funding of the ABLP must request the opt-out for each year of the Contract Term.

Section 4. Negotiation Time. (a) The duly designated members of the Association’s
bargaining team, if on regularly scheduled duty during a joint scheduled bargaining session may
be allowed to use ABL leave to attend that bargaining session, subject to the critical staffing
needs of the Sheriff’s Office determined by the Sheriff and any affected Constable.
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(b) Membets of the bargaining unit who are not named members of the bargaining team
and who wish to attend a bargaining session as a spectator shall do so only on their own time.
No special prerogative or privilege shall be exercised to accommodate staffing needs for
members of the bargaining unit who are not named members of the bargaining team, even if a
member requests or applies for use of personal leave time.

Section 5. Labor Relations Committee. Duly appointed members of the Labor
Relations Committee under this Agreement who are required to attend an LRC meeting
scheduled during their usual duty time, may be allowed to use ABL leave to attend, subject to the
critical staffing needs of the Sheriff’s Office or any affected Constable.

Section 6. The use of ABL is not intended to create extended duty time, overtime, or
any modifications to the usual duty schedule.

SECTION 7. DEFENSE AND INDEMNIFICATION.
HCLEA SHALL DEFEND THE PROVISIONS OF THIS
ARTICLE ON BEHALF OF BOTH THE COUNTY AND HCLEA,
AND SHALL INDEMNIFY THE COUNTY AND HOLD IT
HARMLESS AGAINST ANY AND ALL CLAIMS, DEMANDS,
SUITS OR OTHER FORMS OF LIABILITY THAT MAY ARISE
OUT OF, OR BY REASON OF, ANY ACTIONS TAKEN BY THE
COUNTY INCLUDING THE COUNTY’S SOLE NEGLIGENCE
OR CONCURRENT NEGLIGENCE FOR ANY PURPOSE OF
COMPLYING WITH PROVISIONS OF THIS ARTICLE. HCLEA
SHALL BE ENTITLED TO SELECT AND DIRECT COUNSEL
FOR SUCH DEFENSE, BUT SHALL REASONABLY
COOPERATE WITH COUNSEL DESIGNATED TO
PARTICIPATE BY THE HAYS COUNTY COMMISSIONERS
COURT.

ARTICLE 14
ASSOCIATION BULLETIN BOARD

Section 1. Bulletin Boards, The Association may provide and maintain a bulletin
board on any premise of the Sheriff’s Department and/or any Constable’s Office at its own
expense, at a location to be approved by the Sheriff or his or her designee or any affected
Constable or his or her designee.
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Section 2. The Association, as the majority bargaining agent, shall have exclusive
rights to maintain a bulletin board, and the Sheriff’s Office or any Constable’s Office shall not
approve a bulletin board to be maintained on its premises for any labor organization other than
that of the majority bargaining agent except for one bulletin board maintained by the Fraternal
Order of Police (FOP) as of the execution of this Agreement.

Section 3. The bulletin board shall be consistent in design and standards to other
bulletin boards in the Sheriff's Office or any Constable’s Office for posting of routine
announcements of meetings, Association business, recreational functions, legislative enactments
and judicial decisions.

Section 4. The use of the bulletin board for the postings of partisan political material,
editorial comments and viewpoints of employees in any manner, which would be in opposition
to existing Employee working conditions, shall not be allowed.

Section 5. Any material on the bulletin board which is in violation of this Agreement,
as determined by the Sheriff or Constables shall be promptly removed by the Association. The
Sheriff and Constables shall not unreasonably deny an Association posting on the bulletin boaxd.

ARTICLE 15
INSURANCE BENEFITS

Section 1. Medical (Health) Insurance: The County will offer each Employee
accident and medical insurance coverage equivalent to what the County provides to the County’s
civilian employees at any given time. The parties recognize that this provision may result in an
increased cost or reduced benefit from those currently in effect, provided that all County
employees have the same options, The County reserves the right to elect, purchase and
tmplement a medical insurance that serves the best interests of the Hays County and its
employees at any given time.

Section 2. Life Insurance. The County shall provide life insurance benefits to
Employees equivalent to what the County provides to the County’s civilian employees at any
given time.

ARTICLE 16
RETIREMENT BENEFITS

Section 1. The County will furnish Employee the same retirement benefits that the
County provides to the County’s civilian employees at any given lime.

ARTICLE 17
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LABOR RELATIONS COMMITTELE

Section 1. General Purpose. There shall be a Labor Relations Commitiee the
purpose of which is to act as a forum for informal, non-binding discussion between Association
representatives and County Management representatives on the maintenance of this Agreement.

Section 2. How Constituted. The Labor Relations Committee shall be composed of
the same members as the Merit Review Committee, as described in Article 18, below.

Section 3. Any member of the Committee may raise issues related to the
maintenance of this Agreement.

A. Under no circumstance will individualized disciplinary issues be a proper subject
of an agenda or discussion of a Labor Relations Committee.

B. The Committee shall have no right or authority to amend this agreement or to
abrogate the authority of the County, Sheriff or Constables.

Section 4. Meetings of the Labor Relations Committee shall be on an “as needed”
basis, but in no event more than once a month. [t shall require the affirmative assent of at least
three (3) members of the Labor Relations Committee to convene a meeting, at which a quorum
must be in attendance,

Section 5. Members who are on duty when a Labor Relations Comumittee is convened
may attend on ABL time, subject to the staffing needs of the department in which they work, but
members who are not on duty when a Labor Relations Committee is convened shall attend on
their own time.

ARTICLE 18
MERIT REVIEW COMMITTEE

Section 1. Within sixty (60) days of the Effective Date of this Agreement, the Parties
shall collaborate to form a Merit Review Committee, which shall convene twice annually, as
needed, to consider appeals from Employeces whose Merit-Based Step increase has been
disapproved by the Sheriff or Constable, as appropriate.

Section 2. Formation; Quorum. The Committee shall have seven (7}
members at all times. The Committee shall be formed by the following appointments: one (1)
selected by majority vote of the Constables; two (2) selected by the Association; two (2) selected
by the Sheriff (one of the two Sheriff’s appointments must be equal to the rank of Sergeant or
below); and two (2) selected by the Hays County Commissioners Court. In addition to the
previously-mentioned appointments, the Constables, the Association, the Sheriff, and the Hays
County Commissioners Court shall each designate one (1) alternate appointment to serve on the
Merit Review Committee and Labor Relations Committee in the event a need for recusal arises
for one of the Committce members. Neither the Merit Review Committee nor the Labor
Relations Committee may convene for an official meeting without at least a quorum of its
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members present, For the purposes of Asticles 17 and 18, a quorum shall be four (4) or more
members. Selection of appointments shall be made from individuals who are elected officials or
staff members (at least half-time) employed by Hays County at the time of appointment.

Section 3. Committee Procedure. The Committee may consider all
information contained within the personnel file of the Employee who has appealed. If the
Employee wishes (o appear before the committee and provide information, the Employee shall
be granted thirty (30) minutes to present to the Committee. After such presentation, the
Employee shall remain available to the Committee to answer Committee questions. Employees
who appear to present to the Committee shall be provided with a Garrity Warning, which must
be executed before any presentation is given. All presentations and responses to Commitiee
questions shall be made under oath. The Commiittee may request, but may not compel, other
witnesses to provide testimony.

Section 4. Committee Findings; Effect. Within ten (10) business days of the
Committee’s consideration of an appeal, it shall issue written findings accompanied by a voted-
upon recommendation, either for or against reinstatement of the Employee’s Merit-Based Step
increase. If the Committee unanimously recommends reinstatement of the Employee’s Merit-
Based Step increase, then the Sheriff or the Constable, as appropriate, shall authorize the
increase and the Employee’s Years of Service shall reflect such reinstatement. If a majority, but
less than all, of the Committee recommends reinstatement of the Employee’s Merit-Based Step
increase, then the Sheriff or the Constable, as appropriate, may authorize the increase after
consideration of the findings issued by the Committee, Findings of the Committee shall be
retained by the County for administrative purposes, but shall not be considered an official
finding or action of the County for the purposes of TCOLE reporting or any other professional
reporting, and shall not be kept in the personnel file of the appealing Employee.

ARTICLE 19
OFFICE OF PROFESSIONAL RESPONSIBILITY, DISCIPLINARY POLICY, AND
DISCIPLINARY GRIEVANCES BY DEPUTY CONSTABLES, CORPORAL
CONSTABLES, AND SERGEANT CONSTABLES

Section 1. Administrative investigations shall be handled in accordance with the
requirements set by law, in accordance with existing policies contained in the operations manual
of the Sheriff’s Office or the Constable’s Office and in accordance with the Employees™ Bill of
Rights attached hereto as Exhibit C.

Section 2. Any proposed written updates, written modifications, or written
amendments to the Sheriff’s Office or Constable’s Office administrative investigation or
disciplinary policy shall be presented to the Labor Relations Committee for review and
comment; provided, however, that the Sheriff and Constables shall retain full and final authority
and discretion to determine what written policies of the Sheriff’s Office or Constable’s Office
shall be at any given time. The Parties agree, with full recognition of the limitations cited in this
Section and in Section 3, below, that the Sheriffs existing written policies related to
administrative investigations, disciplinary procedure, and disciplinary review (“Perfinent
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Policies™) on the Effective Date of this Agreement are attached hereto as Exhibit D and that the
Constables’ existing written policies related to such matters on the Effective Date of this
Agreement are attached hereto as Exhibit E.

Section 3. Application and/or enforcement of policies by the Sheriff or a Constable
relating to administrative investigations and/or disciplinary procedure, including the Employees’
Bill of Rights attached hereto, shall not be subject to Dispute Resolution procedures described in
this Agreement, except as described in subsection 4, below. No employee shall be subject to any
disciplinary action implemented in accordance with this Section except when there is cause to
believe that improper conduct has occurred. The cause for disciplinary action shall be in writing
and shall particularly state the reason or reasons for which the Sheriff or the Precinct Constable
determined that disciplinary action is necessary. Disciplinary action against a Constable
employee who is a member of the bargaining unit shall be subject to the disciplinary grievance
procedures contained in Subsection 5 of this article. Disciplinary action against an employee of
the Sheriff’s Office who is a member of the bargaining unit shall be subject to the disciplinary
appeals procedures established by this agreement and contained in Appendix D.

Section 4. The Sheriff and Precinct Constables hereby apree that any of the above-
described disciplinary measures within the Sheriff’s Office or a Constable’s Office shall be
instituted for violations of policy including, but not limited to, General Orders as they exist at the
time of the alleged violation, general County policies, State law, and/or federal law. The Parties
to this Agreement recognize that this subsection is not applicable to the positions of Chief
Deputy or Inspector positions within the Office of Professional Responsibility (*Trust
Positions™), and serve at the discretion of the SherifT.

If an Employee, other than someone occupying a Trust Position, believes that they
were terminated without substantially meeting the above-described due process standards, then
such employee shall have the right to initiate a grievance subject to the Dispute Resolution
procedures detailed in Article 21 below. Such Dispute Resolution procedures may not be utilized
to challenge the adverse employment action taken as a conclusion to a disciplinary action.
Rather, those procedures may be used to challenge whether the due process measures described
in Exhibit D or Exhibit E were substantially met prior to implementation of an adverse
employment action. For the purposes of this Agreement “disciplinary action” or “adverse
employment action” shall include, a demotion, a suspension without pay, and a termination of
employment, but shall not include verbal reprimands, a written reprimand, letters of
understanding, or suspensions with pay pending administrative investigation. “Disciplinary
action” or “adverse employment actions” can only be grieved by a Deputy Constable, Corporal
Constable, or Sergeant Constable through the Constables’ Disciplinary Grievance Panel outlined
in Subsection 5 below. Any actions failing to rise to the level of “disciplinary action” or “adverse
employment action” are not grievable to the Constables’ Disciplinary Grievance Panel.

Section 5. Disciplinary  Action involving Deputy Constables, Corporal
Constables, and Sergeant Constables. The purpose of this section is to establish a procedure
for the fair, expeditious, and orderly adjustment of disciplinary actions taken by a Precinct
Constable involving a member of the bargaining unit who is a Deputy Constable, Corporal
Constable, or Sergeant Constable serving under the Precinet Constable. For purposes of this
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section, all disciplinary actions taken by a Precinct Constable are final except insofar as
exempted hereinafter. All disciplinary actions shall be based upon whether or not just cause
exists.

Disciplinary Grievances

A “Disciplinary Grievance” is a disagreement between a Deputy Constable, Corporal Constable,
or Sergeant Constable and the Precinct Constable for which they are employed regarding a
disciplinary action. A Disciplinary Grievance may only be filed by the effected Deputy
Constable, Corporal Constable, or Sergeant Constable employee.

Hays County Constables Disciplinary Grievance Panel

The Hays County Constables Disciplinary Grievance Panel (the “Panel”) shall be made up of
five (5) members from any of the five (5) Hays County Constable’s Offices who are selected by
majority vote of all Deputy Constables, Corporal Constables, and Sergeant Constables on an
annual basis during the month of January each year and who will serve on the panel for one (1)
year beginning on February 1 and will serve until an appropriate replacement is seated.

The Panel shall consist of:

1. One (1) Precinct Constable who shall serve as the presiding member. He/she shall be
selected by a majority vote of the five (5) Hays County Constables. In addition, an
alternate Precinct Constable shall be chosen in the same mannet,

2. Two (2) ranking members (Corporal or Sergeant) from any of the five (5) Hays
County Constable’s Offices. Such members and one alternate shall be selected by a
majority vote of all Deputy Constables from all five (5) Hays County Constables’
Offices.

a) In the event the Hays County Commissioners Court has not established a formal
ranking system for the Constables” Offices, these two members shall be Deputy
Constables from any of the five (5) Hays County Constables’ Offices. Such
members and one alternate shall be selected by a majority vote of all Deputy
Constables from all five (5) Hays County Constables’ Offices.

3. Two (2) deputy constables from any of the five (5) Hays County Constable’s Offices.
One Deputy Constable and one alternate shall be selected by a majority vote of all
Deputy Constables from all five (5) Hays County Constable’s Offices. One Deputy
Constable shall be selected to serve for a specific hearing by the Deputy Constable
who has filed the grievance.

Gach appeal board member shall have one vote of equal weight;

5. The decision of the appeal board shall be determined by majority vote;

6. Any appeal board member who is involved in the discipline in any way shall recuse
themselves and their corresponding alternate shall serve in his/her place for the appeal
in question only.

The presiding member shall be responsible for:
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1. scheduling a hearing on the Disciplinary Grievance at a centrally located County
facility;

2. public posting in accordance with the Open Meetings Act of the date, time and
location of the Hays County Constables Disciplinary Grievance Panel hearing;

3. notifying:
a) panel members,
by the involved Grievant and/or their designated representative;
¢) the Precinct Constable who administered the original discipline;
d) the County’s appropriate legal counsel; and

4. Filing a report regarding the Disciplinary Grievance Panel’s_decision with the
Constable for the precinet of which the Grievant is a member.

Proceedings of the Panel hearing shall be open to the public, except when the Panel may need to
seek legal advice from their legal counsel in which such matters shall be conducted in closed
Executive Session,

Process. A disciplinary grievance described in this Section shall proceed as follows:

The Employee shall submit a disciplinary grievance within ten (10) calendar days of the
Employee's receipt of the written disciplinary notice. The grievance shall be reduced to writing
and submitted to the Precinct Constable serving as the presiding member for consideration by
five (5) selected members of the Hays County Constable’s Disciplinary Review Panel. The
complaint by an individual employee ("Grievant") shall include:

[. A statement of the complaint and all facts on which it is based;
2. Any reason the disciplinary action is not warranted;

3. The remedy or adjustment, if any, sought; and

4. The signature of the Employee.

The Panel shall convene a hearing within fourteen (14) calendar days of receipt of a Grievance as
filed with the presiding member. The Grievant may be represented by personal legal counsel or
an Association representative.

[t is agreed by all parties that the presiding member or their designated representative may issue
summons and requests for records for the attendance of witnesses employed by Hays County and
for the production of documentary materials. The Grievant or their designated representative
may request the presiding member or their designed representative to summons any books,
records, documents, papers, accounts, or witnesses that the Grievant considers pertinent to the
case. The Grievant or their designed representative shall make the request before the 10th day
before the date the Panel hearing will be held. If the presiding member or their designed
representative does not summons the material, the presiding member or their designed
representative shall, before the third day before the date the hearing will be held, make a written
report to the Grievant or their designated representative stating the reason the requested material
will not be summonsed.
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The Pane! shall perform an adjudicatory function and determine whether there was a factual
basis for the imposition of the discipline and, if applicable, whether there was just cause for the
disciplinary action. The Panel shall conduct the hearing fairly and impartially and shall render a
just and fair decision. The time limit for any such hearing by the Panel shall not exceed three (3)
hours, except that by a majority vote of the Panel, the hearing time may be extended.

The Panel may hear testimony from the Grievant, the Precinct Constable or his designated
representative, and any witnesses as necessary to render a determination as te the validity of the
disciplinary action imposed by the Precinct Constable. The Panel may rely in whole or in part on
the testimony presented to the Panel. The Panel by a majority vote, may admit other relevant
oral or documentary evidence. The Panel may consider only the evidence submitted at the
hearing. The Rules of Civil Procedure and Civil Evidence shall not apply. The proceeding shall
not be recorded.

Hearing Process

A. The Precinet Constable or histher designee shall present the case to the Panel along with
any supporting documents;

B. The Grievant shall present his/her testimony to the Panel along with any supporting
documents;

C. The Precinct Constable or his/her designee may present witness testimony both in person
and/or in writing. The Grievant shall have the opportunity to cross examine any witness
and/or rebut written testimony;

D. The Grievant may present witness testimony both in person and/or in writing. The
Precinct Constable or his/her designee shall have the opportunity to cross examiine any
witness and/or rebut written testimony;

E. Members of the Panel shall have the right to ask clarification questions at any time;

F. The Precinct Constable or histher designee may, at their discretion, present a closing
argument;

G. The Grievant may, at their discretion, present a closing argument;

H. Members of the Panel shall have the right to ask final questions once both parties have
had the opportunity to present closing arguments,

1. Upon conclusion of the hearing, the Panel shall render a final decision to the Grievant
and the Precinct Constable. The Panel may only sustain, overturn, or reduce the
disciplinary action. The Panel may not enhance a disciplinary action executed by the
Precinct Constable.

J. No later than seven (7) business days after the day of the hearing, the presiding member
shall draft a report to the Precinct Constable detailing the decision of the Panel. The
report shall:

1. Include a finding that the disciplinary action was sustained, overturned, or reduced; or

2. grant the relief requested by the Grievant and reinstate the employee. Reinstatement
may include but not limited to placement in the job assignment held by the employee
at the time of the disciplinary action, no loss of benefits or with payment of all back
wages and salary.
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K. A finding of “overturned” or “reduced” shall include the reduced disciplinary action
found appropriate by the Panel.

The decision of the Panel shall be final and binding upon the County, the Precinct Constable and
the Grievant, except on the basis of fraud or collusion.

The Precinct Constable and/or the County shall bear the expense of any witnesses called by the
Precinct Constable, and/or County. The Grievant shall bear the expense of any witnesses called
by the Grievant, except that employees of the County who are called as witnesses for either side
shall not be penalized for attendance at a hearing while on duty.

ARTICLE 20
LATERAL /INTERNAL ENTRY

Section 1, Lateral Entry Program.

A, The Hays County Sheriff’s Office or a Hays County Constable’s Office may hire a
licensed peace officer or corrections officer with prior law enforcement experience in a law
enforcement agency recognized by TCOLE and, upon employment, may place such officer at some
step higher than MBSO according to their career track, on the Collective Bargaining County Salary
Step Plan, as provided in this section, if the candidate meets the following criteria:

1. The candidate is licensed by TCOLE;

2. The applicant has a minimum of three years of service as a TCOLE (or other out-of-
state equivalent) certified, full time, paid Officer in a first responder patrol officer role for
Deputy Sheriff or Deputy Constable Tracks; ot in a deputy constable role for Deputy
Constable Track, or with a minimum of three years of service as a TCOLE (or other out-of-
state equivalent) certified, full time, corrections officer for Corrections Track, or with a
minimum of three years of services as a TCOLE (or other out-of-state equivalent) cettified,
full time, communications officer for the Emergency Communications Track;

B. Applicants hired under this provision must meet all the provisions listed under Article
20 and serve a six (6) month probationary period upon being commissioned as an Employee.
Beginning on the Effective Date of this Agreement, Employees who have applied for a position in a
different Career Track may be hired as Lateral Transfers under this Atticle, but may not otherwise
transfer Years of Service from one Career Track to another.

C. Lateral Entries for both the Sheriff’s Office and for Constables’ Offices, may be hired
as follows:

1. Eligible prior experience allows the new hire to be slotted in the appropriate pay step
for up to seven (7) Years of Service for the applicant’s prior full-time experience as if the entire
cligible prior experience had all been acquired in the employ of the County. Officers hired under the
lateral entry program who have seven (7) or more years of prior full-time qualifying experience, as
provided in this Section, may, at the discretion of the Sherill or the Constable, be placed up to
MBS6, on the Collective Bargaining Salary Step Plan upon being hired. Employees hired under the
lateral entry program who have less than seven (7) years of qualifying full-time experience may, at
the discretion of the Sheriff or the Constable, be placed up to the step that is equivalent to the number
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of years of prior qualifying service rounded down. For example, if the officer has three years and six
months of prior qualifying service, the officer may, at the Sheriff’s or Constable’s discretion, be
placed at MBS2, or below, for the appropriate classification on the Salary Step Plan upon being
hired. For the purposes of pay, under Article 8, above, Employees will be eligible to advance to the
next MBS as Years of Service accrue, However, Employees placed in a higher MBS under the
Lateral Entry Program shall be eligible for promotion based on their actual Years of Service, not the
MBS achieved via the Lateral Entry Program. The Parties to this Agreement recognize that certain
positions may be appointed by the Sheriff without consideration of longevity, including Chief
Deputy and Inspector within the Office of Professional Responsibility.

D. This program is meant to help recruit qualified applicants for the position of Entry-
Level Deputy Sheriff, Deputy Constable, or Corrections Officer. The Sheriff’s or Constable’s final
determination of whether an applicant meets the criteria of the Lateral Eniry Program shall be final,
non-appealable and not grievable,

Section 2. Internal Entry Program. The Hays County Sherift’s Office or a Hays County
Constable’s Office may hire a licensed peace officer with prior law enforcement experience within
the County (i.e. the Hays County Sheriff’s Office or a Hays County Constable’s Office). Employees
hired under the internal entry program may, at the discretion of the Sherilf or the Constable, be
placed up to the step that is equivalent to the number of years of prior qualifying service. For
example, if the officer has three years and six months of prior qualifying service, the officer may, at
the Sheriff’s or Constable’s discretion, be placed at MBS2 (with 6 months toward an MBS 3), or
below, for the appropriate classification on the Salary Step Plan upon being hired.

ARTICLE 21
CONTRACT INTERPRETATION / DISPUTE RESOLUTION PROCEDURE

Section {. A Grievance is defined as any dispute, claim, or complaint involving the
interpretation, application or alleged violation of any provision(s) of this Agreement.

Section 2. Seope of the Procedure, Only the Association has standing to initiate a
grievance under the terms of this Agreement, after consideration of an alleged grievance asserted
by an Employee or the Association. Disciplinary matters and/or matters of promotion or
advancement shall not qualify or constitute the proper subject of a grievance, however;
Employees retain all rights under state law with respect to disciplinary matters and/or matters of
promotion or advancement, except as otherwise provided for in this Agreement.

Section 3. Information Required. Each grievance shall be signed and submitted on
the form attached as Appendix C to this Agreement, and shall include, at a minimum, the
following information:

1) a brief statement of the grievance, including a description of the facts or
events upon which it is based including the date the grievance arose and the date the
grievance is submitted to the Grievance Committee;

2) the sections(s) of the Agreement alleged to have been violated,
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3)

4)

Section 4,

the remedy or adjustment sought; and,

the signature of the Grievance Commiftee Chairman or Association
President.

Grievance Procedure Steps. Grievances regarding interpretations or

violations of this Agreement shall proceed along the following Steps:
Step 1: An aggrieved Employee must inifiate a written grievance on the form

attached as Appendix C with the Association Grievance Committee within
thirty (30) days of the date upon which the Employee knew of or should
have known of the facts giving rise to the grievance. A coustesy copy of
the completed grievance form shall be forwarded to the Sheriff, or
Constable if applicable, and the Office of General Counsel by the
Association Grievance Committee within seven (7) days of the receipt of
the signed written grievance by the Association Grievance Committee, but
no action by the Sheriff or Constable if applicable, or the Office of
General Counsel is required at this Step. The Association Grievance
Committee shall within its discretion determine whether the alleged
grievance has merit and whether it should proceed to the next Step. If the
Association Grievance Committee determines that no grievance exists or
that the grievance will not be forwarded, it shall notify the Sheriff, or
Constable if applicable, and the Office of General Counsel in writing that
no further proceedings will be necessary. If the Association Grievance
Cominittee determines that the grievance is valid, it shall within thirty (30)
days after receipt of the grievance, proceed to Step 2 of the procedure.

Step 2: Any grievance that the Association Grievance Committee determines has

merit shall be formally submitted to the Sheriff, or Constable, if
applicable, , and the Office of General Counsel within seven (7) days of
the Step 1 decision of the Association Grievance Committee. After receipt
of the grievance form, the Sheriff, or Constable if applicable, and/or the
County Judge or designee shall evaluate the grievance and shall within
thirty (30) days submit a response tn writing to the Association Grievance
Committee.

Step 3: If the grievance is not resolved at Step 2, then the Association shail have

Section 5.

thirty (30) days from the receipt of the Step 2 decision to invoke
mediation. Mediation shall be scheduled within thirty (30) days of its
invocation by the Association, and shall be conducted by a Mediator that
is mutually agreed upon between the Association and the County. If
mediation does not result in resolution of the grievance within thirty (30)
days of the first mediation meeting, then the Association Grievance
Committee may proceed to arbitration under Section 6, below,

Extension of deadlines. Any of the administrative deadlines contained in

the foregoing Steps, may be extended or otherwise modified by agreement of the Parties, in
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wriling, as necessary to address the substance of the grievance in a reasonable manner. If the
Association Grievance Committee misses any deadline, the grievance will be considered
satisfied and no further steps shall be taken.

Section 6. Arbitration, If the Association decides to invoke arbitration after a
failure of the parties to resolve a dispute using the grievance process, it shall be the responsibility
of the Association to initiate arbitration by submitting a request in writing to the American
Arbitration Association (AAA) identifying the grievance and asking for a list of seven (7)
qualified neutrals from which a selection of an arbitrator may be made.

A. A copy of the request to AAA shall be provided to the following County officials:
1) the Civil Division of the Hays County Criminal District Attorney’s Office; 2) the Sheniff; and
3) the Constable if applicable.

B. Qualified neutrals must have three (3) years’ experience in public sector labor and
employment contract interpretations, preferably with experience in local government labor
negotiations involving cities and counties otherwise the neutral is disqualified and dropped from
the list and another neutral will be requested.

Section 7. Upon the receipt of the list of arbitrators from AAA, the Parties shall
schedule a strike conference within ten (10) business days or as soon as reasonably possible.
The Association shall exercise the first strike and thereafter each party shall alternate in striking
a name from the list until only one name remains. The identity of the sole remaining name shall
be returned to the AAA Case Manager so that a hearing on the matter can be scheduled.

A. Nothing in this Article prohibits the parties from mutually agreeing to the
selection of an Arbitrator, either from the AAA list or otherwise.

Section 8. After the Arbitrator has been selected, and a hearing scheduled, the parties
may, upon written request to each other, call for the disclosure of a list of anticipated wilnesses
to be called to testify at the hearing, and may similarly call for a list of anticipated documents
and exhibits sought to be introduced at the hearing. This request for disclosure shall be made no
less than ten {10) business days prior to the date of a scheduled hearing, and the partics shall
have a continuing duty to supplement responses to any such request. The parties, in writing, may
request discovery from each other concerning the grievance. Should the opposing party not
agree to provide the requested information within seven (7) calendar days of the request; the
request shall be deemed denied. The requesting party may then apply to the Arbitrator, who
shall order such discovery as is appropriate to the nature of the case, consistent with, but not
bound by, the rules of discovery in Texas civil cases. In considering the application, the
Arbitrator shall consider the burden and expense of producing the information, the need of the
requesting party, the amount of time available prior to the hearing, and such other matters as he
may deem material. In no event shall discovery be requested within seven (7) calendar days
prior to the hearing.

Section 9, The Arbitrator shall not have the power to add to, amend, modify, or
subtract from the provisions of this Agreement in arriving at or her decision on the issue or
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issues presented and shall confine himself or herself to the precise issue submitted for arbitration
and shall have no authority to determine any other issues not so submitted to him or her,

Section 10, The decision of the Arbitrator, if rendered in accordance with the
provisions of this Article, shall be final and binding upon the Association, including all members
of the bargaining unit, the Sheriff, or affected Constables, and the County and may not be
appealed by either party, except for any decision procured by fraud or collusion or which
exceeds the arbitrator’s jurisdiction, or which is based on legal conclusions or interpretations
which are clearly error of law.

Section 11.  Pach party shall bear its own fees, costs, and expenses related to an
arbitration proceeding, The fees and expenses of the Arbitrator shall be borne equally by the
parties, regardless of the Award rendered by the Arbitrator. In the event a party desires a court
reporter, that party shall bear that cost 100%; however, if a party requests access to the transcript,
the parties shall split the cost equally.

Section 12, All time limits in this Agreement are based on calendar days unless
otherwise stated. If a time limit expires on a Saturday, Sunday or County-observed holiday, the
time limit shall be extended to the next County business day. The day of the act, event, or default
shall not be included.

ARTICLE 22
SAVINGS CLAUSE

Section 1. Non-Application of Section 174, 1f a court of competent jurisdiction or the
Texas Aftorney General determines that Section 174 of the Local Government Code does not
apply to Hays County, then this Agreement shall be null and void.

Section 2. Savings Clause. Unless Section [ above applies, the following savings
provision shall apply:

(A) If any provision of this Agreement or the application thereof to any person or
circumstance is held invalid, the invalidity shall not affect other provisions or applications of this
Agreement which can be given without the invalid provision or application, and to this end, the
provisions of this Agreement are severable.

(B) It is understood and agreed that the foregoing is a complete understanding of all the
terms and conditions of employment to be governed by the Agreement during the contract
period.

(C) Any Appendices to this Agreement shall incorporated by reference and shall be
identified in a Table of Contents shall be deemed to be part and parcel of this Agreement for all
purposes.

(D) This Agreement shall be binding upon the successors and assignees of the parties
hereto during the term of this Agreement and no provisions, terms, obligations herein contained
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shall be affected, modified, altered or changed in any respect whatsoever by any change of any
kind in the ownership or management of either party hereto or by any change geographically of
place of operations of either party hereto.

ARTICLE 23
MISCELLANEOUS PROVISIONS

Section 1. Third Party Security — County Buildings. The County shall include in
every third-party contract executed after the date of this Agreement, for the use of these County
facilities that any vendor or lessee using said facility shall use only sworn Employees procured
through the Hays County Sheriff’s Office or a Hays County Constables Office for security,
crowd control and other police-related activities while using the facility, and that number of
Employees determined to be reasonably necessary by the County shall be paid by the vendor or
lessee. Employees working for a third-party user of a County facility shall be off duty, and shall
be paid an hourly rate negotiated by the Sheriff’s Office or the Constables Office(s),
respectively. Employees assigned to work an event sponsored or co-sponsored by Hays County
shall be considered on duty and shall not be entitled to pay that exceeds their normal rate of pay
under this Agreement and under the Fair Labor Standards Act.

[SIGNATURES TO FOLLOW ON NEXT PAGE]
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SIGNATURE & EXECUTION PAGE

THIS 2024 COLLECTIVE BARGAINING AGREEMENT HAS BEEN DULY
NEGOTIATED, REVIEWED, AND APPROVED BY EACH OF THE SIGNATORIES
INDICATED BELOW:

HAYS COUNTY, TEXAS
(Approved by HAYS COUNTY COMMISSIONERS COURT on November 5, 2024.)

By: Dated:
RUBEN BECERRA
COUNTY JUDGEF

HAYS COUNTY, TEXAS

By: Dated: _/0 /3 8/ QoY
. U
SHERIFF, GAYS COUNTY, TEXAS
By, fose—i b | pated: 10 /372/0000
HON. DAVID PETERSON T /
CONSTABLE PCT 1, HAYS COUNTY, TEXAS
By: Dated: (0/25/20 2+

T 25 RS
CONSTABLE PCT 2, HAYS COUNTY, TEXAS

By: /@k JW Dated: /5/2&3’/2”5;
HON. DON MONTAGUE e
CONSTABLE PCT 3/ NAYS COUNTY, TEXAS

MTW;:J M Dated: S} 8 ol

HON. RON E. HOOD
()NSTABLE PCT 4, HAYS COUNTY, TEXAS

By: “__ifM e Dated: iQ"‘ Bﬁg”’éﬁéﬁl
ON. JONN ELLEN
ONSTABLE PCT 5, HAYS COUNTY, TEXAS
ATTEST:
By
ELAINE CARDENAS
HAYS COUNTY CLERK
THE HAYS COUNTY LAW ENFORCEMENT ASSOCIATION
(“HCLEA™)
(Approved by HCLEA Membership on or about October 31, 2024)
By:

TROY MAYES
PRESIDENT, HCLEA



EXHIBIT A
PAY PLAN WITH MERIT-BASED STEP INCREASES

(See Next 1 Page)

33| Page



JuslasIBy Guiwebieg SARA=H00 WALNT U 10 @ A0y 03 13431 'ueld AR SIU) 0 UOQRIUAWS| i 21 Lo UeRPuLIojUL 310w 104

165 T - soreadsy| Aindaq pue 17 31 - Jopadsy) Jpaaibe ssivualo SSIUR 24 BYS AIqrsuodsay [EU0JSSRI0I] §O S2U30 2Ll UM SUORISOT J013adSU) AL

umdes 37 ue jo Juaeamba UL iE 195 51 AUB[ES WRide SUOR3D1I0] B "UB|4 ABd Sl o s3sadind Jog
Jom 1eak/sIn0y 020'E UG PRSEY UL $3URIES OOF PUR AqLIsus] Andag Biom o JRaASIN0Y $31'T UO PISRY 31 SIURIES SUDRIRLO] PUT I
SEOT/LIE SA03N2 WEIdRs TT © 0] SB AED 3U 19nG %5 18 195 34 It JUAUS ARG $214D 31 103 uopesuadway
321095 10 1874 I} 53721dUI0D [ENFIAPUI UE UIYyM SiN000 SEIN 1UINDISNS Ade 01 JUAWDIURAPE J0; ApaBng

Fmeg 1O I2a), | 30 UORaIHLI0D 3L 1SR SpUS PUE S [T A1ER Jui e swdaq 0 S

AU LYS LERS 3LEES 8795 B5EES Z0°5K5 | 05055 29595 Th'tvd OE'BES <5055, . 97°95% TS5 GRS 0565
G0 0FS 00°PES 00°8TS £0°ErS R 0SLES vEFTS 95 ££$ T/ 7ES 054T8 L1955 IyebS £0°E7S LFLES 65TES
Q000TEES | 00DILDLS |00 DREESS OFZOS'685 | 09°LE6°LS 00°0Z5 596 OFDP3'96S | POTED'ZES | POSEY'TLS | D00S0°0SS SLOCEEITS | vPITEZ0TS | E544666$ | ByvEa'Ias | 00962°99%
£ £ B £ £t €E EE £t £ S EE €E 3 EE £ £F
ST'SEE'SS § E6EESES § 2L4T90E S| O TS EESHIOT T s oz A6 EBITGTT |3 5 fBEEFST &| OF FEE! LT TIT § SFGRLNTT § SUSBUODE S TESITES 3
STErE'ss § 3RSESES & 941003 5| 6T 5 GOESDTAL § $tO6Y 45757 BLT 3 2 ogmerzse 5| 81 e SYELITIL S SeBELPTL S SLSCT'90T 5§ £5°5IT'86 3
ST'geE'ss 5 B6S3TES § BLATI0E S| 8T 5 SHESDTOT & S| o8t 65 T6T 5 T ETREY 8T T EETTE AoETIT & EySRTFIT S SCS0T'E0T § £T'Sid'se 3

AETETES 5 FOLTINE 5| LD § EESIIOL & o a1 [l E H (T JAd swEECTEL & BURLATIT S ErEATYIT § SLSDUADL 5 £9sIEE 3

2655858 T BLLTSOR 6| 9T S COESOIOT ¥ ] 9T NEZETOTIL H 3 S8R 9T VEEETEE SrasfTYL § ERBETTEIT & 3L40TINT & STERE &

TEEESEE § eLeTs0R §| ST ¢ GU'ES0TOT S s] St 06 E6TOTT B 3 ST PEEETZET § BRFWEEIL § EFESTETT § SIE0TI0L S TGTE'RE §

3653583 s 3reTe0d $| i 3 B0ESOIOT 3 SEEESES 3| ¢l AETETOTT s H ¥L PTELTTET § IPMETLL S ECERTPIT S SLS0TS0L § ENSLERE

STSFEGS § BEGESEZ 5 BILIO0E £} €T EOESUTOL & SEEPIES 5| £T 05 TETOTL B T PREETIET 3 SMLETET S SrEsUrIl ¢ SLSOTE0T B suses ¥
STerEhs & 36HSSES 5 FLUT908 SE e pEIGoH0T S G0ESOIOT ¢ spirdss S| ¥t 06 TETOTT § OFH43'50 4 far PRTETEL S BEOLETTL S EFERTYII & 54GATR0T $ SrEES §
STSrEB6 § | BEGBT68 51841308 $§ L PETSL'ROT S [ 6OESOIOLS | SwEvdee S| TT 067670LL § | 09EL9'86 5 BETEEIR Y EEZCET S | SV OLRTIIS | EHELYILS [ GrSOTO0T S | £9°57€°86 §
D3'TGH'36° § 189°9/6'08 51696928, S O 9 LLTSOT § | L8 peBe S TVETA9DE  § 1 0T 0565£°901 % | Sresres § 5 [19760E8 S oL ESB00'8TTS [OTTSEEITS [ 95 IS 0ILS |TTITLTOTS { ¥S¥RTSE S
EEIP9Es § | SCEvPYD S1666EE'SL $| 6 0SpI6'TOL S |BLBEIYG S 66588 5| B 99°8SEE0T S | T040V'EE § s {eadivofr 5| 6 OTDZEECL S | TTISUSILS | C2OI0Z0T S | LI VEr'Es 51 6LErl'is 5
SSPIE06 G |9 EBS T8 S |BFOLLEL S| B 97 BSS'B6 S | I5LUTE S 19STSEvE TS| B B/ 950'00T § | 90°ETy'06 § | BOOEO'vE 5 |8UEi4L S| @ ITNTGEZT 5 | S ELFEILS | O£ TESE0T S | $T'8ST96 § 1 6T00TEE S
B99788 9 |85SESEL S [ SFLISTL S| £ toe0sss & [05SrL’88 5 [R9BEZ'TE T S| L OyDra'9s S | eYvES'L8 S | L9SPE'TR S |gveRE’sL S| L STOEE'ETT ¢ | prTT6Z0TS [ BE7R700TS 0T FETEE $ 1 T90SE'SR §
00'969'58 § FSYLLTLL SITOTPGEY § | 9 B85'SSY'T6 S | 580L6'SE $ [0STT8%6L  $: 9 OpOLE'9s 5| 90BELVE S |T0ubL'el $|ITLLETL S 8 T'ORE'ELT ¢ FETISZGT 5 |BLdL046 S [6E00T06 5 | 80°Z65E8 §
9000768 S | S9eross S ci9lssd St 0§ 0yZ0¥68 5 [9E99T'E8 S [ST890LL S1 & QFOr3'96 5 PDTEDTE S |GETECIL S| O6GHI0L S| 8§ ATOTSECT & AETUEYNT 5 [ 2GiL67E6 § 1 A3rTEYUR S [39vTEnE $
au0azes » | 09 TYE'TL S [EIGPSEI St v FIDSES § | p4E0508 S|veeosw S ¥ OFOFS'EE § TUTEOCE 3| LLGELEL S| 90REEES S| v $ LTS I0T 5 o54i6S6 S|CLUSESYS S |9S9LEqL §
OOGTEY 5| 000TL0L S| THOPYES St € OFINEEs 8 SIBBIELTL S| € OwgER'ds & TS0 S{PYSERT. S|TEVOL9F S| € STSTEETT 3 PHELSI0T & T52:5'56 3| SPFERTE S | EOvESSL §
oogozEE § 0DOEL0: 2|FEesils SioE orTOsET § S1r95IeB 5| T FOFE9S S rDTROTE § cDEEET. L | LEGSEWY Si % STDEE'EIT $ SWITEIDT § IS45'9% § SrerEie S| SHIWVEL 5
COO0TEF 3 DOGTLOL S |0Z48e%ES S T 0FTO5ET S BE I orOrTes & POEIOTT 5 FURSETL S {B6THOCE S| T STBIRETT 5 by iLELOT € TELLb$s § Seeeeie 5 LD990TL §
00007 EE S 0004 S[000v78S S| © 0FTISEE 5 s|oopissd S: O OFErFes 5 POTEQCET L eOSECTL 510008009 S 0 JUOTEETT & BFTISL0T 5 =ZlLEE6 ¢ TrwElTs ¢ 00796L%88 S
JBno3 [ ooapeRt ] 003 @ga1 ] oD 37 {mmsues dag A1we) | Agt0d [diop 0] | Jeayo e ades) | 137 15637 |A10)/3e0 31| And2g 33

suopeaunwe) Auadawl )geIsuod SUDIEIAIIE] O5-IUSTWAII0UT MET

Wyid Ave =Y LIgHEE

R A R I

15310N

310y ApncH jeunf
@3ey AlanoH 2RI
Aejes Funsess
da3s pasen 1AW %

4 sam
[:19 san
81 sqin
fas b3
aT AW
ST SEN
v SEIN
€T SEWN
T SEN
T san
otT SHA
& sal
g E3:14
L SHIN
9 b1:1413
5 san
1] SEN
€ sl
[4 saw
T S8
e sEN



waueaby Bujelieg 2a503|0) UBLIND Bu] jo § FORY 0} 12431 "UBl] ABd SIUI 16 UoARIUALa|diL] BL) U0 UOTBUICIE DJOW 102 L
165 I - Jmeadsy Andag pue 77 37 - Jewadsly) jpaaibie asiMUayLo SSAIUN 3G [BYS £qisundsay [EU0ST3/014 J0 3WE A4 Uk sungisod 10yoadsu) 8yl 4
ujeydes T ue 40 Juatennba ay312 138 s Aeps uieideD SUOKRIII0T B "Rl ABd S jo Sascdind Jog [
Jiom JeadiSINgY JgQ'Z U0 PASEq 3ie SalBjes 07 pue Jqeisucy) Andag Hiom Jo IRSA/SINGY g |'Z UD paseq 20e $TUEJRS SUCQIALOT pUR 37 ¥
57aZ/L/L 2ARAaya weldeD) 3T B 40} SHI Jed SY3 JAAT 2457 18 135 24 [ JUAUS ANGa( JSIYD 24l Jo) UohesUaduey £
ARG JO JBA K I S| GE0D [PAMAIPUL UB USUMm SInddT S8 3uanbasqns AUg o] JswsausApe Joy Ay z
BOIIRS 40 JEAA | JO UDga|diien 4] JSIE SPUS PUR 31y 50 S1ER Sy3ie swibag g san L
RN
517055 [ ©0Lors 06755 WSS LTLES £0°ESS 5105 £5195 95 TrS L5'ESS - 30655 06755 DTS$ LTLTS 218y ANOH jRUL
00'ZFS 04SES 0F'6€8 ST 50S VEBES 30°£ES £59%5 v EES SEFES S1'67% 25655 ] 82'15% BL'arS YEBES T B0°EES Iyey AjnoH jeniut
CO0SE"L85 ao9s Vs 00 TITTSS - (Y LLEBESS drrE'TRS 00°96£35% e E0L 0S| 65 TETA8S £S0T0'SLS [EREENES LUITTOETS | IOEGEELTS | OF9L9786S 07976638 08°SET'TLS fsejes duners
H £ £ £ £ £E £E £F £t £E £F £t B &€ EE da1g pased A %
[PRIEEOT § STSI0RE T LPELOTE $| 02 ISETPIT § 50507 8AT 3 ooz STUDE'STT ¢ 5 IT0ES0E 3| 0T THIEIT T TOTIETIT 6 LETEEEtl ¢ 6z S8
TEEITEAT & 3TEWCE § L9WLYrE 3| 8T SEEETHIT § SI01U0T § | oer SELOTEIT 3 I ITos€0s S| 6T TEBIELL ¢ EXTTETIT 5 TH'Lel'E0T 5 6T 8w
TEETTROT § 3TS90T8 ¢ LREIRS 5| BT FETTETT § 345010301 5 ${ 8T S5C0T'STT 5 $ OLTOEIUS $i 8T TELIDETT & T§ #PITIIT 5§ TETrTESt 3 -4 saW
T $ ETSINEE S LORrOTE §| LT EFSRTPIL § 5250T90T & ER A S5Z05°5TT 3 ¢ 2r0ss 06 3] LT TEDE0SIT ¢ SEETT S €UETETIL S TETweedn 3 fas AN
T ORTGOOPE 5 AHERITR | T SRETFIT & 47807807 3| st SSLORSTL § 3 CEOsE05 5| 8T TEDIOGIT & TEIGFETT & fOIte Il s © T san
$ STSESOFE 5 LEBpIPS S} ST TFEST'PIT € SUEDT'S0T ¢ S| ST SIT 5 T OTTOSEDS S| ST TENTYRTT § TEESTETL § 1l il 5 TOTed'Sar § ST SN
% 3TI90PE & LFEEOFR 3| PT ESTFIT 5 5250U90T § s vt STE S € IUOBEDE G| Pl TEOTOETT & 16FE2ETE § S LITTIT § TEIvT'eeT € #T SaIN
S FEER0rd 5 LEEFYrE S ET EFEETEIT 3 SLS0T'20T & o z| &l 3 S OLroRdnE T} OET TEOTORET & TEEEEEIT § EOTIETIL § I57Tel’20T 3 €1 SEIA
TreTer0T 5 22755006 3 [98rdvs 5| I TEETRIT S S/ 501201 3 ESScEss  § T 3 STUEAP0LS EGYSNIE 3 ITOGEDE S| IT TEOZGETIT § TEGREIL ¢ EDTIFTIL & e TLEENT £ 42 sAN
TEETED0T S | 8759076 S | L9BFI¥8 § | TT Er6ETPILS | $4S0T90TS [EYETERG- S| T s [se259'%01S | €674ST°26 5| ETOBE0E S| T TEOZOGELS | L6'B6RGLES | fUTTHITL § | TETFE'EOT S T sdw
STHLTTOTS | ISSCET6 & [LUERT'ZE § | OT STIrsOIT S | 1T9LL 26T 5 | YT ¥BT'SE s | ot 86 /0TCILS | 26 STETOT S | S6'05T'¥6 % [ LVEB0'SB 3 T 000TFPEL S | SO°862'¥ZT S |19 8309ET 5 [ TEISTLOT S 1 SL°EhE'66 S T SaN
SPRCERE § | 5559988 S [6¥6SL6L § 3 LTOTQL0TS | £ovErss § | GLEFTE6 - S & 00°97SBOT S | L6 L2086 § | eCErll6 S | /569758 § [ LT'9TTAFT S | 95R060ZT S | pL09EZTT S [ 0590%'P0T $ [ 96705496 & & S8l
£903b°S6 S | 90ES09E S |eSearis S| 8 DUTETE0T & [ $TR5C'96 S [BTODTEE 1 ¥ £9550°50T S | LZVPE'Re S [BSLETER § | LG9pST8 §| 8 ZT9TL0:L & | bTOVOLTES [ 6TTLLS0ES | STTLOTTOLS | GEOX'ES S g saw
TTOSA'T6 S [ SLSLEER 5 [ STHATEL S L 2EZREO0L S [ OUERT'ES S [ 79°0SE'9S B £ THERITOT S { ¥TTTI6TE $ 196 FIP'SR $ | 6580667 5 L LTRTT0ET S [I0UCEEITS { 05963508 S | SETrEE S | ST'898°06 S L SgI
0B086'68_ 5 {vPGTPETR 5 |698T0%6L §t 9 SCELOEE S | 6EI0T06 € |8076SER S| 9 TEEQLIOT § [ L6PL6'R8 $[/EVESTE S WESSELL S| 9 LUSTUGET § TOZDESXT $ | TLTEC'TIOT S |OL9TL'YS § [ BITLIYE § g San
DO09E’/8 5 |GYRLLSL SIEBIBBOL 5| 8 ISLLGER $ | LOVIEYR S |S9TTE0E  §| S S [65ZEL'98 S S6Tr0NE S| SIVRYL S| S LESTTOET & TOZDEETL S [ Dr'as9'gs 5 | 0606916 S [ SL96WE § ] SaN
DUCITLE 3 | 89Edral §{TULZEEY § r 3 HEESRSR TR 5 v TEADSTOL S BSTETSS F{TeSEYLL S| OVTEFTL S v LTOTURST 5 TOLOCELT & 0v'0igss €| 9479088 §)erssie o ¥ SEN
pooeses S| 00095Tve & [whEeR'9s § £ 5 {8FPERTY S| EOVER'SL H € TEE0LSTOL S GSTETOE 5 [£50T0°6L $14S94T'0L 5 3 STOELNEL € TOU0E'TIT 3 OFScdss S |079T6'6H S ELSTI6L S £ S8
0g09E'E ¢ 009STTE S| 9T948Ye § z 5 SHEEF'IE S BFELREL 5 (4 CFENSTAT 2 < SMI0GL S {ELPEE'LS- $ r4 LTOTTOLE S TOUDE'ETT 5 Op9LS'Se 5 0C9T6'se § | E07780°ZL 5 z S
0oeaziE % DO9STe: 19598678 S| T 5 IFCEETE 5 {42930°TL S| T TPE0LTOT S $OLFOTYE T (0Sp9L’sY 51 T LTOTTOST § TOZGEETT 3 OF9.935 S O0T9T6'SE 5 |8G619%L 5 T san
QoIELE § noIsTRL S [DOTETTS S| 0 5 IFFIETT 3| 00'96L'88  §| © TERRITIT S F OLSDIDSE S [U9E9TE9 S| @ LUBTIOFL 3 TOLOEEIE § 0PG4S 5 0TRIE'SE S [0RSECIL S I SER
aEWo3 [Toogpet [ 003 Feq [ dioon ] 3qEsue) tdag S1vhop - | g o) [rdientuied T 1evu0 oy “Rdeyar | M3t | wsar [diey/legEi] Andag:
suapestrtwo) Ausiawg aprEjsue) SUONIBLI0D 051U LRI04 me

{STI4{0L PARIBDY N Id AV STOT WYIA TVOSE - W LIgIHXS



EXHIBIT B
ROSTER OF MEMBERS OF BARGAINING UNIT

(See Next  Pages)
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EXHIBIT B-1
OVERTIME COMPENSATORY PAY CHART
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EXHIBIT B-1

Work Compensat Co t
Annual Work cf Hours per pensa f)ry mpensa f)ry
Career Track , Period , Compensation | Compensation
Hours Periad Pay Period A
Days Limits Pay Qut
Sheriff Deputy 2184 168 14 84 200 480
Sheriff Corrections 2184 168 14 84 200 480
Deputy Constables 2080 160 14 80 200 480
Emergency Communications 2080 160 7 40 60 240
911 Custodian 2080 160 7 40 60 240
TLETS Specialist 2080 160 7 40 60 240
Correction Specialists Il 2080 160 7 40 60 240




EXHIBIT C
FMPLOYEES' BILL OF RIGHTS
A, Contacts

1. An investigator shall make every attempt to contact the employee at a reasonable time and
place, and fo conduct the interview during the employee’s normal tour of duty,

2. If the employee is caused to return to duty for the purpose of any interview, the county shall
be required to compensate the employee at the current compensation rate in effect for call-back.

B. Telephone Interviews

Interviews held by telephone must indicate the person interviewing the employee, the time,
place, and date, which must be reasonable, and the nature of the allegations or act. If the
investigator reduces the recording to writing, the employees involved shall be furnished with an
accurate transcript of the conversation which they in turn must proofread for error and then sign
under the seal of a notary or authorized Peace Employee.

C. Investigations and Polygraph Examinations

1. Employees shall be entitled to all fegal rights including:

a. Notice of allegation,

(1) The involved employee shall be given a copy of the Personnel Complaint form signed by the
reporting party and/or the supervisor who completed the form, within a reasonable time after the
complaint is filed. A “reasonable time” is generally to be interpreted as being at the time of the
employee’s investigative interview; however, this does not apply to an investigation that takes
place immediately after an incident occurs. In such instances, the involved employee shall be

furnished with a copy of the Personnel Complaint form as soon as practicable.

(2) A document acknowledging receipt by the employee shall be required when the involved
employee receives a copy of the Personnel Complaint form.,

b. Nature of criminal, civil, or administrative charges.
c. Appropriate constitutional warning, in the case of a criminal investigation.
d. List of witnesses alleging a violation may be provided at the Chief Deputy’s discretion,

e. Right to advice by counsel outside of the interview.

B Page



2. The investigator shall inform the employee whether they are being interviewed as a witness or
an involved party.

3. If at any time the nature of the investigation encompasses criminal matter where the employee
could be criminally charged, the employee shall be informed they are being interviewed as a
suspect, and shall have the right to constitutional warning, privilege against self-incrimination,
and right to counsel.

4, The employee shall enjoy reasonable freedoms during the investigation, including smoking,
drinking, restroom privileges, and telephone calls.

5. The investigator shall in no way subject the employee to harsh, abusive language or
humiliating treatment and if said treatment occurs, the exception shall be recorded in the
interview record.

6. Interviews must be related to the act alleged.

7. The employee must answer all questions truthfully and not withhold any pertinent
information.

8. Any employee attempting to influence or interfere with an investigative action, other than
through prescribed channels, shall be subject to disciplinary action.

9. In investigative actions where citizens of the community are contacted as to the character of
the employee at the request of the employee being investigated, it shall be the responsibility of
the investigator instituting such interviews to re-contact the citizen and advise them of the

outcome of the investigation.

10. The Sheriff has the authority to require an employee to take a polygraph for the purposes of
an investigation.

11, Employees shall not be required to sign any document indicating that they were not under
duress when undergoing a polygraph examination at the direction of the Sheriff.

12. In polygraph examinations, except for preliminary control questions, questions must be
specifically addressed to the particular allegations charged in the original investigation.

13. Employees shall have the right to know if their OPR interview is being recorded. They shall
also:

a. Have the right to bring their recording device to the interview,
b. Both parties must be aware of all recordings.
¢, The device must be in full sight.
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d. If the recorded interview is to be used in an OPR case investigation, it will normally be
reduced to writing,

e. If the employee requests a copy of their transcript:

(1) the employee shall be furnished with a transeript ot recording of their interview.
(2) they must initial the transcript for error.

(3) said employees must sign the transcript under the seal of a notary.

14. All internal affairs investigations shall be used exclusively by administration and shall not be
released to outside agencies without the permission of the Sheriff.

D. Right to Counsel

All employees shall have the right to represented by counsel, at no cost to the employee, when
civil suits are instigated against them as a result of a situation arising out of the normal duties
required by their position, providing they are acting within the scope of their assignment.

E. Internal Investigation Warning
The following warning shall be given to any employee before the interview begins:

“You are advised that you are being questioned as part of an official investigation of the
Sheriff’s Office. You will be asked questions specifically directed and narrowly related to ihe
performance of your official duties or fitness for office. You are entitled to all the rights and
privileges guaranteed by the laws of the State of Texas and the United States of America and
rules and regulations of the Hays County Sheriff’s Office. You are further advised that if you
refuse to testify or to answer questions relating to the performance of your official duties or
fitness for duty, you will be subject to Sheriff’s Office disciplinary action which could result in
your dismissal from the Sheriff”s Office. These statements may be used against you in relation to
subsequent Sheriff’s Office administrative charges.”
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EXHIBIT D
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EXHIBIT D
SHERIFI’S PERTINENT EXISTING POLICIES
AS OF THE EFFECTIVE DATE

204.00 ACCIDENT REVIEW BOARD

204.1 DEFINITIONS

A. The Accident Review Board is responsible for reviewing all Sheriff’s Office vehicle accidents or
incidents for the purpose of determining all relevant facts relating to cause and a ruling of chargeable
or non-chargeable,

[. A vehicle accident is defined as any collision between any two (2) or more vehicles, a
vehicle and an object, or a vehicle and a pedestrian (excluding wild or domestic animals).

2. An incident is defined as any action other than a vehicle accident, resulting in damage to
the Sheriff’s vehicle, or any other property damaged by the Sheriff’s vehicle. The supervisor
having such damage reported shall complete necessary employee-involved accident forms
and any necessary attachments concerning the damage and distribute as directed. All such
incidents that are deemed necessary by the appropriate Burcau Captain or his designee, as
outlined in this order shall be reviewed by the Accident Review Board with a ruling of
chargeable or non- chargeable and preventable or non-preventable, decided by that board.

B. The Accident Review Board shall consist of one (1) sergeant, who will serve as the chair,
facilitates meetings, one (1) sergeant, one (1) detective/corporal, two (2) deputies and the Inventory
Specialist from the Support Services Bureau, who will perform the duties as the Accident Review
Board Coordinator, Historian and Records Depository.

C. Members of the board shall be briefed by the accident review board Coordinator in the operational
procedures of the board before being given the responsibility of reviewing accident/incident packets
or serving as chair.

D. The chair shall be responsible for conducting the board meetings and ensuring that all aspects of
the accident/incident cases ate reviewed. It shall be the accident review board coordinator’s
responsibility to prepare documentation relating to findings of the board on each accident/incident
reviewed. Such documentation shall contain the board’s conclusions and recommendation as to the
classification of the accident, and evidence and explanations to support these findings.

E. The Accident Review Board Inventory Specialist shall be responsible for maintaining a records
system on all decisions and recommendations of the board as well as:

1. Ensure that board meetings are scheduled and all affected persons notifted.

2. Inform affected employee when their accident will be reviewed and that, at their
discretion, they may attend the hearing.

3. Ensure that afl information relating to the accident is available to board members.
4, Attend all meetings as a non-voting member.

5. Serve as liaison for the Accident Review Chair and its members,



2042 FUNCTIONS

A. The Accident Review Board shall meet monthly, or as needed if there are no accidents to
review during any given month, at a location, time, and date set by the accident review board
Coordinator.

B. The Accident Review Board shall classify all accidents and incidents investigated for
classification purposes as follows:

[. Preventable - the employee is found to be in violation of a traffic law or Sheriff’s Oftice
regulation which is a contributory factor in the accident, Consideration will be given to
whether the vehicle was being operated in such a way as to make reasonable aHowances
for prevailing road, weather, and traffic conditions, light variables, vehicle condition,
driver condition, and the mistakes of others in an effort to avoid involvement in an
accident. The Accident Review Board shall include the specific law violated by using the
Texas Transporiaiion Code and/or the Sheriff’s Office regulations.

2. Non-Preventable - the employee is found not to be in violation of a traffic law and/or
Sheriff’s Office regulations.

C. Damages to Vehicles:

Amount of damages shall be determined by the Hays County Sheriff’s Office Vehicle Fleet
Supervisor and/or outside adjuster, when necessary. It shall be the responsibility of the reporting
employee/supervisor to personally delives the vehicle, if drivable, to the Sheriff’s Vehicle Service
Shop and report in person or electronically to the Vehicle Fleet Supervisor immediately after any
accident/incident. 1f the vehicle is not drivable, it will be towed to the Vehicle Service Shop, unless
the Vehicle Fleet Supervisor has provided the wrecker company other instructions as (o the location
to where the vehicle is to be taken, The fleet supervisor or designee shall obtain wrecker damage
estimates and repairs. Release of the vehicle will require the approval of Vehicle Fleet Supervisor.
When mechanical failure is suspected to be the cause of an accident/incident, the supervisor will be
responsible to ensure that the vehicle is towed to the Vehicle Service Shop and a written report is
forwarded to the respective Captain under whom the employee who had the accident works. If the
employee involved in the accident is a Captain or employee of higher rank, the report will be sent
directly to the Sheriff. An inspection shall be performed by a Vehicle Maintenance Technician or
outside mechanical specialist if necessary and a written report confirming or denying the failure shall
be submitted by the technician or mechanic through the proper channels, including a copy to the
Accident Review Board Inventory Specialist for placement in the employee’s accident packet.

D. Accident Review Board findings:

I. In accidents in which an employee’s conduct is such that the Sheriff’s Office safety rules
and regulations are jeopardized, removal from driving status as well as other appropriate
corrective action may be considered for recommendation to the employee’s supervisor.
Examples:



a. Drinking; llegal drug use; legal drug use without regard for the side effects of the
medication.

b, Irresponsible action - when it pertains to securing proper rest.

c. Misuse or destruction of police equipment.

d. Failure to report an accident/incident.

e. Misstatement of facts concerning an accident or incident.

f. When competent medical opinion indicates that a physical or mental condition
exists that would render an individual unsafe to operate a vehicle for the Sheriff’s
Office.

g. Flagrant disregard for the law, public safety, and the rules, regulations, and
procedures contributing to an accident.

h. Employee history of frequent minor/major accidents

2. Copies of the board’s findings shall be forwarded by the accident review board
Cootdinator within ten (10) days to:

a. The affected employee’s immediate supervisor, reviewing the board’s findings
will forward a written report detailing any additional information, including any
recommendations that might be needed by the Bureau Captain in making any
disciplinary recommendation or procedural decision. A meeting will be
conducted between the affected employee and the Division Lieutenant/Director
any time there is any recommendation employee discipline suspension. All
documents shalfl follow the chain of command to the Bureau Captain, who shall
make any formal, necessary, disciplinary recommendations. All collision
documents will be forwarded to the Chief Deputy for disposition.

b. The Accident Review Board Inventory Specialist will refain a copy for the
employee’s personnel file.

3. Acecident determinations shall not be finalized until the board’s findings have been passed
through the chain of command and all recommendations presented to the Chief Deputy.

a. [fthe Bureau Captain or Division Lieutenant/Director does not agree with the
conclusion of the board, he/she may have the matter reconsidered by a request
through the Chief Deputy.

4, If there is a contention or suspicion of mechanical failure, final decision of that failure

shall be determined only after a careful review by the Hays County Sheriff’s Vehicle Fleet
Supervisor in conjunction with the Chief Deputy.

311.00 CRASH INVESTIGATION

3117 CRASHES INVOLVING SHERIFF’S OFFICE VEHICLES

A crash is defined as the violent coming together of two things with possible destructive results, If
the crash is intentional, it is not an aceident.



A. Damage to County Vehicles.

1. The Department of Public Safety shall be notified for any crash resulting in a fatality that involves
a Sheriff’s Office or county vehicle. The Department of Public Safety will be responsible for
administration of all blood/breath tests in such cases. Employees may be subject to testing for
administrative reasons.

2. Investigation of crashes involving Sheriff’s vehicles must include photographs of the scene and
damage to ali vehicles and property involved. The supervisor will complete the Accident/Incident
Report on all crashes resulting in damage to Sheriff’s vehicles. A formal crash report will be required
on all crashes resulting in damage to any one vehicle or stationary object, or there is injury or death
to any person as a result of the crash.

Notification of Crashes

a. All crashes must be reported immediately by the deputy. The driver should inspect all suspected
damage or where contact is made to ascertain whether or not any damage has been caused.

b. Crashes shall be reported as soon as possible to the dispateher, supervisor, and the Vehicle Fleet
Division, utilizing the proper form.

¢. Crashes outside of the Hays County must be reported to the agency with jurisdiction for a formal
crash report. If within Hays County and the agency with jurisdiction refuses, the on-duty supervisor
will report to the scene and complete a formal crash report to be used for departmental purposes only.
If the crash oceurs in a jurisdiction where it is impractical for a supervisor to make the scene and the
agency refuses, the supervisor will direct the deputy to exchange information and take photographs
as necessary.

3. The deputy driving when the crash occurs should attend the equipment and complete a driver
information form, collect the names, addresses and telephone numbers of all persons at the scene,
and, if possible, do not move the vehicle until the investigating supervisor arrives. Do not discuss the
facts of the crash with anyone except the investigating supervisor, Make no statements admitting
fault, authorizing repair, or committing yourself or Hays County in any way. The driver must remain
at the scene until directed to leave by their supervisor, unless they must leave for medical attention.

4, 1f the Sheriff”s vehicle is rendered inoperable, the field supervisor will arrange for the removal and
safekeeping of the Sheriff’s vehicle, any weapons, and other portable emergency equipment.

5. 1f a peace officer or fire fighter is involved in a crash during an emergency response and while
driving a law enforcement vehicle or five department vehicle in pursuit of duties as a peace officer or

fire fighter, the supervisor will request that the Department of Public Safety respond.

6. Any vehicle damage will be reviewed by the chain of command and the Accident Review Board.



311.8 COMPLETION AND DISTRIBUTION OF ACCIDENT/INJURY REPORT

A. Tt will be the responsibility of the investigating supervisar to obtain the information necessary for
the completion of the Accident/Injury Repott form,

B. The investigating field supervisor will submit the original to the Division Lieutenant for review
and continuation through the chain of command. Copies will be placed in the unit vehicle file
maintained by the Inventory Specialist. The original will be forwarded to the Chief Deputy for
review,

C. The reporting supervisor or driver is responsible for delivery of the damaged vehicle to the shop.

311.9 LATE CRASH REPORT

It is the policy of the Hays County Sheriff’s Office not to investigate crashes when both parties have
left the scene of the crash and one party later calls requesting a crash report be made. Exceptions to
this procedure are:

A. When either party leaves the scene to call the Sheriff’s Office or pursues another party involved in
the crash to get a description or license number and is returning to the scene to report the crash.

B. When either pasty leaves the scene fo seek immediate medical attention.

C. Reasonable circumstances exist that caused either patty to leave the scene and that party is going
to return to the scene to report the crash.

D. Deputies who are requested to work a crash that does not fit the above criteria shall issue a State
Blue Form CR-2 to the reporting party with instructions that the form should be completed and
mailed to the Texas Department of Public Safety in Austin, and offer reasonable assistance to the
repotting party in completing the form.

311.10 INCIDENT (VEHICLE DAMAGE)

Incident is defined as anything involving damage caused to any Hays County Sheriff’s Office
vehicle, or vehicle belonging to Hays County assigned the Sheriff’s Office, that is caused by any
means not defined as a crash/colliston.

311.11 RESERVED

311.12 CRASH RE-INVESTIGATION

A. No re-investigation of a traffic crash may be conducted by a deputy unless specifically authorized
by a supervisor.

B. Any supplement report to previously investigated traffic crashes must be approved by a supervisor
electronically or by hand signature.



401.00 EMPLOYMENT PRACTICES

401.1 VACANCIES
A. All Personnel

I. The Support Services Captain will coordinate with the Human Resources Director to
advettise job descriptions and job announcements.

2. The Human Resources Director or designee will screen all applications received to ensure
that all applicants meet the minimum standards and qualifications for the position,

3. The Human Resources Director is responsible for maintaining a current record of each
applicant’s status in the selection process.

4. Applications for job vacancies may be rejected solely based on inadvertent omissions or
deficiencies that can be cotrected prior to the testing or interview process,

5. Intentional omission or deception on the application constitutes grounds for disqualification
and future employment consideration.

6. The Human Resources Director is responsible for answering inquiries from applicants in a
timely manner,

7. Employees assigned to conduct background investigations will keep the Human Resources
Director appraised of each applicant’s status weekly.

B. Process

[. Applications

a. The Human Resources Director shall forward all applications to the Office of Professional
Responsibility (OPR) Deputy Inspector for preliminary background check. Applicants
approved by the Deputy Inspector shall be forwarded back to the Human Resources Director
for continued processing.

2. ‘Testing (applicants must pass all tests to continue in the hiring process) a. Sworn-Personnel
(1) Successfully talke a written examination that will test general education and aptitude.
(2) Prepare a written repatt,
(3) Successfully pass a typing test.
(4) Successfully complete a physical agility test.

b. Correction Personnel

(1) Successfully take a written examination that will test general education and aptitude.
(2) Successtully complete a physical agility test.



Civilian Personnel

(1) Successfully take a written examination that will test general education and aptitude.
(2) For Administrative positions, successfully pass a typing test.
(3} Successfully pass any additional testing requirements.

d. ECO Personnel

(1) Complete the CritiCall electronic test with a passing score.
(2) Successfully pass a typing test.

Interview Board

Interview boards shall normally consist of five rating members. Boards may consist of more
or less members after consulting with the Human Resources Director.

The Human Resources Divector will schedule interviews with the applicants and notify the
applicant and the board of the date, time, and place of the interviews.

If any person currently assigned to the Bureau applies for an in-house vacancy position, the
Human Resources Director shall ensure that the interview panel is neutral and composed of
persons other than supervisors and co-workers of the applicant.

The Human Resources Director, assisted by the affected Bureau Captain or their designee,
shall formulate all interview questions.

Interviewers will document the responses received from the applicant.

During the interview, all applicants will be treated equally and will be asked the same
questions, However, the interviewer may ask different questions as a follow-up to an answer
provided by the applicant or a question related to their application. The interviewer will not
ask any inappropriate questions such as those relating to age, matital status, etc., or make
any references to race, gender, ethnicity, religion, health, pregnancy, ete.

Applicants will be scored by the Interview Board. These scores will be considered with the
testing results to rank the applicants.

A list will then be formed from the qualified applicants and will remain in effect for a pre-
determined time frame (usually one year from the date of the interview as set forth by the
Sheriff or his designee).

This will be accomplished to keep a running list of qualified applicants should positions
become available during the time the list is in effect.

Applicants on the list will be contacted in the order that they rank and will be offered a
position subject to the completion of all hiring requirements.



4. Background Investigation

a. The background investigation will be conducted by a trained background investigator as
expeditiously as possible. The reports will be turned into the OPR Deputy Inspector. Once reviewed
by the OPR Deputy Inspector, the packet will be forwarded to HCSO Human Resources.

5. Job Offer

a. Once the Human Resources Director has given their approval, an official job offer may
be made to the applicant by the Human Resources Department who then begins the hiting
process.

401.2 RESERVED
401.3 RESIGNATION PROCEDURE FOR EMPLOYEES
A. Notice of Resignation

Employees desiring to resign their position with the Sheriff’s Office shall be required to complete the
following procedure:

1. In accordance to County policy, a two (2) week written notice is required from the
resigning employee.

2. The letter of resignation {addressed to the Sheriff) must be signed and dated by the
resigning employee and immediately provided to their supervisor. The supervisor will
provide a copy of the letter and employee’s timesheet to Human Resources. The letter must
be signed off by each member of the employee’s chain of command, The Sheriff or Chief
Deputy shall indicate acknowledgement by signature, indicating both date and time and if the
employee is re-hirable. The Sheriff or Chief Deputy will then provide the fetfer to Human
Resources within forty eight (48) hours.

3. Exceptions to the abave policies are granted when the employee is physically unable to
come to the Sheriff’s Office or geographically separated by an extreme distance. In these
instances, the resigning employce shall be required to send notice of resignation via
registered letter to the Sheriff. Electronic resignation may upon approval of the Sheriff be
accepted.

B. Completion of Documents

|. Departing employees shall be vequired to contact Human Resources and obtain the forms
that must be completed when separating their employment.

2. The Human Resousces Director will provide the employee with the Exit Interview for
Voluntary Resignations form to complete. The completed form should be retutned to the
Human Resources Director for review, The Human Resources Director may forward the form
to the Chief Deputy for final review and disposition.

C. Return of {ssued Equipment

{. All county-issued equipment must be returned no later than the last working day
following the employee’s resignation to the HCSO Inventory Specialist,



a. Employees who fail to return any non-expendable equipment, or returns the
equipment in such condition as to indicate misuse must provide reimbursement at the
current replacement cost. Misuse shall be determined by the Inventory Specialist
receiving the returned property.

b. Lost, misplaced, or stolen articles declared at the time of resignation shall be cause
for a report being made. Any employee making claims which they know are false
shall be subject to legal action. The employee reporting the theft or loss shall be
responsible for completing the necessary reports.

c. Unless exception is granted by the Sheriff or his designee, all equipment must be
returned no later than the last working day following the employee’s resignation.

2. Exceptions to county equipment being returned shall be limited as follows:

a. All retiring employees may elect to retain one (1) badge pursuant to General Order
503.03. However, retirces are specifically prohibited from using these items to indicate
they are serving in an official capacity for the Hays County Sheriff’s Office.

D. State Licensing Notifications

Payroll shail be responsible for submitting the necessary forms to the Texas Commission on Law
Enforcement (TCOLE) within seven (7) days after a sworn member resigns or retires from the
Sheriff’s Office.

E. Completion of Final Personnel Form

(. All resigning or retiring employees must ensure that the above steps are completed. Upon
being notified by Human Resources that all forms have been submitted and detailing the
equipment returned, the Human Resources Director shall produce the paperwork
necessary for issuing an employee’s final paycheck.

401.3 REEMPLOYMENT OF PERSONNEL

An employee who voluntarily resigns from the Hays County Sheriff’s Office may be

given consideration for reappointment by the Sheriff without taking an entry-level
examination or being placed on an eligibility list. Reemployment of personnel will be in
accordance with all applicable Federal, State, County and Sheriff’s Office requirements and/or
laws.

A. When a former employee applies for a position, they must receive permission from the
Chief Deputy. Once approval is received the former employee will go through the
complete hiring process unless waived by the Sheriff.

B. The Sheriff may reappoint the former employee as a vacancy occurs in an entrylevel
position. At the discretion of the Sheriff, the former employee mayormay

n o t be required to complete an updated background investigation, drug screen,
physical assessment, polygraph examination, and/or oral review board. The



conditions for the reappointment of a former employee, as considered appropriate,
may be established by the Sheriff.

C. The Sheriff shall have sole discretion for the final reappointment of a former
employee provided that the individual fulfills all requirements and standards
required for employment as an employee.

D. When the former employee’s license has been inactive for two (2) or more years,

the former employee shall be required to update their TCOLE status, to include
updating their training, psychiatric evaluation, and fit for duty physical by a physician
before they can be considered for reemployment,

E. Reappointment shall be entry-level, at the discretion of the Sheriff in accordance with
the General Orders, regardless of the rank of the former employee at the time of
resignation. For promotion purposes, former employees may be rehired one time

and retain the previous years of service.

F. County personnel regulations and state law shall apply in matters regarding
retirement benefits.

410.00 DISCIPLINARY PROCEDURES

410.1 DISCIPLINARY PROCEDURES: SCOPE

A. All sheriffs’ office employees shall be subject to diseiplinary action for acts of
miscondict, Reference G.O. 703,00 Professional Conduct.

B. Misconduct is defined as any act committed or omitted as required by General Orders or
Standard Operating Procedures.

410.2 DISCIPLINARY ACTION
A. Disciplinary Actions include;
[. Written reprimand
a. Written reprimands are used when the lieutenant believes a corrective measure will
be inadequate to accomplish the purposes of this policy. The recommendation of a
written reprimand should include the proposed written reprimand, and is sent to the
next higher organizational level for approval.
2. Suspension without pay
a. Recommendations for suspension without pay are made for one or more days based

on what the recommending supervisor believes will accomplish the purpose of this
policy.



b. Recommendations for suspension without pay shall consist of a 24-hour period. All
disciplinary suspension days shall be equal to a loss of pay for eight (8) hours.

t. Personnel assigned to ten (10) or twelve (12) hour shifts may use personal
leave time for the additional hours of a shift or may choose to work the

additional hours during a different shift(s) within the same pay period.

¢, When a recommendation for suspension is forty (40) hours or less, the captain may
approve the suspension.

d. When a recommendation for suspension is over forty (40) hours, the chief deputy
shall approve the suspension.

3. Demotion

a. Recommendations for demotion are made when action is necessary to accomplish
the purpose expressed in this policy.

b. When the recommendation is demotion, the chief deputy or sherift shall approve
the demotion.

4, Dismissal

a. Recommendations for dismissal are made when action is necessary to accomplish
the purpose expressed in this policy.

b. When the recommendation is dismissal, the chief deputy or sheriff will determine
the finding.

410.03 MITIGATING/AGGRAVATING CIRCUMSTANCES

A. Defined
I. Mitigating Circumstances:
Activities leading up to an offense that change the perception of why the offense occurred,
not necessarily justifying the offense. An incident that has a finding of “mitigating factors”
may be eligible for one degree lower than the minimum disciplinary option indicated on the
discipline matrix.
2. Aggravating Circumstances:
Activities leading up to an offense that exacerbate the offense making it more severe, may be
eligible for one degree or higher than the maximum disciplinary option indicated on the

discipline matrix.

B. Scope



These circumstances allow for downward or upward adjustment of one disciplinary option except as
otherwise provided by the Disciplinary Guidelines.

1. In cases where the final disciplinary recommendation is 40 hours or less, the bureau
captain may determine whether mitigating or aggravating circumstances apply. Any cases
exceeding forty (40) hours will be decided by the chief deputy or sheriff.

a. This section encourages the employee’s chain of command to make formal written
recommendations to the captain or chief deputy.

b. All recommendations must include sapporting details as to why the
mitigating/aggravating circumstances exist.

2 When misconduct results in major property damage, serious bodily injury or death, the chief
deputy may determine the amount of disciplinary action regardless of the disciplinary matrix.

a. In cases where the formal disciplinary recommendation is awritten reprimand or
less, a lieutenant may determine whether mitigating or aggravating circumstances
apply, with all reprimands reviewed by the employee’s captain prior to finalization.

C. Mitigation may be used if sufficient time passes between the occurrences of like ailegation,
D. At the chief deputy's discretion, vacation hours may but are not usually forfeited in lieu of the
number of hours. The chief deputy may include end of the year accruals and staffing concerns. The
employee must waive all rights to appeal when accepting this disciplinary alternative,
E. The captain or chief deputy may select the “disciplinary option™ and/or “training option” described
for any of the sustained allegations and may compound a “disciplinary option” and/or “training
option” if deemed appropriate.
F. Training Option/Defesred Discipline
1. An employee may be allowed the corresponding training option.

a. The bureau captain has the discretion to allow the employee this option.

b. In cases where the final disciplinary recommendation is written reprimand, a

captain may make the determination to allow the employee this option, subject to

review by the chief deputy.

2. Formalized disciplinary action after appeals have been exhausted by the employeewili be
entered into the employee’s disciplinaty record.

a. If the employee fails to perform all requirements of the assigned training within the
stipulated time period additional corrective/developmental measures may result up to
and including termination.

b. The documentation will remain in the employee’s personne! file indefinitely unless
removed by the sheriff.



2. The chief deputy may also direct the employee to attend the appropriate
training option in addition to discipline.

G. In all cases of Class A and B Misdemeanors and Felony convictions, employees’ licenses ate
subject to suspension by the Texas Commission on Law Enforcement (TCOLE).

[. Such suspension of a license shall be grounds for dismissal or possibly reassignment to a non
licensed civilian position, as the employee could not perform their duties as a TCOLE
licensed professional.

H. Generally, the chief deputy will consider a comprehensive review of the employee’s work
performance for the duration of their employment with HCSO in making a final disciplinary
decision.

410.4 PERSONNEL COMPLAINT

A. A personnel complaint is an allegation, received from any source, of misconduct by a
sheriff’s office employee.

1. Minor incidents which will not reflect discredit upon the sheriff’s office, but which indicate a
need for some form of corrective action and/or training, may be dealt with by the involved
employee’s immediate supervisor with the review and concurrence of the involved employee’s
bureau captain,

a. These incidents should be documented on the employee’s E-tracking/SharePoint
file for monitoring and possible follow up.

2. A personnel complaint form may not be completed when complaints are solely against
sheriff’s office policies or procedures if no misconduct is indicated, and the incident cannot
be explained to the coriplaining person’s satisfaction, that person shall be referred to the
organizational entity having administrative control over the subject matter.

B. All personnel complaints shall be accepted by any sheriff’s office supervisor receiving the
complaint if the employee’s immediate supervisor is not available and a personnel complaint form
will be completed without unnecessary delay; usually the same work day but no later than the
following day regardless if it is a holiday or weekend, whenever:

I. The complaint is of misconduct of a nature which, if true, would normally result in a form
of disciplinary action outlined in General Orders,

2. The complaint is received from a source outside the sherift’s office or the alieged violation
ivolves an incident of serious nature.

C. Whenever an employee who is not a supervisor becomes aware, either through personal
observation or other means, of possible misconduct they shall, if applicable, take corrective action to
preclude continuation or escalation of the incident and shall immediately notify a supervisor.



D. When any supervisor becomes aware of possible misconduct, either through personal
observation or other means, the supervisor shall take appropriate and immediate action to
prevent continuation or aggravation of the incident. The supervisor shall also conduct a
preliminary investigation, which shalf include, when applicable:

1. Names, identification numbers and assignments of all involved employees, including
employees who are witnesses.

2. Names, addresses and telephone numbers of the complaining persons and any known
witnesses to the incident who ate not sheriff’s office employees. Times, locations, business
and residential telephone numbers, email addresses and other modes of contact, where these
individuals may be contacted shall be indicated.

3. A statement from the complaining person obtained by an interview of that person by the
reporting supervisor. Written and/or body camera or similar recording device should be
employed when available.

4. Comprehensive and scale photographs of actual or claimed injuries to the complaining
person. Photographs shall be taken in all cases involving allegations of excessive force,

5. Any available information regarding medical treatment obtained by the complaining
person as a result of the incident.

6. The disposition of any evidence obtained.
E. When warranted, the allegation of misconduct shall be reported on a Personnel Complaint form.
I. The personnel complaint form shal! contain the following information:

a. Names, identification numbers and assignments of all involved employees,

including employees who are witnesses. No personal information of any employee

will be disclosed; this will include any photographs or communications to any media
source.

b. Name, address and telephone numbers of the reporting person (Non-employee),
times, locations, and business and residential telephone numbers where this
individual may be contacted shall be indicated.

¢. Name, address, email address and telephone numbers of the person or persons the
alleged misconduct is against, if different from that of the complaining person.
Times, locations and business and residential tefephone numbers where this
individual may be contacted shall be indicated.

d. Narrative detailing the reporting party’s allegation,

e. Signature of the interviewing supervisor.

f. When applicable, a Citizen Report Form (statement) shall be completed, notarized
and signed by the complaining party.



1. A Citizen Report Form shall be provided to a complainant in person and/or
via email by the supervisor receiving the initial information. The email will
include a copy of the form and shall include a “bec” to the supervisor’s
immediate chain of command, the Office of Professional Responsibility
(OPR) and the sender for tracking purposes.

g. Signature of the reporting party.

1. If the reporting party refuses to sign the form or cannot sign the form for a
compelling reason, such as incapacity or the person lives a considerable distance
outside the county, the interviewing supervisor shall include the reason for not
obtaining the signature in the narrative portion of the form. In instances where a
valid reason exists for not obtaining the reporting party’s signature, for the
purposes of the Texas Government Code, Chapter 614.022 and 614.023; the
signature of the interviewing sergeant/employee in the “reporting party” block
will be considered a valid substitute for the signature of the reporting party.

2. If the supervisor becomes aware of the misconduct through personal
observation or the misconduct is of a nature whereby the complaining party is the
administrative entity of the sheriff’s Office, the reporting supervisor shall sign the
Personnel Complaint form as the “Reporting Party”.

h. Information on witnesses who are not sheriff’s office employees and investigative
results, other than the reporting party’s statement, shall not be included in the
personnel complaint form. Such information shall be documented in a separate
memorandum and directed to the employee’s chain of command.

2. The reporting supervisor shall forward the completed personnel complaint form in the
following manner:

a. The original shall be sent to the OPR.

b. A copy shall be sent to the involved employee’s bureau lieutenant and captain through
the chain of command.

c¢. The employee will be served the Personnel Complaint form / Natice of Allegations as
dictated by G.O. 419.01(C) Employees’ Bill of Rights

F. The OPR shall ensure the assignment of a permanent investigation number to a received
personnel complaint form and shall provide the number to the involved employee’s chain of
command.

G. Complaints from intoxicated persons will not be taken. The complainant may return the next day.

H. When a personnel complaint is received from a third-party source, a complaint form may be
prepared, processed, signed and the reporting party will complete a Citizen Report Forin.



]. OPR will consult with the chief deputy or designee to determine whether or not an OPR

investigation will be conducted and depending on the outcome of such investigation where
and how the investigation will be reflected, i.e. employee’s personnel file, OPR file or filed
as miscellaneous,

1. A personnel complaint form shall not be completed on personnel complaints received

from anonymous sources; however, when information is received by a supervisor which originated
from an anonymous source, the supervisor shall complete an Inter-Oftice Memorandum detailing the
information received and forward it to the OPR.

1. If the information received is of a nature that would jeopardize the integrity of an

investigation by being reduced to writing, it shall be handled in accordance with General
Orders.

2. If the information received describes misconduct of a nature which, if true, would
normaltly result in a form of disciplinary action outlined in General Orders, a preliminary
investigation will be conducted,

3. When warranted, the allegation of misconduct shall be reported on a Personnel Complaint
form. If the identity of the anonymous reporting party cannot be determined or the reporting
party, if identified, refuses to sign the personnel complaint form, for the purposes of the
Texas Government Code, Chapter 614.022 and 614,023, the signature of the investigating
supervisor in the “reporting party” block will be considered a valid substitute for the
signature of the reporting party.

410.5 DISCIPLINARY PROCEDURES: SENSITIVE INVESTIGATION

A. When a personnel complaint or incident is of a nature that the integrity of the investigation may be
comptomised or jeopardized by reducing the incident to writing, the reporting supervisor shall
immediately report the incident to their bureaun captain, who will report the incident to the OPR as
soon as possible. This is usually done through telephone, email or both within two working days.

B. If the reporting supervisor has reason to befieve the integrity of the investigation may be
compromised by passage through normal channels, the supervisor shall personally report the incident
directly to the OPR,

C. When immediate action is required or the seriousness of the incident is such that it may subject the
sheriff’s office to severe criticism or liability, the reporting supetvisor shall provide immediate
notification to the involved employee’s bureau captain or the duty captain should the bureau captain
be unavailable. It should also be reported immediately to the OPR.

l. In incidents of this magnitude, the bureau captain may temporarily relieve the involved
employee from duty, with pay, and shall, when applicable, take custody of the employee’s
badge, identification card, any department-issued duty weapon, vehicle, and equipment to
include access cards and/or door keys. The investigating captain may also reassign an
employee to another bureau, with limited duties, until such time as they have an opportunity
to discuss the metits of the case with that burean captain, the chief deputy and in their
absence the sheriff.




410.6 DISCIPLINARY PROCEDURES: COMMAND RESPONSIBILITIES
A. Supervisors who become aware of alleged misconduct shall:

1. Ensure that a Personnel Complaint form is prepared without unnecessary delay and signed
by the interviewing supervisor and the reporting party.

2. BEnsure that an appropriate prefiminary investigation has been completed.

3. Ensure that all complaint forms, copies, and related reports are forwarded to the
appropriate personnel as described in General Orders and that all notifications required are
completed.

B. Division lieutenants have the primaty responsibility for investigating personnel complaints made
against employees of their commands. A bureau lieutenant who becomes cognizant of any allegation

of misconduct shafl monitor all resulting activities and shall ensure that personnel under their
command have fulfilled their responsibilities provided in this order.

C. The bureau captain will consult with the chief deputy and request that an OPR investigation be
initiated. The chief deputy will determine whether or not an investigation is warranted.

410.7 DISCIPLINARY PROCEDURES: OPR RESPONSIBILITIES

A. The OPR shall act in a statf advisory capacity when necessary after consultation with the chief
deputy or sheriff. The OPR inspector may assume responsibility for the investigation of any
personnel complaint when, in the opinion of the Inspector, it is advisable to do so.

B. The OPR shall assume responsibility for a personnel complaint when:

. 1t has been alleged an employee has committed any felony, class A or B misdemeanor.

2. The allegation of misconduct is against employees of more than one division involving
different commands.

3. The investigation involves an allegation of unreasonable force, racial profiling or alleged
acts of moral turpitude.

C. The OPR has the authority to obtain the advice and assistance of any sheriff’s office entity.
410.8 ARRESTED SHERIFE’S OFFICE EMPLOYEE

A. If an employee of the sheriff’s office is detained, interviewed, arrested or a witness of any
criminal offense within Hays County, they shall immediately notify their supervisor,

B. A supervisor who has been notified that an employee of the sheriff’s office has been arrested or
detained in Hays County shall immediately proceed to the scene, if circumstances allow and shall
ensure that the entire shetiff’s office chain of command is immediately notified.



C. The Office of Professional Responsibility or the appropriate specialized investigative units shall
conduct an investigation whenever an employee is arrested for or believed to be a principal suspect in
a felony, class A or B misdemeanor offense. The Office of Professional Responsibifity has the
discretion to assume responsibility for investigations related to class C misdemeanor violations,

D. The OPR may conduct a parallel investigation but will not have any part or role in the criminal
investigation.

E. When any employee of the sheriff’s office is detained, interviewed or becomes aware that they are
believed to be the principal suspect, victim or witness in a criminal offense, other than minor traffic
violations (class C traffic, does not include such investigations such as Disorderly Conduct, Public
Intoxication, etc.) committed inside or outside of Hays County, the employee shall as soon as
possible notify the on-duty supervisor.

F. When any employee of the sheriff’s office becomes aware that another employee has been
detained, interviewed or becomes aware that the employee is believed to be the principal suspect,
victim or witness in a ctiminal offense, other than minor traffic violations committed inside or
outside the county, the employee shall immediately notify an on-duty supervisor by telephone and
followed up with an email as soon as practical.

G. Any supervisor who is notified a sheriff’s office employee has been detained, interviewed or
becomes aware that they are believed to be the principal suspect, victim or witness in a criminal
offense regarding other than minor class C traffic vioations, shall ensure that immediate notification
is made to their chain of command, the OPR and the employee’s lieutenant and bureau captain.

H. The Office of Professional Responsibility may respond to the scene or to the indicated outside
agency when the incident involves an alleged felony or class A or B misdemeanor.

1. A supervisor from the involved employee’s division of assignment shall respond on
alleged violations if the violation is of a magnitude to require immediate investigation.

2. The responding supervisor shall advise concerned members of the outside agency that the
preliminary investigation is for internal administrative purposes only and that any evidence
obtained by the responding supervisor solely as a result of interviewing the involved
employee shall not be disclosed ta the agency conducting the criminal investigation.
Responding supervisors shall exercise extreme care not to interfere with the investigation of
the outside agency,

410.9 DISPOSITION OF ADMINISTRATIVE INVESTIGATIONS

A. Administrative investigations which may result in disciplinary action, whether conducted by the
OPR or the involved employee’s bureau of assignment, shall be completed within thirty-one (31)
calendar days from the date the complaint is received or initiated. Because of the complicated nature
of some investigations, the investigation deadline may be waived by the captain, chief deputy or
sheriff.

B. The review by the chain of command, including letters of transmittal, shall be completed
within thirty-one (31) calendar days of the date the investigation is completed or the date the
investigative report is received from the OPR. The chief deputy may grant an extension.



C. A completed investigation shall be submitted to the involved employee’s bureau captain by the
supetvisor of same, and shall include a summary of facts prepared by the supervisor with an
appropriate conclusion, classifying each specific act of misconduct into one of the following
categories:

1. Unfounded: The investigation reveals sufficient evidence to believe the act did not occur.
2. Exonerated: The investigation reveals the act occurred but was legal, proper, and justified.

3. Not-Sustained: The investigation discloses insufficient evidence to believe the act either
did or did not occur,

4, Sustained; The investigation discloses sufficient evidence to conclude the act occurred.

D. When an investigation subsequently discloses additional allegations of misconduct which were
not described in the original personnel complaint and the classification of the original complaint is
other than sustained, a new notice of allegations will be prepared and submitted to suspect officer.
When any allegation of misconduct in the original personnel complaint is sustained, the new
allegations may be recorded as separate supplemental charges in the investigative report for the
original complaint.

E. If any allegation of misconduct is sustained, the first-line supervisor shall:
1. Prepare the sumimary report with the supervisor’s recommendation for disciplinary action,

2. Discuss the findings and recommendation for disciplinary action with the involved
employee in person, documenting the meeting in the summary report. Any meeting with a
recommendation of discipline should be audio recorded by each supervisor that meets with
the employee. The recording should be included with the investigative packet. Any rebuttal
by the employee must be completed with (ten) ten calendar days and submitted with the
completed investigative packet. Forward the completed investigation and summary report for
review by the chain of command.

F. When a completed personnel complaint investigation is forwarded for review, each ascending
level of the chain of command shall endorse the investigation indicating either approval or
disapproval for the conclusions and recommendations of the previous review level. Any level of the
chain of command disapproving the recommendations or recommending some other form of
disciplinary action of the previous review level shall personally discuss their recommendations with
the involved employee, documenting the meeting in the report.

G. Upon completion of the review, the personnel complaint, along with related reports, shall be
forwarded to the involved employee’s bureau captain.

H. A captain receiving a completed personnel complaint shall review and endorse the packet,
indicating approval or disapproval for the conclusions and recommendations of the bureau captain.
Upon completion of this review, the completed personnel complaint investigation and all related
documents shall be forwarded to the OPR.



I. Under no circumstances shalf any level below the rank of chief deputy request any further OPR
review. No personnel will verbally influence or change conclusions and/or recommendations of

another reviewing employee. When a review level does not approve conclusions and/or
recommendations of another, the disapproving level shall submit a separate Inter-Office

Memorandum indicating their own conclusions and recommendations and the reasons substantiating

this belief,

J. At the end of the investigation and subsequent review by the chain of command, the complaint and
all facts revealed by the investigation shall be discussed with all employees against whom allegations

of misconduct have been made,

|. When the disposition of the matter results in a recommendation for a suspension without

pay, the involved employee’s bureau captain shall personally conduct the discussion.

2. Tn the case of any other finding, the discussions may be conducted by the employee’s
lieutenant or civilian equivalent.

3. The chief deputy or the sheriff upon review may elect tochange the recommendations to a
higher or lower level of discipline that has been discussed with the employee. The involved

employee shall be notified in writing in a timely manner of that final recommendation.

4. Suspension letters shall be served by the captain of the involved employee when the

suspension is forty (40) hours or less. Personnel administering discipline shall ensure that the

cmployee fully understands the basis for the suspension as well as the employee’s right to
appeal. An acknowledgement that the employee received and understood this information
shall be forwarded to the OPR to be placed in the employee’s file. Upon final disposition a

cover letter of the employee’s discipline is placed in their personnel file by Human

Resources. The investigative packet placed in the Employee’s Discipline File (EDF).

DISCIPLINARY GUIDELINES
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411.00 DISCIPLINARY APPEALS

411.01 PROCEDURE

A. The employee may file an appeal with the Sheriff within ten (10) days of a recommendation of
discipline that are greater than a letter of reprimand. Reprimands and lesser disciplinary action are
reviewed by the Chief Deputy and his/her decision is final. An appeal not brought within the time
limit prescribed shall not be considered timely and shall not be appealable unless that time limitation
is waived by the Sheriff.

1. The employee may be represented by any active employee of the Sheriff’s Office or
representative legal counsel of their choice.

B. It shall be the responsibility of the Chief Deputy to ensure that all documents, records, or any
other papers that form the basis for supervisory decisions in a disciplinary recommendation, are
supplied to the Sheriff within five (5) days of the appeal.

C. After receipt of the disciplinary packet, the Sheriff shall review the matter and a determination
shall be made as to the action to be taken in regard to the matter addressed in the appeal. The Sheriff
shall respond in writing to the employee within ten (10) days after the scheduled meeting with the
employee.

D. Upon receipt by the Sheriff of an appeal, any dispensing of discipline shall be postponed pending
the resolution of the appeal.

412.00 RESTRICTED DUTY / ADMINISTRATIVE LEAVE

Employees may be placed on restricted duty for reasons to include, but are not limited to, the failure
to qualify firearms, health reasons and serious allegations of misconduct.

412.1 RANGE OF RESTRICTED DUTY

A. Employees placed on restricted duty may be assigned to duties other than Enforcement or
Corrections at the Sheriff’s Office. Deputies on restricted duty may have full, limited or no police
authority. Restrictions of peace officer authority are generally decided by the Sheriff or Chief
Deputy. However, a Bureau Captain in exigent circumstances may limit peace officer authority. All
limitations are conducted face to face and in writing delimitating any limitation.

412.2 PLACEMENT OF AN EMPLOYEE ON RESTRICTED DUTY STATUS

A. Employees will be placed on restricted duty when their actions ot use of force in an official
capacity result in death or serious bodily injury to another person.

B. Employees may be placed on restricted duty at the discretion of the Sheriff or Chief Deputy.



412.3 DUTY RESTRICTIONS

A. Any limitation placed upon a restricted employee will be listed on their written order placing
that employee on restricted duty. Restrictions may include, but are not limited to, the fact the
emplayee will:
l. Not enforce any laws or ordinances;
2. Not work any Law Enforcement-Related Secondary Employment,
3. Report to a designated supervisor at specified times;
4, Be assigned clerical or other duties;
5. Not access information contained in HCSO files or computer systems.

6. Remain at their work station during duty hours unless on approved leave,

7. Employees must repott to their designated supervisor if they leave their work station for
more than reasonable breaks.

8. Furnish their designated supervisor and OPR with a phone number where the employee
can be reached during normal business hours; and

9. Not carry a firearm for enforceiment reasons,

4124 PLACEMENT PROCEDURES

A. Any Lieutenant or Sergeant in employee’s chain-of-command may place an employee on
restricted duty status using the following steps:

1. The employee will be issued a written direct order immediately placing them on restricted
duty and listing all restrictions being placed vpon the employee.

2. The employee will acknowledge the order by signing their name.

3. [Ifrequired to do so, the employee will turn in to their supervisor any Sheriff’s Office issued
equipment such as, but not limited to, their badge, HCSO identification, and any Sheriff’s
Office-issued firearms, keys or access card.

4. The employee will receive a receipt for all property turned in.

5. The property will be retained by the employee's supervisor or may be stored at the Sheriff’s
Office as directed by the Bureau Captain, OPR or Chief Deputy.

B. When practical, these procedures will take place in private, with usually only the employee, the
employee's supervisor(s), and, if requested, OPR, present.



C. Employees should be assigned to regular daytime hours to maintain accessibility for the
investigator,

D. Upon request, Bureau Captain or OPR will assist supervisors with papet work placing employees
on restricted duty.

E. The restricted duty status and appropriate paperwork will become part of the OPR investigative
file.

¥, The Chief Deputy will be notified of the placement as soon as practical.

G. During suspensions the employee’s Bureau Captain may request the employee’s HCSO computer
access be suspended.

412.5 RETURN TO FULL-DUTY STATUS
A, An employee may be returned to full-duty status only upon:

1. The conclusion of the investigation, or suspension.

2. By order of a court.

3. By order of the Sheriff or Chief Deputy.

4, Employees, when reinstated to full-duty status, will be given written documentation to reflect
the change in status which will be made part of the OPR investigative file. The employee will
acknowledge the documentation with their signature and will be given a copy of the signed
form.

B. The employee’s supervisor will ensure any HCSO equipment and property is returned when the

employee is reinstated to full-duty status. The supervisor will request the employee’s access to
HCSO computer systems be reinstated if it was restricted.



EXHIBIT E
CONSTABLES’ PERTINENT EXISTING POLICIES
AS OF THE EFFECTIVE DATE

40 | Page



EXHIBIT E

I. POLICY

1t is the Constable’s policy to impose any necessary disciplinary action fairly and impartially and
to offer adequate appeal procedures to ensure that the rights of employees are protected.

Discipline is the process of taking specific actions that will help train, develop, or modify the
inappropriate actions of an employee, preferably through positive rather than negative measures.

Discipline in the Constable’s Offices takes two approaches:
(1) rewarding employees for excellence and positive actions; and
(2) training, counseling, and in some cases penalizing for inappropriate actions or behavior.

II. PURPOSE

The purpose of this policy is fo establish procedures concerning formal and informal disciplinary
practices within the Constable’s Offices.

1L DEFINITIONS

A, Days: The term "days," as used herein, means “workdays”; however, if the last day of
any time period involved is a Saturday, Sunday, or holiday, the time period shall be extended
to the next day.

B. Moral turpitude: An intentional act or behavior displayed in words or actions that
violates public morals or the common sense of the community involving but not limited to
intent to defraud, intentional dishonesty for personal gain, lying, perjury, subornation of
perjury, cheating, or bribery.

C. Relief from duty: An administrative action by a superior whereby a subordinate is
temporarily relieved from performing his or her duties.

D. Discipline: The taking of specific actions intended to help train, develop, modify, or
punish the actions of an employee. Discipline may be positive (awards and training) or
negative (punishment).
1V.PROCEDURES
A, Positive Reinforcement
1. Positive discipline seeks voluntary compliance with established policies,

procedures, and orders. Methods of positive discipline include:
a. Recognition of excellent job performance through rewards or awards;
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b. When people outside the department compliment an employee's
performance, the person who receives the information shall make a
record of the comments and pass them to the employee's supervisor.
Copies of the person’s statement and the Constables’ response shall be
sent to the Deputy involved. A copy of all cotrespondence shall be
placed in the employee's personnel file;

c¢. Truly exceptional acts shall be clearly and promptly identified to the
Constable. These acts may be the basis for special awards or
recognition by community groups or media coverage.

2. Discussion and counseling;
3. Training.

B. Consistency in discipline

1.

The Constables Office abides by the philosophy that discipline must be
applied consistently and uniformly.

2. The department provides employees with descriptions of prohibited behavior,

included in but not limited to, the Rules and Regulations, Policies and
Procedures, General Ordets and the Hays County Employee Personnel Policy
Manual. Employees are expected to have a reasonable perception of what
constitutes proper behavior, based on training and experience.

C. Relief from duty

I.

An employee may be relieved from duty and placed on Administrative Leave
whenever a supervisor questions an employee's physical or psychological
fitness for duty and/or the employee’s behavior, actions or policy violations
warrant a temporary removal from the workplace. The Constable will issue a
memorandum to the employee placing them on Administrative Leave pending
the outcome of an internal investigation, During Administrative Leave, the
employee will continue to teceive their pay and benefits but will be
restricted/prohibited from engaging in law enforcement duties, working law
enforcement-related secondary employment or any other requirements stated
by the Constable in the Administrative Leave memorandum.

The sergeant has the authority to relieve an employee from duty but must
immediately report this action to the Constable accompanied by a written
report setting forth details and circumstances.

If the necessity to relieve from duty is not immediate, the behavior or actions
of the employee shall be deemed a matter for internal investigation. During
an internal investigation, only the Constable may place an employee on
Administrative Leave, Only the Constable may suspend a Deputy without
pay.

A Deputy who refuses to obey a direct order in conformance with the
department's orders may be relieved from duty by a supervisor, who may
recommend suspension to the Constable.
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D. Penalties: Documented oral reprimand, counseling, and/or training.

1.

Oral reprimands resulting from improper actions, while informal, require
documentation with an employee's acknowledgment of such record. The
following steps shall be observed:

a. At the time of an oral reprimand, the employee receiving it shall be
counseled as to cortect behavior and further advised that a written
record shall be maintained concerning the reprimand/counseling and
that the employee may read the record.

b. The employee shall be further advised that he or she has the right to
file a statement in his or her personnel file setting forth his or her
position, in case of disagreement.

The reprimanding supervisor shall prepare a memorandum for the personnel
record that contains the following information:

Employee's name

Date of reprimand/counseling

Summary of reasons for reprimand/counseling

Summary of employee's response

Suggestions for improvement or specific actions suggested

Name and signature of counselor

The following statement must appear:

Qe e o

"] acknowledge that I have today received counseling and I have
been advised of the following rights: (1) that a written record of
reprimand/counseling shall be maintained; (2) that the employee
has a right to review the record and respond in writing; (3) that the
form shall become part of the personnel file; and (4) that the
employee is required to acknowledge the reprimand/counseling by
signing the record."
h. The employee shall sign and date the form on which the statement
appears.

No oral reprimand shall be considered final without the approval of the

Constable.

Oral reprimand/counseling may require remedial training to rectify improper

behavior. Remedial training may include attendance at academy classes, in-

service, or other training specially created to help the employee correct or

modify his or her behavior, Remedial training is reasonably offered until the

employee can demonstrate proficiency in the correct behavior. All training

shall be documented.

Accumulation of three (3) oral reprimands in a twelve (12) month period may

result in a written reprimand or suspension.

Supervisors are expected to counsel employees regularly without waiting on

instances of poor performance, Any counseling initiated whether informal,

positive, supportive, or for disciplinary reasons may be documented on the

employee’s annual performance evaluations.

Page 3



7. Supervisors are responsible for counseling employees concerning job-related

matters within their capabilities. Since many things can affect the job and an
employee's performance, job-related counseling may involve family and other
individual, personal subjects. Counseling may include the identification of
unacceptable behaviors or actions and the desired or acceptable corrected
performance expectations.

Oral reprimands are not subject to Article 19 of the Collective Bargaining
Agreement,

E. Wiitten reprimand. A written reprimand becomes a permanent part of the officer’s

file.

1.

A written reprimand:
a. Shall include all of the above listed measures regarding an oral
reprimand and in addition:
i. cautions an employee about poor behavior;
il, sets forth the corrected or modified behavior mandated by the
department;
iii. specifies the penalty in case of recurrent poor behavior.
No written reprimand shall be considered final without the approval of the
Constable.
Written reprimands are not subject to Article 19 of the Collective Bargaining
Agreement.

F. Demotion or suspension without pay

L.

Only the Constable may demote or suspend an employee without pay, or take
other measures normally considered equivalent, such as the forfeiture of
vacation or compensatory time.

Suspensions without pay will normally be from a period of one (1) to ten (10)
days.

If an employee becomes a candidate for suspension a second time within one
year after the first suspension, the employee may be terminated.

Suspensions resulting from the arrest or criminal investigation of an employee
may result in fermination.

a. Should an employee be arrested or identified as a suspect in any felony
or misdemeanor offense he/she shall immediately be placed on
administrative leave or a restricted duty assignment pending the
outcome of an internal investigation. At the conclusion of the internal
investigation, the Constable may take appropriate disciplinary action
based on the results of the internal investigation, up to and including
termination.

b. An employee who is acquitted of criminal charges may still be
disciplined at the discretion of the Constable or reinstated with full or
partial back pay.

Page 4



5. Any employee suspended for a period of five (5) days or longer shall return
all department-owned property upon order of the Constable. During any
period of suspension, the Deputy shall return to department custody his or her
badge, identification card, and issued firearm(s) upon order of the Constable.

6, During a suspension, the employee shall not undertake any official law
enforcement duties,

7. Demotion shall be to the next lowest rank.

8. Within three (3) days of receipt of the statement of suspension without pay of
five (5) days or less, the employee may forfeit vacation time equal fo the length
of the suspension, to serve the suspension with no break in service for
purposes of seniority or promotion. The forfeited vacation time will not
constitute hours worked. In the event an employee has received a disciplinary
suspension within the preceding twenty-four (24) month period, the employee
is not eligible for this option. The employee must agree that there is neither
right to appeal the suspension nor right of review before any administrative
body or judicial body if this method of suspension is chosen and the employee
must sign a waiver of appeal and agree to the suspension. Only the Constable
can approve the use of vacation time in lieu of a suspension without pay.

9. Aside from Section 8 above, an employee may appeal a suspension without
pay in accordance with Article 19 of the Collective Bargaining Agreement.

G, Termination

1. Employees may be disciplined, up to termination, for reasons including but
not limited to:
a. Misconduct;
Poor performance;
Attendance issues;
Violation of Rules and Regulations, Policies and Procedures, or
General Orders;

/oo

e. Operational requirements;

f. Incapacity;

g. Incompetence;

h. Insubordination;

i.  Theft;

j.  Sexual harassment or other discriminatory behaviors;

k. Physical violence or threats against other employees; and

|.  Behavior that creates a hostile or challenging work environment,

2. A complete record of the circumstances of the misbehavior shall be made by

all persons having knowledge of the misbehavior.

Only the Constable may terminate an employee.

4. An employee may appeal a termination in accordance with Article 19 of the
Collective Bargaining Agreement.

S

H. Reporting arrests and citations
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Any employee who becomes aware of, or notified by a law enforcement agency, that
they are being investigated, or is arrested for, charged with, or convicted of any crime,
or required to appear as a defendant in any criminal or civil proceedings shall
immediately inform the Constable verbally and in writing. Employees are not
required to report nonmoving traffic citations or parking tickets. Employees shall
report any hazardous or moving traffic citations issued to them. Failure to notify the
Constable of the foregoing shall be cause for disciplinary action up to and including
termination.

V. PROGRESSIVE DISCIPLINE

A. The department generally follows the principles of progressive discipline except for
situations including but not limited to:
1. gross breaches of discipline;
2. situations involving moral turpitude;
3. serious violations of law; and
4, serious conduct violations.

B. Probationary employees have no right to appeal. In the case of a dismissed
probationary employee, the official record shall merely indicate that the person was
dismissed during probationary employment.

VL ADMINISTRATION OF SUSPENSIONS, DEMOTIONS, OR DISMISSALS

A. After an appropriate investigation, should the allegation be sustained and the
determination be made by the Constable that discipline will be imposed, the Constable
may request a review of the investigation by the Deputy’s chain of command to obtain
their recommendations for disciplinary action.

B. Upon receipt of the recommendations, if the Constable believes the discipline should
be greater than a written reprimand, the Constable shall request that the Deputy read
the written investigation summary and initial each page. The review will take place
in the presence of the investigating supervisor or other staff member. The employee
will be allowed to add a written statement to the investigative package stating any
arguments with the evidence or investigation process. This statement will be prepared
and added to the investigation summary.

C. The Constable will meet with the employee and allow the employee to make any
statement regarding the evidence or investigation, and review any written statement
provided by the employee. The Constable will then have the employee report back at
a time and place determined by the Constable.

D. The Constable will again review the investigation, considering the employee’s input,

and may then decide on the discipline or send the investigation back for further
investigation.
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The Constable will meet with the employee to inform him ot her of his/her decision.
The Constable will present the employee with a letter outlining:

1. the discipline;

2. the effective date(s) of the discipline;

3. the reason for the discipline; and

4. the employee’s appeal rights.

Copies of all investigation reports that indicate disciplinary action and all other

disciplinary paperwork will be filed in the employee’s personnel file. A copy of the
investigation report will be maintained in the internal investigation files.
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EXHIBIT F

ELIGIBILITY FOR PROMOTIONS IN THE CONSTABLES® OFFICES

Provided the Hays County Commissioners Court adopts a formal ranking structure for the Hays County
Constable Offices, and funds such ranking structure, the following promotional criteria shall apply to all
Hays County Constable Offices. To be eligible for promotion in the Deputy Constable career track, the
following grade classifications are adopted for use in Precinct Constables’ Offices. Each Precinct
Constable may or may not seek to fill each position listed below. Each Precinct Constable determines
needs, and if budgeted by the Commissioners Court, the appropriate position grades are available for
promotion in accordance with these rules and specific to the budget of the Precinct Constable.

{a) Deputy Constable Corporal (Certified Peace Officer) (Internal Applicant):

1. Must be actively licensed by the Texas Commission on Law Enforcement (TCOLE) as
a Peace Officer.

2. Must hold a Basic Peace Officer Proficiency Certification, or higher certification.

3. Must have a mintmum of three (3) years of full-time law enforcement experience.

4. Must have a minimum of twelve (12) months continuous, full-time employment with
the Precinct Constable employing the Deputy Constable and for which the Constable's
Corporal position is available,

5. Must be presently serving in the rank of Deputy Constable for the Precinct Constable
they were appointed by.

{b) Deputy Constable Corporal (Certified Peace Officer) (External Applicant):
I. Must be actively licensed by the Texas Commission on Law Enforcement (TCOLE) as
a Peace Officer.
2. Must hold a Basic Peace Officer Proficiency Certification, or higher certification.
3. Must have a minimum of three (3} years of full-time law enforcement experience.

(c) Deputy Constable Sergeant (Certified Peace Officer) (Internal Applicant):

1. Must be actively licensed by the Texas Commission on Law Enforcement (TCOLE) as
a Peace Officer.

2. Must hold an Intermediate Peace Officer Proficiency Certification, or higher
certification.

3. Must have a minimum of four {4) years of full-time law enforcement experience.

4. Must have a minimum of twenty-four (24) months continuous, full-time employment
with the Precinct Constable employing the Deputy Constable and for which the
Constable's Sergeant position is available.




(d) Deputy Constable Sergeant (Certified Peace Officer) (External Applicant):

L.

Must be actively licensed by the Texas Commission on Law Enforcement (TCOLE) as
a Peace Officer.

Must hold an Intermediate Peace Officer Proficiency Certification, or higher
certification.

Must have a minimum of four (4) years of full-time law enforcement experience.

**Jt shall be noted that as of the date this promotional structure takes effect, there
were no positions of this rank. Therefore, upon the initial approval of the position by
the Commissioners Court, the service time serving as Deputy Constable Corporal does
not apply. After initial appointment, the service time requirement shall be instated.

PROCEDURES FOR PROMOTION:

(a) Vacancies

L.

When a position of Corporal or Sergeant becomes available, the Precinct Constable
shall post notice of such vacancy in the Precinct Constable’s office space. This notice
shall be posted for no less than ten (10) days.

All deputies that are eligible for the position shall submit their application to the
Precinct Constable, if interested in the position.

The Precinct Constable shall review the applications and determine that the applicants
meet all the above eligibility requirements. Any and all applicants meeling the above
eligibility requirements shall move onto the oral examination phase.

Should there not exist a candidate meeting the qualifications required for promotion
from within the office after the oral examination phase, the Precinct Constable may
instruct the Hays County Human Resources Department to post the position outside of
the office.

Applicants that are eligible for the position shall submit their application to the
Hays County Human Resources Department.

The Precinct Constable shall review the applications and determine that the applicants
meet all the above eligibility requirements. Any and all applicants meeting the above
eligibility requirements shall move onto the oral examination phase.



(b) Oral Interview

1. The Constable or his/her designee shall schedule interviews with all qualified applicants.
2. The Constable shall choose a panel of five (5) individuals who will participate in the
interview from one of the following options:

a. All five (5) Constables;

b. Three Constables including the Constable who is requesting the promotion and two
members of his/her office or other Hays County Constable’s offices chosen by the
Constable; or

c. Two Constables including the Constable whose office is requesting the promotion
and three members of his/her office or other Hays County Constable’s offices chosen
by the Constable.

3. The panel shall utilize a standardized scoring matrix agreed to by all five (5) Constables.

a. An applicant’s score shall be the average score of all five (5) panel members.

4. The interview questions shall be selected by the panel from a list of possible questions agreed
to by all five (5) Constables.

a. There shall be one set of questions for the Corporal position and a separate set of
questions for the Sergeant position.

5. Upon the conclusion of all oral interviews, a list of applicants and their final scores shall be
compiled.

6. The applicant must score a minimum score of 70 in order to be a qualified applicant.

7. The Constable may choose a candidate from any of the top three candidates.



