Agenda Iitem #10

Goal #1 (2019 objectives)

Douglas County residents and visitors will access the digital world using high-speed
connectivity, emerging technologies and guidance from specialists in information, media and
technology.

Objective #1— Increase technology available to patrons

A. Evaluate needs for additional devices and resources

B. Evaluate technology in high demand

C. Evaluate robotics and determine collection possibilities

D. Investigate expanding Virtual Reality technology at both libraries

Objective #2 — Assess, test and streamline eResources

A. Monitor and evaluate current digital offerings, using statistics and patron
feedback

B. Evaluate Axis 360 eBooks and eAudiobooks by December 31, 2019

Objective #3 — Assess and evaluate the demand for learning technology
A. Gather information from patrons and the community
B. Evaluate demands
C. Determine possibilities for learning programs
D. Evaluate the feasibility of classes and/or other learning possibilities
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Agenda Item #10

Goal #2 (2019 objectives)

Douglas County residents will have services, resources and programs designed to stimulate
imagination, satisfy curiosity and create young readers.

Objective #1 — Establish Bookmobile service for valley region of Douglas County

A. Bookmobile committee will create a service plan for bookmobile (delivery date
is unknown) i)

B. Train appropriate staff on bookmobile functions and services within thirty (30)
days of delivery

C. Launch bookmobile service within thirty (30) days of delivery

Objective #2 — Introduce one or more new programs at Minden Library
A. Program(s) will be sustainable
B. Program will be aligned with rebranding efforts of DCPL as “more than books”
C. Program will be launched by December 31, 2019

Objective #3 — introduce oneor more new programs at Lake Tahoe branch

A. Program{s) will be sustainable
B. Program will be aligned with rebranding efforts of DCPL as “more than books”
C. Program will be launched by December 31, 2019

Objective #4 — Summer Reading 2018 patrons will have a Summer Reading Program that
features a'musical theme of “Space: A Universe of Stories” for all age groups

A. ‘Launch SRP by June 1, 2019 to include children, teens, and adults

B. Evaluate SRP by September 30, 2019
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Director’s Monthly Report
October 2018

. Professional Development. The staff was given substantial training on Polaris, our
integrated system of patron records, item records, circulation, and acquisitions. A
team from Polaris came to the library to train two staff groups on October 9-10. This
training was a great opportunity for new staff as well as long-term staff,

. Library Programs. We have several programs scheduled for this autumn—returning
favorites and new experiences. The annual Halloween “Boo Bash” for children is on
October 30 with games, stories, and snacks. The new Creative Dance for Little Feet
program has grown so popular that we have split it into two classes. This fun weekly
program enables children to discover creativity through movement and dance. Qur
second Coffee Tasting program is on October 22. This program is “back by popular
demand” because the summer edition was so well received. The Lake Tahoe branch
is having an after-school program of games and Legos.

. Heat and Air Conditioning. The HVAC system at the Minden Library is being replaced
this year. Construction began in October and will continue throughout the winter.
The new system will be finished in April or May of 2019.

. Conferences. The annual NLA (Nevada Library Association) conference was held in
Las Vegas, October 12-14. Three library staff attended: Luise Davis, Veronica
Hallam, and Kitty Weber. The MPLA (Mountain Plains Library Association)
conference is being held in Wichita, Kansas, October 24-26. Luise Davis is the MPLA
Delegate for Nevada, and she will be attending this event.

. Library Website. The Library has been working with the County for several months to
develop a new website. The Library's website is part of the County’s website, and we
are fortunate to have had the opportunity to contribute to this immense and detailed
project. The new site is scheduled to be unveiled on October 31, 2018.




DOUGLAS COUNTY PUBLIC LIBRARY
Statistical Report
FY 2018-2019

Year-io-Date September 2018
Circulation Minden |Tahoe |Total Minden |Tahoe [Total
ltems Checked Out/Renewed 40,893 2,881 43,774 12,188 846 13,034
eCheckouts 5,033 1,727
New Cards Issued 357 45 402 104 8 112
Patrons 26,040 2,995 29,0351 26,040 2,995 | 29,035
Library Visits 23,721 4,677 28,398 6,247 1,326 8,273
Inventory 110,597 27,579 138,176 110,597 | 27,579 | 138,176
Interlibrary Loans Requested 127 2 129 37 2 39
Interlibrary Loans Loaned 128 16 144 36 7 43
Homebound Patrons 22 - 22 22 - 22
Homebound Checkouts 471 - 471 140 - 140
Database Sessions 1,078 675
Services Minden | Tahoe Toial Minden | Tahoe | Total
Meeting Room Use 118 22 140 43 8 51
Meeting Room Attendance 1,416 313 1,729 516 126 642
Pine Nut Room Use 63 - 463 25 - 25
Pine Nut Room Attendance 315 - 31'5 125 - 125
Kids' Programs 80 23 103 30 13 43
Kids' Program Attendance 1,718 222 1,940 384 104 488
Teen Programs 7 1 8 4 - 4
Teen Program Atiendance 133 1 134 23 - 23
Adult Programs 16 2 18 3 - 3
Adult Program Attendance 354 29 383 36 - 36
Total Programs 71 26 97 37 13 50
Total Program Attendance 2,205 252 2,457 443 104 337
Qutreach 7 - 7 2 - 2
Public Computer Use 2,750 332 3,082 785 87 872
ADA-pc Use 15 - 1k 4 - 4
Wireless Use 11,724 783 12,507 3.505 199 3,704
Volunteers 173 3 176 59 1 60
Volunteer Hours 780 25 805 226 9 235




Userful Use September 2018

DLT DCL
Internet Internet ADA
internet 8 Office 84 Internet & Office 683|Extended use
Large Print [LF) 3 Large Print {LP) 35|Restricted LP
15-minute internet & Office 5%
Word processing 16
Total 87 Total 785] Total




Wireless Usage Report
Dougias County Pubiic Library
Fiscai year 2018-2019

Year-to-date Juiy 2018 August 2018 September 2018
Location MiInden |Tahoe Total Minden |[Tahoe | Total | Minden |Tahoe| Total | Minden | Tahoe | Tofal
# of Wireless sessions 11,724 783 | 12,507 | 3.739 334°| 4,073 4,480 250 | 4,730 3,505 199 3.704




Self-Check Circulation Statistics
Douglas County Public Library
Fiscal year 2018-2019
RFID self-check machines installed on 3/12/18

DCL DLT Totals

Month

Checkouts

Sessions

Checkouts

Sessions

Checkouts

Sessions

July 2018
August 2018
September 2018
October 2018
November 2018
December 2018
January 2018
February 2018
March 2019
April 2019

May 2019

June 2019

7,206
6,992
11,200

1,850
1,870
1,719

68
69
75

21
21
17

7,274
7,061
11.275

1,871
1,891
1,736

Year to date

25,398

5,439

212

59




Title 2 Administration and Personnel AQENM / TEM / o)

2,02 County Personnel Regutations

2.02.010 Purpose /0/23//5" MEEWA/ &

2.02.020 Administration

2.02.030 Definitions

2.02.040 Ciassification plan

2.02.060 Selection and appointment
2.02.070 Service

2.02.080 Attendance and leave
2.02.090 Disciplinary action

2.02.100 Hearings

2.02.105 East Fork Fire and Paramedic Districts discipline and appeals
2.02.110 Miscelianeous provisions
2.02.120 Prohibition of discrimination
2.02.130 Confidential records

2.02.010 Purpose
The Intent of thls chapter is:

A. To pravide for more effective county administration thraugh the use of standardized personnel policies and procedures applicable to ali
county personnel;

B. To provide a standardized system of position classification and compensation based on the complexity and the responsibility of the
principal tasks assigned to each pasition in county service; and

C. To provide equal employment opportunities to all applicants and employees without discrimination due to race, color, religion, age, sex,
disability, national origin, marital status, sexual arientation, or the presence of any sensory, mental, or physical disability unless the disability
prevents the performance of the essential duties required of the position and cannot be accomplished without undue hardship. (Ord. 907,
2000; Ord. 457, 1986)

2.02.020 Administration

A. The board of county commissioners shall from time to time promulgate appropriate rules, regulations, policies, or amendments to this
chapter to promote the fair and effective adminlstration of personnel in the county service.

B. The county manager shall appoint a human resources manager, who will be responsible for the interpretation and administration of this
chapter and amplifying rules, regulations and policies.

C. The provisions of this chapter establish policies, procedures and standards to achieve the stated purpose, and apply to all employees of
the county under the direct and indirect jurisdiction of the board of county commissioners except as otherwise provided in chapter 2.03.
Employaes of the district court, juvenile probation, juvenile detention, and China Spring youth camp are employees of the judicial branch and
are subject to the personnel regulations and policies established by the district court.

D. These rules supersede policies, procedures and standards of all county agencies and departments with respect to classified personnel
except as otherwise provided in chapter 2.03. (Ord. 907, 2000; Ord. 559, 1992; Ord. 457, 1986)

2.02.030 Definitions

The words and phrases used in this chapter will have the following meanings:

A. "Anniversary date": The date from which eligibility for consideration for merit increases are calculated.

B. "Appointing authority": The department head or elected official with legal authority to appoint or dismiss employzaes in that department.

C. "Bargaining unit": An employees’ association organized under NRS chapter 288.

D. "Class": Positions in one accupation or profassion which have approximately the same duties and responsibilities and share the same job
title. The education, experience, knowledge, skills and abilties needed to fulfill the position are the same, and the same tests may be used to
qualify.

E. "Class series": Includes all classes at all levels of difficulty and responsibility in the same occupation.

F. "County": Unless the context othenwise requires, includes the term Town.

G. "Classiiication plan": Consists of all the classifications established within the county and their salaries.

H. "Classification study": Investigation of a position to detarmine its proper class.

1. “Classified positions™: All positions regutated by the county personne! ordinance. Each will be assigned a range In the classification plan
and will be defined by a job description. Specific classifications excluded from this definition are identified in subsection 2.02.030(NN)
(Unclassified positions).

J. "Compensation schedule™ A listing of the pay grade ranges and assigned classifications.

K. "Days": Unless otherwise specified, consecutive calendar days.

L. “Demotion”: Mavement of an employee to a pasition in a lower pay range than the employeg's currently assigned classification, for
disciplinary or voluntary reasons.

M. "Department”: A unit of the county govemnment under an elected official or department head, other than the county commission, and any
unit of the county gavernment created by action of the board of county commissioners by ordinance or otherwise.

N. "Department head": Those individuals serving as the head of a county department or district reporting directly to the county manager,
county commission or a board appointed by the commission.



0. "EAP": Employee assistanice program.

P. “Effective date": Date of specific action.

Q. "Emergency appointment": Under extraordinary circumstances, including but not limited to loss of life, incapacitating iiness, or
termination, an appointing authority may make an appointment without regard to the rules on certification or appointment.

R. "Exempt": An employee who is nat eligible for overtime,

S. "Grade™: Equivalent to range. A grade designates the pay scale from minimum to maximum compensation.

T. "Grant-funded position": A position which is authorized dependent upon the department generating the revenue to fund the position,
usually from some outside grant,

U. "Hours worked"; Those hours during which the employee is actually at work, on annual leave, holiday leave, or compensatory time off.

V. "Manager": Those individuals serving In positions responsible for a division or a specific functional unit within a county department.

W. "Merit salary increase": A pay increase given an employee for meeting or exceeding the job performance standards of the position to
which she or he s assigned.

X. "Nonexempt": An employee who is eligible to receive overtime compensation In accordance with the Fair Labor Standards Act.

Y. "Part-time employee™ One who works Jess than forty hours per week.

Z. "Position job description”: A written description of the tasks and responsibiiities of a position, education, and experience required and skills
and abilities necessary to perform a job.

AA, "Probation; A period after an employee's initial appointment or promotion in which the appointing authority evaluates his suitability for
the position.

BB. "Promotion"; Appointment of an employee to & position with a higher compensation range than the range the employee Is currently in.

CC. "Range™ A defined pay scale with a minirmum, midpoint, and maximum specified rate of compensation.

DD. "Reclassification”: A reallocation of a position within the compensation plan based upon significant changes in kind, difficulty or
responsibility of the work performed.

EE. "Regular employee”: An employee who has been retained in the position at the completion of the probationary period.

FF. "Reinstatement": The assignment of an employee to the same or related position he or she was assigned before separation from county
service,

GG. "Resignation”; The choice of an employee to end emplayment with the county.

HH. "Salary range": Equivalent to range.

1. "Seasonal appointment”; An employee's periodic appointment related to the seasons. Any person who accepts a seasonal appointment is
not, unless otherwise specified, subject to the county personnel ordinance. Any person who accepts a seasonal appointment serves at the will
of the appointing authority and may be removed at will by the appointing autharity without notice, cause or hearing. Any seasonal
appointments in excess of six manths or 1,040 hours in 2 calendar year required written approval of the county manager and written
notification to the human resources manager.

J3. "Supervisor": An administrative officer or empioyee in charge of any other employee, unit or operation.

KK. "Temporary employee": A person hired for a period not to exceed six months or 1,040 hours of employment,

LL. "Termination": The conclusion of an employee's employment with the county,

MM. "Transfer": Movement of an employee from one position to another position in the same salary range.

NN. "Unclassified position": A position in the county service which, unless otherwise specified, is not provided the protection as outlined in
section 2.02.100 of this document,

1. The following pasitions are unclassified:
a. All appointed department heads;
b. All attorneys;
¢. County manager;
d. Library director; and
€. Fire chief,
2. All positions under the jurisdiction of the district court judges, including juvenile probation, juvenile detention and China Spring Youth
Camp are governed by the Court Personnel Regulations,
3. All other county classifications not identified in subsections NN (1) and (2) are classified employees, and governed by the county
personnel ordinance.
4. Any individual appointed to an unclassified position serves at the will of the appointing authority and may be removed at will by the
appointing authority without notice, cause or hearing,
5. A change in designation from classified to unclassified and vice versa may be made by the board of county commissioners upon

position without the incumbent's agreement for 3 periad of twelve months after the change. (Ord. 1200, 2007; Ord. 1085, 2004; Ord. 907
2000; Ord. 818, 1998; Ord. 728 §1, 1995; Ord. 559, 1992; Ord. 470, 1987; Ord. 457, 1986)

2.02.040 Classification plan
A. Establishment of compensation and classification plan.

i. The County will utilize one standard campensation structure for all County employees which wilt be maintained to meet all criteria
associated with the concepts of internal and externat equity. The pay structure will be monitored to ensure the maintenance of a fair and
equitable pay system that will assist the County in recruiting and retaining a highly competent work farce. The human resources department
will prepare, maintain and revise, as necessary, the compensation and classification plans and policies for all positions. The compensation and
classification plan and policies, and any changes to the plan and policies, shall be subject to approval by tha Soard of County Commissioners.

The County Manager may authorize a salary increase in extraordinary circumstances.
B.Classification and reclassifications.

1. The human resource department must examine the nature of all pasitions, develop and recommend policies to the Board, make
changes in the compensation and classificatian plan as necessary due to changes in the duties and respansibilities of existing positions, and to
periodically review the entire compensation and dlassification plan, and recommend appropriate changes. The revision of job description; and
reallocation within the compensation and classification plan must be made as often as is necessary to provide current information on positions
in accordance with the reclassification procedure policy.

C. Where authorized by law, the services of independent contractors may be utilized. Independent contractors are not County employees,

L}




and the performance of all work is subject to and controlled by the terms of each contract. An independent contractor is hired on the
conditions that there shall be no:

1. Withholding of income taxes by the County;

2. Industrial insurance coverage provided by the County;

3. Participation In group insurance plans which may be available to employees of the County;

4. Participation or contributions by elther the independent contractor or the County to the public employees’ retirernent system;

5. Accumulation of vacation leave or sick leave;

6. Unemployment compensation caverage provided by the County if the requirements of NRS 612.085 for independent contractors
are met.

D. Merit salary increases.

1. A regular employee, not covered under a bargaining unit labor agreement or Court Personnel Regulations, that has not reached the
maximum pay rate within the salary range, receiving an annual performance rating which meets or exceeds the job performance standards,
may be eligible for a merit pay increase for the respective fiscal year, as established by a resolution approved by the Board of County
Commissioners. A merit increase for an employee who is on a leave of absence of six months or more during an annual performance period
shall be prorated to reflect the time actually worked during the leave of absence. Eligibility for a merit pay increase does not constitute a right
to such increase. All pay increases are at the discretion of the Board.

E. Bonuses.

A department head or elected official may nominate a regular part-time or full time employee not covered under a bargaining unit
agreement for a one-time jump surn bonus or pald administrative leave to reward and recognize superior performance in accordance with the
County’s recognition of excellence policy.

F. Holiday pay.

}. Legal holidays are defined as being those days provided for in NRS 236.015.

2. An employee, nol covered under a bargaining unit labor agreement or Court Personnel Regulations, s eligible 1o receive holiday pay, regardless
of how many hours that the employee works or is scheduled to work ina week, except if the employec’s status is part-time for (19 kours or less a week),
temporary, seasonal, or on call. Part-time employees (20-29 hours per week) will reccive pay for the holiday at a rate pro-rated to their per week hours.

a. Any cligible non-exempt employees will be paid at their nottmal rate of pay for any designated holiday which falls on their normal workday
when the employce does not work on such holiday. Hours paid as holiday pay will be considered time worked for overtime calcuiation purpases.

b. Any eligible non-exempt employee required to work on a designated holiday and the holiday falls on the employee’s regular scheduled day
off will receive holiday pay plus avertime for any hours acally worked on the holiday.

c. Any eligible non-exerpt employee required to work on g designated holiday and the holiday falls on the employee’s repularly scheduled day
to work will receive holiday pay plus overtime for any hours worked on the holiday and may be treated as compensation by PERS, consistent with NRS
Chapier 286,

d. Exempt empleyees will receive their normal rate of pay for 8 hours regardless of hours worked or not worked on the holiday. (Ord. 1489,
2017. Ord. 1263, 2008: Ord. 1200, 2007; Ord. 1083, 2004: Ord. 907, 2000; Ord. 818, 1998; Ord 739, §1, 1996; Ord. 728, §3, 1995; Ord. 559, 1992, Ond. 437,
1986)

2.02.060 Sejection and appointment
A, Selection.

L. When a department head or appointing authority determines the need to fill an existing position, the person will notify the human
resources manager In writing.

2. The human resources manager in conjunction with the appointing authority will provide notice of the vacancy.

3. The appointing authority and the human resources manager will jointly determine selection methods.

B. Grant-funded positions.

L. Ali employees appointed to county services under a grant or other time-limited or fundingdimited source shall serve a probationary
period of 12 maonths,

2. An eligible grant-funded position will receive the same benefits as a regular employee,

3. The term of & grant-funded position depends upon the appointing department generating or receiving sufficient revenue to fund the
position and having a sufficient work load to require the 2ppointment. I, at the sole discretion of the county, sufficient funds are niot available,
or the work load for the appointing department does not justify the continuation of the appointment, the appointment shall be terminated and
the position ceases to exist.

4. Al employees that are in positions funded in part or wholly by federal funds are prohibited from being candidates for public office in
partisan elections,

C. Emergency and temporary appointments.

1. An appointing authority may make emergency appointments when it Is necessary to prevent termination of public business, loss of life,
significant decrease of the department’s ability to effectively provide service to the public, or extensive damage to persons or property for a
period not to exceed the duration of an officially declared emergency or for nat more than sixty warking days in any twelve-month pericd.
Emergency and temporary appointments may be made by an appainting authority without regard to the ruies on certification or appointment
for up to six months at a time. The county manager's written approval is required if tha emergency or temporary appaintment would have any
fiscal impact. Written notice of the appointment shall be filed with the human resources manager prior to the individual’s date of employment.

2. Emergency or temporary hires must follow Douglas County Administrative Polices and Procedures number 200.32.

3. During a FEMA declared emergency, emergency or temporary hire length of employment may be extended for up to ane year if
funding is available and approved by the board of county commissioners,

4. Time served under emergency appointments may not be conskdered as part of a probationary perlod ror credited for purposes of
annual leave, sick leave, or merit salary increases.

D. Fingerprinting of all appointments.

1. Douglas County Sheriff shall take the thumbprint and fingerprints of all new employees or appointments appointed to sensitive
positions as determined by Human Resources and the District Attorney prior to their performing work for Douglas County. This requirement
pertains to appointees doing any work for Douglas County including, but not limited to, volunteer work, work under grant-funded positions,
emergency or temporary appolntments, and internships.

2. East Fork Fire and Paramedic District shall take the thumbprint and fingerprints of all new employees or appaintments appainted to




any sensitive position within East Fork Fire and Paramedic District as determined by Human Rescurces and the Fire Chief prior to their
perfarming work. This requirement pertains to appointees doing any work for Douglas County including, but not limited to, volunteer work,
work under grant-funded positions, emergency or temporary appointments, and internships.

3. The Douglas County Sheriff or the East Fork Fire and Paramedic District shall send a copy of those thumbprints and fingerprints to the
appropriate criminal history repository, and to the Federal Bureau of Investigations, pursuant to NRS 239B.010, for a national background
check.

4. The Douglas County Sheriff or the East Fork Fire and Paramedic District shall provide all information received during the national
background check to the Human Resources Manager. (Ord. 1273, 2009; Ord. 1200, 2007; Ord. 1085, 2004; Ord. 907, 2000; Ord. 559, 1992;
Ord. 490, 1987; Ord. 457, 1986)

2.02.070 Service
A. Probationary periods.
1. All employees who are initially appointed to county service must serve a probationary period of twelve months.

a. The appointing authority may terminate, without cause, any employee initially appointed to county service, at any time during the
probationary period.

b. An employee promoted to a classification with a higher salary schedule must serve a probationary period of 26 complete biweekly
pay periods of full-time service as a probationary period, unless the appointing authority or elected official specifically reduces the probationary
period to 13 complete biweekly pay periods.

c. An employee reclassified to a higher level position may be required, in the discretion of the appointing authority, to serve a six-
month probationary period.

d. Employees who have not completed a probationary period in their current position and have been accepted for a promation or
transfer to another position within the county must successfully complete a new probationary period In the position to which they are promoted
or transferred.

e. Time served in an acting capacity for a position may, in the discretion of the appointing authority, be counted toward the
probationary period for the position.
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a. It is the responsibility of the appointing authority to forward ta the human resources manager prior to the expiration of probation a
statement indicating either;

i. Retention of the employee in regular status.
ii. Discharge of the employee.

3. Failure of the appointing authority to send the notice prior to the last day of the probationary period will result in the employee

attaining regular status automatically.
B. Continuous service.
The following must not be considered as breaks in continuous service for all personnel actions:

1. Authorized military leave for active service, provided that the person is reinstated within ninety calendar days following honorable
discharge from military service;

2. Authorized military leave for training duties not to exceed fifteen working days in any ane calendar year;

3. Authorized leave with pay deemed to be beneficial to the public service;

4. Authorized leave without pay for thirty working days.

C. Performance evaluation.

1. Each appointing authority must report to the human resources manager, in writing, the efficiancy of their subordinates and employees
in achieving and maintaining the standards of work performance established.

2. Performance evaluations will be made according to the following timetable based on the employee's appointment date;

a. For employees serving a probationary period of twelve months, performance evaluations may be required on the sixth month and
will be required on the twelfth manth after the day of the initial appointment. For employees serving probationary periods of other lengths, end
of probation evaluations are required;

b, Regular employees, annually on their anniversary date;

c. Temporary employees, at the end of service or annually, if directed by the appointing authority.

3. Each performance report must be discussed with the employes; the employee will be aliowed to make responding written statements,

4. Each employee shall receive a written copy of the report at the time of review,

D. Transfer.

Transfer will be accomplished in accordance with the promotion and transfer policy.

E. Resignation.

Any employee who desires to resign may do so by ngtifying the appointing authority in writing. Failure to give notice at least two weeks prior
to the effective date may be cause for denying any future employment with the county.

F. Layoff.

1. If it is necessary to reduce the county work force due to lack of funds or curtailment of operations, the appointing authority will
determine the positions to be eliminated. Layoffs within a classification will be determined on the basis of seniority, performance, and the best
interests of the department with all probationary employees of the department being laid off before any regular employees.

2. All regular employees due to be laid off because of lack of work or funds shall be given written notice of such layofi at least sixty
calendar days prior to the effective date.

3. Inlieu of being laid off an employee may elect to go to any classification within 2 lower range if there is a position available and the
employee is qualified for the position in that lower range and if the action is deemed appropriate by the appointing authority.

4. The names of regular and probationary employees laid off will be placed on the reemployment list for the class or position involved in
reverse arder of termination. The employee name will be maintained on the reemployment list for a period of one year,

5. Employees who are reemployed within one calendar year after they are laid off will be entitled to the reinstatement of accrued and
unused sick leave remaining to their credit at the time of their layoff, only if the employee has not been compensated for any sick and vacation
leave at the time of layoff. The reemployed employee will accrue sick and annual leave at the same rate as when the layoff occurred. (Ord.
1297, 2009; Ord. 1200, 2007; Ord. 1085, 2004; Ord. 907, 2000; Ord. 818, 1998; Ord. 739, §2, 1996; Ord. 728, §4, 1995; Ord. 559, 1992; Ord.
490, 1987; Ord. 457, 1986)



2:02.080 Attendance and leave

A. Attendance.

1. Each department head and elected official must insure that his department prepares and submits accurate attendance, leave and pay
records, supplied by the payroll office.

2. The human resources manager will establish standards and procedures for the reporting of attendance. The appointing authority must
establish procedures and standards for the granting and scheduling of leaves pursuant to the provisians of this chapter.

3. The employee Is responsible for placing accurate and complete Information on a time sheet, and the employee’s signature constitutes
his certification that the information is accurate and complete. The employee’s supervisor is responsible for reviewing and certifying the
accuracy and completeness of an employee's time sheet. The signature of the employee and the employee's supervisor certifies the accuracy
and completeness of all hours worked and leave used by the employee. An employee who falsifies or places inaccurate or incomplete
information on a time sheet or causes or attempts to cause another employee to falsify or place inaccurate or incomplete information on a time
sheet may be subject to disciplinary action. A supervisor who is negligent in reviewing and certifying the accuracy and completeness of an
employee’s time sheet may be subject to disciplinary action.

B. Legal holidays.

1. Llegal holidays are defined as being those days provided for in section 236.015 of NRS, together with discretionary holidays as may be
declared from time to time by the governor pursuant to section 223.130 of NRS, Employees regularly scheduled on a twenty-four hour schedule
will receive 2 lump sum allowances of 66 hours of straight time wages on the first pay periods in January and July In lieu of working holidays.

2. If a holiday falls during an employee's leave, holiday time will not be charged as leave,

C. Annual leave. Annual leave will be administered in accordance with county policy for employees who are riot part of a bargaining unit. All
annual leave will be taken at a time mutually agreeable to the employee and supervisor within the guidelines of the most recent applicable
county pelicy.

D. Sick leave, Sick leave will be administered in accordance with county policy for employees who are not part of a bargaining unit.

E. Family medical leave, Family medical leave will be administered and used in accordance with county policy for nonbargaining unit
employees.

F. Sick leave payout. The sick leave payout palicy will be administered in accordance with the county palicy for nonbargaining unit
employees.

G. Work-related accident or injury leave. The pertinent county policy shall be applied to employees who are not part of a bargaining unit and
are involved in a work-related accident or are on injury leave.

H. Leave of absence without pay.

1. An employee may be placed on leave without pay during a fact finding or investigative time period by the appointing authority, in
canjunction with the human resources manager and district attorney.

2. A persanal leave without pay may be granted by the appointing authority in accordance with county policy.

3. Aleave without pay of thirty days or more may be granted for the good of the public service by the board of county commissioners.
The employee will retain his status as a public employee and the pay rate, leave and benefits accrued prior to the leave.

L. Leave of absence with pay

Leave with pay for an appropriate period may be granted by the county manager upon written pelition by an employee; or by the appainting
authority under the foliowing conditions:

1.When an employee serves on a jury, provided the jury fees earned on an employee's regular workdays are reimbursed to the county;

2. When an employee is called to serve as a witness in court on a matter directly related to his employment with Douglas County,
provided witness fees @amed on an employee's regular workdays are reimbursed to the county.

3. When it Is impractical for a registered voter to vote before or after his normal working hours;

4. When, In accordance with county policy and state faw, an employee acts as a volunteer firefighter in the performance of emergency
functions;

5. Authorized military training duties which comply with the provisions of NRS.

6. As recommended by the human resources manager and district attorney during a fact finding or investigative time period.

7. Due to the closure of county offices in accordance with county policy.

J. Unauthorized absence.

1. An unauthorized absence from work shall ba treated as leave without pay and may be a cause for disciplinary action up to and
including termination.

2. An unauthorized absence for three consecutive days shall be regarded as an automatic resignation and termination from county
service.

K. Administrative leave. Administrative leave shall be administered in accordance with county policy for employees who are not part of a
bargaining unit. (Ord. 1200, 2007; Ord. 1085, 2004; Ord. 907, 2000, Ord. 728, §6, 1995; Ord. 559, 1992; Ord. 547, 1891; Ord. 457, 1986)

2.02.090 Disciplinary action

A, Discipline. An employee may be disciplined by his appointing autherity by issuance of a written reprimand, suspensian, demation,
reduction in pay, or termination for any cause or causes listed in subsection B of this section.

B. Actions that could result in discipline. The procedures for any disciplinary or correctional action whare demotion, suspension or
termination is contemplated are provided in section 2.02.100. Disciplinary or correctional action may be underiaken by the appointing authority
for inappropriate, questionable or illegal behavior including but not limitad to the following activities:

1. Has been absent from duty without leave approved by his or her appointing authority under the provisions of this chapter or has failed
to report after any leave has officially been disapproved or revoked.

2. Is or has become insubordinate, inexcusably neglectful, incompetent or inefficient in the performance of the duties and responsibilities
af his pesition.

3. Is or has been careless or negligent in the use, care or maintenance of county property.
; 4. Has committed an act or acts that would tend to embarrass or discredit the county whether such act or acts were committed on or off

uty.

5. Has used or threatened to use political influence in securing employment, promotion, leave of absence, transfer, change of grade, pay

or character of work,

6. Has taken an active part in political management or in political campaigns for elective office during working hours.



7. Has been convicted of a felony, gross misdemeanor or misdemeanor involving a crime of moral turpitude during the time he or she Is
employed by Douglas County, Nevada, or has been driving under the influence of alcohol, an illegal drug, or other dangerous substance while
performing county work or while driving a county vehicle.

8. Has a habitual pattern of fallure to report for duty or to report for duty on time without good and sufficient reason,

9. Has committed an unlawfut act or violated any departmentat rule, regulation, administrative pelicy, adminlstrative procedure or
department order.

10. Has induced or attempted to induce an employee to commit an unlawfu! act or to violate any deparimental rule or order,

11, Has sought or accepted any gift, service, favor, employment, engagement, ernolument or economic opportunity which would tend to
improperly influence a reasonable person in his position to depart from the faithful and impartial discharge of his public duties.

12, Has misrepresented his official capacity or authority or used his position to secure or grant unwarranted privileges, preferences,
exemptions or advantages for himself, any member of his household, any business entity in which he has a financial interest, or any other
person.

13. Has intentionally made a false or unwarranted statement against a fellow emplayee,

14. Has lied or put false information an an employment application.

15. Is or has been under the influence of alcohol, illegal drugs or other dangerous substances (such as prescription or nonprescription
drugs that interfere with an employee’s ability to perform the job, e.q., operation of vehicles or equipment) during working hours or while on-
call for duty or has detectable levels of alcohol, illegal drugs or other dangerous substances present in the employee’s body.

16. Has operated a county vehicle within six hours of having consumed an alcoholic beverage or ingested a controlled substance without
prescription.

17. Has been dishonest.

18. Has had a driver's license suspended, revoked or canceled if the possession of a valid driver's license is required to perform an
essential function of the job.

19. Has, in the considered judgment of the appointing authority, violated or endangered the security of a department property or
records.

20. Has refused to cooperate or to provide truthful and complete information during a departmental or external investigation,

21. Has possessed an unauthorized dangerous weapon on the job or on county property.

22. Has injured a coworker, a member of the public, or his or her self due to deliberate ar careless misconduct.

23.Has used county supplies or equipment for any purpose other than to conduct official county business, outside county policy.

24. Has participated in fighting, intimidation, threats, sexual or racial harassment or similar actions which adversely affect employee
relations, public relations, the employee's work, the work of other employees, or the effective functioning of the department.

25. Has used for private gain or advantage the county’s time, facilities, equipment, money, materials or the prestige and influence of
their position.

26. Has accepted or received any consideration or compensation for an act which they would be required or expected to perform as a
part of their duties as a county employee,

27. Has placed false, inaccurate or incomplete information on a time sheet or has caused anather employee to falsify or to place
Inaccurate incomplete information on a time sheet.

28. Has, as a supervisor, failed to review and certify the accuracy and completeness of an employee’s time sheet or has negligently
reviewed and certified an employee’s time sheet as accurate and complete. This includes the general failure to follow county policies; general
failure to supervise employees including, but not fimited to, failing to complete employee performance evaluations in timely, accurately and
adequate manner; and the failure to manage department operaticns.

29. Has sexually harassed a person at the warkplace or whila in an official work capacity through unwelcome sexual advances, requests
for sexual favors, and other verbal or physical canduct of a sexual nature when this conduct explicitly ar implicitly affects an individual’s
employment, unreasonably interferes with an individual’s work performance, or creates an intimidating, hostile, or offensive work environment.
Has failed to Immediately report conduct by anyone, whether a co-worker, supervisor or a non-employee, that may constitute sexual
harassment or misconduct to the district attorney, county manager, or human resources manager, even if the conduct was stopped or punished
and regardless of how the person became aware of the conduct.

30. Has engaged in disgraceful parsonal conduct which impairs the performance of a job or causes discredit to the organization.

31. Hasengaged in on-duty or off-duty online activity, including the use of social media sites, blags or websites, which violates any
provision of this section or any other County policy.

C. Employees terminated from employment for disciplinary reasons shall not be eligible for re-employment with the county. (Ord. 1440,
2015; Ord. 1376, 2012; Ord. 1348, 2011; Ord. 1326, 2010; Ord. 1200, 2007; Ord. 1085, 2004; Ord. 907, 2000; Ord. 781, § 1, 1997; Ord. 728,
§7, 1995; Ord, 559, 1992; Ord. 457, 1986)

2.02.100 Hearings

A. Suspensions, reductions in pay, demotions and terminations For employees who are not part of a bargaining unit: In the event the
appointing authority desires to institute any disciplinary or correctional action to a nonprobationary employee when a suspension of five days or
more, reduction in pay, demotion or termination is contemplated, the following pracedures will apply:

B. Specification of charges and hearing. The department head or supervisor must prepare a written specification of charges against the
employee. The written specification of charges will be provided to the human resources manager and the district attorney's office. The human
resources manager and the district attornay's office must review the written document prior to its service on the employee. After review and
approval of the written justification, the department head or supervisor must conduct a hearing and, if appropriate, impose any disciplinary
action.

C. Request for hearing. In the event the employee desires to contest the disciplinary action, the employee must request a hearing in writing
and submit the request to the human resources manager within five working days of receipt of the specification of charges. A hearing will
automatically be scheduled and convened by the human resources manager on receipt of a request for an appeal.

D. Administrative leave. Any employee that a supervisor, manager, or department head proposes to terminate may be piaced on
administrative leave with or without pay until the department head or supervisor conducting the hearing has rendered a decision.

E. Hearing board composition and convening. The hearing board will be appointed by the human resources manager and must consist of one
department head from a department separate from that of the employee at issue, and two other supervisors, managers or department heads.
The hearing board must be convened to hear the matter within ten working days of receipt of the employee's request for a hearing.



F. Hearing board action. The hearing board procedures will be informal. However, the board may hear testimony fram the employee, the
department or other individuals who may have information pertaining to the disciplinary action, Upan conclusion of the hearing, the hearing
board may uphold the discipline, recommend lesser discipline or find the discipline unwarranted. All decisions of the hearing board will be in
writing and must include a delineation of the charges found to be factually supported and shall indicate the appropriate discipline. The written
findings of the hearing board will be forwarded to the employee, the department head, the human resources manager, and the district

attorney’s office. (Ord. 1200, 2007; Ord. 1085, 2004; Ord. 907, 2000; Ord. 728, §8, 1995; Ord, 559, 1992; Ord, 457, 1986)

2.02.105 East Fork Fire and Paramedic Dist icts dj cipline and appeals

A. Suspensions, reductions In pay, demotions and terminations.

In the event the appointing authority desires to institute any disciplinary or correctional action to a nonprobationary employee of deputy
chief rank when a suspension of mare than 48 hours or more, reduction in pay, demotion or termination Is contemplated the following
procedures apply.

B. Specification of charges and predisciplinary hearing.

The district fire chief must prepare a written specification of charges against the employee. The written specification of charges will be
provided to the human resources department and the district attorney’s office. The human resaurces department and the district attorney’s

of charges to the employee within 5 working days (based on 40 work week) of the events Initiating the charges. After review of the written
justification the fire chief must conduct a predisciplinary hearing and, if appropriate, may subsequently impose any discipline. The employee
must receive no less than 6 hour's natice of the predisciplinary meeting. Any employee that the chief proposes to terminate may be suspended
with pay until the chief has made a disciplinary decision faliowing the predisciplinary hearing. If a dacision to terminate Is made, the termination
may be imposed Immediately. Suspensions, reductions In pay, and demotions may be imposed after the chief has made a disciplinary decision
following the predisciplinary hearing.

C. Appeal,

In the event the employee desires to contest the proposed disciplinary action, the employee must request a hearing in wiiting and submit
the request to the human resources manager within five working days of receipt of the specification of charges. A hearing will be automatically
scheduled and convened by the human resources manager for all proposed terminations,

D. Hearing board composition and convening.

The hearing board must be appointed by the human resources manager and must consist of three members; the county manager, an officer
of chief officer rank from a neighboring fire or paramedic department chosen by the appellant, and a third person from a list of qualified
arbitrators maintained by the State Bar of Nevada or a list of retired judges. The parties will strike names from the list until a final name
remains. The hearing board must be convened to hear the matter as soon as the panel can be convened.

E. Hearing board action,

The hearing board procedures will be informal. However, the board may hear testimony from the employee, the department or other
individuals who may have information pertaining to the disciplinary action. Upon conclusion of the hearing, the hearing board may uphold the
discipline, recommend greater or lesser discipline or find the discipline unwarranted. All decisions of the hearing board will be in writing, must
Include a delineation of the charges found to be factually supported, will be final and binding, are not appealable and must Indicate the

manager, and the district attorney’s office. If the hearing board imposes legser discipline or finds the discipline unwarranted, pay and benefits
lost by the appealing employee must be reinstated in accordance with the decision of the hiearing board. Costs of the hearing will ba split
equally between the partigs,

F. Chain of command.

Employees in deputy chief positions report via the districts’ chain of command directly to the district fire chief. The district fire chief is
responsible for the supervision of the pasitions and the administration of any necessary disciplinary action. (Ord. 1326, 2010; Ord. 1200, 2007;
Ord. 1085, 2004; Ord. 918, 2000)

2.02.110 Miscellaneous provisions

A. Medical examinations.
1. Al police, fire and paramedic staff are required to take physical examinations as required by state law,
2. Employees may be required to pass & medical examination to determine their fitness for work or eligibility for leave, insurance or other
benefits.
3. Examinations will be at the expense of the county.
4. Applicants who have been given a conditional oifer of employment may be requirad to pass a post-offar of employment physical exam
bafore performing work for the county. .
5. The examination will be prescribed by the human resources manager and must be conducted by & physician designated by the county.
B. Outside work.
L. Employees of the county may not engage in any outside work which will impede the performance of their duties or create a conflict of
interest with their county position.
2. Employees must notify their department head in advance of any plans to engage in outside wark, Notification must be written and
cantain full information about the planned work. No autside employment shall be allowed unless authorized in advance by the appointing
authority in writing. Netification and approval documentation must be maintained in the employee’s official human resources personnel file.

4. If an employee's outside business activities could result in the sale of services or goods to the county or in any manner, dractly or
indirectly, result in the receipt of commission, personal profits or compensation of any kind from any contract or transaction in which the county
is interested, the employee must immediately advise the appropriate appainting authority, Any such sale is subject to the provisions of NRS
281.230, NRS 281,505, and any other applicable state taw or regulation or county ordinance or policy. The employge is solely responsible for
ensuring that these provisions have bzen fully complied with prior ta any sale. Failure of an employee to comply with the requirements of this
subsection or with any other requirements established by the appointing autharity or the board of county commissioners may result in



disciplinary action, incuding termination, being taken against the employee.

C. Supervisory employees’ hiring of family members is prohibited. No person acting as a county official or as the appointing authority for the
county or as appointing authority for any county board, agency or commission, may employ in any capacity on behalf of the county any relative
of the individua! or of any member of such board, agency or commission, within the third degree of consanguinity or affinity. Nothing contained
in this section will act to prevent the employment of persons related by blood or marriage in different departments of the county, provided that
the employee who Is related to the candidate for employment does not have any authority or say relative to the hiring of the refative whois a
candidate for employment. Unless specifically approved by the board of county commissioners, under no circumstances will department heads
or supervisors oversee immediate relatives. (Ord. 1200, 2007; Ord. 907, 2000; Qrd. 740, §2, 1996; Ord: 559, 1992; Ord. 457, 1986}

2.02.120 Prohibition of discrimination

The policy of the county Is to ensure equal employment opportunity in accordance with county policy and based on ability and fitness
regardiess of race, religion, color, creed, national origin, marital status, sexual orientation, age, or the presence of any sensory, mental, or
physical disability unless such disability prevents the performance of the essential duties required of the position and which are bona fide
occupational qualifications that cannot be accommodated without undue hardship. (Ord. 507, 2000; Ord. 457, 1986)

2.02.130 Confidential records
A. The following types of Information, which are maintained by the human resources department or a particular depariment, are
confidential:

1. Information relating to salaries paid in other than governmental employment which is furnished to the human resources department
on the condition that the source remain confidential;

2. Any document which is used by the human resources department or any particular department in negotiations with employees or their
representatives which has not been made public by mutual agreement;

3. The rating and remarks concerning an applicant for hire or promotion by the individual members of a board assessing the candidate;

4. Materials used in examinations including suggested answers for oral examinations.

5. Reports by employers, appainting authorities or law enforcement officials concerning the hiring, promation or background of
applicants, eligible persons or employees;

6. The class title and agency of an employee whose name is excluded form the official raster, as provided in subsection 13, when an
inquiry concerning the employee is received;

7. Any information contained on a person's application, gathered during a background or reference check, or relating to eligibility status;
and

8. Information in an employee's file or recard of employment which relates to his:

a. Performance;

¢. Conduct, including any disciplinary actions taken against him;

d. Race, ethnic identity or affiliation, sex, disability or date of birth; or
e. Home telephone number.

9. If the employee has requested that his personal mailing address be listed as confidential, his file must be so designated and list his
business address.

10. The name of any beneficiary of an employee contained in the payroll document must not be released to anyone unless:

a. The employee dies; or
b. The employee signs a release.

11. The official roster of employees in the public service maintained by the human resources depariment is a public record and will be
open to inspection under reasonable conditions during business hours in the department's offices or the offices where the records are kept.

12. Except as provided in subsection 13, the roster must contain, for each employee:

a. Name;

b. The class title of the positien held;

c. Salary or pay;

d. Any change in class title, pay or status; and

e. Other pertinent data as determined by the human resources manager.

13. For public inspection purposes, the roster may exclude the actual names of employees who are in sensitive law enforcement positions
where public access to the employees' identities could jeopardize their personal safety or job performance, in which case the employee will be
shown on the roster as an unidentified employee.

B. The official persannel record shall be maintained by the human resources manager. (Ord. 907, 2000; Ord. 782, 1997)



Title 2 Administration and Personnel
2.05 Whistle Blcw_ver Protection

2.05.010 Definitions

2.05.020 Appolntment and authority of hearing officer

2.05.030 Written appeal by officer or emplayee who claims retaliatory action was taken
2.05.040 Procedures for canduct of hearing on written appeal

2.05,050 Prohibitions and applications

2.05.010 Definitions
‘The following words and phrases used in this chapter shall have the following meanings:
A. "Improper governmental action” means any action taken by a state officer or employee or local governmental officer or employee in the
performance of his official duties, whether or not the action is within the scope of his employment, which is:
1. In violation of any state law or regulation;
2. If the officer or employee is a local governmental officer or employee, in violation of 2n ordinance of the local government;
3. An abuse of authority;
+ Of substantfal and specific danger to the public health or safety; or
- A gross waste of public money.
B. "Local government™ means Douglas County. ;
C. "Local gavernmental employee” means any person who performs public duties under the direction and contro! of a local governmental
officer far compensation paid by or through a lacal government.
D. 'Local governmenta! officer® means 3 person elected or appointed to a position with a local government that involves the exercise of a
lacal governmental power, trust or duty, including:
i. Actions taken in an official capacity which involve & substantial and material exercise of administrative discretion in the formulation of
local governmental policy;
2. The expenditure of money of a local government; and
3. The enforcement of Jaws and regulations of the state or a local government.
E. "Reprisal” or “retaliatory action” includes:
L. The denial of adequate personnel to perform duties;
2. Frequent replacement of members of the staff;
Fraquent and undesirable changed In the location of an office;
The refusal to assign meaningful work;
The issuance of letters of reprimand or evaluations of poar performance;
A demotion;
A reduction in pay;
The denlal of a promotion;
9. A suspension;
10. A dismissal;
11. A transfer;
12. Frequent changes in working hours or workdays; or
13. If the employee is licensed or certified by an occupational licensing board, the filing with that board, by or on behalf of the employer,
of a complaint conceming the employee, if such action is taken, in whale or in part, because the local governmental officer or employee
disclosed information concerning improper govemmental action. (Ord. 988, 2001)

2.05.020 Appointment and authority of hearing officer

A. The board will periadically appaint a hearing officer or a panel of hearing officers from recommendations made by tha county manager.
The county manager shall alsp pravide each employee a summary of these provisions.

B. If the hearing officer determines that the action taken was a reprisal or retaliatory action, the hearing officer may issue an order directing
the proper person to desist and refrain from engaging in such action. {Qrd. 988, 2001) ’

2.05.030 Written anpeal by officer gr employee who_claims retaliatory action was taken

A. A local officer or employee who claims a reprisal or retaliatory action was taken against him for disclosing information concerning

improper governmental action may file a written appeal pursuant to NRS chapter 281 with the human resources manager, The appeal must
be:

Ut

i A N

L. Filed within 60 workdays after the date the alleged reprisal or retaliatory action took place.
2. Submitted on a form provided by human resources manager.
B. The hearing officer may reject a form that is incomplete or othenwise deficient as insufficient to commence the appeal. (Ord. 988, 2001)

res fo duct of ing.on written appeal

A. The provisions of this section gavern the procedure for conducting a hearing for a written appeal filed pursuant to NRS chapter 281.
B. A party may appear in person and may be represented by an attorney or another person of his choice, if the party chooses not to
represant himself.
C. All testimony must be under oath administered by the hearing officer.
D. The appeal must be heard in the following manner:
L. The opening statement for the officer of employee.
2. The opening statement for the emplover, unless reserved.
3. Presentation of the officer’s or employee's case, foliowed by cross-examination. The state officer or employee must establish that:



a. He was an officer or employee on the date of the alleged reprisal or retallatary action;

b. He disclosed Information concerning improper governmental action; and

¢. The alleged reprisal or retafiatory action was taken against him within 2 years after the date he disclosed the information
concerning improper governmental action.

d. If the officer or employee establishes the facts set forth in paragraph (c), presentation of the employer’s case, followed by cross-
examination, to establish that the employer did not engage in the alleged reprisal or retaliatory action or that the action was taken for a
legitimate business purpose and was not the result of the disclosure of information concerning improper governmental action by the officer or
employee.

e. If the employer establishes a legitimate business purpose for the alleged reprisal or retaliatory action, the officer or employee may
introduce evidence, followed by cross examination, to demonstrate that the stated business purpose Is a pretext for the reprisal or retaliatory
action.

-y

. The parties may respectively offer rebutting testimony only, unless the hearing officer permits additional evidence upon the original
cause.
The argument for the officer or employee.
The argument for the employer.
. The closing argument for the state officer or employee.
8. Submission of the appeal for a decision.

E. The hearing officer shall convene the hearing at the time and place specified for the purpose of hearing the appeal.

F. Written notice of the time and place of the hearing must be given to the parties at least 10 days in advance. The notice must contain the
information required for a party to request reasonable accommaodation.

G. The hearing officer shall provide reasonable accommodation to a party with a disability who requests such accommodation within the
time sufficient to make the accommodation.

H. Hearings may be continued beyond the period originally scheduied or recessed until a future date which is agreeable to the hearing
officer and the parties if good cause is shown.

I. Except as othenwise provided in subsection J, all hearings on appeals must be open to the public.

3. On the motion of either party, the hearing officer shall exclude from the hearing room witnesses in the matter not at the time under
examination except the parties to the proceeding. No hearing may be closed to the public except on motion of either party for good cause
shown.,

K. A document or piece of physical evidence sought to be introduced during the hearing must first be identified for the record and the
hearing officer may request the preduction of such records and the appearance of such person s as he requires.

L. The hearing officer shall determine the evidence upon the charges and specifications as set forth by the appeal document, and shall not
consider any additional evidence beyond the scope of the charges.

M. An employer's or employee’s past performance by way of an act or a failure to act may be shown by competent evidence.

N. All testimony and exhibits offered at the hearing must be relevant and bear upon the matter in contention. Any testimony or exhibits
which are considered by the hearing officer as not meeting this criterion may properly be excluded.

0. The hearing officer shall also consider the objection of either side to the introduction of evidence. Competence and relevance must be
the primary test in rufing on objections.

P. Decision must be based on evidence presented. The hearing officer shall be guided in his decision by the weight of the evidence as it
appears to him at the hearing.

Q. Any letter, paper or object offered in evidence must be properly authenticated. The representative for the opposing party is entitled to
examine the exhibit when it is offered. (Ord. 988, 2001)
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2.05.050 Prohibitions and applications

A. An officer or employee shall not directly or indirectly use or attempt to use the officer's or employee’s official autharity or influence to
intimidate, threaten, coerce, command, influence or attempt to intimidate, threaten, coerce, command or influence another state officer or
employee or another local governmental officer or employee, as applicable, in an effort to Interfere with or prevent the disclosure of information
concerning improper governmental action.

B. For the purposes of this section, use of “official authority or influence” including taking, directing others to take, recommending,
processing or appraving any personnel action such as an appointment, promotion, transfer, assignment, reassignment, reinstatement,
restoration, reemployment, evaluation or other disciplinary action.

C. A state officer or employee or a local governmental officer or employee shall not use these provisions to harass another officer or
employee.

D. These provisions do not prohibit an officer or employee from initiating proper disciplinary procedures against another state officer or
employee or another local governmental officer or employee, as applicable, who disclosed untruthful information concerning improper
gavernmental action,

E. These provisions are intended to be directory and preventive rather than punitive, and do not abrogate or decrease the effect of any of

the provisions of state statutes or county code which define or prescribe punishments with respect to the canduct of officers or employees.
(Ord. 988, 2001)
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Library Board of Trustees,
Douglas Co. Public Library
1625 Library Lane
Minden, NV 89423

Dear Library Board of Trustees members,
This letter contains “Public Comment” related to item #14 of the October 23, 2018 agenda.

| attended the Library Board meeting on August 28 during which there was much discussion related
to the “Performance Improvement Report for Amy Dodson, Library Director,” compiled and
presented by Wendy Lang, Douglas Co. Human Resources Director. Several board members
seemed reticent to accept the findings and to act on the recommendations in the report. Llibrary
Board members stated that they wanted to hear from employees. | hope you will consider some
input from me, as a retired library employee. Now that | am retired, | feel that { am able to speak

up.

I urge the Library Board to accept and act an the recommendations in the Performance
Improvement Report. It took a lot of courage for employees to speak up about concerns regarding
the Library. The Human Resources Director, who is an unbiased party, has already completed an
investigation and presented the findings and recommendations to the Library Board. If the Library
Board takes no action, it appears that the board members have preconceived notions and are
unwifling to change their viewpoints despite the findings from the unbiased investigation. it would
also show disrespect for the staff who expressed those concerns and who work with the Library
Director on a daily basis.

The Library Board of Trustees is the supervising body for the Library Director. It is up to this Board
to hold the Library Director accountabie for understanding and following rules and regulations.

Thank you for your consideration.

Sincerely,

Ty Woood___



