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MEMORANDUM OF UNDERSTANDING

BETWEEN THE COUNTY OF SONOMA, SONOMA COUNTY WATER AGENCY
and
WESTERN COUNCIL OF ENGINEERS (WCE)
2003-2009

PREAMBLE
This Memorandum of Understanding between the duly appointed representatives of Sonoma

County and Sonoma County Water Agency together hereinafter referred to as "County", and the
Western Council of Engineers, hereinafter referred to as the “Council”, contains the agreement of
each concerning wages, hours and other terms and conditions of employment for the term of this
Memorandum. The parties jointly agree to recommend to County Board of Supervisors and Board
of Directors of the Sonoma County Water Agency the adoption of this Memorandum of
Understanding effective September 16, 2003, unless otherwise specified. This Memorandum of
Understanding shall apply only to the Engineers' Bargaining Unit.

ARTICLE 1 - TERM
This Memorandum of Agreement is effective from September 16, 2003 unless otherwise specified.
This Memorandum shall expire and otherwise fully terminate at 11:59 p.m., September 21, 2009.
The parties agree that all monetary and non-monetary changes contained herein will become
effective September 16, 2003, unless otherwise specified.

ARTICLE 2 - SUCCESSOR MEMORANDUM
In the event the Council desires to negotiate a successor Memorandum of Understanding, the
Council shall serve on the County by the third week of March 2009, its written request to commence
negotiations as well as its initial written proposals, or interests in the event both parties agree to
participate in interest based bargaining, for any successor Memorandum of Understanding. Unless
mutually agreed upon, negotiations shall begin no later than the third week of April 2009.

ARTICLE 3 - RECOGNITION
The County recognizes the Western Council of Engineers, as the sole recognized bargaining
representative for the Engineers Unit. The bargaining unit as of the effective date of this

Memorandum of Understanding, consists of employees in allocated positions in classifications listed
below:

- Junior Engineer - Water Agency Junior - Assistant Air Quality | - Licensed

- Assistant Engineer Engineer Land
Engineer - Water Agency Assistant - Air Quality Engineer Surveyor
- Engineer Engineer

- Senior Engineer - Water Agency Engineer

ARTICLE 4 - DEFINITIONS

Non-Application: None of the following definitions are intended to apply in the administration of the
County Employee's Retirement Law of 1937 or to the County's Civil Service Ordinance nor the
Rules of the Civil Service Commission.

Appointing Authority: The board, commission, group of persons, officer or person having the
power by lawfully delegated authority to make appointment to or removal from positions in the
County service.

Base Hourly Rate: The base hourly rate shall be the hourly rate corresponding to the salary step
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in the salary range to which the employee is assigned.

Bi-Weekly Pay Period: Fourteen (14) consecutive calendar days which begins on a Tuesday and
ends with the second Monday thereafter.

Break In Service: A breakin employment from the County such as a termination or resignation. A
break in service does not occur because an employee is on an unpaid status.

Calendar Year: January 1 through December 31.

Compensatory Time: Time off with pay at the base hourly rate to which an employee is entitled,
as provided for in this Memorandum, instead of cash compensation.

County: The County of Sonoma, the Sonoma County Water Agency, any of its organizational unit
or boards and commissions, as administratively determined by the County; may include appointing
authority, Board of Supervisors, Chief Administrative Officer or a supervisor.

Emergency Operations: The performance of County functions or services necessary, in the
opinion of the County, to protect or preserve the lives, safety, health, or property of the County.
Employee: Any person legally employed by the County and a member of the bargaining unit
represented by the Council.

Employee Full-Time: An employee who is employed in an allocated position which is regularly
scheduled for 80 hours of work in each pay period.

Employee 3/4 Part-Time: An employee who is employed in an allocated position which is regularly
scheduled for at least 60 hours but less than 80 hours of work per pay period.

Employee Part Time: An employee who is employed in an allocated position which is regularly
scheduled for no less than 32 hours but less than 60 hours of work per pay period. Unless
otherwise specified in the Memorandum, the term "part-time employee(s)" shall include both
employee 3/4 part-time and employee part-time.

Extra Help Employees: As defined in the Civil Service Rules and not represented by this
bargaining unit.

Flex-Time Work Schedule: A non-regular work schedule with or without a consistent pattern as to
the number of work hours per day or week, but an arrangement whereby the employee is obligated
to perform work and be responsible for flexing the hours of his/her own work schedule in
accordance with arrangements agreed to by the employee and the appointing authority. Employees
assigned to a flex-time work schedule will be eligible for overtime only when the hours worked
exceeds 80 in a pay period.

Pay Status: Whenever an employee is at work, absent on a paid holiday, absent on leave with
pay, or absent on authorized compensatory time off.

Probationary Employee: An employee who is serving a probationary period as provided in the
Civil Service Rules.

Probationary Period: A period which is used for the adjustment and evaluation of a newly
appointed or reassigned employee as provided for in the Civil Service Rules.

Regular Work Day: A 24-hour period containing a specified number of hours of work (normally 8,
9, or 10 consecutive hours of work) and normally interrupted by a meal break.

Regular Work Schedule: The determination by the County of an employee's specific work days,
work weeks, and work shifts, established on a regular, ongoing basis.

Salary: Means only wages and premiums, but does not include benefits such as insurance, vehicle
use, paid leaves or other economic benefits.

Salary Range: The salary level for any given classification. The salary range shall consist of
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nine salary steps, each approximately 2-1/2% apart and identified with the letter "A" through "I".

Each salary range shall be identified by a number that shall correspond with the cents per hour

of the "A" step of that salary range. Similarly, each step of the salary range shall be expressed

in cents per hour.

Work Shift: The hours that an employee is scheduled to work within a regular or split workday.

ARTICLE 5 - EMPLOYEE NOTIFICATION OF REPRESENTATION
The County agrees to notify, within a reasonable time, each new employee in classifications
assigned to the Engineers Unit, that Western Council is his/her recognized bargaining
representative.

ARTICLE 6 - RIGHTS OF WESTERN COUNCIL OFFICERS,
REPRESENTATIVES AND MEMBERS

6.1 Access to Work Locations
Western Council officers and representatives may be granted reasonable access to
employee work locations, with the consent of the appointing authority, for the purpose of
contacting members concerning business within the scope of representation.

6.2 Grievance Processing
Western Council may designate one unit member who shall be granted a reasonable
amount of time off without loss of compensation to represent an aggrieved unit member
under the County's grievance procedure. Grievance representatives, when leaving their
work location to represent an employee, shall first obtain permission from their immediate
supervisor and also from the grievant's supervisor.

6.3 Meeting Space

Upon request by Western Council, the County may grant use of its County facilities for
meetings composed of represented unit members, provided such meetings are held
outside regularly scheduled working hours for the group which is meeting, and provided
space can be made available without interfering with County needs.

Western Council agrees to provide proper advance notice to the appropriate department
head or his representative and pay any contingent costs of security, supervision, damage
and cleanup.

ARTICLE 7 - PERSONNEL FILES
71 Inspection of Personnel Files
County and Council agree that personnel records are not subject to public inspection,

except as required by law. Employee shall have the right to inspect and review any
official record relating to their performance as an employee which is kept or maintained by
the County. The County shall provide an opportunity for the employee to respond in
writing to any information about which the employee disagrees. The response shall
become a permanent part of the employee's personnel file. The contents of employee
personnel records shall be made available to the employee for inspection and review at
reasonable intervals during the regular business hours of the County.

7.2 Records That Cannot Be Reviewed
Notwithstanding any other provisions of this Article, County and Council agree that an
employee is not entitled to inspect, review or copy such documents as reference letters,
background investigations, and records pertaining to investigation of a possible criminal
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offense.

7.3 Consent For Union Representative To Review Records
Should an employee wish to have a Council representative review the employee's own
personnel records, the employee will provide the Union representative with a signed letter
indicating the employee's consent to have the employee's records reviewed.

7.4 Copies of Personnel File Documents
All personnel records are and remain the property of the County. At the employee's
request, the employee shall be provided one copy of any document placed in the
employee's personnel file except for employment applications. An employee must specify
the documents which are requested for copying and shall pay the standard County
copying fee.

ARTICLE 8 - COMMUNICATIONS
8.1 Messenger Service
The County's interdepartmental messenger service may be used for individual

business-oriented communication between employees who are represented by the
Council and between the paid staff of the Council and such employees, provided that paid
staff of the Council shall pick up and deliver all written communications outside the
County's normal distribution route. The Council understands that the continuance or
discontinuance of the interdepartmental messenger service is a matter within the sole
discretion of the County.

8.2 Bulletin Boards
County will furnish adequate bulletin board space. Bulletin boards shall be located in
mutually acceptable areas and shall, when reasonably possible, be out of plain view of the
public. All materials to be posted on said boards shall be in good taste and strictly
impersonal in nature and limited to the legitimate business of the Council. Prior to
posting, any material shall be plainly and legibly initialed by an authorized representative
of the Council.

ARTICLE 9 - DUES CHECK-OFF

The County agrees to deduct all Union dues, insurance premiums and assessments from the pay of
those employees who have authorized that such deductions be made. Assessments shall not
include monies to be deducted for political purposes. The amounts deducted shall be remitted
promptly to the Council or its designees, with an alphabetical list of the employees from whom
deducted. The Council agrees that, in recognition of the County providing automatic dues
deduction, the Council will not sue, grieve, or contest the County's processing or handling except in
case of an error in which case the Council will call it to the County's attention. The County or the
Council shall make prospective corrections or adjustments as necessary.

ARTICLE 10 - MANAGEMENT RIGHTS

The Council recognizes that the County has and will continue to retain in all respects, whether
exercised or not, the exclusive right subject to this Memorandum, to operate, administer, and
manage its public services and its work force performing those services.

The exclusive rights of the County shall include, but not be limited to, the right to determine the
organization of County government and the purpose and mission of its constituent agencies, to set
standards of service to be offered to the public, and through its management officials to exercise
control and discretion over its organization and operations, to establish and effect administrative
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regulations and Employment Rules and Regulations consistent with law and the specific provisions
of this Memorandum, to direct its employees, to take disciplinary action, to relieve its employees
from duty because of lack of work, or for other legitimate reasons, to determine whether goods or
services shall be made, purchased or contracted for, to determine the methods, means and
personnel by which the County's services are to be provided, including the right to schedule and
assign work and overtime, and to otherwise act in the interest of efficient service to the County.

ARTICLE 11 - SALARIES AND ADMINISTRATION OF THE SALARY SCHEDULE
11.1 Salaries

The salary ranges along with the effective date for all represented classifications shall be
as specified in Appendix B of this Memorandum. Salary ranges reflect a general increase
at the "A" Step of:

- Three percent (3%) effective September 16, 2003

- Three and a half percent (3.5%) effective September 14, 2004

- Three and a half percent (3.5%) effective September 13, 2005

- Three percent (3%) effective September 12, 2006

- CPI 3% to 4% Effective September 11, 2007

- CPI 3% to 4% Effective September 9, 2008
The following formula will be used to determine the cost of living adjustment (COLA) in the
last two (2) years (FY 2007-08 and FY 2008-09) of this agreement. The Consumer Price
Index (CPI) for Urban Wage Earners and Clerical Workers for San Francisco-Oakland-
San Jose will be averaged for the prior twelve (12) months (twenty-six bi- weekly pay
periods) ending with the months of June 2007 and June 2008 to determine the cost of
living increase for each subsequent contract year. If the CPI is between 3% and 4% the
COLA will be the same as the CPI. If the CPl is less than 3%, the COLA will be 3%; if
greater than 4%, the COLA will be 4%.

11.2 Salary Upon Employment

Except as otherwise provided herein, appointment to any position in any class shall be
made at the minimum rate, and advancement to rates greater than the minimum rate shall
be within the limits of the salary range for the class.

In exceptional cases after reasonable effort has been made to obtain employees for a
particular class at the minimum rate, employment of individuals who possess special
qualifications higher than the minimum qualifications prescribed for the particular class
may be authorized at a rate higher than the minimum upon recommendation of the
appointing authority with approval of the County.

11.3 Consideration Upon Reappointment or Return

A full-time or part-time employee who resigns in good standing and is reappointed on a
full-time, part-time or extra-help basis in the same or a closely related class in the same or
a lower salary range within two (2) years of resignation, shall not be paid less than two
steps below the step paid at the time of resignation. Approval of the County is only
required if the person is rehired at a step which exceeds the step paid at the time of
resignation.

A full-time or part-time employee who resigns in good standing and, within one (1) month
of the date of resignation, is appointed to an extra-help job in any class may, with approval
of the appointing authority, receive the hourly rate which is closest to but does not exceed
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the step rate received upon resignation.

11.4 Extra-Help to Extra-Help or Permanent Appointment
An extra-help employee who is appointed to an allocated part-time or full-time position or
on an extra-help basis in any class and without a break in service, shall be paid at a step
in the appropriate salary range which is nearest in amount to that of the step received in
the classification held immediately prior to such appointment. Employment at a higher
salary step not to exceed the maximum of the range may be authorized upon
recommendation of the appointing authority and approval of the County. This provision
does not apply to the appointment of an extra-help employee to another extra-help
position(s) held simultaneously with the first position.

11.5 Salary Upon Restoration

Any full-time or part-time employee displaced, laid off, or voluntarily demoted in lieu of
layoff and reappointed within two (2) years in the same class from which separated orin a
closely related class in the same salary range, or in a lower salary range than the class
from which separated shall be paid at the salary step closest to but not exceeding the step
of the applicable range paid at the time of displacement, layoff or voluntary demotion.
Such employee shall be considered for merit increase when the employee's total hours in
pay status before and after separation and restoration equal the number of hours required
for merit increase.

11.6 Salary Upon Promotion
Except as otherwise provided herein, any full or part-time employee who is promoted to a
position or a class allocated to a higher salary range than the class from which the
employee was promoted shall receive the salary step rate of the appropriate range which
would constitute an increase of salary most closely equivalent to five percent (5%) of the
employee's salary step rate before promotion, but not less than the minimum salary range
of the new class nor greater than the maximum salary of the new class.
If a promotion occurs on the same day a merit increase is due and approved, the merit
increase shall be computed first and subsequently the increase due to promotion.
An employee who is promoted shall be considered for a merit increase when the
employee's total hours in pay status, exclusive of overtime subsequent to promotion,
equals 1040 hours. The effective date of the merit increase shall be in accordance with
Article 11.19.

11.7 Advanced Salary Upon Promotion
Upon promotion of a full-time or part-time employee to a new class, the Human
Resources Director may recommend to the County Administrator that the person being
promoted shall receive a rate of pay which is higher than that to which the employee is
entitled, but which in no way exceeds the top of the range.

11.8 Salary Upon Demotion During Probation
Any full-time or part-time employee who, during the employee's probationary period, is
demoted to a class which the employee formerly occupied in good standing during the
same period of continuous employment in paid or unpaid status, shall have the
employee's salary reduced to the salary the employee would have received if the
employee had remained in the lower class throughout the employee's period of service in
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11.10

11.11

11.12

11.13

11.14

11.15

the higher class. The employee's eligibility for merit advancement shall be determined as
if the employee had remained in the lower class throughout the period of service in the
higher class.

Salary Upon Involuntary Demotion

A full or part-time employee, to whom the circumstances described in Article 11.8 do not
apply, who is demoted involuntarily to a position in a class which is allocated to a lower
salary range than the class from which the employee is demoted, shall have the
employee's salary reduced to the salary in the range for the new class next lower than, or
not more than five percent (5%) lower than the salary received before demotion, except
that such employee shall not be paid more than the maximum of the range of the class to
which the employee is demoted. The employee's eligibility for merit advancement shall
not change as a result of demotion.

Salary Upon Voluntary Demotion

A full or part-time employee, to whom the circumstances described in Article 11.8 above
do not apply, who is demoted voluntarily or who is displaced as a result of layoff to a
position of a class which is allocated to a lower salary range than the class from which the
employee is demoted, or displaced as a result of layoff shall receive the highest salary
step in the range for the new class which does not exceed the salary received before
demotion or displacement but not exceeding the maximum of the salary range for the new
class. The employee's eligibility for merit advancement shall not change as a result of
demotion or displacement.

Salary Upon Reappointment from Voluntary Demotion

Any full-time or part-time employee who is demoted voluntarily and who is reappointed on
a full-time or part-time basis in the same class within two (2) years, shall be reappointed at
either the same step the employee received at the time of demotion or the salary step
nearest the amount of the employee's present salary step, whichever is greater.

Salary Upon Transfer

A full-time or part-time employee who transfers from one allocated position to another
allocated position in the same class or in another for which he or she possesses the
minimum qualifications shall be paid at the step in the new range nearest in amount to
that received prior to transfer so long as the following condition is met: The job class has
a salary range within a maximum of plus or minus two and a half percent (+ or — 2.5%) of
the employee’s current salary.

Salary Upon Reallocation of Class
An employee in a position of a class which is reallocated from one salary range to another
shall continue to receive the same salary step.

Salary Upon Reclassification of Position - Same Salary

Whenever a position is reclassified to a class which is allocated to the same salary range,
the incumbent shall retain the same salary step received prior to the reclassification if the
incumbent is appointed to fill the position.

Salary Upon Reclassification of Position - Higher Salary
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11.16

11.17

11.18

11.19

11.20

Except as otherwise provided herein, whenever a position is reclassified to a class which
is allocated to a higher salary range, the salary of the incumbent shall be as provided in
this article upon promotion if the incumbent is appointed to fill the position.

Salary Upon Reclassification of Position - Lower Salary

Whenever a position is reclassified to a class which is allocated to a lower salary range,
the salary of the incumbent shall be as provided by this article upon voluntary demotion, if
the incumbent is appointed to fill the position. Whenever the effect of reclassification is to
reduce the salary of an incumbent, the Board of Supervisors may, upon recommendation
by the Director of Human Resources, direct that the incumbent shall continue to receive
the previously authorized salary until termination of employment in the position, or until a
percentage increase in pay may be authorized, whichever first occurs. Appropriate
records shall show such an incumbent as being paid at a special fixed rate (Y-Rate) of the
salary range for the employee's class.

Merit Advancement Within Salary Ranges

Merit increases within a range shall not be automatic. They shall be based upon merit
and shall be made only upon written approval by the employee's department head or
appointing authority. Merit increases shall be made within the appropriate salary range for
the class by computing the new salary step rate which is most closely equivalent to five
percent (5%) higher than the previous base hourly salary.

Salary Upon Advancement Within a Range

Each employee shall be considered for an initial merit increase when the employee's total
hours in pay status within the current class exclusive of overtime equals 1040 hours.
Each such employee shall be considered for subsequent merit increases when the
employee's total hours in pay status exclusive of overtime at each step to which
advancement equals 2080 hours.

Effective Date of Merit Increase

If the employee's date of eligibility for a merit increase occurs during the first seven (7)
calendar days of the pay period, the merit increase shall be effective the first day of the
payroll period in which the employee was eligible. If the employee's date of eligibility for a
merit increase occurs during the second seven (7) calendar days of the payroll period, the
merit increase shall be effective the first day of the following pay period.

Temporary Promotion

An employee assigned by the appointing authority to perform the majority of duties of a
higher classification to fill a vacancy caused by resignation, termination, promotion or an
approved leave of absence, must complete the required personnel forms and must meet
the minimum qualifications of the higher classification. Such employee who serves
continuously in such assignment for more than ninety-six (96) actual work hours, shall be
paid retroactive to the first hour worked and thereafter according to the salary of the range
for the new class at a step most closely equivalent to five percent (5%) greater than the
employee's salary before promotion, but not less than minimum salary of the new class,
nor greater than the maximum salary of the new class. The employee shall receive this
salary as long as the employee continues to serve in such assignment and shall be
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entitled to receive increases for the position in accordance with the merit increase section
of this Memorandum as though the employee had been appointed on the day that the
employee began to receive the salary designated for the position.

An employee subsequently reassigned within twenty-four (24) months of the beginning

date of the initial assignment to fill a vacancy in the higher position must serve in such
capacity for more than three consecutive days of work prior to receiving the salary as
described above in this Article. The appointing authority may submit a written request to
the Human Resource Department in lieu of a temporary promotional application
completed by the employee.

An employee who is subsequently reassigned within twelve (12) months of the ending
date of the most recent temporary promotion, shall be considered for a merit increase in
the higher class when the employee's total cumulative hours in the higher class are in
accordance with Article 11.18.

11.21  Classification Study Requests

In response to a written request from a Department Head, the Union, or an employee for a
reclassification study, the Human Resources Department shall acknowledge receipt of
said request, and if possible, indicate the general priority, if known, within thirty (30)
calendar days of the date said request is received by the Human Resources Department.
The Director of Human Resources or his designee will review the status of pending
classification study requests with a staff member of Union upon request.

Before the Board of Supervisors establishes the salary range for any new class
represented by the Union, the County shall meet and discuss the salary range for the new
classification with the Union.

11.22  Retirement - Credit for Prior Public Service

(@) In addition to any other retirement buy back provision, employees who are
contributing members of the Sonoma County’s Retirement Association can
purchase retirement credit for public service time rendered prior to employment with
the County of Sonoma pursuant to Government Code Sections 31641.1 and
31641.2, during the term of this MOU.

(b)  Under Government Code Section 31641.2, the eligible represented employees shall
be required to pay twice the amount of contributions, plus interest, that would have
been made by the employees to the retirement funding.

11.23  Compensation Re-Opener
The County and Union agree to a re-opener on or after January 3, 2006, for the purpose
of meeting and conferring on the following compensation issues:
1. Salary survey jurisdictions and survey methodology; and
2. Market comparison of Sonoma County Water Agency benchmark classifications

with other similar water/sanitation agencies.

Any increase would be effective September 12, 2006.
The survey jurisdictions currently used by the County and the Council are the counties of
Alameda, Contra Costa, Marin, Monterey, Napa, Santa Barbara, Santa Cruz, and Solano,
and the Central Contra Costa Sanitary District.

ARTICLE 12 - HOURS AND OVERTIME
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121 Application
This article is intended only as a basis for outlining standards for hours of work, work

schedules and a basis for calculating overtime payments. Hours specified under types of
employment indicate a commitment by the County to minimum and maximum hours each
employee is to be regularly scheduled, as long as there is sufficient work.

12.2 Types of Employment

(@) FULL-TIME: An allocated position which is regularly scheduled for 80 hours of work
in a bi-weekly pay period.
(b) 3/4 PART-TIME: An allocated position which is regularly scheduled for at least 60,

but less than 80 hours of work in a bi-weekly pay period.
(c) PART-TIME: An allocated position which is regularly scheduled for at least 32, but
less than 60 hours of work in a bi-weekly pay period.

12.3 Work Schedules

(@) The County reserves the right to establish and modify work schedules to include
regular and flex-time schedules.

(b) Employees may request and an appointing authority may utilize a flex-time
schedule whenever such a schedule is beneficial to the County.

(c) Employees assigned to a flex-time schedule will be eligible for overtime
compensation as defined in Article 12.4.

(d)  An employee who is authorized to flex his/her regular work schedule for his/her
convenience shall not use paid leave time to create eligibility for overtime under the
contract.

(e) The County reserves the right to discontinue a flex-time schedule and reassign the
employee to a normal work schedule based on the operational needs of the
Department. The employee shall be given seven (7) days notice prior to
discontinuance of the employee’s flex-time schedule.

(f)  The County’s decision to begin or end a flex-time schedule is not subject to Article
34 (Grievance Procedure).

12.4 Overtime Defined
For exempt employees overtime is defined as hours worked in excess of eighty (80) pay
status hours (excluding a holiday which falls on the employee’s day off) in a bi-weekly pay
period. For non-exempt employees, overtime is defined as hours worked in excess of
forty (40) pay status hours in a work week or as otherwise required by law.

12.5 Overtime Compensated
The appointing authority in each County Department has the right to specify how an
employee will be compensated for overtime and that decision is final and not subject to
grievance or appeal. All employees shall be compensated for all overtime worked either:
1) In cash at the rate of time and one-half (1'%) the base hourly rate or,
2)  As Compensatory Time Off (CTO) at the rate of time and one-half (1%).
Compensatory Time Off shall be paid at the employee's base hourly rate.

12.6 Compensatory Time Off (CTO) Accrual
An employee may accrue eighty (80) hours of compensatory time off. With the approval
of the Appointing Authority, an additional forty (40) hours of compensatory time may be
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accrued. After one-hundred twenty (120) hours of compensatory time have been
accumulated and the employee has current credit for one hundred twenty (120) hours of
compensatory time, the department must compensate the employee in cash for any
additional overtime worked.

12.7 Payment for Compensatory Time Off (CTO) at Separation
Each employee who is separated from County service shall be entitled to payment for
his/her overtime credits remaining at the employee's base hourly rate at the time of his/her
separation.

12.8 Assighment of Overtime
An appointing authority may require or authorize an employee to work overtime if such
overtime work is essential to the continuing efficient operation of his/her department.

12.9 Authorization of Use of Compensatory Time Off (CTO)
No employee shall take Compensatory Time Off without prior approval of the employee's
designated supervisor. The supervisor shall attempt to schedule such time off at a time
agreeable to the employee.

ARTICLE 13 - COMPENSATION BENEFITS

13.1 Call-Back
Employees who are called back to work after having completed the normal shift and after

having left the work site, shall be entitled to receive a minimum of two (2) hours pay at the
applicable rate for all time worked within that two (2) hours call-back period. Such
employees who are called back to work shall be compensated for regular time or
overtime, as the case may be. Any payment for overtime shall be in accordance with the
provisions of this agreement governing overtime. Time worked, for which the employee is
entitled to compensation, shall include reasonable travel time to and from the employee's
residence via the shortest commonly traveled route.

13.2 Licensed Land Surveyor Appointed by Board of Supervisors as County Surveyor
A Licensed Land Surveyor appointed by the Board of Supervisors as the County Surveyor
will receive a ten percent (10%) premium pay above the employee’s base hourly rate for
all hours in pay status, for performing the duties of official County Surveyor.

ARTICLE 14 - PHONE WORK COMPENSATION

With the department head or designee’s approval, an employee who is off duty may be called upon
to resolve work related problems by telephone without returning to the work site. Such an
employee shall be entitled to receive one (1) hour of overtime compensation for any and all calls
which cumulatively total one (1) hour or less within each 12-hour period. When the cumulative time
of calls exceeds one (1) hour, an employee shall be entitled to receive overtime compensation for
the cumulative time of the calls to the nearest quarter of an hour. Phone work performed during a
regularly scheduled telecommuting assignment is not eligible for payment under this Section.

ARTICLE 15 - MILEAGE REIMBURSEMENT
An employee who is permitted by the appointing authority to use his/her own motor vehicle for travel
required of him/her in the performance of official duty, shall be reimbursed at the current applicable
federal business standard mileage rate as established by the IRS.
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16.1

16.2

16.3

16.4

16.5

16.6

16.7

ARTICLE 16 - STAFF DEVELOPMENT
County Participation
Within available resources, the County will provide the maximum in quality staff
development. County participation through expense reimbursement or approval of leave
will only occur where there is a reasonable expectation that the employee's work
performance or value to the County will be enhanced as a result of the course of study.
Financial Resource Options
Resources for staff development include Departmental In-Service Training funds,
Professional Development, Continuing Education Leave and Departmental travel funds,
and employee paid training expenses.

Determining Training Needs

The County and the Council agree that the County retains full authority to determine
training needs, resources that can be made available, and the method of payment for
training authorized by the County. Nothing in this subsection shall preclude the right of an
employee to request specific training.

Continuing Education Courses

(@) Employees in allocated positions are eligible for Continuing Education Courses
(CEC). Those courses taken on County time must be directly related to an
employee's present position, or career advancement within the present department,
and be subject to approval by the employee's appointing authority.

(b) In the event the State of California mandates continuing education to retain
licensure, the parties agree to meet and confer regarding Article 16.5 to include
payment, the issue of work time, and implementation of an In-service agreement.

Continuing Education - Approval by Appointing Authority

When a Continuing Education Course (CEC) is offered during an employee's normal work
schedule, the employee may be authorized Continuing Education leave. Such leave
authorization shall be subject to the approval of the employee's appointing authority and
must be directly related to the employee's present position, or career advancement within
the present department. Approval of one course in a series does not automatically
constitute approval for the entire series unless specifically authorized by the appointing
authority. Continuing Education leave shall be considered as time worked.

In-Service Training - Program Description

The County shall make every effort to provide a program of In-Service training for
employees in the bargaining unit designed to maintain a high standard of performance
and to increase the skills of employees in the bargaining unit.

Training courses to be attended shall have a direct bearing on the work of the employee.
Attendance of training courses may be authorized by the department head. Decisions by
department heads on request by employees should be based on the following criteria:
The effect the absence of the employee will have on the department's operations and its
ability to continue to provide the services and perform the functions for which it is
responsible; the relationship of the subject of the program, seminar, conference or
workshop to the function performed by the employee and the department, and the
employee's professional development; the method of financing the training requested by
the employee.

In-Service Training - Financial Resource Options
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There are three (3) ways the expenses of the program might be paid:

1. By the County: Expenditures for travel, meals, lodging, registration and other items
included annually within the department budget.

2. By Other Public or Private Agencies: Occasionally, employees receive approval for
their expenditures to be paid by grants from the State or Federal governments, from
private organizations or from professional organizations.

3. By The Individual Employee: Occasionally, the departmental budget may not permit
trips to be paid by the County. The employee may feel that the trip would be of benefit
to the employee's professional development, and therefore, would be willing to pay the
expenses if the employee were permitted time off from work at full salary.

16.8 Employee Attendance Selection

When more than one employee within a department requests to attend In-service training
and it is not possible to grant attendance for all those employees who have made such a
request because of the criteria listed above, the department head shall establish an
attendance list based on the priority order of:

- Prior identified training needs

- Prior attendance at similar courses

- Seniority (continuous service).

16.9 In-Service Training Agreement

When attendance of any one course extends over a period in excess of four (4) days,
either consecutive or at regular intervals, and when an expenditure of five hundred dollars
($500) or more is required to cover expenses, then an employee shall be required to sign
an agreement wherein the employee shall reimburse the County for costs of the training,
including tuition, books, travel and living expenses paid by the County, if the employee
voluntarily leaves County employment within one (1) year after completion of the training
course. If the employee voluntarily leaves County employment between one (1) and two
(2) years after completion of the training course, the employee will reimburse the County
for one-half of the cost. An In-service Training Agreement shall not be required where,
against an employee's expressed desires, a department requires an employee to attend
In-Service training.

ARTICLE 17 - PROFESSIONAL DEVELOPMENT/DUES

17.1 Description
Each three-quarter (3/4) time to full-time employee shall be eligible to claim up to six

hundred dollars ($600) each fiscal year for job related non-taxable professional
development in accordance with all applicable I.R.S. regulations. Each three-quarter time
to full-time employee may carry-over up to $400 of unspent funds from one fiscal year to
the next fiscal year. In no event may an employee have more than $1,000 per fiscal year
available for professional development. This amount shall be maintained through this
Contract term. Each less than three-quarter (3/4) time employee shall be eligible to claim
up to one-half (1/2) of that granted to a full-time employee, three hundred dollars ($300)
each fiscal year.
(a) Allowable Expenses:

1)  Membership dues to professional organizations that are directly related to the

profession in which the individual is engaged as a County employee.
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2)

3)

4)

8)

Registration fees for attendance at professional meetings, conferences, and
seminars that are directly related to the professions in which the individual is
engaged as a County employee.

Books, journals, and periodicals directly related to the profession in which the
individual is engaged as a County employee.

Travel, lodging and other expenses which are necessary for an individual to
attend professional meetings, conferences or seminars.

Tuition and textbook reimbursement for undergraduate and graduate course
work from an accredited college or university which is directly related to the
profession in which the individual is engaged as a County employee.

Computer software approved by the department head as directly relevant to the
employee's current responsibilities and duties.

Professional license and/or certification fees required by the employee's
classification or deemed highly desirable by the department head.

Wellness program(s) costs up to one hundred ($100) dollars annually for
regular physical fithess, weight reduction and smoking cessation program(s)
costs, including patches.

All funds provided to an employee under this Article will be subject to the applicable IRS
and Franchise Tax Board law and regulations and such funds shall be reported as taxable

income.

(b) Exclusions:
Items specifically not authorized for purchase with these funds include, but are not
necessarily limited to, the following:

1)

7)

Equipment or supplies not specifically required for or directly related to
participation in a professional conference, seminar or workshop.
General office supplies.

Magazine subscriptions, newspapers, periodicals or journals of general
circulation such as Time, Newsweek, Press Democrat newspaper, etc.

Time Planners or calendar-type books.

Enroliment in any graduate level course work for the purpose of fulfillment of a
graduate degree which is not directly job-related.

Physical fitness or athletic equipment; lockers and locks; food or food
supplements; recreation/sports lessons; residential dietary/weight-loss
programs; personal trainers; entry, initiation or league fees.

Any other use of funds which applicable 1.R.S. regulations would define as a
taxable benefit.

17.2 Notary Services

When Notary services are required to be performed as an assigned duty of the job
classification of the position and approved by the employee’s appointing authority, the
County shall pay out-of-pocket costs associated with the Notary license, including bond,
stamp and book. Time spent to test for license or renewal is paid work time, as it is
related to required duties.

ARTICLE 18 - TAX DEFERRAL AND SALARY ENHANCEMENT PROGRAMS
18.1 Deferred Compensation
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18.1.1

18.1.2

18.1.3

18.1.4

18.1.5

18.2

Deferred Compensation - Voluntary Program

(a) Deferred Compensation Plan: The County agrees to maintain the current Deferred
Compensation plan for bargaining unit members. Nothing herein renders County
liable to Council or any employee for a discontinuance of Internal Revenue Service or
Franchise Tax Board approval of any County deferred compensation plan or portion
thereof.

(b) Administrative Fee: Upon written request of the County, the parties agree to meet
and confer regarding an administrative fee for deferred compensation services. A
representative of the Council shall continue to be offered an opportunity to participate
in County sponsored group meetings on an administrative fee for the deferred
compensation plan.

Deferred Compensation - County Paid Program

(a) The County will continue the County-paid 457 Deferred Compensation Plan for
bargaining unit members eligible under federal law and plan rules through fiscal year
2003-2004. For each bargaining unit employee the County shall deposit the following
percentage of the employee’s biweekly base salary into the employee’s deferred
compensation account.

Month / Year Annual Change Total
9/02 0.0% 0.5%
9/03 0.0% 0.5%
6/04 -.5% 0.0%

To receive such deferred compensation, such employees must be in pay status at
least fifty percent (50%) of the employee’s allocated full-time equivalent (FTE)
position. County-paid Deferred Compensation under this subsection (18.1.2) shall be
included in the calculation of retirement contributions.

(b) Beginning FiscalYear2004-2005, Deferred Compensation of one-half percent (1/2%)
for all eligible employees will be re-directed towards the County cost of implementing
the 3% at 60 Retirement benefit.

Deferred Compensation - Employee Appeal
Employees may appeal to the Deferred Compensation Advisory Committee should they
have a complaint regarding the administration of the program.

Deferred Compensation - Non-Grievability
The only deferred compensation issue that is grievable or arbitrable is whether the County
has made its contribution.

Deferred Compensation - Program Modification

Nothing herein renders the County liable to the Council or any employee for a
discontinuance of Internal Revenue Service or Franchise Tax Board approval of any
County Deferred Compensation plan or portion thereof, or the employee becoming
ineligible by law or the rules of the plan, to participate in the Deferred Compensation
program(s).

Tax-Deferred Contribution - 414 (h)(2)
All employees who belong to the retirement system shall have their wages adjusted
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18.2.1

18.2.2

18.2.3

18.2.4

19.1

19.2

according to Section 414(h)(2) of the Internal Revenue Code which has the effect of
deferring Federal and State income taxes on the employee's retirement contributions.

Health Care Premium Conversion Plan
All employees who have health, dental, vision, or supplemental life insurance premium

contributions deducted from their salary, shall have their taxable wages adjusted according
to Section 125 of the Internal Revenue Code, which has the effect of diverting health care
premium contributions from taxable wages.

Health Care Reimbursement Account

Under IRS Code Section 105, a Health Care Reimbursement Account is available to
eligible employees to use pre-tax salary set aside for reimbursement of employee's
expenses not reimbursed or covered under health, dental and vision insurance plans.
Such expenses include deductible co-pays, and qualified medical expenses not
reimbursed by the employee's health insurance plan.

Child and Dependent Care Assistance Plan
The County will continue the Child and Dependent Care Assistance Plan under IRS Code
Section 129.

Non-Grievability

All of these tax deferral salary enhancement plans will be set up and/or administered by
the County in accordance with applicable Federal and State laws, and as such, will not be
subject to Article 34, Grievance Procedure, of the Memorandum.

ARTICLE 19 - HEALTH AND WELFARE
County Health Plan
(a) A copy of the document describing the County Health Plan provisions shall be made

available for employees upon request.

The Council agrees to work with the County and other employee organizations on
measures to maintain the viability of the County Health Plan (CHP) and to control
employee and employer costs. Effective September 30, 2003, the Council agrees to
the following new co-insurance levels: 90% (Sutter/PPO), 70% (out-of-network), 90%
(out-of-area). Atthe same time the Council agrees to five-dollar ($5) generic and ten
dollar ($10) prescription drug co-pays.

Effective the first pay date in July 2004, the Council agrees to the following County
Health Plan changes: $200 (single), $400 (family) deductibles; $3,000/$6,000 out-of-
pocket maximums; and elimination of the 100% (first dollar) benefits.

(b) Utilization Review: The County Health Plan will include a mandatory Utilization Review
program. The County Health Plan will pay for any second surgical opinion or any
other diagnostic procedure or service required by the Plan's Utilization Review
program. In addition, an employee or enrolled dependent under the Plan will not
suffer a reduction in Plan benefits from Utilization Review procedures as long as the
employee or enrolled dependent, or the health care provider for the employee or
enrolled dependent, provide proper notice to Utilization Review in accordance with the
latter's requirements.

Health Plan Documents or Contracts - Controlled by County
While mention may be made in this Memorandum of various benefits and provisions of
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benefit programs, specific details of benefits provided under the County Health Plan, the
Kaiser V Health Plan, Pacific Care Plan, the Dental, Vision, Life, Workers’ Compensation
and Long-Term Disability programs shall be governed solely by the various plan
documents or insurance contracts and/or policies maintained by the County.

19.3 Health Maintenance Organizations (HMO)
During the term of this Memorandum or for so long as they remain available to the County
through medical provider contract, the Pacific Care Plan, or the Kaiser V Health Plan will
be made available to employees through payroll deduction.

194 Limited Re-Opener - Substitution of Health Care Plan(s)/Provider(s)
In the event the County wishes to replace one or more existing plans or one or more plans
become unavailable to employees, the parties agree to meet and confer with respect to
impact including services and costs. A representative of Council shall continue to be
given an opportunity to participate on the County's Labor Management Benefits
Committee and on the Health Plans Study Group. In the event possible changes to the
County Health Plan are proposed, the Council and the County agree to reopen Article 19.
In the event one of the above HMO Plans is no longer available during the term of this
Memorandum, or the County proposes a change in plan(s), Council and County agree to
reopen Article 19.

19.5 Employee Contribution Toward Health Insurance
Effective on the pay dates shown, the bi-weekly full-time employee contribution for the
purchase of the Pacific Care Plan, the County Health Plan or the Kaiser V Health Plan will

be:
BIWEEKLY EMPLOYEE CONTRIBUTION
ENROLLMENT EFFECTIVE DATES
Sept 2003 July 2004 July 2006

Pacific Care Plan
Employee 14% 15% 16%
Employee + 1 dependent 14% 15% 16%
Employee + 2 or more dependents 14% 15% 16%
County Health Plan
Employee 14% 15% 16%
Employee + 1 dependent 14% 15% 16%
Employee + 2 or more dependents 14% 15% 16%
Kaiser V Plan
Employee 14% 15% 16%
Employee + 1 dependent 14% 15% 16%
Employee + 2 or more dependents 14% 15% 16%

In addition to the amount specified above, the bi-weekly part-time employee contribution
shall be as specified in Article 19.14.

19.6 Dental Benefits
The County will maintain the level of dental and o