RESOLUTION NO. 2024-62

RESOLUTION OF THE CITY COUNCIL OF THE CITY OF GRASS VALLEY
ADOPTING AN AMENDED MEMORANDUM OF UNDERSTANDING WITH THE
INTERNATIONAL UNION OF OPERATING ENGINEERS, STATIONERY ENGINEERS,
LOCAL 39 (UNIT #2) FOR THE PERIOD July 1, 2024 - JUNE 30, 2027, AND
AUTHORIZING THE CITY MANAGER TO EXECUTE SAID AGREEMENT

WHEREAS, the labor negotiations team appointed to represent the City Council
of the City of Grass Valley and representatives of the Operating Engineers,
Stationery Engineers, Local 39 (Unit #2) have engaged in negotiations to update
the labor Memorandum of Understanding (“MOU”) between the City and Unit
#2; and

WHEREAS, the parties came to an agreement which incorporates updates to
the attached updated MOU;

NOW, THEREFORE, BE IT RESOLVED BY THE CITY COUNCIL OF THE CITY OF
GRASS VALLEY, as follows:

1. The above recitals are true and correct and are a substantive part of this
Resolution.

2. The City Council of the City of Grass Valley approves the updated
Memorandum of Understanding for the Operating Engineers, Stationery
Engineer’s Local 39 (Unit #2) for the period of July 1, 2024, through June
30, 2027, and authorizes the City Manager to execute said agreement.

PASSED AND ADOPTED as a Resolution of the City Council of Grass Valley at a
meeting thereof held on the 22"¢ day of August 2024 by the following vote:

AYES: Councilmember %KEN\S\FO\M‘ Cucc\o-d\l r’IU“( | \\UJW’ ' & M s
NOES: Councilmember O e : p(\oucklc_
ABSENT:-Councilmember LMO€
ABSTAINING=-€Councitmember o €

(“-,_,.__._h. i,_ -

Jan Arbuckté, Mayor

—

ATTEST: \v-’Z\’l"/PROVED AS TO FORM:
//" . \ \
- \‘\A/f \ [ ) R

Taylor Day, City Clerk for Michael Colantuono, City Attorney




MEMORANDUM OF UNDERSTANDING BETWEEN
THE CITY OF GRASS VALLEY CITY COUNCIL

AND

THE INTERNATIONAL UNION OF OPERATING ENGINEERS,
STATIONARY ENGINEERS, LOCAL 39 (UNION)
FOR AND ON BEHALF OF
THE EMPLOYMENT CLASSIFICATIONS IN THE CITY'S GENERAL
EMPLOYEES UNIT #2

July 1, 2024 — June 30, 2027




TABLE OF CONTENTS

ARTICLE 1 - UNION BRECOGNITION oo s 1
ARTICLE 2 - SUPPORT OF MOU ... 1
ARTICLE 3 = LUNION RIGGHILS .......... o000 s s s s 1
Al U BT A C S oot s v S R S S A S O S Vs 1
B. Bulletin Boards ..o ammmmnmmrmmsmmsmmr e s sy 1
G USE O FACIITIES «ovveeeee ettt 2
D. Time Off fOr MEEHINES....ooeiiiiiee et 2
E. LiSt Of SIEWATAS ... viiiiiiiiiiiiiiiiiiiiiiiie s issisiassieseeseesessesssssnreasssssesssssassnsensassessassns 2z
B WIRIOT DUBS: ccousvmmmmrsvmm s s i s v i oo o o0 s S e e e o 2
G. New Employee Orientation ....wswssnesnsmumsimisasiveesimssisviasess s 3
H. Part-time EMPIOYEES .....ocvvviiiiieiiie e 4

ARTICLE 4 - MANAGEMENT RIGHTS AND RESPONSIBILITIES

PROCEDURAL PREROGATIVES oooiuvionvisnm s vennmsasss s 4
ARTICLE 5 - HOURS OF WORK AND BASIS OF COMPENSATION....... 5
AL PaY PEIIOAS 1t 5
B, WOt Peritils/l NS .. oo s i i i m e i A e 5
C. Caleulation of ComenSatiOn qemsmsesss s sssmisss s s s 5
D), Eanch Periods o s s s e i85 s 1633 6
E. RESE PEriOq . .oo i 6
F. Weekend Work Schedule..........oo.ooiieioiieeeeeeee e 6
ARTICLE 6 — SALARY SCHEDULE/COMPENSATION .........cocciiiiininn. 6
AL SAlArY INCIEASES .. .oiiiniiii it eee et e et e e e e e e e e e e es 6
B. Work in Higher CLass ......cc.oiiiiiiiiiiii e 6
CoSpenal Profeet PAY o s i s s i e e e P e e e 7
D). Bhift Difterential . .ousmummmmsmsumemmsmmmms s s e s S s 7
E. Split Shift Differential............ccccoviiiiiiiiie e 8
F. Rules for Use of Salary Schedule.............ccoccooiiiiiiiiiiiiiieeen 8
L. Edugationial InSBITINE......ommmmessommmsansrennns nesnsnnnnssnessnbsi 4 aussssansas shis st e sgus danst 9
H.iCertificates ana LICOIISES . smmmmeusimimss it i s s s s i s o s enasavnsngs 10
I, Class B DEivVer’s LIeenSe o it o viess 10
JoInteragency WOTK ...ooooii e 11
ARTICLE-7-OVERTIME; CALL BACK; STANDBY; COURTTIME;

e Ll 3 T TP — 11
AL OVETEIIMIE ..ttt e et e et e e et e s bt e e st e e bt e e seaeeesameeeenneae 11
B SNOW DAYS ..o 12



C.oCall BACK TaIM1C oottt e e e 13

D. Telephone Call Back Pay ...........cooiiiiiiiiiiiiiiiccccceee 13
B T T T TETUER, om0 S S S R 13
Es Bttt Chianae INOCE . cummyesumsmmsessnees romms s oo e s s ey 15
B, Court DI s osmmiesss s s s s oo s s o e sws 15
ARTICLE 8 —LEAVE ... 15
B, ADSENCE BIOML TIUEY. ... . oo omonnssonssmnensasmssnnsmsiinnsssii i ni s A s R R RN 15
B SI0R LBAVE: s ssmm /i s st s s s e soasias s g 15
U, BTEK ToBNG UBEPE osnmswissmmssinssns oxos s sswsass 50w s o oo s s osos eSS ovis 16
B Eteniod MICdihl LB oo s e iepsssess 17
E. Bereavement Leave. ...t 17
B, VECAUON LBAVE. ... connmmrsmmmpmsmessmmunsasosssmnsamansmssssnsnansnssn-Hisss i it s s i s 17
G OIS cronvnmaramsmonsonmsarmssimems o sos e e s s e s s 18
H : JULY: DI LB VI8 cussusnamorssss vuesmmspssonnss oo ey b s s sss s ihasss s danis oS v oo 19
[. Family and Medical Care Leave .........cccovviiiiiiiiiiiiieiiiceccecec e 19
J. Family Care School Partnership Act .........ccoociiiiiiiiiiiiee e 20
K. Paid Administrative LeaVE .......c..eeiiieriiiiiiiieniieee et 20
ARTICLE 9 = RETIREMENT .....civosnomunreimsensnmsmsemasia 20
A. Classic Employee Retirement Benefits ..., 21
B. Classic Employee Retirement Contributions............cceeoveeiiiiicicncineieccie 21
C. New Member Retirement Benefits.............ooooiiiiiiiiiiiiiiiinn 21
D New Member Retirement ConttibUtiOnS v mvmmivess svessimsonsssase s svss 21
E: Supplemental Retiremerit Benefits ...nmminmmnmmrsrosmessiniinng 21
F. Retiree Health Insurance Benefit ...........ccoocoiiiiiiiiiiiiecc, 22
ARTICLE 10 - HEALTH AND WELFARE ............ccoocooiiiiiiiiiiiiie e, 23
A Insnrance Benefils .. mummusssnmsmmmnansissssomasisammsmsnimms 23
B:. Bhiort Term: T sabilily Insuaimbe. o sumunsmm s e 23
ARTICLE 11 —SAFETY ... 24
A.. Safe Conditions; Equipment and Duties:.....c oo 24
B. Employee Alertness e sisassissisiso 24
C. Drug, Alcohol and Substance Abuse POlICY ..., 25
D. Employee Assistance Program ..............cooiiiiiiiiiiiii e 25
E: Satety Boot/ Shoe AllOmwarioe s s s e 25
ARTICLE 12 - REDUCTION IN FORCE AND RE-EMPLOYMENT ........ 25
A. Finding for Reduction in FOICE .......cccvivieiiiiriiiiiccciecciceee e 25
BN alumirs Burloiiing oo v s s s i i e 26
C. Involuntary Furloughs ....oamsmnmsmasessmmsemnsommssmes stz 26
B. Treatment of Employees LaldiO ...ccucmmmmmmasummsammmsimsmsssmossmosesmons 26
E. Bumping Rights ... 27

1ii



F. Re-Employment List ... 28

G ARCHFtVES 10 LAVOIS .. comernsmmrmosersmmnmmssan snemmsenmmitnrass s sibbeiiasiad A a s s i 28
ARTICLE 13 - UNIFORMS AND MISCELLANEOUS ... 29
A. Pravisions For Uniforms and Weather Related Gear .....c...cmsmivivismsmssroimas: 29
B. Safety Toed BoOtS/SROES ........cooiiiiiiiiiiiiiii e 29
C. WEALhET GEAT ...t 29
1l Borny Ot O casuimmmenisnstians b S S N S BT s 29
B, Office EmMployees. .o s reigs 29
F. I0CULABONS «ovmmussmsammamsarsmses e i e s s s e s o e see s 29
ARTICLE 14 - DISCIPLINARY ACTION ..oouiossissssssssnecsssusasssmsniss 30
A Biployee BIZHES . oo onimmsssmmmmssssm s s s o i s s s ssrsssvssssan 30
B. Bt or g DR ARG o onsesmmsssimacssssumssmessursssstsss s oo e s 30
C. Principle of Disciplinary ACHOMN ......oociiviiiiiiiiiiiiie e 30
[ BT IOTIS  «comanesrsmmsmmsmmmmrsnemmemssmnsam smmmmssma s smmammes s sns mpriinannsici SHie s T i e 30
E: Oral Warninig or Letterof Reprimiane coss v wsoasamss g 31
F. Discipline Proeedurescmsmmmmnisemssmimsimnvssssimivessesvssmns e s s 31
G ADPPEAL et 32
H. HEATINE oot 32
L. FIALADPPEAL..... .oncnenessensemmenssessmamnmssarsssmsen s asssnmasanmessmsnsan S8 SSHsAn i SRR RS 33
ARTICLE 15 - GRIEVANCE PROCEDURE ...c.oivmmiisamssvansus svssssvassins 33
B T IR RO .o st 5SS SN 33
B PrOCESS ..ottt 33
. PIDBBHNTER. .. ... cenrssmmeansesmsmamasssss emssapms sssmanmams s e ennasnetssnssbns S A A A LS L SRS 33
D ‘General Condithons...oummnsmsmmmmmims o s o ses Fussvs 35
ARTICLE 16 — INTERNAL POSTING ........ccooiiiiiiiiiiiiieiee e 35
ARTICLE 17 - PERFORMANCE EVALUATIONS ... 35
A. Responsibility for Performangce Appraisals.....c.cuuiaummmianenssasiie 35
B. Frequency of Evaluations ..........cocoiiiiiiiiiiiici e 36
C. Review and Distribution of Evaluation ... 36
ARTICLE 18 - NO STRIKES/NO LOCKOUTS ..ot 36
ARTICLE 19 - DISTRIBUTION OF MOU........cooiiiiiiiiiiiiicecee a7
ARTICLE 20— WATINVER ;cviinisasmsssss s ousesiss s s sy o messssmsess 37

ARTICLE 21 - SEVERABILITY SAVINGS CLAUSE ... 37




ARTICLE 22 - TERM OF MOU ...t 37

ARTICLE 23 - NOTICE ..o maenmssmnasmossms i s faamssaiws i 38
PARTIES SIGNATORY ... 39
APPROVAL OF NMOWLL............coo i s iasmiasmmiamins 49

APPENDIX A —SALARY SCHEDULE

APPENDIX B - PROCEDURE TO MONITOR CHAIN OF CUSTODY

APPENDIX C - CLASSIFICATIONS




MEMORANDUM OF UNDERSTANDING DESCRIBING SALARY, BENEFITS AND
WORKING CONDITIONS BETWEEN THE CITY OF GRASS VALLEY CITY
COUNCIL AND INTERNATIONAL UNION OF OPERATING ENGINEERS,
STATIONARY ENGINEERS, LOCAL 39 (UNION) FOR AND ON BEHALF OF THE
EMPLOYMENT CLASSIFICATIONS IN THE CITY'S GENERAL EMPLOYEES
UNIT #2 FOR JULY 1, 2024 — JUNE 30, 2027.

This Memorandum of Understanding, hereafter referred to as "MOU," is made and entered
into by and between the City of Grass Valley, hereinafter referred to as "the City," or
"Employer" and the International Union of Operating Engineers, Stationary Engineers, Local
39 AFL-CIO, hereinafter referred to as "Union".

The parties to this MOU have met and conferred in good faith on matters within the scope of
representation pursuant to Section 3500 et seq. of the California Government Code and the
City of Grass Valley's Employer-Employee Relations Resolution (No. 93-40).

ARTICLE 1 - UNION RECOGNITION

In keeping with the provisions of the City's Employer-Employee Relations Resolution, which
is incorporated into this MOU by reference, the City recognizes the Union as the sole and
exclusive representative of the General Employee Unit (Unit #2). The agreement applies to
active covered employees employed in those classifications listed in APPENDIX C.

ARTICLE 2 - SUPPORT OF MOU

The City agrees that it shall not negotiate with any other organizations on matters for which
Union is the exclusive representative of the Employees in the bargaining unit during the term
of this MOU. Union agrees to negotiate only with the representative officially designated by
the City to act on the City's behalf. During the term of this MOU and as appropriate thereafter,
the parties agree to use the dispute resolution machinery as provided herein or by Civil Service
rules as a means of adjudicating disputes between them.

ARTICLE 3 - UNION RIGHTS

Union shall have the following rights:
A. Union Access
Union shall have access to bargaining unit members outside of their assigned duties;
before and after work hours, at meal and break periods, without prior notice.

B. Bulletin Boards

Union may use bulletin boards designated for its use in appropriate places. All items
to be posted shall be officially authorized by Union, and shall bear the date of posting
and the date of removal. A copy shall be provided to the Human Resources
Representative.
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C. Use of Facilities

The City Manager or Department Head upon request may permit Union to use
designated facilities, depending upon availability of space, for meeting purposes at no
charge. No request for use of City facilities shall be unreasonably denied. City use of
any facility will have priority over the Union use and may require Union to reschedule
or relocate meetings. If a meeting is to be held at a City facility, an employee will be
designated to insure meeting space 1s available and is properly secured and clean
following the meeting.

D. Time Off for Meetings

Employees shall not be given time off work for Union meetings without the
appropriate Department Head’s approval for such release time for organized meetings
with Unit members that may impact work hours or processes. Such requests will not
be unreasonably denied.

E. List of Stewards

Union shall furnish the Human Resources Representative upon change, or as needed,
a list of all stewards for Union. The City agrees to grant authorized officials and
representatives access to designated City property to transact official Union business
as provided for in this Article. Employee’s Department Head will also be notified of
Steward appointment.

K, Union Dues
Employees may sign up for Payroll Deductions of Local 39 dues with Local
39. Local 39 will certify to the City any new members of Local 39.

City agrees to deduct dues as established by Local 39, and premiums for
approved insurance programs from the salaries of LLocal 39 members. The
sum so withheld shall be remitted by the City, without delay, directly to Local
39 along with a list of employees who have had such amounts deducted. [Local
39 agrees to provide a listing of all additions or deletions of membership or
requested changes to establish payroll deductions of its members to the City.

The employee’s earnings must be sufficient after the other legal and required
deductions are made to cover the amount of the dues authorized. When an
employee is in a non-pay status for an entire pay period, no withholding will
be made to cover the pay period from future earnings. In the case of an
employee who is in a non-pay status during only part of the pay period, and
the salary is not sufficient to cover the full withholding, no deduction shall be
made.  All other legal and required deductions (including healthcare
deductions) have priority over Local 39 dues.

It shall be the sole responsibility of L.ocal 39 to procure and enforce payroll
deduction of dues.
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Local 39 shall indemnify, defend. and hold harmless the City, its officers,
employees, and agents acting on its behalf from and against any and all losses.
damages. costs. expenses, claims, demands, actions, suits, judgments and
other forms of liability arising out of the application or enforcement of this
Section. In no event shall the City be required to pay from its own funds Local
39 dues which the employee was obligated to pay, but failed to pay regardless
of the reasons.

Any Local 39 member who notifies the City of their desire to discontinue dues
or otherwise withdraw from Local 39 membership shall be referred to Local
39. The City agrees to continue all dues deductions until notified of a
deduction change by Local 39.

G. New Employee Orientation:

The City will provide Local 39 with 10 days’” advance notice by email to
Local 39 of any new employee orientation as provided under California
Government Code §3556. A designated Local 39 representative will be
given access and a reasonable amount of time without loss of pay during
all new employee orientation meetings to communicate with the public
employees that Local 39 represents to ensure the effectiveness of state
labor relations statues, meaningfully communicate through cost-effective
and efficient means with the public employees on whose behalf it acts, and
afford Local 39 representatives an opportunity to discuss the rights and
obligations created by this MOU and the role of Local 39, and to answer
questions.

The City will provide Local 39 by email to Local 39 a list of the name, job
title, department, work location, work telephone number, home telephone
number, personal cellular phone number, personal email address, and
home address of any new employee in Local 39’s bargaining unit within
30 days of hire or by the first pay period of the month following hire as
provide under California Government Code §3558.

The City will provide Local 39 by email Local 39 a list of all employees in
Local 39’s bargaining unit at least every 120 days. The list will include
each employee’s name, job title, department, work location, work
telephone number, home telephone number, personal cellular phone
number, personal email address, and home address.

Nothing in the article is intended to limit or abridge the provisions of AB
119 as codified in California Government Code sections 3555 to 3599.




2. In accordance with SB191, if the city has not conducted an in person
new employee orientation within 30 days of a newly hired employee
start date, and the employee is working in person, the Union has a
right to schedule an in-person meeting at the work site during working
hours. During that meeting, the exclusive representative shall be
permitted to communicate directly with newly hired employees in the
applicable bargaining unit for up to 30 minutes. The newly hired
employees must be allowed paid time off, and relieved of other duties,
for attending the meeting. Upon receiving a request from the Union,
the city will provide an appropriate on site meeting space within seven
calendar days. This provision expires June 30th, 2025

H. Part-time Employees

Permanent part-time employees working 20 hours or more per week or 1,000 or more
hours per fiscal year shall be covered under this MOU. Section “G™ does not apply to
non-permanent temporary or seasonal employees.

ARTICLE 4 - MANAGEMENT RIGHTS AND RESPONSIBILITIES
PROCEDURAL PREROGATIVES

It is understood that the City retains the procedural prerogative to initiate or to refrain from
initiating actions that may affect unit members' wages, hours and conditions of employment
and that such actions, once initiated by the City are subject only to the express procedural
limitations that may be set forth in the MOU, Civil Service Rules, Charter or other law. Such
matters include, but are not limited to, the procedural rights to contract out work not
performed by active unit members, to transfer, lay off, terminate or otherwise discipline
employees, to reasonably accommodate qualified disabled persons/employees, to make
technological improvements, and to take necessary action to implement the terms and
conditions of the MOU.

Union recognizes and agrees that the City, on its own behalf and on behalf of the electors of
the City, retains and reserves unto itself, limited only by the articles of this MOU, all powers,
rights, authority, duties and responsibilities conferred upon, and vested in it, expressed or
implied, by the laws and the Constitution of the State of California and of the United States
and the provisions of the City Charter.

Union recognizes and agrees that the exercise of the foregoing powers, rights, authority, duties
and responsibilities of the City, the adoption of policies, rules, regulations, and practices in
furtherance thereof, and the use of judgment and discretion in connection therewith shall be
limited only by the specific and express terms of this MOU.
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Union recognizes and agrees that the City's powers, rights, authority, duties and
responsibilities include, but without limiting the generality of the foregoing, the exclusive
right to manage, plan, organize, staff, direct and control; to determine levels of service; to
establish and change standards; to determine solely the extent to which the facilities of any
department thereot shall be operated, and the outside purchases of products or services; the
right to introduce new or improved methods and facilities and to otherwise take any action
desired to run the entire operation efficiently, except as modified by this MOU.

It is understood and agreed that the specific provisions contained in this MOU shall prevail
over City practices and procedures and over State Laws, and City Charter to the extent
permitted by State Law, and that in the absence of specific provisions in this MOU, such
practices and procedures are discretionary with the City. Nothing contained in this MOU
shall be interpreted as to imply or permit the invocation of past practice or tradition, or
accumulation of any employee rights or privileges other than those expressly stated herein.

If a contlict arises between this MOU and a City Charter provision or resolution incorporated
herein, the City's Charter provisions or resolution shall prevail.

ARTICLE 5 - HOURS OF WORK AND BASIS OF COMPENSATION

A. Pay Periods

The "pay period" shall be fourteen (14) calendar days from Sunday (starting at
midnight Saturday) to midnight of the second Saturday thereafter, and refers to the
period for computing compensation due for all normal working days during that
period. Payroll checks will be available the ensuing Friday by noon following the end
of the pay period. Direct deposit pay checks will have funding available on the
morning of the Friday payroll date, pending release by the employee’s bank, on the
Friday payroll date.

B. Work Periods/Days

I; The normal work period shall be forty (40) hours per week for each full-time
employee.
Z. The normal work day means each day on which an employee performs a

normal working shift of eight (8) hours, including holidays and Saturday and
Sunday for those Employees who work other than the regular Monday through
Friday week. All time appropriately authorized in excess of eight (8) hours
per workday shall be administered pursuant to Article 7 for nonexempt
employees. Nothing in this section shall prohibit the establishment of
alternative work schedules, as long as said schedules are not established for
the sole intent of avoiding overtime.

3. Employees may request the establishment of alternative/flexible work
schedules for their position. All requests must be submitted in writing to the
Department Head. Any alternative/flexible schedule must be approved by the
City Manager upon recommendation of the Department Head. Permission to
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work an alternative/flexible work schedule may be revoked by the City by
giving two weeks notice to the employee. The decision to approve or revoke
the alternative/flexible work schedule 1s not grievable.

4. Exempt employees are expected to work whatever number of hours is ‘
necessary beyond normal workdays, periods, or weeks without additional |
compensation to accomplish their duties and responsibilities.

& Calculation of Compensation

Compensation is based on the hourly rates and pay schedule set forth in Appendix A.
Adjustments in hourly rates are rounded up to the next penny, but may not exceed the
top of any pay range. Pay is based on 2,080 hours per year and twenty-six (26) equal
pay periods per year. The payment of compensation shall be calculated to the nearest
one-quarter (1/4) hour.

Exempt employees are paid a fixed salary and are not compensated on an hourly basis.
As needed, they may be required to report their hours for purposes of charging
appropriate budgets, grants, for project or program time, or for assessing staff patterns.

D. Lunch Periods
Nonexempt employees are provided with an uninterrupted lunch period of one hour
or one-half (1/2) hour for each eight (8) hours of work, or alternative work schedule.

E. Rest Periods

L. Nonexempt employees are provided two paid fifteen (15) minute breaks, one
during the first half of the shift and another during the second half of the shift.
During breaks, employees are considered to be under the direction and
supervision of the City. Rest periods will generally not be taken within one (1)
hour of an employee’s start or end time.

Rest breaks will normally be taken at the assigned worksite. Employees may,
with the supervisor’s permission, leave the area as necessary to take care of
their personal needs. Employees may be required to use the closest reasonably
accessible facility for that purpose.

[§®]

F. Weekend Work Schedule

Weekend work schedules shall be assigned to those qualified to perform the
assignments by agreement. Should no mutual agreement be reached then the
assignments shall be made on a reasonable, rotating basis. Employees may have the
option to work weekend assignments as part of a mutually agreed upon alternative
work schedule or adjusted schedule for a specific period of time.

ARTICLE 6 — SALARY SCHEDULE/COMPENSATION
A. Salary Increases




¢ Upon City Council approval of MOU all employees shall receive a $750.00
lump sum Off Salary Schedule Payment with their next regularly scheduled
paycheck.

e Effective the first regularly scheduled paycheck following July 1, 2025, all
employees shall receive a 2.0% salary increase.

e [Effective the first regularly scheduled paycheck following July 1, 2026, all
employees shall receive a 2.5% salary increase.

B. Work in Higher Class

[f a regular full-time employee is temporarily assigned to a position in a class with a
higher salary range, the temporary assignment shall be treated as a promotion,
provided the employee performs or is available to perform, to a significant extent, the
essential duties of the higher class. The salary of such employee shall be determined
in accordance with this Agreement. In any case the employee will be compensated a
minimum of five percent (5%) above his or her current base salary. If the employee
meets the minimum qualifications of the position, then he or she will be placed within
the range of the higher position. Upon termination of such transfer or assignment, such
employee shall be restored to the position from which he or she was transferred or
assigned and to the salary and step which such employee is entitled to receive at the
date of such restoration, including any merit increase to which he or she is entitled.
Such temporary transfer shall not affect any employee's salary anniversary date.

If the appointing authority and the affected employee agree that the employee be
assigned on a temporary basis for training purposes, no upgrade in compensation will
be due the temporarily assigned employee. In no case shall such training be for more
than a cumulative total of one (1) pay period, provided that no technological change
has occurred in the higher position since the training.

The City recognizes that temporary work in a higher classification shall not be used
as a device for circumventing career civil service positions. Out of class assignments
in excess of 90 days must be reviewed by the Finance Director who will make a
recommendation to the City Manager. The City Manager must give approval for out
of class assignments that exceed 90 days. The City will notify the Union of any out of
class assignment that exceeds the 90-day limit. In no event will an out of class
assignment exceed 960 hours per fiscal year, pursuant to Gov Code Section 24080.

C. Special Project Pay
Special Project Pay of no less than 5% may be paid in addition to base wages for
employees assigned a significant job assignment outside their usual scope of work and
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not typically performed in another City job classification. Such special project pay
must be recommended by a Department Head and approved by the City Manager and
will be at the sole discretion of the City to consider granting such pay. Such pay will
only be provided for the duration of the project work being performed and is intended
to have a finite project end date. The assignment of this pay shall not be used as a
device to circumvent an employee being reclassified to a higher paying position.

Special Project assignments in excess of 90 days must be reviewed by the Finance
Director who will make a recommendation to the City Manager. The City Manager
must give approval for special project assignments that exceed 90 days. The City will
notify the Union of any special project assignments that exceeds the 90-day limit.

D. Shift Differential

Shift differential will be paid to nonexempt employees as follows:

1. If an employee is assigned to weekends as part of their regularly scheduled
workweek, the employee will be entitled to a 5% shift differential for all
regularly scheduled hours worked on Saturday and/or Sunday including any
overtime.

2 [f the majority of an employee’s regularly scheduled work shift is worked after
6:00 p.m. and before 6:00 a.m., the employee will be entitled to a 5% shift
differential for all regularly scheduled hours worked including any overtime.

3. An employee whose regularly scheduled work shift includes hours worked
after 6:00 p.m. will be paid a 5% shift differential for all hours worked after
6:00 p.m. until the end of the shift including any overtime.

4, Under a mutually agreed upon alternative work schedule that includes hours
or days outside of those defined in Section D the shift differential may be
waived.

E. Split Shift Differential
Nonexempt employees who are required to work a split shift will receive a 5%
shift differential for all hours worked.

F. Rules for Use of Salaryv Schedule

Pay Range - Pay ranges for each classification will be adopted by the City

Council. Each classification within a department has an applicable range

consisting of 5 steps.

2. Appointment from Eligibility List - All appointments from a listing of eligible
candidates will enter the probationary period at the base salary of the range
applicable to the classification. The City Manager, Finance Director and
Department Head may recommend elevation in the entry level to compensate
for education and experience not to exceed 5% (one step). An additional 5%
(one step) may be approved by the City Manager based on the Department
Head recommendation and education and experience of the applicant. The City
Council may approve hiring at any rate within the pay range.

—_—

8




Merit Step - All employees shall be eligible for a merit step increase to the next
step in pay range every twelve months until the end of his or her pay range, if
the City Manager finds the Department Head has determined that such
employee's job performance satisfies the departmental standards relating to
such employee. Employees denied a merit increase will be eligible for
reconsideration 6 months following their initial review date.
Administrative Distinction Pay — An Employee is eligible to receive
Administrative Distinction pay once every other year under the following
conditions:
a) Employee has been at the fifth (E) step of his/her salary range for two or
more years,
b) Employee has received two consecutive “exceeds expectations”
performance appraisals;
¢) Employee has not received documented written reprimand or
disciplinary action during the same two year period;
d) Employee’s Department Head recommends award documenting the
Employee’s contribution to or achievement on behalf of the City;
e)  Approval of the City Manager;
f)  Upon approval, Employee receives a lump sum gross check equivalent
to 2.5% of his/her regular yearly base pay.
Promotions - When an employee is promoted to a position in a higher pay
range, the employee will be placed at the minimum of new range, or at a level
in the new range to provide a minimum 5% pay increase, provided the new
pay rate upon promotion may not exceed the top of the pay range. The date of
the promotion will establish a new anniversary date for the employee’s future
performance evaluations. Should a promotion occur concurrently with the
employee’s evaluation, and the employee is eligible for a merit increase, the
merit increase is to be included in the base salary before the promotion.
Reduction in Force - Upon reduction in force, regular employees appointed to
jobs with a lower pay range shall be given the next step in the lower range than
the range from which he/she was reduced. The anniversary date for future
annual evaluations will be the date of the appointment to the new job, other
than for demotions that are voluntary.
Transfer - An employee transferred from one department to another in the
same classification/grade will continue to receive the same salary and will have
no change in their anniversary date.
Allocation to a Classification with Lower Salary Range - If the salary range of
the new class to which an employee's position is allocated has a maximum
lower than that of his/her current class, but not lower than his/her actual salary,
he/she should continue to receive his’her present salary until his/her next
anniversary date, which remain unchanged, at which time he/she will be
eligible for a merit increase in the new range. If the top of the new range is
lower than the current salary, then the salary will be reduced to the top of the
new range effective the next full pay period.
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