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s , SECTION 1 - GENERAL PROVISIONS . - .

V Prearnble

Local 858 affiliated with Counul 36, AFSCME, AFLCIO herelnafter referred to as the Un|on and
" the City of Pasadena, hereinafter referred to as City; have been meeting -and conferrlng
consistent with the Meyers |V|I|laS Brown Act of the Government Code and have reached an
" agreement :

Itis the mtent and purpose of this Memorandum of Understandmg (MOU) to set forth the total ‘
and complete understandmg and agreement between the parties regardmg wages, hours and

I other terms and conditions of employment. All prior or existing understandings, past practices .

or agreements by the parties, whether formal or informal, written or oral, regarding any such
matters are hereby expressly superseded or termihated in their entirety.

“Ini the event of a confllct between the Manual of Personnel and Admmlstratlve Rules and this
MOU the MOU shall take precedence

~ Recognition

In accordance -with the Pasadena. City Charter, Section 3500 et seq. of the California
‘ Government Code, and provisions of City Resolution No. 555, the City acknowledges the
AFSCME Local 858 as the exclusively recognized employee organization for those classifications
specified in Exhibit 1, for the purpose of meeting and conferring regardlng wages, hours, and’
other terms and condltlons of employment

' Term of MOU -

, A, Theterm of the MOU is Julyl 2015 - June 30, 2018. Th|s MOuU shaII continue in_
-effect through negotiation of a successor MOU and mcludmg through the
impasse procedure if invoked. :

" B. This MOU shall in all respects be subject and- subordinate to the provisions of
the Pasadena Clty Charter, and state and federal statutory law.

C. All changes the parties agreed to in this MOU (with a term of July 1, 2015 — June
30, 2018) become effective upon approval of the City Council unless otherwise
identified wrth a specific effective date. :
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Scope

-Management nghts

The scope of representatlon shall mclude all matters relating to wages, hours
and other terms and conditions of employment, except however, that the scope

“of- representatlon shall not include: consideration of the meérits, necessity or
‘organization of any department, commission, board or committee provided by -
. law or executive-order, which shall include but not be limited to the r|ght of the

City to: -diréct, supervise, hire, promote,’ ‘discipline, discharge, transfer assign,
schedule and retain employees relleve employees from dutles because of lack

- of "work “or funds, ‘détermine. services to - be’ rendered ‘operations to be
B performed utilization of technology, and overall budgetary matters; determine

the methods, means, job classifications, and personnel by wh|ch government
operatlons are to be conducted détermine’ the overall mission of the unit of

‘government maintain and |mprove the eff|C|ency and effectlveness of

government operatlons

- The ‘exercise _of these rlghts does not preclude employees of their
R representatlves from consultlng about the |mpacts these decisions have had on

wages hours :and other. terms and condltlons of. employment or raising a

‘gnevance on those matters pursuant to the grlevance procedure

g

Employee nghts R

. 'The de5|gnated union offlcers and’ stewards shall be granted necessary

- time off to‘engage in contract disputes during the term of the MOU, and
‘the adjustment of grievances of employees in-the bargaining unit,
2 subject to the limitations set forth in this’MOU.: Except in extraordinary -
“- ‘circumstances, these permitted activities performed during the normal
employee duty ‘time of such’ de5|gnated and- appointed offlcers and

- stewards shall fall within one of the following categories:

~a)  Discuss ‘With an: employee ‘a ‘grievance or workplace related
' 'complalnt Which may lead to a ’grie\ia'n‘ce' or contract violation;’

b) Make inquiries in‘ order to obtain relevant mformatlon related to
a grievance, lncludlng discussions. with supervisors, other

~ employees or other management:- off|c1als provided that such
“inquiry will not include the right, ‘hile on City time, to question
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. visitors or nonFemp'onees, of the City; -

| c) ~ Assist employees in preparation for, or represent employees in,

the appeal and review steps of the grievance procedure or in
-arbitration; :

d) . Attend meetings with supervisors or other. management officials

with respect to grievance -adjustments, consultation or general
- discussion dlrectly related to wages, hours or worklng conditions,
and other matters mutually agreed upon

e) Prepare for meetings. mutually agreed. by the City and the Union
- to be scheduled for conferral or other purposes.

Subject to the initial—p_rovisions,of th'is MOU with respect to paid time for
' such activities, the City agrees that duly designated union officers and
other representatives will be allowed to-meet with management
representatlves during normal working hours without Ioss of pay. The
. foregoing release- from normal working duties is subject, however to the
‘ requireme_'nt that when: any such designated union officer or
- .representative is representing an employee, he/she will request the

~.-permission of his/her immediate superviSo_r in reasonable advance of any
meeting, advising the supervisor of his destination and when he/she
expects to return. Such request will be granted by the supervisor unless:
work processes require the presence of the employee at that time. Upon

returning to his/her duty station, the union officer or representative will B

notify. his/her -supervisor. -Upon- arriving at the work place of the
’ -employee to be repreSented,__the union. officer or representative will
normally be permitted to cbntac’t the employee. The represented
employee also shall be required to request permission for time off in
. reasonable advance of any meeting. To the maximum extent possible,

- interviews between representatives and the employees will be held away

from other employees and away from the public. If the union official is

-~ not permltted to contact the employee at the immediate time of arrival

~ at the work place, the supervisor in charge will advise the union officer or
.steward the reason why he/she cannot do so and the time when the
‘ employee will be available.

-;AII union aCthltIes shall be conducted in such a manner so as to minimize
any dlsruptlon to the work activities of the employees involved.
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C. Union Representatives @ 7o iAu

1. The City agreeé to reécognize and. deal ‘with an' appropriate number of

local union officers, including union stewards, so that each employee in - R

» ‘the*' bargaining - unit will ‘have reasonable access to @ union

\ _representatlve ‘The Uhion may appoint 16 stewards. No.Union officer

other than the president of the local union, nor any steward, regardless

‘of- when selected ‘shall function as such for purposes of carrying on the

" union” ‘activities, until the Director of Human Resources of the City has

“-been notified-in wrltmg by the pre5|dent of-the local union, or by an
'mternatlonal union or council officer of his or her selection as an official
‘or-steward. | Notice of chariges in the’ selectlon of union officials and - -

. stewards and- thelr alternates W|II be glven whenever such changes. '

foccur : g e : :

2. " The Uhion endorses the COnc'ent of ‘employees utilizing the steward-in

the employee s\a55|gned work area; prowded that it is recognized that . ‘

© * there’ may bé necessary occasions when a dlfferent steward or union
+..officer or hls/her designee’ from among the list of authorized
‘représentatives provided to the’City, ‘shall take over representation of
 the aggrieved employee. In such cases, the union will promptly notify"
" ‘the department dlrector and the Human Resources Department of the
'fchange R T AN R '
£3, -The City W|II provnde W|th the approval of the Dlrector of Human .
' ' ’Resources reasonable time off to conduct unlon busmess -

v")'

D. 'Bulle'tin‘Boards \

‘1;- " Space shall be provided on City bulletin boards at their present locations '
for union posting of notices and bulletins of the following types:

a) Notices of union recreational, social affairs, and related union
buSiness neWS' o '

b): 'i’Notlces of union’ eIectlons, prowded that this shall not include
campaign material; :

c) Notices of union appointments and results of union elections;
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d) - Notices of union meetings;
-e) . Union constitution, by-laws, and proposed amend'ment's thereto;

f) - Such other notices as may be mutually agreed upon by the union
“-and the Director of Human Resources.

2. AII materlals posted on bulletin boards shall |dent|fy that the Union has
. posted it. and clearly indicate the ' author's, identity, preferably by
_signature by an official of the Union. [t must be clearly understood that
.. .such material is not official material or endorsed by the employer, and
. the material must not contain anything that would identify it as such.

3. In no case shall obscene or personal attacks on any City employee be ’
‘placed on any bulletin board. Copies of all information posted on any
bulletin-board shall be submltted to the -Human Resources Director at
the time of their postmg In the event objectlonable material is posted,
the City" Human Resources . Director will - o inform the union
representatlve, stating the b_aSlS for the ObjeCtIOI'] and such material

_ shall be removed from the bulletin board immediately.

4.~ The Union shall not post, nor authorize its members to post, any material
i ~ anywhere upon the City's property except as herein provided. The City
may remove or relocate any of its bulletin boards in the event 'of
violations of this section or for reasons such as alterations in the physical
- Afacilities, etc., and will inform the union whenever the City removes such

~ bulletin boards. -

5. Excludlng lunch and rest periods, in no case W|Il the dlstrlbutlon of
- literature at the ‘work place of employees be allowed during regular
- . working hours - A S ,

Non-Discrimination . -

_The provisions of the MOU shall be applied equally to all employeeé ahd the City and Union
~ agree that they shall not unlawfully discriminate on any basis that is protected by law.




No Strike

A The parties to this:MOU recognize their mutual responsibility to provide the

' citizens unlnterrupted municipal services. -Therefore, for the duration of this

MOU and after expiration of this MOU, as Iong as the partles are attemptmg to

" reach an agreement on a successor MOU, the parties agree not to conduct
strike, sympathy stnke or lockout actlwtles

B, Any employee who partlupates in any conduct prohlblted in Section A shall be
: subject to d|$C|pI|ne : o

C: - If;the ’Union sanctions any conduct prohibited in Section A during the term of
© - this: MOU or while the parties are attempting to reach a successor agreement,_ .
_ the City may suspend any and all of the rights and privileges accorded the Union.

A

"'SavingsCIause- T e e

Should ‘any part of this. MOU be rendered or. declared |Ilegal or mvalld by Ieglslatlon dectee of
- court of competent jurisdiction or other establlshed governmental agency,’ such invalidation
shall not affect the remaining portions of this MOU. The parties agree to lmmedlately meet
and confer to provide: adequate and relevant substitute language’ if possible.

: ImpaSse

Should the pOSSIblllty “of agreement between the representatlves of the City and the
recognlzed employee organization be exhausted, the parties will follow the process identified _

~in City Council- Resolution-555. Additionally, the Union may- request the parties’ differences be

submitted to a fact flndlng panel by complying W|th the provisions of the Meyers-Milias-Brown
Act (MMBA)

T ) T
I

. 'SECTION 2 - COMPENSATION . .

~ Payroll Administration ‘
" A StepRaises

Employees hired or promoted to Step 1 of a pay range shall receive the Step 2 salary at
the successful completion of their probationary period. Increases to the Step 3, 4 and 5
levels shall be based on satisfactory job performance by the mdwrdual and shall be
_reviewed at least at the following t|me intervals: »
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. B.

e

D.

Step 3--6 months after the Step 2 increase
Step 4--1 year after the Step 3 increase -

Step 5--1 year after the Step 4 increase

Salary on Promotion

1.

When an employee is promoted from employment in one classification

" toemployment in-a classification allocated to a higher salary range, they

shall advance to the lowest step in such higher salary range that w1II_

provide an amount equal to or nearest to a one-step increase in

compensatlon ' The one-step increase will -be measured by the
compensation schedule. (base salary to base salary) from which the

‘employee is bemg promoted.

Notwnthstandmg anything in this section, the City Manager ‘may approve
a promotlon at a higher step Wlthln the schedule

o Ac‘ging. Pay_,

When an employee is assigned fon‘aftempOrary basis to the duties of a
higher compensated position, and such employee assumes the full duties
and responsibilities of that position such employee shall be
compensated from the first full day of the appointment at a rate of pay ‘

‘which is no less than an amount equal to a one'step increase in

compensation based upon the step schedule of compensation rates for

-the employee S current classification, not to exceed the eX|st|ng top step
of the classification to which assigned.

When there is a current'eligibility list for a position to which the City
wants to assign someone on an acting basis, an employee will be
selected for the acting assignment from that list unless employees on the
list are offered the assignment decline to take it.

The -parties agree that to the extént permitted by law, this is.speoial'
compensation and shall be reported as such pursuant to Title 2 CCR

Section 5_71(a)(3) Temp‘ora_ry Upgrade Pay as_spe_cial compensation.

H-Rating’




In the event a regular employee is adversely impacted through no fault A
of "his/he'r' own - ‘because of- “organizational - and/or involuntary.
'classmcatlon changes the employee s salary shall be H-Rated as follows:
'100% -of the employee’s current salary for one year; and 95% of the
employee s current salary:for one additional year (unless the salary of
.the new position ‘is equal to"or higher than the employee’s H-rated

s’alary) for a total of two years. Ona case' by-case basis (e.g., when there

-is a:significant  difference between the’ employees current salary and

new salary) the partles may dlSCUSS H- ratmg overa three year penod

“ln order to quallfy for H- Ratlng, an employee must have regular status as
»lan employee and regular status in the p05|t|on/cla55|f|cat|on affected.
*.- ‘H-Rating' "shall not apply in instances - of - employee demotions,

“rea55|gnments or reductions in hours,’ when such actlons result from'less

than satlsfactory jOb performance

B Pai roll.Deductio'ns"and Du'e's' RSN

The' C|ty may deduct the regular dues recognlzed employee organlzatlon

S N
LY Duess deductlon shall be made onIy on the wrltten authorlzatlon of the
. employee L ey S
2. The recognlzed employee organlzatlon shaII comply W|th the dues’
S ; deductlon requlrements of the Clty T
I -.’v_'Ad_ditionalvo'I'u’nta'rv De’du’cti‘ons

Members may request through a payroll deduction card signed by the member that
such addltlonal amounts as may. be requested will be deducted from the member’s pay- -
and be ‘paid to the polltlcal action committee’ of the’ ‘American Federation of State,
County and Municipal Employees, otherwrse known as-“Public Employees Organized to

© Promote* Leglslatlve Equality,” or P.E.O.P.L.E., provided that deductlons shall stop upon
the next pay perlod followmg written request of the employee

Agency Shop

oo vA:f' " Pursuant to- the July 18, 2002, certlﬁed results of the’ Agency Shop election,
conducted under the provisions of Section- 3502.2 of the California Government
_Code, it is mutually agreed by the Parties that this AFSCME Bargalnmg Unit is an

Agency Shop Bargalnlng Unit, which is defined as follows: -

8




: Eve'ry‘empl_'oyee represented by- this -Unit shall, as a condition of continued

- employment, either 1) join and pay dues to the Union, or 2) pay to the Union an

- Agency Fee -(also known as “Fair. Share.Fee”); or-3) for eligible religious

~ conscientious-objectors (see below), pay sums equal to the Fair Share Fee to a
non- rellglous and non-labor charltable fund. :

: An employee who is a member of a bona flde rellglon body, or sect which has
historically held: conscientious- object|ons to joining or financially supportlng
public employee organlzatlons shall not be reqmred ‘to join or financially
support the Union. Upon request, such employee may be required to provide

. verification of . such affiliation. Such employee shall, in lieu of periodic dues or’
. .-Fair Share Fees, pay sums equal to the Fair Share Fee to a non-religious and non-

. labor charitable fund exempt.from taxation: under Section 501 (c). (3) of the
Internal Revenue Code :

_Any employee hired by the City subject to this MOU shall'be provided by the City

with a notice that all such employees must either join the Union or pay a Fair

- Share Fee to the Union (whlch is the same amount of money as Union Dues), or

SIgn a written declaration clalmlng a religious exemptlon from this requirement.

Such notice shall include a form, prowded by the Union to the City, containing
the employee s S|gnature authonzmg payroll deductlon of Union dues

| »Sald employee shall have fourteen (14) calendar days followmg date of hire to
fully execute the Union dues payroll deduction authorization form and return it
to the Clty s Payroll department which shall |mmed|ately send a copy of it to the
Unlon )

' If the Clty has not recelved a Unlon dues authorlzatlon form nor-a wntten
_-declaration claiming . a rellglous exemption W|th|n the fourteen (14) days
specified above, then the City shall immediately. commence deducting Fair Share:
Fee (Agency Shop Fee)from sald employee and such amount shall be the same
amount as Union dues. . N

The amount of Union dues or Fair Share Fee deducted from paychecks shall be
the amount certified by the Union, and shall be identified in each employee’s
p_aycheck- as_either Union Dues.or Fair Share Fee, and shall, to the greatest

extent possible, be in equal amounts from each paycheck. ’

The :aggreg'ate,amount of 'all'such Union_ D_ues avnd-»‘F,air Share Fee payroll ’

-9




deductions shall be payable to the Treasurer of Dlstrlct Councrl 36, AFSCME, AFL-
ClOand: sent to the address directed by Cournicil 36, on a monthly basis, no later

“than the 15" of; the month foIIowmg the month for which the deductlons were
".‘“-;made S . o . e

.‘The Unioh agrees to indemnify a'hdhold the City of Pasadena harmless from any
liabilities of any nature Wthh may arise as a result of the appllcatlon of the
prowsmns of this Artlcle

Consistent with Section 3502 of the California Government Code, the Parties
" agree to adhere to the State Law which prowdes in relevant part, that: “Except
Llas otherWIse prowded by the Legislature, public employees shall have the right
“to form join and participate in the activities-of employee organlzatlons of their

own choosing for the purpose of representation on all matters of employer— ‘
: employee relatlons Public employees. shall also have the right to refuse to join -
“or partlapate in the activities of employee organizations ‘and shall have the right

to" represent themselves individually in' their -employment relations with the

Public Agency.”. The Clty and the Unlon agree not to mterfere Wlth this
. aforestated rlght :

o ;All employees hlred after’ the executlon of th|s Agreement are freeJto join or not
- join-the Union.” However, -all employees who on ‘the execution date of this
Agreement-are members of the Union and all employees who'become members

.. after thatdate, shall, as a condition of continued employment, maintain their

membershlp in. the -Union: through payroll deductlon unt|I seven days prior. to
~the termmatlon of th|s Agreement : '

“t s mUtuaII'y agreed by the parties ‘that Agericy Shop provisions in this
‘agreement -thay ‘only ‘be rescinded by a majority vote of all the employees
represented by this Unit." There shall be only one election during the term of
this agreement :

The Union shaII keep an adequate |tem|zed record of its financial transactions

" and shall- make available annually to the City within sixty (60) calendar days after

the end of its fiscal year, a detalled written fmancral report thereof in the form

~ ofa balance sheet and an operating statement, certified as to its accuracy by its

- president and- the treasurer or correspondmg prmcnpal offlcer or by a certified
' "publlc accountant.” 3 : :
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. Probation -

A. .

: Salaries

A.

' The Union certifies to the City that it has implemented ‘and maintains
_ constltutlonally acceptable procedures to enable non- -member Agency Shop

Fees payers to meaningfuily challenge the propnety of the uses to which Agency
Shop Fees are put. Those procedures.shall be in accordance with the decision of
the United States Supreme Court in Chicago Teachers Union, Local No. 1 AFT,
AFL-CIO, et al..v. Hudson 106 S. Ct. 1066 (1986) or any relevant progeny there

. from.’

' lnltlal Appomtment - Except as prowded by admlnlstratlve regulatlon and

except as otherwise provided in this’ paragraph, all employees employed by the .

- City hereunder, as part of the exammatlon, process, shall serve an initial

probation period of continuous service as specified on the job bulletin at the

' time of hire. . Any employee ‘serving an_initial probation period may be

- terminated W|th or without cause at the dlscretlon of the appointing authority.
Probation periods shall be deemed to be part of the exammlng process Such
“initial probatlon period shall not be extended. :

: Promotional Appointment - Employees who are promoted shall serve a six
.. months".probation period of continuous service in the higher.classification. The
- _promotional probati'on period shall be one year for Public Works Maintenance

. Worker IIl.- Any employee serving a promotlonal probation period may be

returned to his; former classification durmg such probatlon period if a vacancy

_exnsts but such probation period shall not be extended. Anyemployee serving a
promotional probationary period may request to-be returned to his/her former

classification. Further, if the employee so requests, said employ"ee shall be
returned to his/her last regular classification during the probationary period or

--- as soon as._possible, prowded that a vacancy exists and there are no other
.- actions pendlng against the employee. - -

The step plan of compensatlon rates for AFSCME cla55|f|cat|ons are identified in

Exhibit .

Effective August 8, 2016 and upon - City Council approval of the MOU, unit

members will receive a base salary increase of three percent (3%).
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‘C. Effective the ‘beginning “of the" pay - perlod that includes July 1, 2017, unit
members will receive a base salary lncrease of two andone half percent (2. 5%)

D. '_Effectlve the ‘pay: period that |ncludes August 8, 2016 and upon City Council

' _approval of ‘the, MOU, unit members employed on the date the City Council
'approves the MOU, will receive a one-tlme Iump sum payment of S|xteen
hundred and f|fty dollars ($1 650. 00) o

Work Schedules/ Hours of Work

:';._,Unlt members work a seven\day FLSA work week (168 recurrlng hours)
- B. ;.‘_-"-aWork schedule is defmed as an employee S regularly a55|gned hours of the day
. - and days per. week and -may mclude :
‘1.‘ The 9/80 schedule (four nlne hour days per work week and .one
. alternating eight hour day/regular day off). Employees working the 9/80 ‘
S ,:,have a FLSA -work week- desrgnated as. beglnnlng four hours into their-
S .alternatmg regular day off (elght hour day) L : :
. 2 ,;;;;The 5/40 schedule (frve e|ght hour days per work week) Employees
© . - working the 5/40: have -a, FLSA .work week de5|gnated as beglnnlng at
Co12 00 a. m on Monday through 11 :59 p m Sunday
3 ,The 4/10 schedule\(four ten hour - -days per work week). . Employees
‘working the 4/10. have: a FLSA work’ week desngnated as beginning at
12:00 a.m. on Monday through 11: 59 p m. Sunday.
1, The 3/12 schedule (three twelve hour. days per work week and one
' alternating eight hour day every other week). Employees working the
3/12 schedule have a FLSA work week de5|gnated as beglnnmg four
: hours into- the|r alternatlng elght hour: work day
C : Work schedules are- con5|dered reasonably permanent and shall not be changed
to av0|d the payment of overtlme The €ity may. change an employee’s
de5|gnated work schedule (i.e., 9/80 5/8 4/10 3/12) with seven calendar days
notlce oo A i
D. Hoursj of;yyork:ar_ze a_s’si’g'ned;by the department;; L
1..  Hours of work for a 9/_80 employee will be assigned by the department.
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* - The alternating eight hour day/regular day off must begm and end at the
same time each work week.

2. - Hours of work for a 3/12 employee will be aSSIgned by the department

The alternatlng eight-hour day/regular day off must begln and end at the
’same time each work week

3. Hours of work are considered reasonably permanent but may be
changed by the department to accommodate providing: service to the
community. A change in regular work hours that will .impact an .

"‘employee for more than one work week requires a minimum of ten days’

notice. The impacts of the change to regular hours of work are subject . ‘

to the meet and confer process and upon request, the City will meet with
AFSCME during the ten day- period. - The -City may implement the
schedule change should the |mpacts negotlatlons contmue past the ten
day notlce tlmeframe : L

' Employees reporting for work ona normally scheduled work day shall not ‘suffer
any loss of regular- pay or beneflts when’ management dlrects that no field work o

be undertaken due to adverse weather or other unforeseen conditions.

" Provided, however, that if an employee is-allowed to. leave work early under

stich conditions at his/her own request, the City shaII not be reqwred to pay the
employee for hours not spent at work :

-Whenever possible, there -shall be a ‘minimum of an eight (8) hour break »

between the regular shlfts worked by any employee o

Rest/Meal Perlods

A

‘Rest Periods

| Every employee shall be providéd two 15-minute rest periods per day for each

perlod of ot less than three or more than four hours. Employees may Ieave the

" job site for a- rest’ perlod prowdmg that the total time’ away from the _|0b does

not exceed 15 minutes.
1. The time at which suCh rest periods are taken shall be’determined by the

_ department director or his/her designee who will schedule absence from
duty so that service to thie public'is not lmpalred .
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"2. " Rest perlods or coffee breaks may not be combmed or added to a meal

perlod vacatlon or to other forms of leave

Meal Periods

"Employees covered by thlS Agreement shall be entltled to'a meal perlod of up to
':'1hour S : : o R

B
Sl

1 ‘Meal per|ods are unpald unless an employee is requrred to work through
‘ hls/her meal period. -

2. The amount of t|me for a meal perlod and the- procedure for taking a

meal period shall be determlned by the department dlrector or his/her
desngnee -

' Clean-Up Time

Flfteen minutes prlor to the end of the employee s shlft shall be prowded for purposes of clean.
:‘up to those employees whose jObS nece55|tate such clean up time. -Should employees- need
- additional time: for clean-up; or time beyond the end of h|s/her shlft superwsor approval is

required i in advance to authorize addltlonal time worked '

: ‘Shlft Tradlng

.Employees who work in-the Pollce Department in a 24/7 operatlon may trade shifts wrth their
colleagues within the same classification subject to the folIowmg condltlons

A

B.

Both employees agree to the shift trade vquntarin.

A supervisor approves the shift trade. Supervnsors will not unreasonably deny a

“trade. However ‘denials are not: subject to bemg grleved
' Shrft trades are I|m|ted to twrce per month per employee

. The employee whose shift 'is worked gets credit: for the shift. Thus the
“ ¢ employee whose ‘shift ‘was ‘worked Wwill- have the’ time. recorded on his/her

timesheet by the mdlwdual completlng the tlmesheet as time worked on his or
her time sheet. ’ oo ClE o

: Payback of the traded shift will be the'-responslbility’of the two employees who
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; trade shifts and ‘will not be monitored by the City. Traded shifts should fall in

the same calendar year. . If an employee leaves the City having not paid back a
shift, it shall be the responsibility of the two employees to work out any pay
back. '

_If an employee agrees to trade shifts with_*arnother.employee_and then calls in -

sick and/or does not work the shift, the employee who agreed to work the shift

~ shall have his/her sick leave (or other accrued leave if SICk leave bank is zero) -

deducted

_Shift Difl’erential

A

Overtime

A.

; S'hi'ftdiffe:rential sh‘all_be paid as follows:

FOr SWINE Shift. .. vvervvererrrenn. $1.40 per hour"
For Graveyard Shift................. $1.40 per hour

, Shift:«differential shall be paid for all hours worked on the:regular_ly assigned
. swing or graveyard shift. The parties agree that to the extent permitted by law,

thlS is special compensation and shall be reported as such pursuant to Title 2

. CCR, Section 571(a)(4) Special. A55|gnment Pay — Shift. Differential as spec:al

compensatlon

For purposes of applying the Shift leferential the Swing Shift is deflned as-any
shift of six hours or more, regularly scheduled to start between the hours of
3:00 p.m: (2 00 p.m. for 9/80 schedules) and 10:59 p.m. - The Graveyard Shift is
any: shift of six hours or more, regularly scheduled to start between the hours of
11:00 p.m. and459am '

Overtime paid at time and one- haIf base pay shall apply in the followmg

: S|tuatlons

1. All authorized hours over 40 regular hours a week. (For overtime
‘purposes,iall authorized hours on a paid status - “vacation, holiday, sick
leave, bereavement etc - shall count toward the regular '‘40-hour week)

2. All authorized hours worked on holidays. :

3. .Overtime paid at double time base pay shall apply in the following
15 o ’




- situations:

:-a) . - Employees who work overtime between midnight and the start of

their regular day shift shall be compensated at double time for

" »such hours ‘worked. Prowded however, employees. who work

- two hotirs or less prlor ‘to the start of thelr regular shlft shall not
receive double tlme N s

b) An employee who works elght hours or more |mmed|ately prior
7 to-his/her regular work shift will be pald at the double time rate
* - for those hours worked on the regular shift |mmed|ately followmg

the shift worked. : S

" 'c)- - Once an employee works any part of hls/her regular shift at the
: o~ double time -rate, such employee shall - continue to be v
compensated at the double tlme rate for all hours worked until
- ~frece|vmg a snx hour break L SR

od) I a si)'( hour’ break occurs _during the employee’s regular ‘shift,

" lsuch. employee will be compensated at the stralght time rate for

_such-hours falling on their regular shift.”An- employee will not be

compensated for breaks occurrmg outsnde of his or her regular

4, Employees who work a regularly assngned graveyard Shlft are not entitled
o .to recelve overt|me pay for those hours worked on the graveyard shift.

5. 'OVertir'ne shall'be divided equally among’ those- persons available for

oo work in the same position at the same location or reporting to the same

' ,lmmedlate supervisor.” In those mstances where there is a demonstrated

need for specialized skills and: abllltles orin- emergency situations,

- exceptlons may be made to th|s prowsnon '

- B. ~ Overtlme shall- not be pa|d in addltlon § o) regular tlme or Ieave tlme for the same
‘ : hours of work (e g for work performed ona hollday)

‘Overtime Meals ~*
A.  Call Back'- When employees are called from off-duty to return to work the
employee shall, if possible to do so, be given meals at intervals of approximately-
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four (4) hours, provided, however, that in no event. shall an émployee be
required to work more than five (5) consecutive hours without a meal. Such
meals, and the time necessary therefore, shall be at City expense.

. If a regular shift employee is called out for emergency work before 7:00 a.m. on
-a scheduled work day and continues to work into his/her regular scheduled
work hours and does not have an opportunity-to eat breakfast or prepare a
~ lunch before reporting for work, the City shall furnish him/her with such meals if
- they can be provided. The necessary time taken to eat breakfast shall be -
- provided by the City, the usual practice relatlng to meal period on work days
shall prevail. The City shall reimburse the employee for the cost of such meals
only if the actual expense has been incurred. -

_ Scheduled Overtime - When employees are required to perform prearranged
-~ work on non-work days during regular work hours, they shall observe the meal
- period which prevails on their regular work days.. When employees are required-
" to perform prearranged work (not as a continuation of the regular work day) on
either work or non-work days outside of regular work hours, they shall provide
the first meal on the job at their own expense (and the time necessary therefore
but not to exceed one-half {1/2) hour shall be taken at City's expense). Any
subsequent meals shall be taken at intervals of approximately four (4) work
;h'ours but in no event shall an employee be required to work more than five (5) |
consecutive hours without time off for a meal.. Such subsequent meals and the
time necessary therefore shaII be at City expense. '

s _When.emplOyees are required-to_perform prearranged work two (2) hours or
more before regular work hours on a regular work day or a non-work day and
continue to-work into their regular scheduled work hours, they shall be provided
B with. a meal-at City expense and the necessary time to eat it. The City shall

,relmburse ‘the employees for the cost of such meals only when the actual
expense has been incurred.

Shift ExtensiOns - When an‘emplo’yee is required to work two (2) hours or more
_beyond regular work hours, he/she shall be given the opportunity to secure a
meal and the time taken thereof shall be paid by the City. The City shall
reimburse employees for the cost of such meals only when actual expense
thereof has been incurred. If an employee does not accept a meal at City
expense, as provided herein, he/she shall nevertheless be allowed overtime for
the time usually taken to eat a meal, not to exceed one-half (1/2) hour,
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Meal Reimbursement - Notwithstanding any provision of this subsection, the

City's total reimbursement shall be limited to a reasonable cost per meal per

~ employee as-determined by the head of the department or his/her designee.

- Call Back Pay

A

- Unit members are subject to call back to respond to emergencies or operational

issues identified by the department director or h,is/h'er designee.

| Call back is the unscheduled call to an off-duty employee requmng that he/she.

report to work.

Unit members are compensated with overtime for hours yvorked beginning
when he/she receives the phone call to report for duty until he/she returns to
his/her pomt of orlgln

Call back pay wiII be paid with a minimum of two hours of overtime unless the
call back is within two hours of his/her regular shift. In those cases, employees

“are compensated with overtime ‘until his/her regular shift starts. ‘When the

regular shift starts, the employee will receive regular base pay.

‘Standby Pay/On-Call Pay

A

' Standby/On-CaII is assigned and scheduled-in advance‘by mana‘gement.

o ‘Standby/On CaII W|II be assngned as equally as p055|ble among those employees

available to report to a caII to return to work

- An employee who onId be ‘unable.to respond within forty-five (45) minutes of

a- call requiring them to return to work, may not be scheduled on the
standby/on call list unless approved by management '

Standby/on call pay is $1.50 per hour for each hour of standby/on call.

Emponees assigned to standby/on-call are subject to the following
reqmrements . »

1. Be ready to respond |mmed|ately to caIIs for service.

2.  Beé reachable by phone (including a‘department issued communication
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device such as a pager, cell phone, or radio).
3. Respond to a call by returning to work as quickly as possible but in no
case more than forty-five (45) minutes from the time called unless

otherwise authorized by the department.

4, Refrain from intoxicants or other act|v1t|es which mlght impair the ablllty

to perform assigned duties. . -
F. - Employees, who are on standby/call-back and are called to report to work, will

be compensated for the time worked in accordance with the call back pay
provisions of this MOU.

Bilingual Pay

Employees' may be eligible for bilingual pay of $75 per month (paid $34.62 bi-weekly) under

- guidelines established under the bilingual pay policy of the City. The parties agree that to the
extent permitted by law, this is special compensation and shall be reported as such pursuant to
Title 2 CCR Section 571(a)(4) Special ASSIgnment Pay - Blllngual premium as special
compensatlon

Court Appearance Pay

A. -Employees working in the Police Department who, on a scheduled time off, are
required to be present in court in cpnhection with the performance of their
duties, shall receive two (2) hours m_inimum compensation at time and one-half.
In the event such person is required to be present during both the morning and
afternoon sessions of the court on the same day, such person shall receive, in
addition to the above two-hour minimum, three (3) hours minimum

. compensation at time and one-half. :

B. Employees classified as above whose shifts are extended to include a court
appearance pay-shall be paid for those hours in court at time and one-half.

Sewer Maintenance Pay

Regular full-time employees in the Public Works Maintenance Worker classifications, whose
regular assighment is to work in sewer maintenance to perform sewer maintenance duties,
shall receive sewer crew pay of $100.00 per month (paid $46.15 bi- weekly) The parties agree
that to the extent permitted by law, this is special compensation and shall be reported as such
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pursuant to Title 2 CCR Section 571(a)(4) Speaal A55|gnment Pay — Sewer Crew Premium as
special compensatlon ' ,

Vacation

: HoIidayS

oA

SECTION 3 - LEAVES OF ABSENCE

' Vacatlons prowded in this sectlon shall be taken W|th|n the time I|m|ts provrded

herein except when, for’ the effruent admlnlstratlon of the City, the City .
Manager or h|s/her de5|gnee determmes that vacation leave of absence cannot
be scheduled In such event, the City Manager shall authorize pay in lieu of -
vacatlon or he/she shaII aIIow accumulatlon of vacatlon above the maximum.

Vacation Accrual and Maximum

Years ofcontlnuous_ " | Hours accrued | Annual | Vacation

service o per pay penod - Accrual - Maximum Accrual
Hire date to completlon of 3 08 | 80 ho"urs . 1160 hours
five years S I I &

. | Six years — completlon of 4.62 120 hours ‘| 240 hours

' ‘10years B Sl o R
11years . 492 | 128hours | 256 hours
12years ©~ .~ |523 . |[136hours - | 272 hours
13years - - |554 | 144hours | 288 hours
14years . .. - . 5.85, .| 152 hours 304 hours
15 years - . . |e15 - 160 hours 1320 h0urs

L Upon reachmg the maxnmum accrual employees WI|| cease.earning vacatlon
~ until use of vacatlon bnngs the accrual below the. maxrmum ’

Employees cannot have négative use of vaca‘tibn hours."

J,Upon separatlon of employment or death employees or h|s/her benefluary will
be pald for all accrued and unused vacatlon with their final paycheck

The following eleven days shall be observed as.holidays:

i
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. JJanuary 1

. the third Monday in January,

. February 12;

. the third Monday in February;

. the last Monday in May; '

. July 4;

. the first Monday in September;

. the Monday or Friday closest to November 11 (if November 11 |s a
: Wednesday, the day the’ C|ty closes Clty Hall)

e thefourth Thursday in November; ° -

. " ‘the day followmg the fourth Thursday in November

e " December25; ,

e and every day appointed by the City Council for a public feast, '

thanksgwlng or holiday.

For non- contlnuous shift employees, in lieu of Admrssron Day, September 9th,
. one 8-hour floatmg holiday shall be prowded to each employee to be taken at

: his/her optlon subject to operatlonal considerations. Floatlng hollday hours are
‘ ‘added to each employee’s holiday leave bank wrth the flrst paycheck in January.

o ‘Employees receive hollday pay on the de5|gnated hollday for the number of

‘hours he/she is regularly scheduled to work For. example nine hours on a nine
hour work day, eight hours on an eight hour work day, ten hours ona ten hour
- work day, twelve hours ona twelve hour work day, etc. S

Employees who are required to work on a de5|gnated hollday receive hollday
pay in addition to the pay he/she receives for working the holiday.. The holiday
pay equals the number of hours he/she was regularly scheduled to work on the
holiday. ‘For: example nine hours on a nine hour work day, eight hours on an
- eight hour work day, ten hours on a ten hour work day, twelve hours on a
twelve hour WOrk day, etc.

For hoIidays that fall on an employee’s regular day off (for example, the eight
~ hour alternating day off for 9/80 or 3/12 employees or a day not normally
~ scheduled for a 4/10 employee), the holiday hours will be added to the
employee’s holiday bank Banked hollday hours are capped at flfty four (54)
hours. '

Empl,oyees '_Who 'se_p'arate from the City will have banked floating hours and
banked holiday hours paid for at the base rate of pay with the final pay check.




Sick Lea\te

A.

'AContivn'uous Shift Employees of the Police Department.

“In addition to the above holiday pay provisions, the following shall-only apply to
“continuous shift employees of the Police Department whose work schedules

overlap midnight between a holiday day and a non-holiday day:

1. - Continuous shift employees of the 'Police Department whose schedules
cause them to work past midnight shall be paid time and one half for the
full shift of any: shift WhICh begms on a hollday regardless of when the

~ shiftends;

2. Continuous shift employees of the Police Department whose shift does
not begin on a holiday shall not receive time and one half for any hours
-.worked on the actual hollday when thelr shift extends past mldnlght into

the hollday, ' : :

3. “Holiday” for ‘the purposes set forth herein for continuous shift
employees of the Police Department shall be- defined as the actual
holiday as defined in this MOU irrespective of when non-continuous shift
employees in-the Police’ Department or other departments of the City
working other schedules celebrate said hollday ‘

4. -Contmuous shift employees receive holiday pay equivalent to his/her

‘regularly scheduled hours if the holiday falls on a regular workday.

" Holidays that fall on a day that is not a regularly scheduled work day shall

be paid with eight (8) hours of holiday pay. In the event any person’s

- work schedule; in the opinion of the department director, will not permit

~ such leave of absence the person shall receive time and one half for
hours worked on such holiday, in addition to the holiday pay.

Sick leave may be granted for personal illness or injury; absences for medical,
dental, and/or vision care appointments; or to attend to an immediate family

_member as defined by California Labor Code Section 233) who is ill/injured and
needs care as permitted by that law.

_ Every employee who is unable to report to work for his/her scheduled shift shall

either call, or have someone call his/her supervisor proceeding the time he/she

is scheduled to report to work to explain the absence. If a supervisor doesn’t,
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answer at the time of the call, a contact phone number shall be left as part of
the message regardmg the absence :

- The department dlrector or hls/her de5|gnee has the authorlty to approve sick

leave for unit members

Unit members who use sick leave for four consecutive days or longer shall
submit a signed verification of the need for absence due to illness/injury or the
need to care for a family member. The verification: must be provided by the
personal physician, OSteopath -chiropractor, or ‘Christian Science practitioner '
attendmg to the employee or family member and presented to the employee’s

- supervisor before returning to work

A unit member, wh'o while on vacation becomes ill/injured and who provides a
doctor’s verlflcatlon of lllness/mjury prlor to returning to work which verifies
that leave for injury or illnessin excess of four days was required, may request
that the vacation time be substituted with sick leave. '

.Sick Leave Accrual'

;1.,‘- Unit members accrue eighty (80) hours of sick leave per'year (3.08 hours .

per pay period) up to a maximum of 1200 hours.

2. Unit members who retire from the City may convert up to 1200 hours of
accrued and unused sick leave to- service credit pursuant to Government
‘Code Sectlon 20965. : : -

"3 - Unit members may use up to one-half of one year’s annual accrual (40

hours) for family sick leave purposes. -For purposes of family sick leave,
family members include, child/step-child, parent (including in-laws and
step-parents), spouse, ‘or registered domestlc partner, sister, brother
grandparents or grandchlldren

,Bere'avement Leave' ,

A

Employees absent for Ieave due to bereavement of an |mmed|ate family

member may receive regular compensatlon for up to a maximum of: r

7

- 1.- - 24 hours for 5/8 employees;

2. 27 hours for 9/80 employees;
3. . 30hours for 4/10 employees;
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47 < 36 hours for’ 3/12 employees

A,

Immedlate fam|ly is defmed as' spouse; domestlc partner mother, mother-in-

 law, father father-in-law,” ‘sister, - brotHef, child “or: guardlan stepfather,
"stepmother step-chlldren grandparents or grandchlldren T

- 'The'departmen't direct‘br‘ (within‘his/her discr'etion')'may authorize bereavement
““time for the’ death of ‘an |nd|v1dual not specnfled as an employees lmmed|ate
k ‘famlly, as herem deflned i n ”

a"l-.y-‘-»;‘ - tA

In the event that-an- employee covered by - thls Agreement dles other

_represented employees may be granted up to 24 or 27 hours Ieave for the

purpose ‘of servmg as pallbearers or to otherWIse attend the funeral. -

1. The number of employees who are granted thlS leave at any: one time -

shaII be at the dlscretlon of the department d|rector consnstent W|th the

R Such leave shall not be accruable nor: shall it have any monetary value if

unused

'~wo'rker5'-Compensa‘tion=l£éave

. Al . l;-", ‘
Pt Callfornla

The City wnll comply W|th the Workers compensatlon Iaws of the State of'
| : - . < 8 . N B . K . '~‘ N ‘\

wv‘?“: .

“In addltlon to’ the benefits- provrded under: the Iaw for workers compensatlon

claims which’ have been accepted by the City, the City will supplement workers’
compensatlon temporary dlsablllty payments to provnde salary continuance in .

an amount equal to the ‘annual basé pay of the employee (less any required
¢ state and federal taxes) Clalms that have been denled are not eligible for thls
o beneflt - » ot T

Supplemental payments WI|| begln from the date of accepted injury and W|ll

‘continue for'a period of time:hot to excéed twelve (12) months Employees who
- may return to work with work restrictions and who are offered modlfled/llght

duty which is consistent with the employee’s work restrictions, as ‘determined
by his/her treating- physwlan or workers compensatlon physmran wnll

i _dlscontlnue recelvmg supplemental payments
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If an employee returns to work or.is able to return to‘work in a'modifiedllight -

duty capacity and has not received the full twelve months of supplemental .

- payments and subsequently needs to be ofic work again for the same workplace
- injury/illness, the employee will be eligible for- supplemental payments not to

exceed a cumulative total of twelve months for the same lnjury/lllness

The City . .expects that.emplo_yees on. Workers' »Compensation leave will

. .demonstrate reasonable cooperation and participation in their treatment as -
‘ pr'ovided by the physician to promote.a cure or relief from the effects of the

injury. The City retains the right to terminate the supplement at any time if such - |
cooperatlon and participation is not demonstrated. '

- Jury Duty Leave v

A

D.

If a unit member is required to be absent.from work to report for jury duty, the

- employee will notlfy his/her -supervisor of the absence as soon as possible,
Jincluding,-a phone message the: night before if the employee flnds outviaa
- phone recordmg that he/she must report the next day. Employees assigned to

swing or graveyard shlft shall be-assigned to day shift for the duratlon of the jury
duty. : ,

There will be no reduction in pay for a unit mem_ber’vvho is required to be
absent from work for jury duty.. Jury duty includes time in court awaiting

s _assignment or release. - In those cases.in which the employee is released by the

court with four or more hours remaining on his/her shift, the employee will
report for duty and work the balance of the shift. By returning to work the

.employee will receive a full days pay,. and shall. pay to the Clty any amount
" received from the court for the Jury duty, excludmg mileage.,

In those cases in which the employee is not released by the court with four or
more hours remaining on his/her shift, the employee need not return to work. -
The employee shall receive the full day’s pay, and shall pay to the City any
amount received from the court for jury duty, excluding mileage.

Employees will submit p‘roof'oflju ryvserviee to his/her supervisor. .

Witnessleave .

~ An employee who is subpoenae‘d,ory'_requir,ed to appear in,court, or other-.similar administrative
body as a witness, shall be deemed to be on a leave of absence. With approval of the

25




appointing authority and the City Manager, the employee may be granted leave with pay
during the required absence. The employee shall remit to the City all fees received except
*-‘mlleage Witness leave shall not be granted fortime spent on-cases in which the employee isa
party to the action unless the employee is a co- defendant in an action along with the:City. .

Military Leave

Military leave of absence may be gr_anted,as_ required by law.

Maternity Le’ave/Reduced‘Work Week ScheduIeWit}h Benefits

A

. Employees may be provided -an unpaid m'ater_lnity leave of absence for{-up to six

onths, or a combination of unpaid maternity leave up to.a maximum of six
months combined W|th a reduced work week schedule of at: least 20 hours or
more per week. The total combination of unpald leave plus the reduced work

.. week schedule shall ot exceed a total of nine months. ;In- addltlon whlle the
g_employee under this pollcy is on an unpaid leave‘of absence or reduced work

week schedule, the City will contlnue prowdlng health and dental contributions
to the employee as if the employee isona regular full time. pa|d status

»Maternlty Ieave 1s ellmlnated on August 8, 2016.. Followmg that date
~employees are eligible for benefits pursuant to- Pregnancy Disability Leave,
. - California Famlly Rights Act (CFRA), and/or the Federal Family-Medical Leave Act
~--‘(FMLA), when appllcable for. purposes. of parenthood leave (e.g., pregnancy,

childbirth, adoption, or foster care placement). . Pregnancy Disability Leave -

. '(whlch runs concurrently with FMLA) prowdes for up to four months of leave for
‘ _,;pregnancy disability (with health insurance paid_ for during such leave).. CFRA

provides the right to take up to an additional 12 weeks of leave (for up to one
year after the birth, adoptlon or placement of a child in foster care) for caring

. fora newborn chnld an -adopted child-or a child. placed.in the home for foster
. care. The department director may-grant additional unpaid leaves of absence,

with no additional benefits, for an additional periodof up to four months for

. parenthood leaves (including empIOyees of both genders) when such leave will

not have a detrlmental effect in malntalnlng operatlonal needs.

The leave prowded in this sectlon wrll run concurrently W|th Pregnancy Disability -
Leave, California Family Rights Act’ (CFRA) and/or the Federal Famlly Medical

‘ ‘Leave Act (FMLA) when appllcable
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Adoption Le'alIe . ‘
' Employees can: request up to six (6) months unpald Ieave to care for a child durlng the time of
and immediately following adoption. The leave provided in this section will run concurrently
with California Family Rights Act (CFRA) and/or the Federal Famlly Medical Leave Act (FMLA)
~ when applicable.

- SECTION 4 - BEI\lEFIfS'
Life Insurance
The City will pro’vi’de Iife»insuranCe~ coverage in the amoum'_‘o‘f$30,000 for each emplo:yee. |
- Dental Care Program - | | |

- The City wrll contrlbute 100% of the employee onIy PPO premlum ‘and up to $40 00 per: 'month
-for dependents on the dental care program as provided by the City of Pasadena

Health Insurance/ Employee Optlon Benefit Fund

A. .. The City of Pasadena parti_cipates in-the CalPERS Medical program (per the
- " Public Employee Medical and Hospital Care Act — “PEMHCA”); For employees -

) ‘enrolled in a CalPERS medical plan, the City contributes the required statutory

" minimum (per Government Code section 22892) toward the medical premlum
which'is part of the ‘EOBF allowance.- : '

_ B The Employee Optlon Beneflt Fund (EOBF) allowance is used to offset health
- premlum costs and includes the PEMHCA m|n|mum

C. Effective January 1, 2015, the EOBF allowance for employees hired on or before
' - December 31, 2014 and who are enrolled ina med|cal plan offered through the
Clty is: :

_ Tier 1. 'EmployeeOnly‘ - $1,183.26
Tier2: ~ Employee +1 - $1,183.26
' Tier 3: 'Employee +2 - $1,346.46

Effective January 1, 2016, the EOBF allowance for employees hired on or before
December 31, 2014 and who are enrolled in a medical plan offered through the
City is: ' :

.




-Tier1l: - . Employee Only - $1,183.26
Tier 2:( .~ Employee+1 - . -$1,183.26
Tier3: - Employee +2 - - $1,413.96

. Effective January 1 2017, the EOBF allowance for employees hired on.or before
- December 31, 2014 and who are enrolled |n a medical plan offered through the
. .Clty is: T ‘ : S

| VTier 1 f'" Employee ohly' " s 183.26
. Tier2: " Employee +1 5L 183.26

. Tier 3: Employee +2 $1 492 11

~ Employees hired by the City on or after January 1, 2015, will receive an EOBF
allowance (including the statutory minimum) that equals the premium of Blue

~ Shield Access+ or Kaiser (LA Region) whichever is Iower for the tier |n whlch they
c enroII (employee only, employee+1 employee+2) E .

'Effectlve January 1, 2015 “the’ EOBF aIIowance for employees hlred on or after
i January 1, 2015 and who are: enrolled ina medlcal plan offered by the Clty is:

' Tier'l:' y Employee only " $517 87"

" Tier2: - Employee+1 - - $1,035.74" -

Tier3‘ o -Employee+2' $1 346. 46

_ Effectlve January 1, 2016 ‘the EOBF allowance for employees hired on or after '

' V';‘-January 1; 2015 and who are enrolled ina medlcal plan offered by the C|ty is:

Tier1l: Employee Only $543 83

" Tier2: Employee +1- 51 087.66

T|er 3. Employee + 2 $1 413. 96

' ‘Effectlve January 1, 2017, the EOBF aIIowance for employees hlred on or after

X January 1, 2015 and who are enrolled ina medlcal plan offered by the Clty is:

Tier1: 7 Employee Only o 5573..89"-1'
Tier2: © Employee+1 ¢ $1,147.78

- Tier3: ~ Employee +2 $1413 96 ‘

) ?Inoreasesto“eaeh‘:tier‘('employee-'»‘only, _EE+1 EE+2) WI|| only occur when the
- premium for the CalPERS LA Region for Blue Shield-Access+ or Kaiser exceed the

28




Retirement

current alldwancé The allowance in each tier will equal the lower of the LA
Region Blue Shield Access+ or Kaiser premium but shall not be lowered below
the 2014 allowance.

Employees in the unit as of December 31; 2014 who elect -to"opt out of medical -
coverage offered by the -City because they have provided proof of minimum
essential coverage ("MEC") through another source (other than coverage in the
individual market, whether or not obtained through Covered California) will
receive ‘an EOBF opt out allowance of $1,064.26 per month which will be

designated to the employee s deferred compensatlon account. Employees may

elect to have 65% of the EOBF Opt Out allowance. pald as cash in lieu of
deposmng the total allowance to a deferred compensatlon account offered by

_the Clty

. vEmployees' hired on or after January 1, 2015 electing to .opt out of medical
. coverage offered by the City because they have provided proof of minimum

essential coverage ("MEC") through another source (other than coverage in the

_individual market, whether or not obtained through Covered. California) will

receive an EOBF opt out allowance of $400 per month which will be d_eslgnated '
to the employee’s deferred compensation account. Employees may elect to

have 65% of the EOBF Opt. Out allowance paid as cash in lieu of depositing the

total allowance to a deférred compensatlon account offered by the C|ty

¢

Retlrement beneflts shall be provnded as currently specrfled under the Cltys
contract with Public Employees’ Retirement System

Unit. members employed by the Clty of Pasadena on or before December 31,

2012 and employees hired on or after January 1, 2013 who have less than a six’
-month break in CalPERS covered. service or are members of an agency with

reciprocity.from another public retirement system (i.e., those members defined

. as classic members by CalPERS),,are provided the following retirement _benefits:

1. Mlscellaneous 25% @ .55 beneflt formula wrth a three year final
compensatlon period.

2. Finel' compensation vbased upon the highest - annual average
~compensation earnable during . the 36 months of employment
: '_immedia__tely»pr'eceding the effective: date of his/her retirement or some
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other period designated by the retiring employee. :

Employees pay 8% of the employer fate as cost-sharing. The-City pays
and reports the value of the employer paid member"contributionas 8%. .

- Unit members hired on or after January 1, 2013 who are new members” as

defined in the Public Employees’ Pension Reform Act of 2013 ; are provrded the

followmg retlrement beneflts

1.

3.

L
Mlscellaneous 2% @ 62 beneflt formula W|th a three year final

compensation- perlod

Final -/ compensatlon “based - upon- - the highest : annual average
compensatlon earnable during the 36 months  of employment-

} immediately preceding the effective date of his/her retlrement or some A
‘ other perlod de5|gnated by the retlrlng employee '

Employees will pay one half of the total normal cost

3 '?'-The Clty ‘contracts for the followmg optlonal beneflts “which apply to all

employees

L

w N

Nowuke o

© 1959 Survivor Beneflt Level 4 (Sectlon 21574)

Pre- Retirement Option 2W Death Benefit (Sectlon 21548)

" Pre-Retirement Death Beneflts to Contlnue After Remarrlage of Survivor
.(Section 21551) - . i ,

$500 Retired Death Beneflt (Sectlon 21620)
2% Annual Cost of Living Allowance Increase (Section 21329)

" Unused Sick Leave Credit (Sectlon 20965)

Mllltary Service Credlt (Sectlon 21024)

Unit members employed by the Clty prlor to July 1, 1984 have a one’ year flnal

Retiree Medical

. compensation period.

The parties-agree to commence negotlatlons on'a retiree medlcal ‘trust fund or |nd|v1dual'
'retlree medical account ‘Negotiations WI|| begin upon rece|pt of a request to negotlate from

O
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Short Term Disability -

The City provides a Short Term Disability (STD) Plan to employees in the umt The plan includes
the followmg provisions:

1.

4.

Thirty (30) calendar day elimination perlod D|sab|I|ty payments begin on the
31" day: '

Payments shall not exceed 50% of the employee’s salary up to $1,730 per week.
Maximum duration is twenty-two weeks (154 days). ;'

The premium will be paid by the City. The benefit is taxable to the employee.

. -Long Term Disability -

The Clty provides a long term dlsablllty plan to employees in the unit that prowdes for dlsablllty
payments to employees under the followmg basic provisions:

B

Disability payments will commence on the 181 day of the illness or injury.

Payments shall not exceed a total of 50% of the employee’s salary or a
maximum of $900 per month and will be coordmated with deductible benefits -

as prowded under the LTD plan.

The maximum beneflt period for an md:wdual whose dlsablllty begins before
age 60 is to age 65.

, The maximum benefit period for an individllal whose disability begins at age 60

or older will be five years.

The City and'employee jointly contribute to the cost of the Plan with the initial
dollar contribution based on the City contributing $4 per month and the
employee S2 per month.

In addition to the basic LTD plan provided by the City, the employee may elect
to enroll in a supplemental LTD plan at his/her cost, which provides
supplemental LTD. payments equal to 60% of the employee S salary, coordmated
with deductible beneflts :
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~Tuition .Reimbursement

'-Regular employees pursuing an Associate of Arts degree or. hlgher in a job-

related field at an- accredlted college or. university, ‘shall be eligible for tuition

-reimbursement of up to' one thousand dollars ($1,000 per fiscal year. Eligibility
~for Tuition: Reimbursément ‘shall be in accordance with the Clty of Pasadena’s
' Manual of Personnel and Admlnlstratlve Rules ' R

Upon presentatlon of receipts and grade cards employees will be relmbursed
. for the:actual costs -of tuition, books, lab-fees, or other student expenses

o Parklng fees are not relmbursable under this pf0V|5'°n

’Uniforms ’

A.

Uniforms shall be provided to em'ployees currently receiving uniforms under the

- samie -conditions specnfled in the City's present contract: with Advance Uniform

Supply 'Company. -Uniformed employees shall present themselves on ‘each -

- .- 'working day dressed in the approved unlform Those employees now receivinga -
~ - uniform allowance benefit will contlnue to receive said benefit. for the duration
- of this MOU. Securlty Rangers will receive: five: unlforms per calendar year. The

City will provide Human. Services & Recreation employees W|th five uniforms to
comply with department guidelines for attire. The City will replace uniforms.for

~ Human Services & Recreation émployees-as necessary due to standard wear and

tear.

The City will report t'he'valpe of prbvided uniforms to CalPERS as‘$200 per year

> for unit members employed onor before December 31, 2012." The parties agree
" that to the extent - permltted by’ law; this is $pecial compensatlon and shall ‘be .

T reported as such pursuant to Title 2, CCR 571(a)(5) Unlforms C

“New members” as defined under the Pubhc Employees Pen5|on Reform Act of
2013 will not have ,the value of the unlforms reported as specral compensatlon

Boot Allowance — In January of each year, employees who are requnred by
Management to wear approved safety shoes/boots ‘in ‘carrying out thelr job-
duties, shall receive a boot allowance of $200per year for the purchase of such

. boots If an employee who currently receives the boot aIIowance transfers toa

posmon in the bargalnmg unit for which management does not requlre the

"'wearlng of approved safety shoes/boots, the employee shall no Ionger be

o ellglble to receive the aIIowance
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Tools

D. .«

Mileage

,,AEmployees assigned to the Public ‘Works Building Safety Fleet Maintenance

Division (BSFMD) will be prowded hand-and power tools and equipment, as

. needed, to accomplish work assngnments Employees are. responsible for the
-securing and safekeeping of those City tools and equipment. If any of the said

tools are lost or misplaced, the employee shall replace the tool with the same or
an equwalent tool. :

Al employees hired oh or al“fer July8,'1985 as an Equipment Mechanic or Senior

Equipment Mechanic shall provide their own . tools. as required by the
department for work performed. In the event an employee's personal tools are

~damaged during City work, the Clty shall replace the tool with the same or an

equwalent tool.

Emplo‘yees hired prior to July 8, 1985 shall be assigned atool box for their

“individual use on City work. ‘It shall be the responsibility of the employee to
.~ maintain the tools and the box at- the level as assigned. Each Iost misplaced, or
~.stolen tool shall be replaced by the employee with the same tool or the

equivalent. Tool box repair or replacement due to damage caused by employee

- carelessness shall be ‘the responsibility of the employee

The parties shall make a reasonable effort to replace tools ina tlmely manner.

‘The City will provide rei'mbursement to the employee for use. of his/her personal vehicle for
authorized work-related travel. Such reimbursement shall be equal to the rate allowed for tax
deduction by the federal- Internal Revenue Service for: unrelmbursed employee busmess
expenses for the applicable calendar year.

* Discipline

A

 SECTION 5 - POLICIES & PROCEDURES

_ The City may take dismpllnary action for proper cause Disciplinary actions,
__,whlch shall include only oral and wrltten warnmgs/reprlmand suspension,

demotion and termination, WI|| be conS|stently applied taking into consideration

-t_he nature of the cause, the work history of the employee, and past disciplinary

actions taken for similar cause. An employee’s work assignment will not be
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modified as a substitute for discipline.

Disciplinary procedures will be in accordance with the Manual of Personnel and

~~ Administrative Ruleés,“and when suspension, demotion or termination :is

determined appropriate;, the employee will be notified in writing of the facts
upon which the allegations are based; the: right of appeal and the right of
representatlon Further, the employee shall be glven coples of all materlals if
any, upon which the action is based. o

| The City shall not retaliate. against employees for exercising any rights or

beneflts provrded in this Agreement or by State or Federal laws or Mun|C|pal "

o code provrsrons .

‘ Employees who are rejected from probatron are not consndered to have been
dlsuplmed ' e S

- The City. shall advise the employee of hrs/her rlght to be represented by the
~ Union -or other . representatives - of . his/her.- ,ch,ooslng at any meeting or
" investigatory.interview in which disciplinaryaction is to be imposed or at which .
~disciplinary actlon mlght reasonably be expected to. be imposed. If the

employee elects to have representation’ present and none ‘is |mmed|ately‘ :
avallable, the meeting-will be postponed for. up to twenty-four (24) hours not
mcludmg Saturdays, Sundays or holldays ‘in, order to permlt the employee to

“... obtain: representatlon

~ Grievance Procedure

, A

| Definition -

vy

L 1..' - ,Grlevance A dlspute between an employee or employees and the City

regardmg an interpretation or application of the Employer-Employee '
. Labor. Relations Resolution, or of the rules and regulatlons governing
.- eonditions .of employment or this MOU A grlevance can also be filed by

an - employee regarding the receipt of an oral or wrltten

warnlng/reprlmand but. cannot be appealed beyond step 2 below.

2. . Grievant - An employee or AFSCME

. Guidelmes :

1. An employee may f|le a grlevance wrthout Jeopardlzmg the employee s
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employment.

An employee may select one of the following methods of representation.
To most 'effe'ctively utilize the grievance procedure, the rnethod selected
- should generally be used throughout the processing of the grievance.
The employee may: :

a) Be self—representevd; .
b) - Berepresented by another person - ©
c) Be represented by the Union not to exceed two City employees -

- and the Business Representative. An employee may have a
representative present at meetings with City representatives
during each step of the grievance procedure.

Allegations of unlawful discrimination shall be proceessed through either
the Human Resources Department utilizing the Discrimination Complaint
Procedure, or the Grievance Procedure.’ The employee shall select one
of these two options at the time of\filin‘g»‘the discrimination allegation.

Once a grievance is presented and formal notification has been given to
the department that the employee will be represented by another

person in the grievance proceedmgs then that representatlve shaII be
governed by this MOU.

The representative shall be entitled to: -

a)"  Notification of the time and place of the grievance proceedlngs
‘and the opportunlty to be present atsuch proceedlngs '

b) - A copy of any written demsnons or communications to the» g
K employee concernmg the grlevance proceedings.

A gri.evance. may be initiated by the "employee ‘concerned, or his/her
union representative. ‘

A general grievance regarding interpretation and implementation of the
MOU may be filed by the Union on behalf of employees represented by
that Union. A general grievance shall be filed in writing with the Director
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*of Human: Resources W|th|n fourteen (14) calendar days of the actlon in
“‘question. C e -

An earnest'and sincere effort shall be made by all parties to cooperate in
the prompt resolution of a grlevance in.an amicable manner. The time .
limits may be extended when mutually agreed upon in writing ‘between
the - ap_proprlate “parties. " Iif the employee, or the " employee 3

_ representative, fails to prOceed-wi'th':the'grievance within any of the time

limits specified herein, the grievance shall be considered settled on the .

' basis of the last-décision rendered.  ‘If a supervisor does not proceed
S within’ the trme limits- or - does not seek an extension of t|me the
o grlevance may proceed to the department d|rector

‘ 'Thls is the sole and excluswe method for resolvmg grlevances '

C. Grievance Steps*‘ S

=

st

“"_a) " ' ]The employee shall orally present the grievance to the lmmedlate

_ supervisor wuthln fourteen (14) caIendar days following the event'
or events.upon which’ the grlevance is based If the employee and
the immediate superwsor are in the same representation unit,
the' grievance shall be presented to’ the next hlgher Ievel B

N superwsor not. mcluded in the unlt

L b) ,'_"ﬁ__The |mmed|ate superwsor shalI make whatever investigation

‘ _"deemed necessary and may arrange a meetlng with the employee :
‘ ‘_’to drscuss ‘the grlevance and if - possible, - resolve it. The .
o superwsor shall glve an answer to the employee ‘within fourteen

, '(14) calendar days followmg the oral presentation -of the.

'grlevance

‘c).;_ § If the employee |s not Satleled with the decnsron of the :

"lmmedlate superwsor appeal to Step 2 can be made.

| Step2

' a) If the employee desrres to appeal h|s/her grievance to Step 2, the

employee shaII submlt the grlevance in wrltlng as mdncated above
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o)

d)

. on forms provided to- the .department head, within seven ‘(7)'.

calendar. days following receipt of .the-immediate supervisor's

- decision at Step 1.

- The written grievance must contain a complete statement of the

complaint, the facts upon which it is based, the employee's

. reasons for the appeal, and the :r_e_medy being requested. The
grievance form shall be signed-and dated by the employee.

The department-director and the'Director of Human Resources,

_or their designated. representatives, shall attempt to resolve the.

. grievance and shall arrange a meeting with the employee(s) and

his/her appropriate representatlve A decision, in writing, shall-
- be given to-the. employee within fourteen (14) calendar days
-following the receipt of the written appeal or concluslon of the
“appeal meeting whichever is later.

If the employee is not satisfied with the Step 2 decision, appeal of -
the grievance to Step 3A or Step 3B for resolution may be made.
. However, appeals beyond Step 2 for oral or written

. warnmgs/repnmands are excluded and the decnsnon at Step 2

o shall be final:

~ Step 3-A‘ (Grie\/ance-Rev_ielw Panel_)

a) '

c)‘

If ‘the grievance has been properly processed and is not
satisfactorily. resolved at Step 2 and is a disciplinary action of less -
than dlscharge or demotlon the employee or the employer may

: appeal the gnevance to Step 3 A The appeal shall be in writing,
. shall be slgned by the employee, or by the- appropriate
o representative of the City, and shall ‘be submitted to the other

party within fourteen (14) calendar days of the written decision at
Step 2. : » :

If the employee is bemg represented he/she may be assnsted by
his/her representatlve in thls appeal.

_Within seven (7) calendar days after receiving the notice to

appeal a grievance to Step 3-A, a meeting shall be arranged

between the employee and the Dlrector of Human Resources, or

“their representatlves to prepare a jomt written statement of
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d)

e

e

- 8)

SRR

R RN

issue, or issues, to be presented to the Grievance Review Panel.
In the -event the parties are unable to agree upon the issue, or
l’ssues,' the"matter will be‘-’feferréd to Step 3-B.

" The Grlevance Rewew Panel will convene within fifteen (15)

calendar days and will' be comprised of three members: an

' employee selected by Management an employee selected by the

Un|on and a: chalrman drawn from a list of ten (10) persons from

" within the Clty -of Pasadena workforce, or the Pasadena

" community. The City and the Union shall each submit the names

~ of five such people. If a chairman is not mutually agreed upon

© from’ ‘the' |lSt ‘of ten (10) names, then the parties may alternately,
strike 'one name from the list (the rlght to strlke the first name to
- be determlned by fllpplng a com) untll one (1) name remains.

The proceedlngs shall be as’ mformal as is compatlble with a falr
~and lmpartlal hearmg “The chalrman need not be. bound by the
common law or'statutory rules of evidence or procedure but may

" make inquiry in ‘the matter through oral testlmony and records

presented at the hearlng

“The City Will p‘resent its position first. The employee, or the
employees representatlve, will then present his/her case. The .
~City and the employee or the employee s representative wnll have

- right'to rebuttal and the hearmg w1ll then close.

’\ .
Both parties shall be given an opportun_i,ty to call witnesses, and

‘request any relevant records or information reasonably available,
as det_ermine'd.'by the chai’rman\ to_‘support their case.

- The Chairman- may requlre all W|tnesses to testlfy under oath or
afflrmat|on s o

A tape recordmg shall be made of the hearlng
When' the hearlng is concluded,: the Revrew Panel shall retlre
|mmed|ately and in- closed conference deliberate upon the

eVIdence presented. “The members of the Rewew Panel shall not
Ieave nor adjourn untll a deC|5|on is reached '
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-

The Chairman of the Review Panel shall present the Panel's-

recommendations. to. the City Manager and/or his/her designee.

~ The report of the recommendation shall be made as a Committee

of the whole, with no indication of individual votes cast; and no

_ minority - report. A copy of the,reco,rnmendation will .be sent to

the employee.

The recommendation shall be advisory only, shall not be 'binding'
on either party, and shall be limited to the issue, or issues
- presented..

Within fifteen (15) calendar days following receipt of the advisory
opinion, the -City Manager and/or his/her designee shall advise
the employee by.letter whether or not he/she intends to take any
further action regarding the issue, or issues, referred to in the

Review Panel’s advisory- opinion. ‘A copy of the Municipal

Employee Relations Officer's letter will be sent to the union.

‘

Step 3-B (Advisory Arbitration)

)

<)

If the grievance has been properly processed and is not

- satisfactorily resolved at Step 2, the employee or the emplo_yer
~ may appeal the grievance to Step 3-B. The appeal shall be in
... writing, shall be. signed by the employee, or by the appropriate

party within fourteen (14) calendar days of the written decision at
Step 2.

If the employee is belng represented the employee . may be-
assnsted by a representative in the appeal.

Within seven (7) cal'endar days after receiving the notice to
appeal a grievance to Step 3,.a meeting shall be arranged
between the employee and the Director of Human Resources, or
their representatives to prepare a joint written statement of

- issue, or issues, to be presented at arbitration. In the event the

parties are unable to agree upon the issue, or issues, to be
presented at arbltratlon each party will prepare its statement of
issue, or issues, and jointly submit their statements to the

_arbitrator. The arbltrator shall, at the beginning of the hearing
‘referred to below, state his/her opinion as to what the issue, or

39




d)

-

g)

h) -
- facilities, fees and expense ‘of the arbitrator, including transcripts
-required - whlch_shall be determlned in advance of the hearing.

issues are.

Within seven (7) calendar days following the meeting to prepare
the issue(s) statement, the parties shalI request that State

* " Mediation ‘and- Conciliation Serwce\to submlt a list of seven (7)
‘persons quallfled to act as: arbltrators “Attached to each request

shall be the joint statement of the issue, or issues to be presented

or separate statements, if appllcable

Within seven (7) calendar days followmg recelpt of the list. The

'+ ‘parties -'shall “alternately stfike -one ‘name from the list of
"= arbitrators (the right to- strike the first name to be determined by -
" ~flipping a coin) untll one (1) nafe remains, and that person shaII
 be the arbltrator BT :

The arbltrator shall hoId a hearing on the issue, or issues' \

v submltted ‘Thie- arbitrator shall not hear witnesses without the
" presence of ‘both parties. He/she shall render a written opinion
- within 30 calendar days: followmg the close of the hearing unless

the period has been mutually extended in writing. The opinion, -
which shall be bound by the present MOU shall be -advisory only,
shall not be binding on either’ party, and shall be limited to the

-issue, or:issues, presented to the arbitrator. The oplnlon shall be
- sent’to’the City Manager or h|s/her de5|gnee with a copy to the
_ ‘employee and the Unlon ‘ T

‘Wlthln thlrty (30) calendar days foIIowmg receipt of the advnsory.

op|n|on the City Manager or hls/her deSIgnee shall advise the

: 'employee by Ietter whether or not he intends to take any further |

action regardmg the issue, or issues, referred to'in the arbitrator’s

g advrsory opinion. © A -copy of the City Manager or his/her ~

de5|gnee s Ietter W|II be sent to the employee and the Union.

Each- of the: partles mvolved shall contnbute equally to the cost of

Each party shall bear its own witness and attorney fees.
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Layoff

' ~ Policy

1.

i Defini_tion

Layoff is defined as any involunfary separatiori wherein management eliminates ,
a job. Layoff shall occur as a result of lack of work, lack of funds or ellmlnatlon‘“ '
of funds (e.g., grant fundmg)

1

_ The: City will make e.\geryeffo_rt to accommodate those employees who
. may be subject to.layoff through the process of normal attrition. In the
- event of the reduction of the work force, existing vacancies shall be used

to the maximum extent possible to relocate affected employees ‘
regardless of departmental jurISdICtIOI’I E '

. -Departments whlch anticipate a possmle reduction in staff because of
the acquisition of new equipment, change in procedures or for any
- other reason, shall. notify the Human Resources Department and the

affected employee as soon as possuble in order that appropriate

: procedures may be initiated.

.,Layoff shall be made by spe‘c‘ific- classification. (For example Civil
-Engmeers Typist Clerks, and not by cIassmcatlon series.)

Within a given cIass,-individuaIs will be Iaid off based upon seniority in

- that classification.

S The'.layoff pfiority.‘ef_erhplo_yrhenf categories shall be as follows:

a) -...Temporary or provisional employees.

b)". . Probationary, regular, part-time employees.
c) Probationary, regular, full-time employees.

-d) - - .Permanent, regular, part-time employees. 7
e)  Permanent, regular, full-time employees. (For purposes of this

policy, employees who work 30 hours: per week or more are
- defined as "full-time".) -

Employees for whom a Iaydff appears imminent shall be placed upon a
retention list for that class. All vacan;ies within that class shall be filled
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" from.the retentionlist. prior-to using the regular-eligible or rehire lists.

a)

* The conditions applying to this list shall be'as follows:

Based upon seniority in theirpresent class, employees will have

the right to transfer to any vacant posmon in the same class
wnthln their department. ' ~ '

IF 'qualified, employees- shall_ha‘\'/e"fa. right to a demotion. to -
_another classification in their own department if a vacancy exists.
R If'any ‘employees cannot - be: placed‘ “d‘nder the provisions. of
* Paragraphs “a” and “b” above, such employees may be’

considered by other departments as follows:

- (1) © The’ employee may exercise a" dlsplacement (bumping)

~right to any position within: the unit which he/she formerly

- held on a permanent basis; provided that: the positions
" .are considered ‘in reverse chronological order from last

_ held to first and the employee held the former position
R durlng hls/her present tour of contlnuous service.

(2) The employee is phy5|cally able to perform the required

- dutles

,(3)'- The position is not one of greater supervisory

‘ responsrblllty and is compensated at.arate equal toor Iess
: than the employee S present rate.

(4) -  The employee meets the minimum - quallflcatlons and
: 'phy5|cal standards of the position.

(5) Departments other than the one in whlch the particular
‘ layoff: occurred are not’ obllgated to accept the laid- off<
employee :

J‘Employees t'ra'n's'ferred to a new position in the same class shall receive
_ the same salary step and’ retam ‘the same annlversary date as in thelr
- -prewous posmon ' =

Employe,es who, ‘in order to avoid being laid off, accept voluntary
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.11,

- demotion-shall be compensated in the established salary range of the
- class into which they transfer at the step nearest to, but not greater -

than, that received in their former classification. The employee's rate of
pay shall be changed at the time that the reassignment is made or new

duties and- responsibilities are. assumed: and the employee'shall'_retain

the previous employment date for purposes of step advancement.

Employees who accept voluntary demotion shall be eligible at any time

- for reappointment to their previous classification on the basis of

seniority when openings occur in the department where the Iayoff,
occurred, provided that they are able to perform the dutres of the job.
Rejectlon of a reappointment offer shall terminate ellgrblllty for future

- consideration.

Employees who are subject to impending layoff may not be transferred

. to a vacant’ posrtlon with a higher salary range except through
~ participation in the normal examination and selection procedures as
. established by the Human Resources Department

‘ EmpIOyees who cannot be p_Ia-ced,} and must be laid-off, shall have their

names placed on-a reemployment list and shall be ,eligible as follows:

a) To compete in promotional examinations for which they are

qualified for a period of 24 months.

“b) 'fo hold' reemplbyment rights for a period of 12 months and be

eligible for any vacancies which may occur durlng this period in
the classification held by the employee in the department where
the layoff occurred, provided that the employee is able to
perform the duties of thejob.

c) ~ Employees who are laid off will be given the following

. considerations with regard to their other accumulated benefits:

- (1) Employees will not continue to accumulate any longevity-
‘ based benefit during the period that they are laid off, but
~ will retain any benefits accumulated to the date of layoff.
Employee retirement benefits cease at the time of, and

will not be paid during a layoff period. '
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12,

13.

(2)

‘(3') |
@

LBk

The employee may remain in a layoff status for a -

‘maximum- of 24 months. - If ;the‘_employee is recalled
“during this time; reinstatement will be made and all rights

and benefits will be restored as a regular employee from
the date of his/her first appointment within the period of
the most recent continuous service, with an appropriate
adjustment for the tlme that was not actually worked on *

the jOb

‘The Iald off employee will - have the option of receiving
payment for -any accumulated vacation’ wnthm the
- provisions of the respective policies, at any time during

the layoff period. _Such ‘payments will be made in one -

©osure”

Employees who clalm payment for accumulated vacatlon

_ - and/orsick leave and are subsequently recalled, will begin
Lre- accumulating the’ ‘claimed benefit(s) on the date that
- they report back to work '-

_»'Lald off employees ‘who ‘are' not recalled W|th|n the 24-
' month period will be’ completely separated from the: Clty

service' and: will automatlcally receive payment for any

- accumulated vacation -which has not been previously

cIaimed.

d Employees Ia|d off and glven an opportunlty to return to a job for

+ - which they are: “qualified Shall - be allowed a maximum of 14
- calendar ' days after such notlflcatlon to make . themselves
"avallable_ If-an employee refuses such an. opportumty to
reemployment,- the employee erI be' removed from - the .
reemploymentllst TR . '

.demotion,

Employees who: (a) may be transferred, (b) accept a voluntary
{c) ~are” reemployed by ‘the” - City, shall meet the jOb
- ‘_requlrements of the class |nto whlch they are placed .

Questions) on seniority status, WhICh affect retention and are mfluenced '
by previous reclassification actions, shall be adjudlcated by the Director
of Human Resources.
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14. The terms and - conditions of th|s layoff pollcy will not be used as a
‘substitute for dlsc1pl|nary action against any employee. ‘

C Prdcedure_ .

1. Notice: Each affected employee shall receive written notice from the
appointing authority, specifying the exact date when layoff is to be
effectlve and at least two weeks’ notice shall be glven :

a) . _The' commencing 1date of‘the reemployment rights of the
employee shall start from the effective date of layoff.

2. . Recall List: 'l'he Human Resources Department will automatically
‘ establish a recall list for a per.iod of 24 months.

- a) All departments where classmcatlons exist which are on the recall
+ list will be notified of the employee s availability. '

- b) Individuals on the recall list wil be appoi‘nted to vacancies for
. which they qualify in the department from which they were laid
-, off, so long as any person in that class is on such a list, before any
other names on any other eligible lists - promotlonal or open
competitive - are used; -

D. Severance

. Employees who are laid off will receive severance pay equal to one
month of base pay for each year of full-time employment with the City
subject to a maximum of six months’ pay. Severance payments will be
made monthly and will be discontinued should the md:vndual be re-
employed by the City.

Promotions

f Prombtiohs shall be deterrrlined’ by qualifications for the job and when qualifications are equal,

Iength of time in continuous employment with the -City. Seniority. promotional pomts on all
examinations will be eliminated for cla55|f|cat|ons in the AFSCME representatlonal unit.
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Seniority

Seniority shall be determlned by the length of time the employee has been in-his/her current
cla55|f|cat|on : ‘

' City/De'partmentiRules =

A. All employees shaII have access to City and departmental rules.

' B. , The Department shall make reasonable efforts to keep Clty/Department rules
2 current and posted. The employee shall make reasonable efforts to keep up to
date on current Clty/Department Rules S

S G AL rules affectmg labor relatlons, |nclud|ng those that are not subject to

o : negotlatlons are subject to consultation between the City. and Union. The City

, ~ shall notify the Union - of all proposed rule changes Upon receipt of such

\ e 'notlflcatlon the Union shall have five days in which-to request a meeting to.

7 discuss the rule changes ‘Every reasonable effort shall be made to have such

~consultation prior to effécting basic changes in any-rule or procedure. Nothing

herein shall be construed to limit the rlght of the Unlon to meet and confer on
mandatory subjects of bargalnlng ' : -

.- Personnel Records

. A The. Clty shall maintain one official personnel file for.each City employee. The

o employee or his/her representatlve authorized in writing shall have the right to

review and obtain copies of the contents of the employee's personnel files at

.- reasonable mtervals without loss of pay during normal business hours. Access

... to an employees records . shaII be- restricted. .to. the employee and his/her

‘rrepresentatlve, the City: Personnel Department the Clty Attorneys Office, and
management superwsory personnel havmg a busmess nece55|ty to do so.

B. No material regarding the employee S. performance or conduct shall be included
L in the employee s personnel file without prlor notice to: the employee
- .. Employees shall have thirty (30) days to submit a.reasonable amount of rebuttal
L - material for permanent attachment to. any negatlve materials entered into their

~ files. . : o : - - »

C.. An employee on revnewmg hls/her personnel flle, may request and have any -
* written warnings of reprimands.issued more than two (2) years prior removed .
from his/her personnel -file, provided there have been no subsequent
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‘disciplinary actions taken against the employee for the same or similar. offense.
 Distribution of MOU

The City shall provide a copy of this MOU to all eligible employees hired into classifications
covered by this MOU. The City shall reproduce copies equivalent to the number of employees
in the bargalnlng unit.

_ Contract Services

A ltis not the intent of the City to cause employees to lose their jObS because of a -

decision to contract work.. However if a decision is made by the City to contract -

work not now contracted, and that decision will result in a change in the work
 status of employees in.the AFSCME representatlonal unit, prior to concludmg
‘the research and analysis necessary.for the implementation of such a decision,
" _the City will meet and confer-in good falth concerning the manpower resource.
considerations involved.and recejve recommendations from the Union to reduce _
the impact upon jobs performed by unit employees. ; All such input and
recommendatlons by the Union will be given consideration before presenting a
contracting recommendatlon to the City CounCII

B. In those instances where bargaining unit work is currently being contracted, and
the City proposes to amend such contracts to include additional bargaining unit
work not currently contracted, the City and Union agree to meet and confer
over any impact that such contract amendments may have on wages, hours, and -
other terms and condltlons of employment

C. ' Further, it is agreed that when eX|st|ng contracts are presented to the City

' Council for renewal, the parties may, upon request of the Union, meet and

consult over the ongoing impact of such contracts on the bargaining unit. This-
provision. shall not apply to contracts up for automatic renewal. -

Drug and Alcohol Use

The parties, hereto, agree that the abuse of drugs or alcohol causes health and safety problems
in the work environment and that such conduct is likely to result in reduced productivity and
liability to the City. Without detractmg from the rights and obligations of the parties, the City
and Union agree to cooperate in encouraging employees affected with the condition of alcohol

- or drug abuse to undergo a program directed to the objective of their rehabllltatlon and to
take steps necessary to m|n|m|ze the |mpact of substance abuse
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‘1.

.Purp ose A

s the- purpose of this: pollcy to ellmlnate substance abuse and its
- effects in the workplace; and to- ensure that employees are in a condition

- to perform their duties safely and efficiently,.in the interests of their

fellow w'orkers and the publi(:‘as-well as themselves.

' NotW|thstand|ng any provision in thIS‘ pollcy, the parties understand that
‘ 'f'the Clty ‘may: discipline employees based/ on |ts lnvestlgatlon of
- E'mrsconduct either on duty or off duty N : :

Policy -+

tis the Cltys pollcy that employees shall not be under the influence of
or in possessmn of alcohol or drugs wh|Ie on City property, at workv
locations; while- on duty, or before reporting for duty; shall not utilize
“such substances when they have ‘a reasonable expectatlon of call-in for -
‘duty; “shall ‘not POSSESS, provrde or sell- illegal drugs to any. other

f»'employee or to'any person while on duty: nor have their ability to work _

impaired as a result of the use’ of alcohol or drugs (whether lawful or

N unlawful drugs)

While use of medlcally prescrlbed medlcatlons and drugs is-not per se a
wolatlon of ‘this policy, ‘employees must notlfy their supervrsor before

' "’-‘;beglnnlng work, when taking: medlcatlons ordrugs (mcludlng the p055|ble

. .effects of taking such- medlcatlon and drugs) which could foreseeably
.-lnterfere with the safe and effective’ performance of duties or operation
of equment In the event there is-a question regarding an employee's

ability to safely and effectlvely perform assigried duties while using such

,medlcatlons or drugs, clearance from a quallfled physrman may be
-‘reqmred A : : :

o

v-"va the Clty has a reasonable susprcron that an employee may have drugs,

alcohol or paraphernalla related to. its use on City property, the City may
search, WIthout employee consent, all areas and property in which the
City malntams control or joint control ‘with the employee, such as-desk,

file cablnets City vehicles; etc. Otherwise the City may notify the

"“-approprlate law-enforcement agency that an employee may have illegal

drugs in“his-or her’ possess1on or'in an area not jointly or fully controlled

‘by "the- City, such as lockers assrgned exclusnvely for: the employees
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personal use.

Employee's reasonably believed to be under the influence of alcohol or

drugs may be prevented from-engaging in further work and may, for
safety purposes, be provided transportation from the work site.

-The City is cornmitted to- providing reasonable opportunity for
rehabilitation for those employees whose drug or alcohol problem
. cIassrfles them as disabled under federal' and/or state law. Persons
whose use of drugs or aIcoh_oI prohibits them from performing the duties
-of their position, or whose use constitutes a direct threat to property or
the safety of others, are not considered disabled under federal or state
law. In addition, the parties acknowledge that users of unlawful drugs.
are also not considered disabled under, stateor federal law. ¢

.The City has established a voluntary: Employee Assistance Program (EAP)
_-to assist those employees who.voluntarily seek-help from alcohol-or drug

“-problems. -Employees should contact their supervisors or the City's
Wellness Coordinator in.the Human Resources Department for addltlonal -
__information. : : )
Employees who voluntarily seek treatment for substance abuse requiring
. an absence from: work -may, with department director approval, be

- allowed to use earned sick leave and/or vacation during such absence. In

. -the absence. of any pendlng disciplinary action, employees may admit to .~

‘a substance abuse problem w:thout fear of reprisal because of their -
- adm|55|on or abuse’ problem : :

A ,Agglication‘

" This policy applies to all employees of and to all applicants for positions with the

~City of Pasadena. This policy applies to alcohol and to all substances, drugs, or

.. medications, legal or illegal, which could impair -an employee’s ablllty to
effectively ; and safely perform.the functrons of the jOb

N Emplovee Res_ponsibilities '

| :I_nthe interest'of-safety a’nd ,individuavl ,re‘shnonsibility, employees should
take action they deem appropriate or report the matter to supervision
when they have knowledge of. objective evidence that other employees
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may be under the influence of drugs or aIcohoI or engaged in |Ilegal drug
related activities that impinge on their employment

a)

S

f

o8

' For purposes of thlS pollcy, the C|ty expects employees to:

*. Refrain from the use “of, possession of, |l|egal drugs or narcotlcs.
whlle on duty, or off duty,

“Not- report to work whlle their ability to. perform job duties is
g ulmpalred due to onor off duty al_cohol or drug use;
" Not possess or use alcohol ‘or impairing drugs (illegal drugs and
»?‘prescnptlon drugs’ without a"prescription) durmg working hours

or at any tlme whlle on Clty property, o

Not dlrectly or through a thlrd party seII or prov:de illegal drugs to

.any person, including -any- employee, wh|Ie either employee or
. both employees are on duty, ‘ :

- Sub‘mit immedlately to a urine, breath or blood test, or other test
‘as deemed appropriate; when ‘ordered by a supervisor or
T manager :who has reasonable suspicion that an employee s
' =|mpa|red or under the mfluence of drugs or alcohol wh||e on the

Notify' their SUpervi‘sor ‘before beginning work, when having
 consumed. alcohol or when taking -any medications or drugs,

s prescrlptlon or-non- prescrlptlon, which may mterfere with the
‘_-safe and’ effectlve performance “of’ dutles or operatlon of
. equlpment and"" : =

2 Prowde within' 24 hours of request bona fide verlflcatlon of a
- current’valid prescription for any potentially |mpa|r|ng drug or
- medication identified'when: a drug screen/test is positive. The
f--prescrlptlon must bei in the employee s hame.

' V-’Em'pl‘oyeeswho be’lljeve they-may have an alcohol or drug usage

problem are urged -to” voluntarily seek’ confidential assistance
from the Employee Assistanceé ' Program or other resources
available in the community. o
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E. Managerhe’nt Responsibilities and ,Guidelines

1.. . -Managers and supervisors are responsible for reasonable enforcement of

" this policy, and for the administration of discipline as deemed
- appropriate, consistent with the Discipline section.” °©

2. Managers and supervisors may request and, if necessary, subsequently

' order that an employee submit to a drug and/or alcohol test when a

manager or supervisor has a reasonable suspicion that an employee is

intoxicated or under the influence of drugs or alcoho! while on the job.

"Reasonable suspicion” is a belief based on objective fact sufficient to

lead a reasonably prudent person to suspect that an employee is under

the influence of drugs or alcohol so that the employee's ability to

~perform the functions of the job is impaired or so that the employee's

ablllty to perform their job safely is reduced In addition, reasonable
susp|C|on may be based on:.

"a) Possession of alcohol or drugs; or:

b) Ivnfb’rmati'o_n obtained from a' reliable person with personal

knowledge. The. supervisor shall make reasonable attempts to .

-verify. or corroborate suchi information prior to requesting or
ordering an employee to submit to a drug test.

3. If the manager or supervisor. reasonably believes that an -employee is

under the influence, the employee shall be advised of their right to

- representation. Upon the employee's request for representation, any

interrogation or testing shall cease until representation is present, unless
representatlon is not lmmedlately avallable

-4, - Any manager or supervisor requesting or ordering an employee to
submit to a drug and/or alcohol test shall document in writing the facts

constituting. reasonable - suspicion’ that the employee in question is. .

_intoxicated: or under the influence.of drugs. The manager or supervisor -

shall seek confirmation of their "reasonable suspicion" determination
through another, supervisory. management employee When possible,

the supervisor shall seek the opinion of a person:such as a police officer -
who is trained to recognize persons under the influence prior to ordering .

an employee to submit to a drug test.
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. Durin ‘Em”'loment Alcohol Dry ‘Tests‘

~ 5. Any manager ‘or 'supervisor-encountering an employee who refuses an
... -order to submiit ‘to ‘a-drug and/or’ alcohol analysis- shall remind. the
employee that failure to comply is |nsubord|nat|on constitutes a positive
test and the consequences that flow from such a test and may result-in
"dlsc1pl|nary action. - Where thére is' reasonable. suspicion that the
’ employee is under the influence of or impairment by alcohol or drugs,

the manager or supervisor' shall, for safety purposes, provide the

' employee transportatlon from the work srte to the fac1I|ty to be tested

6. Managers and superwsors shall hot - phyS|cally search the person of
- employees, nor shall they search the- personal possessrons of employees
"-wrthout the consent of the employee R

7. The City reserves the right to notify the: appropriate law enforcement
~agency: when they have reasonable suspicion : to vbelieve that an
'employee may" have “illegal -drugs in" their -possession, or when the

superwsor is “ unable' to- reasonably -control -a’ situation where the
: employee poses a potentlal I|ab|l|ty to themselves or others (

, ~thsiCal Examination and Pr0cedure T

" The urine, breath, blood; or other appropriate test may test for any substances
~which could lmparr an employee's ablllty to effectlvely ‘and safely perform the -
functions of their job, mcludmg, but not I|m|ted to, prescrlptlon medications,
alcohol, heroin, cocaine, morphlne and its - derivatives, PCP, methadone,
barbiturates, amphetamines, marijuana and other cannabinoids. Any posmve
‘ drug test shall be confirmed by a reliable test. The conflrmlng test must be at ,
" * the same or better level of accuracy as a Gas Chromatography/Mass -

Spectrometry. (GC/MS) test. Employees who are being tested shall ‘have the
o rlght to request a sample spllt for analy5|s by an mdependent laboratory ‘

>

1. A posmve result W|th conflrmat|on from a drug and/or alcohol analysis
may result in disciplinary action, up to and including dlscharge However, =
consideration may be given .to postpone, reduce or cancel pending
dlsuplmary action when an employee voluntarily obtams treatment fora-

. substance abuse problem '
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2. If the drug screen is positive, the employee must provide within 24 hours

. of request bona fide .verif-icatiOn'ofa valid current prescription for the

- drug identified in the drug screen. The .prescription must be in the

- employee's name. - If the employee does not provide acceptable

_verification of a valid prescription, or if the prescription is not in the

employee's name, or if the employee has not previously notified their

. supervisor, the employee wrll be subject to dlsupllnary action up to, and
|ncIud|ng, discharge. :

3. If an alcohol or drug test is positive for alcohol or drugs, the City shall
, lmmedlately conduct an investigation to gather all facts. Any decision to
.dISCIpIIne or dlscharge will be made at the earliest possible time and shall

be carried out in. conformance with applicable discipline procedures.

H.. Confidentiality '

~Laboratory reports or test results shall not appear in an employee's. general
personnel folder. Information -of this nature -will be contained in a separate
- confidential medical folder that will be securely kept under the control of the
Director of Human Resources. Disclosures, without patient consent, may also
occur when: (1) the information is compelled by law or by judicial or
administrative process; (2) the information has been placed at issue in a formal
dispute between the. employer and employee; (3) the information is to be used
- in admlnlsterlng an employee benefit plan; (4) the information is needed by
medical personnel for the diagnosis or treatment of the patient who is unable to
“ authorize disclosure. . '

‘ Safety Respon5|b|I|ty

.The partles hereto agree that a successful health and safety. program depends on a
cooperatlve effort among .the’ partles and the active. participation in and.support of safe-
working practices. In recogmtlon of these shared responsibilities, the parties hereto agree to
assume active roles in maintaining a V|able safety and health program; cooperate in promoting
: safety, and encourage fellow workers to observe safety rules while performing their duties. -

| 'No Smoking Policy

_ Employees will obSer\re the No_Smoking Poltcy as adopted by the Ci’ty_ﬁ '
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Transportatlon Demand Management Program (PrldeShare)

Lo .

: Umt members must part|c1pate in: the PrideShare program as. |dent|f|ed in the City’ s Personnel
Manual of Policies and Procedures. Solo drivers-are required to pay $35 per month ($17.50 per
pay perlod) Non Solo drlvers have beneflts provnded per the pollcy

" Child Care Sub5|dy Program

‘Employees holdmg classifications’ represented by the Amerlcan Federatlon of State, County and

Municipal Employees are eligible to participate in the Child Care Subsidy Program subject to
the gwdellnes and parameters establlshed by the City. Subsequent changes, if any, to the
: Program and/or beneflt Ievels may be ‘made at the dlscretlon of the City, following notice and
the opportunlty to meet and confer bemg prowded to the Union.

nght Duty Pollce Department o

A
"~ .. duty positions may be ldentlfled for persons holdlng the classification title of

At the discretion of the Police Department, a Ilmlted number of temporary light

Jailor. Light duty assignments may occur outside the Jail Section. Approved Ilght

: duty assngnments may requlre a change of work hours and/or days off.

o Employees |njured on’ duty may be a55|gned Ilght duty positions by the Police
‘ Department Employees injured off duty may request assignments to light duty

positions. Requests mvolvmg off duty injury- may be approved by the

Department in |ts dlscretlon

, : nght duty a55|gnments shall be I|m|ted to SlXty (60) calendar days No employee
' _""shall be assigned to light duty when the initial medlcal evaluatlon indicates that
'_'the employee shall ‘be off duty for more than SlXty (60) days. Short term
o ‘extensions of Ilght duty a55|gnments may be approved by the Police Department
“ when a medlcal evaluatlon indicates that an employee s return is imminent at

the end of the snxty day perlod A wornan dlsabled by pregnancy may be
entltled to Ilght duty _— o '

- ThlS prowsmn shaII apply only to Jallors in the Pollce Department
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Class B Driver’s License — Public Works.l_Vlaintenance Worker 11l

A

The parties recogni‘ze that as a condition of continued employment, all Public
Works Maintenance .Worker IIlI's must possess and maintain a valid Class B
Callfornla Driver’s License. The partles further agree as foIlows

1.

It is not the intent of the C|ty for employees to have to assume new
duties and responsibilities, as a result of the Class B license reqwrement
However, the City reserves-its right to assign work as needed, and to add

new duties, subject to its obllgatlon to _meet and confer over any
: negotlable |mpact that such deC|s|ons may have

The cost of obtaining a Class B Ilcense as well as the cost of subsequent
renewals, wnll be borne by the employee S department

The City will continue to provnde tramlng for employees prlor to testlng '
for the Class B license;

Probationary employees: will-have six (6) months from their date of hire

', to obtain the Class B license. Any permanent employee who holds the

classification title of Public Works Maintenance Worker Ill as of the date

_ of this agreement, and who does not currently poss'ess a Class B IicenSe

will have six months from the date of this agreement to obtain one,

' prowded that the City first affords the employee the necessary |n house
- training; » : : :

If a Maintenance Worker 1l who was employed as of'July 3, 2006, in a |
position that requires a Class B license provides verification of a medical
condition which prevents him/her from obtaining a Class B license,

“he/she will not be required to obtain one as a condition of continued

employment. The City reserves the rlght to requnre an employee to

"Aundergo a Department of Motor Vehicles phy5|cal examination, to
‘ _confirm that he/she is medlcally precluded from obtalnlng a Class B
' Ilcense Such exammatlons shall be at the Clty S expense

NotWIthstandlng the above paragraph, |f a Maintenance Worker ]
employed in such a posmon as of July 3, 2006, obtained a Class B license,
the employee must continue to possess the license as a condition of
employment; provided, however, if the employee becomes medically
precluded from obtaining a Class B license, the City will provide the
employee with all of his/her rights under the ADA prior to taking any
adverse employment action. '
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IN WITNESS WHEREQF, the partles hereto have caused their duly authorlzed representatlves to

execute this MOU on August 8, 2016.

N

AMERICAN FEDERATION OF STATE,
COUNTY AND MUNICIPAL EMPLOYEES‘ :

yazny D

Marchell Parker

President, Local 85 o
(74%_@%2/ %/6 ”)

Sherene Young 5
Negotiating Committee o

Andre Hunter '

. %ng Committee

Nora Jolley

Negotiating Co%% |

leeWax - '

Business Rep7entative
/4, /%-’r

Stevk ko#rb’tﬁ/

Field Director

CITY OF PASADENA
AUTHORIZED MANAGEMENT
REPRESENTATIVES

Steve Mermell
City Manager

- Jennifer Curtis

e o
Director of Human Resources

Peter J. Brown :
Liebert Cassidy Whitmore

Alex Souto o _
Principal Human Resources Analyst

Jaime Arellano

Senior Human Resources Analyst




EXHIBIT I - Salary Schedule

Classification

AFSCME
-Effective August 8, 2016

Step 1

Step 2

Step 3

Step 4

Step 5

|ASSISTANT PARTS TECHNICIAN "]°$20.5853 | $21.6617 | $22.8040 | $23.8807 .| $25.0490
AUTO SERVICE ATTENDANT ] 819.9421 | $21.0449 | $22.0426 | $23.1453 | $24.2088:
BUILDING INSPECTOR = - 1-$30.5283 | $32.4450 | $34.3620 | $36.2529 | $38.1698.
BUSINESSTAXINSPECTOR - $23.1744 | $24.5217 |. $25.7760 | $27.0435 | $28.2974
|CARPENTER - $25.4204. | $26.7701 | $28.1984 | $29.7052 | $31.1072
- |CAULKER. & REPAIR LEAD MECH $28.6892 - |  $30.2472 | $31.8340 |- $32.4485 | $34.9358
CAULKER & REPAIR MECHANIC - $26.6451 | $28.1176 | $29.4754 | $30.8905 | $32.3629.
“|CHILD CARE MONITOR. o '$10.8150 | -$11.3936 | $12.0032 | $12.6453 | $13.3219 |
CODE COMPLIANCE OFFICER = -$30.5542 | $32.4972 | $34.4271 | $36.3312 | $38.2350:
|COMMUNITY HEALTH AIDE "=~ "$17.1484 | $17.9699 | $18.7784 | $19.6130 | $20.4478
* |CUSTOMER SERVICE FIELD REP | $20.5651 | $21.7389 | $22:7689 | $23,9426 | $25.0120,
- | CUSTOMER SERVICE FIELD REP Il _ T 3209303 | $22.5341- | $24.1513 | $25.8334 | $27.4634
_|DETENTION OFFICER =~ 1°$25.5192 | $26.9497 | $28.3802 | $29.8570 | $31.3030
' |DUPLICATING MACHINE OPERATOR -.$19.1044 | $20.2912 | $21.4780 | $22.1953 | $23.8774-
ENVIRONMENTAL HEALTH TECH. . $25.5180 | $26.9996 | $28.2767 | $29.7052 | $31.1174
EQUIPMENT MECHANICI = = $23.2595 | $24.7569 | $26.1984 | $27.6537 | $29.1513
EQUIPMENT MECHANICH - - " $24.9250 |, $26.4924 | $28.0738 [ $29.6131 | $31.1946.
- [EQUIPMENT MECHANICIII -~ $26.6742 | $28.3396 | $30.0329 | $31.6843 | $33.4198
" |FACILITIES SERVICE WORKER $17.2137 | $18.3090 | $19.3524 | $20.4085 | $21.4648
GARAGE ATTENDANT - | -$14.8876 | $15.7803 | $16.6206 | $17.5132 | $18.3930:
GRAPHICS PRODUCTION TECHNICIAN ~ ]'623.0195 | $24.5063 | $25.8796 | $27.3286 | $28.7398
-[INFO TECHNOLOGY TECHN - 1 $29.0547 | 1$30.8934 | $32.7972 | $34.7923.| $36.6832:
INSTRUCTORl : - o :f»‘ S S SN RN S -511'.0099
JINSTRUCTOR Il $12.5676
|INSTRUCTOR Il $15.7130
|INSTRUCTOR IV’ o fo e b e n T o o] $20.2377
LABORER . o | $19.1176 | $20.1345 | $21.0868 | $22.0648 | $23.0819
LANDSCAPEARCHITECTURALAIDE ‘ $25.1421 | $26.5507 | $27.9982 | $29.4066 | $30.8411
LIBRARY BLDG & SECURITY AIDE $20.2261 | $21.3084 | $22.4299 [ $23.6035 | $24.6859
LICENSED VOCATIONAL NURSE $20.3825 | $21.5430 | $22.6124 | $23.7731 | $24.9467
LIGHT EQUIPMENT OPERATOR $22.1941 | $23.3424 | $24.5610 | $25.6808 | $26.8711
MACHINIST 1$26.9159 | $28.3895 [ -$29.9022 | $31.4019 | $32.8232
MAINTENANCE&CONSTRUCWORKER | $20.6955 | $21.7909 | $22.8732 | $24.0208 | $25.0901
MAINTENANCE ASSISTANT  416.0282 | $17.0084 | $17.8919 | $18.8723'| $19.7971
MAINTENANCE REPAIRER $22.3126 | $23.5384 | $24.3988 | $25.9901 | $27.2419
MASTER MECHANIC 627.4252 | $29.1187-| $30.7860 | $32.4796 | $34.2126
METER MECHANIC $23.1601 | .$24.4120 | $25.6511 | $26.9159 | $28.1156
NUTRITION AIDE -$16.1573 | $16.8745 | $17.6179 | $18.2178 |- $18.8959
PAINTER , $24.1122 | $25.4944 | $26.9159 | $28.3242 | $29.6544
PAINTER TRAINEE o | $19.2350 | $20.2651 | $21.2823 | $22.2864 | $23.2644
PARKING METER MECHANIC $23.2295 | $24.4853 | $25.7281 | $26.9964 | $28.2000
" [PARKS SERVICES SPECIALIST . 1$21.4307 | $22.5022 | $23.6274 | $24.8086 | $26.0490
PARTS TECHNICIAN $22.4758 | $23.7099 | $24.9046 | $26.1254 | $27.3596
|PLUMBER $27.6066 | $29.0564 | $30.5339 | $32.0389. | $33.5435
PRESS OPERATOR $21.3997 | $22.5733 $24.7773 | $25.9117

$23.6427




EXHIBIT | - Salary Schedule

. AFSCME

~ Effective August 8, 2016
PUBLIC WORKS MAINT WORKER | - $19.1176 | $20.1478 | $21.1388 | $22.1430 | $23.1211
- |PUBLIC WORKS MAINT WORKER Il $20.9705 .| $22.0942 | $23.1785 | $24.2761 | $25.4389
- |PUBLIC WORKS MAINT WORKER IlI  $24.5033 | $25.7945 | $27.1377 | $28.4285 | $29.7458
RECREATION FACILITIES ASSISTANT - $14.8447 | $15.5869 | $16.3664 | $17.1848 | $18.0437
. [RECREATION LEADER 1liB . | $12.4507 | $12.6496 | $12.8522 | $13.0580 | $13.2788
RECREATION SERVICES SPECIALIST $21.4307 | $22.5022 | $23.6274 | $24.8086 | $26.0490 -
ROSARIAN $20.9303 | $22.0519 | $23.1341.( $24.2294 | $25.3900
SECURITY RANGER |.$23.2907 .| $25.1554 | $26.3812 | $27.6201 | .$29.0936
|SENIOR BUILDING INSPECTOR - $34.8183 | $36.9703 | $39.1087 | $41.3519 | $43.5557
" |SENIOR CARPENTER : $26.6783 | $28.3948 | $29.9935.[ $31.7362 | $33.3873
[SENIOR CODE COMPLIANCE OFFICER $34.8183. | $36.9703 | $39.1219 | $41.3909 | $43.5427 .
- [SENIOR COMMUNITY HEALTH AIDE _ $19.6913- | $20.7997 | $21.8039. | -$22.9645 | $24.0471
_|SENIOR NUTRITION AIDE $18.1264 | $18.9480 | $19.8087 | $20.6693 | $21.5563 "
|SENIOR PAINTER . $26.3161 | $27.9331 | $29.5633 | $31.2714 | $32.9016
SENIOR PLUMBER =~ $28.3042 | $30.0141 | $31.8062 | $33.5435 | '$35.3493
SENIOR PRESS OPERATOR ~ 1 $23.6689 | -$25.0380 | $26.3943 | $27.6982 | $29.0674
[SENIOR PUB HLTH LAB TECH $21.0606 | $22.3648 | $23.6427 | $24.9857 | $26.3291
. |SENIOR STOREKEEPER $22.1430 | $23.3165 | $24.5296 |-$25.7945. | $26.9419
SENIOR UTILITY SERVICES PLANNER $29.6430 | $31.3139 | $32.9547 .| $34.5362 | $36.2072:
i SENIORWATERQUALITYLABTECH '$22.7038 | $24.1122 | $25.5206 | $26.9419 | $28.3895
STOREKEEPER . 1$22.0100 | $23.2004 | $24.3626 | $25.5531 | $26.7436
TIRE REPAIR ATTENDANT $21.1105 | $22.2789 | $23.4080 | $24.5633 | $25.6135
UTILITY SERVICES PLANNER - $24.4511 | $25.8334 | $27.1506 | $28.5069 | $29.8239
|WAREHOUSE WORKER '$20.5643 | $21.6698 | $22.7185 | $23.7389 | $24.7738
WATER SYSTEM OPERATOR $27.0182 | $28.5137 | $29.9348 | $31.4449 | $32.9105
WATER TROUBLESHOOTER $25.4888 | $26.8991 | $28.2421 | $29.6654 | $31.0485 .
: [WORK EXPERIENCE AIDE - '$10.8150 | $11.3828 | $11.9804 | $12.6094 | $13.2713




- 'EXHIBIT I - Salary Schedule

* AFSCME.

$24.2338

Effective June 26, 2017 -
- |ASSISTANT PARTS TECHNICIAN -l 621.0999 - $22.2033 | $23.3741 | $24.4777 | $25.6752 |
'_AUTOSERVICEA'I'I'ENDANT 7$20.4407 | $21.5710 | $22.5937. | $23.7240-| $24.8140 |
“|BUILDING INSPECTOR $31.2915 | $33.2561 | $35.2211-| $37.1592 | $39.1241
BUSINESSTAXINSPECTOR '$23.7537. | $25.1348 | $26.4204 | $27.7196 | $29.0048
CARPENTER $26.0559 | $27.4394 | $28.9034 | $30.4478 | $31.8849 |
CAULKER & REPAIR LEAD MECH $29.4064 | $31.0034. | $32:6299 |-$33.2597 | $35.8092 .
|CAULKER & REPAIR MECHANIC | -$27.3112° | $28.8205 | $30.2123 | $31.6628 | $33.1720
. |CHILD CARE MONITOR c $11.0854 | $11.6784 | $12.3032 | $12.9615 | $13.6549
 |CODE COMPLIANCE OFFICER " - $31.3181 | $33.3097. | $35.2878 | $37.2395 [ $39.1909
COMMUNITY HEALTHAIDE "' - - = - $17.5771 - [ '$18.4191 | $19.2479 | $20.1033 | $20.9590
 [CUSTOMER SERVICE.FIELD REP | | $21.0792 | $22.2823 | '$23.3381. | $24.5411 | $25.6373
"_,CUSTOMERSERVICE FIELD REP Il | ¢21.4536 | $23.0975 | $24.7551 | $26.4793 | $28.1500
-|DETENTION OFFICER - . - $26.1572 | $27.6235 | $29.0897 . | $30.6034 | $32.0856
. [DUPLICATING MACHINE OPERATOR © U -]+$19.5821 | $20.7985 | $22.0149 | $22.7501 | $24.4743
ENVIRONMENTAL HEALTHTECH -~ | $26.1560 | .$27.6746 | $28.9836 | $30.4478 | $31.8954
|EQUIPMENT MECHANICT =~ 1$23.8409 | $25.3758 | $26.8533 | $28.3451 | $29.8800
EQUIPMENT MECHANICH ~ . | $25.5481 | $27.1547 | $28.7756. | $30.3534 |- $31.9744.
EQUIPMENT MECHANIC IlI , |- $27.3411 7| $29.0481 | $30.7838 | $32.4765 | $34.2553
o FAC'ILITIESSERVICEWORKER‘ o $17.6440° | $18.7667 | $19.8362 | $20.9187 | $22.0014
" |GARAGE ATTENDANT | $15.2598 | $16.1748 | $17.0361 | '$17.9510 [ $18.8528 |
- |GRAPHICS PRODUCTIONTECHNICIAN . 1$23.5950 ‘| $25.1189 | $26.5266 | $28.0118 | $29.4583
' INFOTECHNOLOGYTECHN n- -1 $29.7810 | $31.6657 | $33.6171 | $35.6621 | $37.6003
INSTRUCTORI.  ~ ' T e e [ | $11.2851
~[INSTRUCTORNI - - - $12.8818
INSTRUCTOR Il - $16.1058 | .
INSTRUCTOR IV - e e p St e ] 82007437 |
LABORER . R 1 $19.5956 | $20.6379 | .$21.6139 |:$22.6164 | $23.6589
, LANDSCAPEARCHITECTURALAIDE $25.7706 | $27.2145 | $28.6981 | $30.1418 | $31.6121
" |LIBRARY BLDG & SECURITY AIDE $20.7318 | $21.8411 | $22.9906 | $24.1936 | $25.3031
 |LICENSED VOCATIONAL NURSE $20.8920 |- $22.0815 | $23.1777 | $24.3674 | $25.5704
LIGHT EQUIPMENT OPERATOR . -_ $22.7490 | $23.9259. | $25.1750.| $26.3228 | $27.5428
MACHINIST - $27.5888 | $29.0992 | $30.6498 | $32.1870 | $33.6438
MAINTENANCE&CONSTRUCWORKER $21.2129 | $22.3357 | $23.4450 | $24.6214 | $25.7173
- IMAINTENANCE ASSISTANT $16.4289 | $17.4336 | $18.3392 | $19.3441 | $20.2920
MAINTENANCE REPAIRER | $22.8704 .| $24.1268 | $25.0088 | $26.6398 | $27.9229 |
MASTER MECHANIC  $28.1108 | $29.8467 | $31.5556 | $33.2916 | $35.0679
METER MECHANIC $23.7391 | $25.0223 | $26.2924 | $27.5888 | $28.8185
NUTRITION AIDE $16.5612 | $17.2964 | $18.0584 | $18.6733 | $19.3683
PAINTER ) $24.7150 | $26.1317 | $27.5888 | $29.0323 | $30.3958
- [PAINTER TRAINEE $19.7159 | $20.7718 | $21.8143 | $22.8436 | $23.8460 |
PARKING METER MECHANIC - $23.8102 | $25.0974 | $26.3713 | $27.6713 | $28.9050
~ |PARKS SERVICES SPECIALIST - $21.9665 | '$23.0648 | $24.2181 | $25.4288 | $26.7002
PARTS TECHNICIAN - ' . $23.0377 | $24.3026 | $25.5272 | $26.7786 | $28.0436
PLUMBER - ) - $28.2967 | $29.7828 | $31.2973 | $32.8398 | $34.3821
PRESS OPERATOR ’ 1$21.9347 | $23.1376 $25.3967

$26.5595




EXHIBIT | - Salary Schedule

Classification

~

AFSCME
_ Effective June 26, 2017 X

Step 1 Step 2 Step 3 Step 4 Step 5

|[PUBLIC WORKS MAINT WORKER | 1 $19.5956 | $20.6515 | $21.6673 | $22.6966 | $23.6992

- |PUBLIC WORKS MAINT WORKER Il '$21.4948 | $22.6466 | $23.7580 | $24.8830 .| $26.0749
PUBLIC WORKS MAINT WORKER lil | $25.1159 | $26.4394 | $27.8162 | $29.1392 | $30.4894
RECREATION FACILITIES ASSISTANT $15.2158 | $15.9766 | $16.7756 | -$17.6144 |- $18.4948
|RECREATION LEADER 11IB $12.7620 | $12.9659 | $13.1735 | $13.3845 | :$13.6107
RECREATION SERVICES SPECIALIST $21.9665 | $23.0648 | $24.2181.| $25.4288 | $26.7002°
ROSARIAN - - -.$21.4536 | $22.6032 | $23.7125 | $24.8351 | $26.0248
SECURITY RANGER- $23.8729 .| $25.7843 | $27.0407 | $28.3106 | $29.8209.
SENIOR BUILDINGlNSPECTOR - $35.6888 | $37.8946 | $40.0864 | $42.3857 | $44.6446
SENIOR CARPENTER . \ $27.3453 | $29.1047 | $30.7433 | $32.5296 | $34.2220
SENIOR CODE COMPLIANCE OFFICER | | $35.6888 | $37.8946 | $40.0999 | $42.4256 | $44.6313

~ |[SENIOR COMMUNITY HEALTH AIDE- $20.1836 | $21.3197 | $22.3490 | $23.5386. | $24.6483
SENIOR NUTRITION AIDE $18.5795 | $19.4217 | $20.3039 | $21.1861 | $22.0952
SENIOR PAINTER 0 $26.9740 | $28.6314 | $30.3023 | $32.0532- | $33.7241
SENIOR PLUMBER - $29.0118 | $30.7644 | $32.6013 | $34.3821 | $36.2330
_|SENIOR PRESS OPERATOR _ $24.2606 | $25.6639 | $27.0541 | $28.3907 | $29.7941
SENIORPUB HLTH LABTECH - :$21.5871 | $22.9239 | $24.2338 ‘| $25.6104 | $26.9873.
SENIOR STOREKEEPER - $22.6966 | $23.8994 | $25.1428 | $26.4394 | $27.6155
SENIOR UTILITY SERVICES PLANNER ° $30.3841 | $32.0967 | $33.7786 | $35.3996 | $37.1124
{SENIOR WATER QUALITY LABTECH | '$23.2714 | $24.7150 | $26.1586 | $27.6155 | $29.0992

' |STOREKEEPER 3 , $22.5602 | $23.7805 | $24.9717 | $26.1919 | $27.4122
TIRE REPAIR ATTENDANT $21.6382 | $22.8359 | $23.9932 | $25.1774 | $26.2539.

- |UTILITY SERVICES PLANNER -~ $25.0623 | $26.4793 | $27.8294 | $29.2196 | $30.5695 |
WAREHOUSE WORKER $21.0784 | $22.2115 | $23.2865 | $24.3324 | $25.3931 |

" |WATER SYSTEM OPERATOR $27.6937 | $29.2265 | $30.6832 | $32.2310 | $33.7332
WATER TROUBLESHOOTER . $26.1260 | $27.5715 | $28.9481 | $30.4071 | $31.8247 |
WORK EXPERIENCE AIDE - | $11.0854 | $11.6674 | $12.2799 |. $12.9246. | $13.6031




