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SECTION 1

AGREEMENT

1.1. This Agreement is made and entered into by and between the County of Amador, California, hereinafter
referred to as the "County", and the General Employees Representation Unit of the Service Employees
International Union Local 1021, hereinafter referred to as the "Union".

1.2. This Agreement was reached pursuant to, and in accordance with, the provisions of California Government
Code §3500-3510.

1.3. The following appendices, attached hereto, are incotporated herein by reference as a part of this
Agreement:

Appendix A:  Definitions
Appendix B:  Classifications and Wages
Appendix C:  Merit System Positions

1.4. Except as otherwise provided herein, this Agreement shall be binding upon the County and the Union, or
its successors, for the period from October 1, 2017 or the date of its ratification and adoption by the Board of
Supervisors, whichever is later, through September 30, 2019; but for any petiod subsequent to September 30, 2019,
all matters within the scope of representation, as defined by California Government Code §3504, or its successors,
shall be subject to renegotiation by the County and the Union in accordance with the provisions of this Agreement,
and of California Government Code §3500-3510, or its successors.

1.5. All rights, privileges, powers, and authority stipulated by state and/or federal law shall be adhered to by the
County and the Union until such time as those rights, privileges, powers, and authority are changed by state and/or
federal law.
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SECTION 2

EFFECT OF AGREEMENT

2.1 The provisions of this Agreement shall prevail over County policies, practices, procedures, and resolutions
to the extent inconsistent herewith and over state law to the extent permitted by state law.

2.2.  Except as provided in Sections 5 and 6 below, the County shall have the right to adopt, eliminate, or revise
any County policies, practices, procedures, or resolutions, so long as they are not inconsistent with the specific terms
of this Agreement, provided it does not involve a matter which is subject to required negotiations under the Meyers-
Milias-Brown Act.

2.3.  Certain positions of County employment within the Department of Social Services are required by State
Law to be covered by the Merit System Personnel Standards of the State Personnel Board, which are set forth in
Title 2, Division 5 of the California Code of Regulations. Some Sections within this Agreement, including but not
necessatily limited to Section 17 Seniority/Layoffs/Recall and Section 18 Disciplinary Actions, contain provisions
that may directly conflict with the Merit System Personnel Standards. To the extent any provisions of this
Agreement are directly in conflict with the Merit System Personnel Standards, the Metit System Personnel Standards
shall supersede and take precedence over those provisions. The positions subject to the Merit System Personnel
Standatds are set forth in Appendix C.
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SECTION 3

WAIVER OR BREACH OF AGREEMENT

3.1, Waiver or breach of any provision of this Agreement shall not constitute any future waiver or breach of this
Agreement.
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SECTION 4

EMBODIMENT

4.1.  This Agreement sets forth the full and complete Agreement between the County and the Union on all
subjects contained herein and shall supersede all prior formal or informal agreements, memoranda of understanding,
policies, practices, procedures, ot resolutions thereon.

4.2, There are no valid or binding representations, inducements, promises, or agreements, oral, or otherwise,
between the County and the Union, except those embodied herein.
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SECTION 5

SEVERABILITY

5.1, If, during the term of this Agreement, there exists any applicable law, rule, regulation, or order issued by
governmental authority other than the County which shall render invalid, ot restrain compliance with, or
enforcement of, any provision of this Agreement, such provision shall be immediately suspended and be of no
effect hereunder so long as such law, rule, regulation, or order shall remain in effect. Such invalidation of a
provision of this Agreement shall not invalidate any remaining provisions, which shall continue in full force and
effect.

5.2.  In the event of such severance of a provision of this Agteement, the County and the Union shall, within
thirty (30) days of a request by either party, recommence meeting and negotiating upon a replacement, if any, for
such severed provision.
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SECTION 6

WAIVER OF NEGOTTATIONS

6.1 Except as otherwise provided by Sections 1.4, 2.2, 5, 29, and 30 of this Agreement, the County and the
Union, ot its successors, expressly waive and relinquishes the right, during the term of this Agreement, to meet and
negotiate further with respect to any subject within the scope of representation, as defined by California
Government Code §3504, or its successots, whether or not any such subject is covered by this Agreement, and
whether or not any such subject was negotiated, or was within the contemplation or knowledge, of either the
County or the Union duting negotiations leading to this Agreement; provided, however, that such waiver of
negotiations shall not be construed to apply to any classes which are not listed in Appendix B, and which may be
added to this employee representation unit, or its successor. No provision of this, or any other Section, shall
preclude negotiations on any subject during the term of the Agreement if the County and the Union mutually agree
to negotiate any provision hereof. If the County proposes to change anything which is subject to meeting and
conferring under the law duting the term of this Agreement, the County will notify the Union and will negotiate on
that specific issue, if requested to do so.

11
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SECTION 7

NONDISCRIMINATION

7.1 The provisions of this Agreement shall be applied, subject to state and/or federal law, without
discrimination because of mental, physical or sensory handicap, age, sex, sexual orientation, marital status, race,
color, national origin, creed, religion, political affiliation, union activity, or membership or non-membership in any
employee organization.

7.2.  The County and the Union shall share jointly in the responsibility for application of Section 7.1,

HARASSMENT

7.3.  Harassment may be summarized as follows: Harassment consists of any unwelcome verbal or physical
conduct directed toward an employee or member of the public doing business with the County, or an employee's
participation in creating a hostile work environment. It is described in full in the Amador County Policies &
Procedures Manual, which is available in each County department. This policy will be made available to all
employees when employment starts. The County policy will also be made available when changes occur in state or
federal law. Harassment is cause for disciplinary action as set forth in Section 18. Courtesy, consideration for
others, and acknowledgment that the workplace is for working are the collective basis for avoiding harassment.

12
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SECTION 8

COUNTY RIGHTS

8.1 The County retains to itself solely, exclusively, and without limitation, all rights, privileges, powers, and
authority conferred upon the County by law, except as such rights, privileges, powers, and authority are expressly
abridged by this Agreement. Such rights, privileges, powers, and authority shall include, but shall in no way be
limited to, the following:

A

B.

The right to manage the County generally and to determine all issues of policy.

The right to determine the extent, necessity, and organization of all County setvices, operations,
and functions.

The right to expand, reduce, ot discontinue any County service, operation, or function.

The right to determine and/or change the nature, manner, and means of all County services,
operations, and functions, including, but in no way limited to, the financing, facilities, locations,
equipment, and technology of such services, operations, and functions.

The right to determine and/or change the financing, facilities, locations, equipment, methods,
means, technology, organizational structures, and numbers and composition of the County's work
force.

The right to determine, change, allocate, assign, issue, schedule, and withdraw all equipment by
which County setvices, operations, and functions are to be conducted.

The right to allocate, assign, establish, and schedule all work by which County services, operations,
and functions are to be conducted as long as work assignments are related to the affected
employee’s classification descriptions.

The tight to utilize volunteers or inmate workers. No employee shall be required to transpott ot
monitor inmate workers unless said duty is set forth in the employee’s job description at the time
of hire or as amended with consent of the affected employee and Union. Inmate workers shall be
selected in accordance with the Amador County Shetiff’s Depattment Inmate Workers Policy.
Further, no employee shall be required to supetvise or monitor said inmate workers as inmates but
may be required to direct inmate workers as to how to perform work for the County at the
employee’s job site. No employee shall be responsible for an inmate worker’s conduct,
whereabouts, productivity or responsiveness to instructions provided by the employee. Any inmate
harassing an employee shall be immediately removed upon an employee’s request.

The right of participation in mutual aid agreements and/or pacts.
The right to contract ot subcontract any services, operations, or functions.
The right to lay off employees for non-disciplinary reasons.

The right to discipline employees for just and sufficient cause.
13



M. The right to recruit, examine, hire, classify, reclassify, promote, train, transfer, assign, appraise, and
retain employees. Employee rights relevant to reclassifications ate set forth in Section 25.1. hereof.
Employee rights relevant to temporaty assignments to a higher class are set forth in Section 25.4.
hereof.

N. The right to determine and/or change class specifications and to classify or reclassify employees in
accordance with class specifications. This includes the right to hire any new employee at any step
in any applicable classification. The recognition of this right does not alter its status as a
management right not subject to the meet and confer process.

0. The right to determine, and/or change, productivity, petformance, programs, and standards,
including, but in no way limited to, the quality and quantity of wotk to be petformed by employees.

P. The right to maintain order and efficiency at all County facilities and operations.

Q. The right to determine, change, promulgate, and enforce rules and regulations to promote the
safety and health of employees and\or the public.

R. The right to determine, and/or change, policies, practices, procedutes, and standards for the hiring,
promotion, and/or training of employees.

S. The right to restrict the activities of employee organizations on County propetty and/or County
time.
T. The right to take all lawful steps to carry out or protect any County setvice, opetation, function,

equipment, facility, or employee or member of the public during any work stoppage, strike, work
slowdown, or other job action against the County by its employees, or during any bona fide
emetgency.

0 The right to adopt, eliminate, or revise all County policies, practices, procedures, resolutions, or
ordinances which are not in conflict with a specific provision of this Agreement.

Call-Offs

8.2. The County may direct an employee to leave his/her wotksite if there is insufficient work for said employee
to do. Said employee shall not receive any pay, but shall receive other benefits for the time after which he/she has
been directed to leave.

8.3, Call-offs shall be voluntary, or, if necessaty, in order of inverse seniority within the classification in which
there is insufficient work.

8.4.  Any employee called off pursuant to this Section may designate said call-off time as vacation leave, holiday
leave, or compensatory time off (CTO) to the extent said employee has accrued said leave ot compensatory time off

(CTO) in order to make up a full work day.

8.5.  An employee called off after reporting to work without first having received notice of being called off for
work that day as set forth in Section 23.14., et seq., shall receive a minimum of two (2) hours pay for that day.

14
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SECTION 9

EMPLOYEE RIGHTS

Representation

9.1. Employees of the County shall have the right to form, join, and participate in the activities of employee
otganizations of their own choosing. Employees shall also have the right to refuse to join, or participate, in the
activities of employee organizations.

9.2.  Nothing in this Agreement shall prohibit any employee from representing him/herself individually, or from
appearing in his/her own behalf in his/her employment relations with the County.

Personnel Files

9.3. Any employee shall have the right, upon request, to inspect and copy all material in his/her personnel file,
with the exception of material which the County is permitted, or required by law, to withhold from the employee.

9.4,  Such request, inspection, and copying shall be made at a time when the employee is not required to be on
duty.
9.5.  Any employee shall have the right to attach to any material in his/her personnel file, in accordance with this

Section, his/het comments thereon.
9.6.  Such attachment shall be made at a time when the employee is not required to be on duty.

9.7. At the time of such attachment to his/her personnel file, the employee and the person causing the entry
into the employee's personnel file, of the material to which such attachment is made, shall affix to such attachment
their signatures and the date of attachment.

9.8. If the person causing the entry of the matetial to which such attachment is made is not available at the time
such attachment is made, the Human Resources Director shall sign and date such attachment in his/her stead.

9.9  An employee may request removal of a letter of reptimand from his or her personnel file. Such
request shall be submitted in writing by the employee to the Human Resources Director. The letter shall
be temoved from the employee’s personnel file if no disciplinary action has been taken against the
employee in the two yeats since the letter to be removed was issued.
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SECTION 10

RECOGNITION

10.1.  The County hereby reaffirms its exclusive recognition of the Union as the exclusive representative of all
employees in the General Employees Representation Unit established by Resolution 6058, which includes clerical,
technical, professional, blue collar, and supervisory employees.

10.2.  The Union, in turn, recognizes the persons designated by the Board of Supetvisors to represent the County
in the negotiation of this Agreement and agrees that all negotiations leading to the ratification and implementation
of this Agreement, along with all amendments and successors thereto, shall be conducted exclusively with the
persons so designated.

10.3.  All newly created positions assigned to the General Employees Representation Unit, represented by the

Union, shall be assigned to such representation unit in accordance with the provisions of Section 17(g) of
Resolution 5369, or its successors.

16
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SECTION 11

UNION RIGHTS

Negotiating Representatives

11.1.  The County shall allow a teasonable number of representatives designated by the Union and reasonable
time off work, which shall not exceed a total of one hundred sixty-six (166) hours, without loss of pay or benefits.
Such time off work shall be for formal negotiations with the County for purposes of reaching a successor to this
Agreement on wages, hours, and other terms and conditions of employment.

Notice of Intent to Open Negotiations

112, At least sixty (60) days prior to the expiration of the Agreement, or as set forth in Sections 24, the Union
shall notify the Human Resources Ditector, in writing, of the names of the representatives designated by the Union
to negotiate with the County in accordance with Sections 11.1 and 29 of this Agreement. ‘L'he Union shall notify the
Human Resources Director, in writing, of the name of the newly designated representative not less than one (1)
week prior to the time such representative is to commence meeting and negotiating with the County.

Agency Shop

11.3.  For the term of this Agreement, all employees in the bargaining unit represented by the Union shall be
required, as a condition of continued employment, either to join the Union or to pay the Union a service fee in an
amount not to exceed the standard initiation fee, periodic dues, and general assessments of the Union. This
requirement shall not apply to any employee who is a member of a bona fide religion, body, or sect which has
historically held conscientious objections to joining or financially supporting public employee organizations. Such
individuals shall not be required to join or financially support the Union as a condition of employment, but will be
required, in lieu of periodic dues, initiation fees, or agency shop fees, to contribute to a non-religious, non-labor,
charitable fund which is mutually acceptable to the Union and the employee, and is exempt from taxation under
Section 501(c)(3) of the Internal Revenue Code. The Union shall indemnify and hold the County harmless from any
loss, claim, liability or expense (including without limitation the County’s attorneys’ fees and costs) arising from ot
related in any manner to the payment of service fees and costs or any other terms of this Agency Shop provision. It
is also agreed that neither any employee nor the Union shall have any claim against the County for any deduction
made or not made, unless a written claim of error is submitted to the County Auditor within thirty (30) calendar
days after the date such deduction was or should have been made.

11.4.  Proof of such payments shall be made on a monthly basis to the employer as a condition of continued
exemption from the requitement of financial support to the Union, and the employer will, upon request of the
Union, demonstrate such continued payment.

11.5.  The service fee payment will be used by the Union for purposes of collective bargaining, contract
administration, and pursuing matters affecting wages, hours, and other terms and conditions of employment.

11.6. It shall be the employer’s responsibility, once notified by the Union of the amount of the service fee as
determined by the Union, to provide the Union with a list of all persons in the bargaining unit, and their addresses
in order that the Union can notify such individuals of their obligations under this Agreement, and pursuant to
Government Code Section 3502.5. Thereafter, service fees from non-members shall be collected by payroll
deductions and distributed to the Union on a monthly basis. The Union will be notified no later than thirty (30)
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days after the event of any additions or deletions of the names of persons as employees in the bargaining unit to
whom this provision is applicable.

11.7.  As curtently required by Government Code Section 3502.5(d), the Union shall keep an adequate itemized
tecord of its financial transactions and shall make available annually to the County and to all members of the
bargaining unit, within sixty (60) days after the end of the Union’s fiscal year, a detailed written financial report
thereof in the form of a balance sheet and an operating statement, certified as to accuracy by the Union President
and Treasurer, or corresponding principal officer, or by a certified public accountant. If the Union is required to file
financial reports under the Labor-Management Disclosure Act of 1959 covering employees in the bargaining unit, or
is required to file financial reports pursuant to Government Code Section 3546.5, it may satisfy the financial
reporting requirements of this Section by providing the County with a copy of such financial reports. In the event
that case law, or subsequent legislation, amends these requirements, this Section shall be deemed amended to
conform thereto.

Other Union Rights
11.8.  The Union shall have the following additional rights:

A. Union Access. Access, at times which do not interfere with County operations, to areas, except
restricted areas, in which County employees work.

B. Use of Facilities. Use, without charge, of County buildings at reasonable times for Union matters.
With the exception of normal wear and tear, the Union shall be responsible for any damage to
County property caused by such use.

& Union Bulletin Boards. Use, without charge, of reasonable space on any County bulletin boards.

D. Union Communications. Use, without charge, of any County interoffice communications systems
for transmission of information concerning Union matters. Such use shall not extend to the use of
the U.S. Mail or to the making of long distance telephone calls at County expense.

E. Access to Information. Review, at reasonable times, of any public material in the possession of
the County.

Union Stewards
11.9.  The following shall apply to Union Stewards.

A. The Union shall have the right to elect stewards whose putpose is to avoid and/ot solve employee-
related difficulties prior to those issues escalating into grievance situations.

B. The Union Stewards will perform their duties according to the following guidelines:

Step #1: Initial contacts from fellow employees may take place on work time if brief in nature and
will be kept short. This time is not tracked as release time or time off from work.

Step #2: Union Stewards will seek to set an appointment to discuss the situation with the employee
who made the initial contact during non-work houts.

Step #3: If necessary and appropriate, the Union Steward will attend formal meetings with the
impacted parties to resolve the difficulty. This meeting time is tracked as release time. The Chief
Steward will track release time and report used time to the Human Resources Director.
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Step #4: Union stewards will be strongly encouraged to attend monthly Labor-Management
Meetings. The Union will inform the Human Resources Director of the names of the stewards,
their primary area of representation, and any changes in those names before the steward will be
allowed any release time.

C. The Union shall have the right to elect up to ten (10) stewards who will be given time off without
loss of pay or benefits to attend formal meetings such as those identified in Step #3 or hearings
held pursuant to Sections 18 or 19 as limited by this section. Such time off will be scheduled with
the steward’s immediate supervisor and shall not unduly disrupt the work of any employee.

D. Except for evidentiary hearings which are the final step in Sections 18 and 19 proceedings
(“evidentiary hearings”), an employee may be represented at any meeting held pursuant to said
sections by either one steward, one Union representative, or one attorney. The foregoing
notwithstanding, one steward may attend or tepresent an employee at an evidentiary hearing along
with one ot more Union representatives or attorneys.

E. Training for the position of Union Stewards will be handled by the Union.

F. The paid County time for formal meetings for Union Stewards shall be a maximum of 40 houts for
all stewards as a group for each year of the Agreement (October 1 to September 30) and shall be
with the approval of their Department Heads as to scheduling. The stewards’ bank of hours shall
be jointly administered by the Chief Steward representative and the Human Resources Director.

Cope Deductions

11.10. Employees may voluntarily elect to have contributions deducted from their paychecks for SEIU Local
1021’s COPE fund. Such deductions shall commence with the pay period beginning after the Auditor’s receipt of
the employee’s written authotization for the deduction. Deductions shall continue until the employee revokes the
authotization by written notice to the Auditor. The County shall transmit the amounts deducted once per month in
a check separate from Union dues. Increases or decreases in the monthly amount of the deduction may be made no
more than once every six months unless the employee elects to terminate deductions. In such latter case, if the
employee desires to resume COPE deductions, he or she may do so after six months have elapsed since the date on
which the deduction was last made. This provision only requites the County to deduct the entire amount
authorized. Partial deductions will not be taken, except that the County may elect to spread the deductions over
more than one pay petiod in the month of the deduction if it deems such administratively preferable. This
provision does not require the County to retroactively deduct authorized amounts if, at the time the deduction is
due, the employee’s pay is insufficient to cover the COPE deduction after all other deductions ate made.
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SECTION 12

CONCERTED ACTIVITIES

12.1.  The Union and the County agree that there shall be no strike, work stoppage, work slowdown, job action,
picketing, or other refusal or failure by employees of the County to fully and faithfully perform their job functions
and responsibilities, nor shall there be any other interference of a similar, or related nature, with the operation of the
County by the Union, or by its officers, agents, or members during the term of this Agreement, including Union
compliance with the request of another employee organization to engage in such activity.

12.2.  The Union recognizes the duty and obligation of its officers and agents to comply with the provisions of
this Agreement and to make every effort to induce all employees to comply with provisions of this Agreement. In
the event of a strike, work stoppage, work slowdown, job action, picketing, or other refusal or failure by employees
of the County to fully and faithfully perform theit job functions and responsibilities, or other interference with the
operation of the County by employees who are represented by the Union, the Union agrees in good faith to take all
necessary steps to cause those employees to cease such action.

12.3.  As a condition of continued employment, all employees shall be responsible for adhering to the provisions
of this Section. Accordingly, violation of any provisions of this Section by an employee shall constitute just cause
for disciplinary action against the employee by the County.

12.4.  The above provision of this Section notwithstanding, the County does not waive and expressly retains any

and all legal and equitable remedies which the County may have against the Union and its officers, agents, or
members, or which the County may have against any employee who is represented by the Union.
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SECTION 13

SAFETY CONDITIONS

13.1.  The County and the Union agree that the need for safe working conditions shall be of importance.

Safety Equipment

13.2.  With the exception of items of personal clothing, the County agrees to provide such health and safety
equipment as may be required by the County, or by federal, and/or state law, rule, regulation, or order.

13.3.  Employees shall use the safety and health equipment provided by the County. Alternate safety and health
equipment furnished by employees must meet State Division of Occupational Safety and Health (OSHA), or
Ametican National Standards Institute (ANSI) safety requirements, and approved in advance of its use by the
management employee who is the Agency/Department Head, or his /her designee, for an employee requesting the
use of alternate equipment. The employee shall be responsible for returning County-owned safety and health
equipment to the issuing department upon termination, or upon the request of any of the employee's supervisors.

Work-Related Injury or Illness

13.4.  If an employee is injured on the job, he/she should repott the injury immediately to his/her supervisor.
Injured employees have the right to see a physician of their choice for diagnosis and treatment, if a physician has
been pre-designated. If the injuty or illness is NOT a medical emergency, the supetvisor and employee shall, prior
to the end of the employee’s shift, contact the County designated provider to report the injury. If the injury is a
medical emergency, call 9-1-1 to provide immediate medical assistance, then call the County designated provider to
report the injury. The Supetvisor may call the injury in independently if the employee is not able to participate. For
further information on Injured Employee Protocol, refer to the Amador County Policies & Procedures Manual, which is
available in each County department ot online on the County’s internal website.

Unsafe Equipment/Conditions

13.5. As soon as practicable, an employee shall notify his/her immediate supervisor, and/or the Department
Safety Officer, and the Department Head about any unsafe equipment or unsafe working condition. The immediate
supervisor shall investigate, or cause to be investigated, reports of unsafe equipment, or unsafe working conditions,
and shall advise the affected employees of any cotrective actions to be taken. If the employee still believes that the
situation is unsafe, the matter shall be referred to the Risk Manager as soon as possible by the supervisor. The
employee will not be required to work with the alleged unsafe equipment or unsafe working condition until a
decision has been rendered by the immediate supetvisor or the Risk Manager, if the matter has been referred to the
Risk Manager. If the Risk Manager is not available on a timely basis, the Agency/Department Head, or his/her
designee, shall investigate the matter and make the decision for the Risk Manager.

Right to Refuse Unsafe Work

13.6.  No employee shall be disciplined for having refused to work with equipment, or under conditions that they
believe are unsafe, provided they do not continue to refuse to perform the work once an authorized representative
of the State Division of Occupational Safety and Health (OSHA), or the Risk Manager, ot his/het designee, have
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determined the situation to be safe. An employee who unreasonably refuses to perform work is subject to
discipline.

Safety Committee

13.7.  The Union may appoint up to three employees to serve on the County’s Safety Committee. Notice of such
appointments and any changes thereto shall be delivered in writing to the County’s Human Resources Ditector and
the employees” Department Heads.
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SECTION 14

PROBATIONARY PERIOD

Time Frames

14.1. A new hire employee shall be required to serve a probationary period of twelve (12) months from the date
of his/her employment. A permanent employee who is promoted shall be required to serve a probationary petiod of
six (6) months from the date of his/her promotion. A regular employee who has not completed the initial twelve
(12) month probationary petiod who is promoted shall serve the minimum six (6) month promotional probationary
period in addition to the incomplete portion, if any, of the twelve (12) month new hire probationary period. The
probationary period for Professional employees is covered in Section 27.4. Newly hired probationary employees may use
accrued sick leave, but are not eligible to use vacation leave for the fitst six months in the position. Upon successful
completion of his/her probationary period, such employee shall be granted permanent status.

A. Probationary periods will be extended by the amount of any time spent on unpaid leave. When a
probationary period is extended, the respective employee’s anniversary date shall also change in
accordance with the extension.

B. In addition and in some cases, it may be necessary to extend the probationary period in order to
further review performance. When a probationary period is extended beyond the sixth (6%) or
twelfth (12t) month, it must be mutually agreed upon, put in writing, and signed by the Human
Resources Director, the Agency/Department Head or his/her designee, the Union, and the
employee. When a probationary period is extended, the respective employee’s anniversary date
shall also change in accordance with the extension.

& Suspensions: A period of disciplinary suspension during the probationary period shall not be
counted in calculating the probationary period.

Petformance Appraisals

14.2.  During the probationary period, the County will endeavor to provide each employee with a petformance
appraisal at least every three months as a means of determining such job characteristics as adjustment to
employment conditions, integration in the work force, job learning progress, attendance, and any other feature of
the individual's job that is significant to the employee's retention, decision-making, and the prospects of job success.
During this period of employment, each employee should receive close supervision, instruction, review of work,
training, and any other guidance that is supportive of the employee's opportunity for success on the job.

Termination During Probationary Period

14.3. A new probationary employee may be terminated for any lawful reason at any time during the probationary
period. A “lawful reason” includes the employee's failure to perform satisfactorily his or her duties during the
probationary period.

A Notice. A new probationary employee who is terminated shall be given written notice of said
action.
B. Exceptions. A new probationary employee who is terminated shall have no right to appeal or to

23



grieve the termination except as may be required by law.
Return to Previous Position

14.4. A promoted probationary employee may be returned to his/her previous position for any lawful reason at
any time during the probationary period. A promoted probationary employee returned to his/her previous position
shall be placed at the same range and step held prior to being promoted. A “lawful reason” includes the employee’s
failure to perform satisfactorily his or her duties during the probationary period. A promoted probationary
employee may not be terminated from employment for failing to satisfactorily complete his/her probationary
period, but may be terminated for just and sufficient cause as set forth in Section 18.

A Notice. A promoted probationary employee who is returned to his/her previous position shall be
given written notice of said action.

B. Exceptions. A promoted probationary employee who is returned to his/her previous position
shall have no right to appeal except as may be required by law.

Extra-Help Emplovees

14.5.  Employees shall not attain permanent status for extra-help service, nor shall any period of extra-help setvice
be considered part of the probationary period required of any employee.

Permanent Status

14.6.  Appraisals are to be completed and processed before the end of the employee's probatmnary period. In the
exttaordlnary event that a probationary employee is not appraised or does not receive a timely report of
appointment to permanent status, the probationary employee shall remain on probationary status for a2 maximum of
one additional month, unless the employee's probationary status has been extended in writing in lieu of termination.
If, at the conclusion of the additional month of probationary status, the employee has not received a report of
appointment to permanent status or has not been terminated, the employee shall automatically achieve permanent
status.

Step Advancement

14.7.  After six (6) months of continuous employment, a new ot promoted employee is entitled to the appropriate
step advancement. (See Section 25.17.)

New Employee Orientation

14.8.  The County shall provide orientation to new employees no later than forty-five (45) days after they begin
work. The orientation shall be conducted in the manner as outlined in the Amador County Policies & Procedures Manual.

14.9.  The Union shall have unpaid time contiguous with the County's new employee orientation to present the
Agreement and other issues of interest to the Union and its membership.
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SECTION 15

PERFORMANCE APPRAISALS

Purpose

15.1.  The preparation and use of performance appraisals 1s intended for the mutual benefit of the County and its
employees. Performance appraisals should be used:

A To identify the appraiser’s expectations for the employee's job performance;

B. To acknowledge above-standard performance;

C. To presctibe the means and method of converting deficiencies to a required level of petformance;
and

D. To encourage two-way communication between employees and their appraisers as to how to
improve the wotk environment to increase morale and efficiency (tefer to Amador County Policies
& Procedures Manual.

Appraisers

15.2.  Employees shall be appraised by a supervisor, an Agency/Department Head, or his/her designee, who shall
have petrsonal knowledge of the job petformance of the employee.

15.3.  The appraising supetvisot, Agency/Department Head, or his/her designee, shall be referred to herein as an
“appraiser”.

15.4.  Fach employee shall be assigned an appraiser for the purposes of education, supervision, and appraisal.

Participatory Nature

15.5.  Appraisals are intended to be participatory in nature involving the employee’s input as much as the
appraiser’s. Both the employee and the appraiser shall separately complete the County appraisal form and then meet
to discuss and share their results. The appraiser shall then complete a final version to be placed in the employee's
petrsonnel file.

Forms

15.6.  All appraisers shall use the official form provided by the County. This form shall be made available from,
and disttibuted by, the Department of Personnel.

Permanent Employees

15.7. Permanent employees shall be appraised once pet year within sixty (60) days of the anniversary of their date
of hire or promotion. The County may petform additional appraisals whenever it perceives the need for such
appraisal.
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Performance Appraisals During Probationary Period

15.8.  The employee’s appraiser shall endeavor to provide an appraisal of the employee at the end of every three
month petiod during the probationary petiod. At the end of the probationary petiod, if retention of the employee is
warranted, the appraiser shall request from the Human Resources Depattment, a report of appointment approving
the probationary employee’s change of status from probationaty to permanent.

15.9.  The Human Resources Department shall maintain a calendar of all required appraisals and shall notify, in
writing, the employee’s Agency/Department Head, or his/her designee, no less than twenty one (21) calendar days

ptior to the date when an employee’s appraisal is required by this Agreement.

15.10. The Agency/Department Head, or his/her designee, shall be responsible for ensuring that an appraisal and
report of appointment, or report of termination, or other appropriate document, is completed.

Performance Appraisals for Employees Who Have Passed Probation

15.11. The County agtees that regular performance appraisals ate necessary to better communications between the
employee and the supervisor. Additionally, the County agrees that employees should be advised of any performance
concerns that the supervisor may have prior to the issuance of a performance evaluation.

Review

15.12.  Any appraisal, when completed, shall be reviewed with the employee by the appraiser during the employee’s
working hours, without loss of pay or benefits to the employee. No appraisal shall be placed in any employee’s
petsonnel file, or other County record, until the appraisal has been reviewed with the appraised employee. Both the
appraiser and the appraised employee shall affix to the appraisal their signatures and the date of review. The
employee’s signature shall not indicate that he/she agrees with the contents, conclusions, or recommendations of
the appraisal, but only that the employee has read the appraisal and has had an opportunity to discuss it with the
appraiser. The appraiser shall not add material to the appraisal after the employee and the appraiser have signed the
appraisal form.

Employvee’ ht to Respond

15.13. Any employee who wishes to respond to his/her appraisal may, during the employee’s working hours, make
such a written response within fifteen (15) calendar days after receiving said appraisal. The response shall be
appended to the appraisal and included in the employee’s personnel file. Both the appraiser and the appraised
employee shall affix to such written response their signatures and the date upon which the appraiser receives such
written response. The appraiser shall provide to the employee a copy of such written response.

Appeals

15.14.  Appraisals shall not be subject to the appeal or gtievance procedures.

15.15.  The County shall provide training and/or written guidance to all appraisers.
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SECTION 16
EXTRA-HELP EMPLOYEES

16.1. From time to time, needs may arise for short-term, non-permanent positions in various positions and
departments in the County. The County retains the right to hire limited-tetm employees to fill such extra-help
positions. Employees hired for extra-help positions shall not attain regular or permanent status for extra-help
service, nor shall any period of extra-help setvice be considered part of the probationary petiod required of any
employee.

16.2. The County agrees to give special consideration to regular and permanent part-time employees expressing
interest in additional working hours in an extra-help capacity, provided they meet all of the qualifications for the
particular assignment and the assignment does not conflict with their regular or petmanent part-time position, or
result in overtime compensation.

16.3 For extra-help positions that are needed on a last-minute, short-term basis, e.g. clerical pool, County strives
to maintain a list of interested, qualified, screened candidates. In order to locate candidates for last-minute needs,
the County reserves the right, upon approval of the Human Resources Director, to utilize several sources of
potential candidates, including but not limited to employment services such as Mother Lode Job Training, private
staffing companies, schools and colleges. The County agrees to give special consideration to County employees who
have terminated their regular or permanent full-time or part-time position with the County; provided, however, that
the employee is in good standing with the County and that the employee meets all of the qualifications for the
particular assignment and does not exceed 999 hours in any given fiscal year. The County and the Union agree to
meet and confer if concerns arise regarding use of extra-help employees.

Workweelc

16.4. 'The workweek or work period established in lieu of a workweek for extra-help employees shall be the same
as that for full-time employees for purposes of overtime compensation (Section 23.22).

16.5. No extra-help employee shall have a right to wotk any fixed number of hours in any week ot in any month
nor are Extra Help employees eligible for daily overtime. The number of hours that an extra-help employee works
shall be determined on a periodic as-needed basis by the employee’s Agency/Department Head, ot his/her
designee.

16.6.  Extra-help employees are limited to working no more than nine hundred ninety-nine (999) hours per fiscal
year in a temporary, seasonal, on-call, or other capacity. Extra-help employees do not receive seniority, vacation,
sick leave, holiday pay, health benefits, PERS benefits, longevity pay, POST certificate incentives, hazardous duty
pay, ot other benefits (with the exception of shift differentials) incentives, and conditions of employment specifically
provided for regular or permanent full-time or regular or permanent part-time employees except those mandated by
state or federal law. Extra-help employees, with the exception of Professional employees, may be hited at Step A, B,
ot C, but at no higher step, and shall not advance from the step at which they are hired. Extra-help employees who
ate classified as Professional Employees pursuant to Section 27 hereto may be hired at Step A, B, C, D, ot E, and
shall not advance from the step at which they are hired. Extra-help employees ate at will and do not have a
probationary period or achieve permanent status.

16.7 The provisions of this Section shall not be subject to the grievance procedure.
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SECTION 17

SENIORITY/LAYOFFS/RECALL

Layoffs

During budget development each year, the County will notify the Union if lay-offs are anticipated and will meet with
the Union to consider alternatives to lay-offs.

17.1. A layoff is defined as the involuntary separation or permanent reduction in work hours of a permanent
employee. The County will give a notice of anticipated layoff as soon as possible, but no later than 21 calendar days
ptior to the effective date of the layoff. Seniority shall be the determining factor for order of lay-off, bumping and
recall. The County shall meet and confer with the Union regarding layoff impacts as soon as possible but no later
than 21 calendar days prior to the date of scheduled layoffs.

Seniority
17.2.  Seniority shall be determined as follows:
A Regular and permanent full-time employees shall receive one (1) month of seniority credit for each

month of service within each of the seniority categoties as outlined below.

B. Regular and permanent part-time employees shall receive seniority credit by pro-rating their hours
in paid status as a percentage of the monthly full-time equivalent.

@ Extra-help employees do not accrue seniority.
D. Continuous full-time or part-time service shall be used in calculating seniority. Any separation

from County service, other than due to layoff, of two weeks or more, shall constitute a break in
service. Separation does not include authorized leaves of absence.

Categories of Seniority Defined
17.3.  Seniority shall be defined as follows:

A Class seniority is time spent working in a particular class.
B. Class series is camulative seniority within a classification series.
C. County seniority is date of hire in a regular County position. County seniority does not include

time spent petforming Extra Help work.
Reductions in Seniority
17.4.  Seniority shall be reduced for:

A. Any suspensions of more than thirty (30) calendar; and
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B. Any leave of absence, without pay, for more than 30 days (unless prohibited by law).
Notice

17.5.  Employees’ seniority, status, and class for the purpose of determining the order of layoffs shall be fixed as
of the date the Board of Supervisors determines that layoffs shall occur and designates the positions to be laid off.

Layoffs

17.6.  Layoff of permanent employees shall occur within their regularly assigned class and shall be in order of
their seniority within their regulatly assigned class so that employees with the least within-class seniority are laid off
first provided that:

A.  Extra Help employees shall be laid off first in any affected classification.

B.  Employees on initial probation in the affected class are to be laid off before permanent employees.

C.  Non-Merit Systems employees do not have the right to displace any employee who holds a Merit
Systems position regardless of seniotity. Employees under “Merit System Rules” will be governed
by the layoff requitements of the Local Agency Personnel Standards Section 17502 through 17519.

Bumping Rights

17.7.  Permanent employees subject to layoff shall have the right to displace (bump) less senior employees in the
following order provided they meet the current qualification of class to which they are bumping:

A. Employees affected by layoff may bump the least senior employee in his/her class.

B. If the affected employee is the employee with the least seniority within the class, the employee may
bump using his/her seniority by taking a position within his/her position’s classification seties (i.e.
Office Assistant III would bump to Office Assistant II), and bumping the employee with the least
classification series seniority in the lower class. Employees who promote up through a
classification series may use all the time in the seties to determine seniority in bumping down to a
classification held before.

C. If the affected employee is still least senior, he/she may bump into the last class for which he/she
completed probation.

17.8.  Extra-help and regular (i.e. probationary) employees do not have bumping, recall, or re-employment rights.

Part-Time/Full-Time /Extra-Help Bumping

17.9. A permanent part-time employee may bump a full-time employee or vice versa if they have greater
seniority, in each case taking the bumped position with the budgeted hours. Permanent part-time and full time
employees have the right to bump extra help employees performing work in the affected classification. Regular (i.e.
probationaty) and Extra Help employees do not have any bumping rights.

Ties in Seniority

17.10. In the event of a tie in classification seniority, the tie breaker will be total County seniority and (if necessary)
29



a coin toss.

Recall from Layoff

17.11.  Permanent employees laid off shall be placed on a recall list. Recall lists will be developed for each
classification series for which there has been a layoff. Employees with the greatest classification seniority shall be
recalled first to open positions provided the open position is no higher in class than the position previously held by
the employee. Employees may choose to forego recall and remain on the recall list if the open position is a lower
class than the position previously held by the employee. If an employee accepts a tecall to an open position, that
employee is removed from the recall list.

List Duration

17.12.  Recall rights are for a period of one (1) year following layoff.

Open Positions

17.13. Permanent employees who have been laid off will be interviewed prior to considering other candidates for
vacancies in any department for the class they occupied, or any class in which they held permanent status and
continue to meet class qualifications for a petiod of one (1) yeat, provided the employee keeps his/her contact
information current with the Human Resources Department.

Right of Recall

17.14.  The right of recall shall not accrue beyond the date on which the employee declines or fails to respond.
Response is due within twelve (12) working days to a telephone, mailed and e-mailed notice of recall from layoff, ot
one (1) year from the date of layoff, whichever occurs first, and upon expiration of such right, such employee shall
be deleted from the recall lists. Employees are requited to keep all contact information current with the Human
Resources Department. Employees declining recall into a lower class shall not be deleted from the recall list.

17.15. An employee recalled from layoff shall be granted restoration of all sick leave and seniority available to such

employee as of the date of layoff. The period of layoff shall, upon recall from layoff, be considered an unpaid leave
of absence and shall not be considered a break in service.
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SECTION 18

DISCIPLINARY ACTIONS

Just and Sufficient Cause

18.1.  Disciplinary action shall consist of any of the following County actions taken against an employee for just

and sufficient cause:

A.

Just and sufficient cause for County disciplinary action taken against a probationary, temporaty, or
extra help employee shall consist of any lawful reason.

Just and sufficient cause for County disciplinary action taken against a permanent full-time or part-
time employee shall consist of any of the reasons set forth herein or other conduct which
constitutes just and sufficient cause. All evidence supporting disciplinary charges must be timely in
relation to the incidents which are the basis for the proposed discipline. This does not preclude
evidence of prior notice to the employee of similar conduct or prior disciplinaty action against that
employee.

1.

il.

1v.

vi.

Evident unfitness ot unsuitability for service.
Incompetence.

Inefficiency.

Inexcusable neglect of duty.

Violation of any concerted activities provision.

Absence from duty without leave authorized in accordance with the provisions of this
Agreement.

Insubordination or willful disobedience.

Refusal or knowing failure to perform work in accordance with County or state job safety
requirements.

Fraud in securing employment with the County.

Harassment in, or affecting, the work environment.

Engaging in any employment, activity, ot enterprise which is cleatly incompatible, or in
conflict with, or detrimental to, duties as 2 County employee, or to the duties, functions, or
responsibilities of his/her department.

Improper political activity.

Dishonesty.
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xiv. Misuse, malicious damage, or theft of County property.

Xv. Conviction of any felony or misdemeanor committed while on duty, involving moral
turpitude, or directed against the County or any County employee.

xvi. Accepting a plea of nolo contendre to any felony or misdemeanot described in section xv.

xvit.  Discourteous treatment of another employee or a member of the public while on duty, or
off duty, if the discourteous treatment relates to County employment. Failure to maintain
harmonious relations with other County employees while on duty.

xviii.  Use of, or being under the influence of, any controlled substance as defined by California
Health and Safety Code 11007, or its successors while on duty; at any County worksite; or
at any public place while wearing or displaying clothing, badges, or insignia identifying the
employee as a County employee.

XiX. Use of, or being under the influence of, alcohol while on duty; at any County worksite; ot
at any public place while wearing or displaying clothing, badges, or insignia identifying the

employee as a County employee.

XX. Breach of confidentiality as covered in departmental policies and County-wide policy as
governed by the Amador County Policies & Procedures Manual.

xxi. Engaging in inappropriate discriminatory activity against one (1) or more persons
protected under state or federal law as desctibed in Section 7 of this Agreement.

xxii.  Inability or incapacity to perform assigned job duties.
Procedures
18.2.  Any person authorized by the Board of Supervisors may initiate disciplinary action (the "initiator").

18.3.  There shall be no right of appeal from any disciplinaty action except by a permanent full-time or part-time
employee.

Progressive Discipline

18.4.  The County shall use progressive discipline when the County believes that progressive discipline shall serve
the dual purposes of providing both a corrective warning and a penalty to an employee whom the County intends to
retain as an employee after the discipline. The County may begin discipline at any level, depending on the
employee’s conduct. Progressive discipline shall not be requited when the County believes dismissal to be the
appropriate discipline because of the employee’s conduct.

18.5.  An initiator may discuss with the County Administrative Officer the appropriate level of discipline prior to
beginning any disciplinary action. Such discussion shall not prevent the County Administrative Officer from being
the Step 2 decision maker as set forth in Section 18.15, et. seq.

Discipline
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18.6.  Disciplinary actions shall consist of written reptimands, suspension, demotion, or dismissal and shall begin
with notice to the employee. Any notice to an employee of a proposed action shall be in writing. Such notice shall
contain the following information:

A. The name, work address, and work telephone number of the initiator.
B. The proposed disciplinary action.
€. A statement of the alleged facts constituting the basis for the proposed action.

D. A true and complete copy of any supporting written documentation of the alleged facts upon
which the proposed disciplinary action is based.

E. The tentative date upon which such proposed action will take effect.

F. A statement of the employee’s right, prior to the effective date of such proposed action, to a Skelly
meeting with a2 County-designated Skelly Officer at which meeting the employee shall be afforded a
reasonable opportunity to tespond orally or in writing, to the charges.

G. A statement of the employee's right to be accompanied by a union representative during such
meeting.

H. A statement of the employee’s right to appeal the decision of the Skelly Officer as provided below.

Employee Notification

18.7.  Setvice of the above notice on the affected employee shall be made either in person or by certified mail
addressed to the employee's last known mailing address on file with the Human Resoutces Department.

18.8.  If the affected employee cannot be served in person or by certified mail addressed to the employee's last
known mailing address on file with the Human Resources Department, or if for any reason the affected employee
refuses or fails to take receipt of the notice, service shall be deemed complete three (3) calendar days after the
attempted service.

18.9.  Service of a true and complete copy of the above notice, including all accompanying documentation, shall
also be made upon a Union representative, the Human Resources Director, and the County Administrative Officer
on ot before the date on which service of such notice is made upon the affected employee.

Step 1. Skelly Rights

18.10. Within fourteen (14) calendar days after notice of a proposed action, the affected employee may request a
meeting with a County-appointed Skelly Officer to present any facts or argument the employee wishes to present in
contravention or mitigation of the charges. The time and place of the Skelly meeting shall be detetmined by the
Skelly Officer. The employee may respond to the charges with his/her oral or written statements, or with written
statements of others. This meeting is not an evidentiary hearing.

18.11. 'The parties may agree, in writing, to have the County make a tape or audio-visual recording of the meeting,
The County shall make a copy of such recording available to the employee upon request within seven (7) calendar
days from the close of such meeting,

18.12. 'The failure of an employee to timely request or appear for a Skelly meeting shall constitute a waiver of the
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employee's right to a Skelly meeting. In case of such waiver the County shall be entitled to rely on the facts set forth
in the notice described in section 18.1 above. Waiver of the Skelly meet does not waive the employee’s right to
appeal the disciplinary action to the County Administrative Officer or, thereafter, to an Arbitrator.

18.13.

A.  If the employee waives the Skelly meeting, the County may implement the proposed disciplinary action at
any reasonable time after the time limit for requesting the Skelly meeting expires in the absence of such a
request, or after the scheduled date for the Skelly meeting, if requested, which the employee does not
attend, whichever is later.

B. If the employee does not waive the Skelly meeting the proposed disciplinary action will remain in abeyance
pending the conclusion of the Skelly meeting and any extension thereof ordered by the Skelly Officer for
further investigation or additional time for the meeting. After the conclusion of the Skelly meeting, the
Skelly Officer may sustain, reduce, or vacate the proposed decision, subject to the appeal rights set forth
below.

C. The Skelly Officer may return a proposed disciplinary action to the Initiator for further investigation and
possible amendment of charges and proposed discipline on the introduction of newly acquired evidence.
Such evidence must be evidence that the County could not have reasonably discovered or acquired during
the initial investigation. In the case of such after-acquired evidence, the Initiator shall provide the employee
a revised notice of charges on the employee taking into account the modified evidence and charge(s). The
Skelly Officer shall grant the employee no less than a seven (7) day period in which to amend the
employee’s presentation to the Skelly Officer to address the additional or modified evidence and charge(s).

D. If, in light of the evidence and argument, the Skelly Officer decides that a basis for disciplinary action has
been demonstrated, in the form and degree proposed by the Initiator or in a reduced form or degree, the
Initiator shall give written notice thereof and its effective date to the employee.

18.14.  Within seven (7) calendar days after the effective date of the disciplinary action the employee a may appeal
the disciplinary action to the County Administrative Officer.

Step 2. County Administrative Officer

18.15. Notice of any appeal shall be in writing, shall set forth clearly the factual and legal bases for the appeal, and
shall be filed with the County Administrative Officer and the Human Resources Director within the time limit
stated in Sections 18.14.

18.16. 'The County Administrative Officer may conduct an investigation or informal hearing, which shall not be an
evidentiary hearing, and render a decision within twenty one (21) calendar days of receiving the notice of appeal.
The County Administrative Officer may uphold, modify, or revoke the proposed disciplinary action. The County
Administrative Officer shall give written notice of his or her decision to the employee, the Union, the Human
Resources Director, the Skelly Officer (if any), and the Initiator. The same limitation on the increase of disciplinary
action as described in section 18.13.C above applies to the County Administrative Officer.

Appeal to Step 3

18.17. The Union may appeal the decision of the County Administrative Officet, issued pursuant to Step 2 above,
to Step 3 within ten (10) working days of being given notice of the County Administrative Officer’s decision ot, if
the County Administrative Officer does not respond to the appeal, within ten (10) work days of the deadline for the
County Administrative Officer’s decision. The Union shall submit any appeal to Step 3 by written notice to the
Director of Human Resources.
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tep 3. Evidentia eari
18.18. 'The employee or the Union may appeal the Step 2 decision as follows.

By default, appeals of suspension, demotion or dismissal will be heard by a Hearing Officer from the State Office of
Administrative Hearings.

As an alternative to the State Office of Administrative Hearings, SEIU Local 1021 may elect to appeal suspensions,
demotions or dismissals of employees to an Arbitrator selected through State Mediation and Conciliation Service
(SMCS). The Union shall include such election in its notice to the Director of Human Resources submitting the
matter to step 3. The Director of Human Resources will initiate arrangements for the State Office of Administrative
Hearings to hear the dispute or request a list of seven (7) neutral arbitrators from SMCS, as dictated by the Union’s
election pursuant to this subsection. If the Union elects arbitration, the parties will alternately strike names to select
the arbitrator, with the initial order of striking determined by lot. However, nothing herein shall preclude the Parties’
representatives from selecting an arbitrator by mutual agreement. The costs of the arbitrator and coutt reporter (if
agreed upon) shall be shared equally.

The Parties further agree to accept the Arbitrator’s or Hearing Officer’s award as final and binding on them.

18.19. 'The County and Union shall make available for testimony in connection with this procedure any individual
whose appearance is requested by the County, employee or his/her representative, to the extent the individual’s
availability is reasonably within the requested Party’s control.

18.20. An employee witness required to appear in connection herewith shall suffer no loss of pay or benefits.
Costs
18.21. Except as provided above, each party shall pay the costs of prepating and presenting its own case.
Administrative Leave

18.22. If any initiator decides to conduct an investigation into the activities of an employee which may lead to
disciplinary or criminal action against the employee, or an employee has been given notice of proposed discipline
which has not yet become effective, the initiator may, by written notice and upon approval by the Human Resoutces
Directort, place said employee on administrative leave.

18.23. The notice shall state the reason for placing the employee on administrative leave.

18.24. During the period of administrative leave, the employee shall be entitled to all pay and benefits normally
accruing to said employee but said employee shall remain away from his/her workplace and shall not catry out any
duties related to his/her job.

18.25. 'The employee may discuss his/her placement on administrative leave with the initiator at a Step 1 meeting,
but there shall be no right of appeal from placement on administrative leave; provided, however that this subsection
shall not prevent an employee from appealing any disciplinary action taken which is the cause for the initiator's
placing the employee on administrative leave.

18.26. If no disciplinary action, ot other charge, follows the placement on administrative leave, all notices and
other references to the employee's placement on administrative leave shall be removed from the employee's
personnel file.
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SECTION 19

GRIEVANCES

Information

19.1.  Grievances may only concern the County’s misapplication, misinterpretation, or violation of a law or this
Agreement. Employees are strongly encouraged by both parties to this Agreement to meet with their immediate
supervisor to discuss the issue that they are concerned about prior to filing a formal grievance. Any grievance filed
shall include the following information:

A, The state, federal, or local law, or the specific provision of this Agreement alleged to have been
misapplied, misintetpreted, or violated.

B. The facts pertinent to the grievance, including the names, dates, places, and incidents necessary for
an understanding of the grievance.

Gl The alleged adverse effect upon the grievant resulting from said alleged misapplication,
misinterpretation, ot violation.

D. The remedy for such alleged adverse effect sought by the gtievant.
Timeliness

19.2.  Failure by the County to adhere to decision deadlines of this procedute shall automatically establish the
right of a grievant to appeal to the next Step. Failure by a grievant to adhere to a submission deadline at any step of
this procedure shall mean that the grievant accepts the last decision made thereon and that the grievant waives any
right to further appeal of the grievance; however, nothing in this Section shall be construed to prevent the parties
from extending either a decision deadline, ot a submission deadline, by written mutual agreement.

19.3. A grievant may terminate a grievance at any time by giving written notice to the other party of such
termination.

No Loss of Pay

19.4.  The County shall allow an employee and/or his/her Union steward reasonable time off work, without loss
of pay or benefits, in order to deliver a grievance to his/her Department/Agency Head or to attend a grievance
hearing during normal working houts.

A In the case of multiple grievances on the same issue, the County may elect to resolve the issue by
having one (1) joint hearing on all the grievances.
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Step 1. Agency/Department/Employee

19.5. Within twenty (20) calendar days of when the grievant could reasonably have known of the event ot
condition which forms the basis of the grievance, the grievance shall be presented, in writing, to the grievant's
Agency/Department Head.

A Within five (5) wotking days of receipt of the grievance, the parties shall meet and attempt to
resolve the grievance.

B. Within five (5) working days of such a meeting, the grievant’s Agency/Department Head shall
setve written notice of the decision to the grievant.

C. If a grievance is not resolved to the satisfaction of the grievant at Step 1, the grievant may appeal
the grievance in writing to the County Administrative Officer within ten (10) working days of
receipt of the written decision or within ten (10) working days after the decision deadline at Step 1
has elapsed.

Step 2. County Administrative Officer

19.6. The County Administrative Officer may conduct an investigation and/or hearing and render a decision
within 15 wotking days. If either party is dissatisfied with the decision of the County Administrative Officer he/she
may appeal the decision to Step 3 within five (5) working days of being given notice of the decision. If the County
Administrative Officer does not respond to the appeal within the time limits, the employee may appeal to Step 3
within five (5) working days of the expiration of the 15-day period by filing a written request with the Director of
Human Resources.

19.7.  The cost of hearings befote the Arbitrator shall be paid sixty-five percent (65%) by the losing party and
thirty-five percent (35%) by the winning party. The patties shall jointly ask the Arbitrator to decide which party is
the losing party for the purpose of determining which party pays sixty-five percent (65%) of the costs of the
hearing.

19.8.  Any appeal arising from a Step 2 decision shall be submitted to arbitration and the arbitrator shall be
selected from a list provided by the State Mediation and Conciliation Service (SMCS).  The Director of Human
Resources will request a list of seven (7) names from SMCS and the parties will strike names to select the arbitrator.
The parties further agree to accept the Arbitrator’s award as final and binding on them.

19.9.  The Union has the right to intervene in a grievance and present its case when the Union does not represent

the grievant and contends that a possible outcome of the grievance would be detrimental to other employees who
are not grievants.
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SECTION 20

SICK LEAVE AND LEAVES OF ABSENCE

Sick Leave - Eligibility

Permanent full-time and permanent part-time employees shall earn and accrue paid sick leave in regular

increments each pay period of employment up to a maximum of ninety-six hours per year.

20.2.

A. Sick leave shall not be earned for time compensated by State Disability Insurance (SDI); while on

Temporary Family Disability Leave or while on an unpaid leave of absence. Leave is only accrued for
County-paid hours.

. Any probationary employee who suffers a work-related injury shall be allowed to use accrued sick and

vacation leave, in that order, to compensate said employee for any loss of earnings when the cause is
work-related and a worker’s compensation claim has been filed and accepted by the County.

Sick leave shall not be earned by, or granted to, employees for extra-help ot for standby or overtime
service.

Employees qualifying for Family Medical Leave (FMLA) or California Family Rights Act Leave (CFRA) as

discussed in this section shall utilize accrued sick leave, vacation, and compensatory time off (CTO) in conjunction
with said leave; however, said employee shall have the option of retaining up to 100 hours of accrued sick leave and
up to 40 hours of accrued vacation leave on the books.

20.3.

20.4

20.5.

The sick leave earned by an employee shall be available to the employee upon accrual.
Definition of Illness or Injury

Sick Leave may be used for the following:

A. Actual illness or injury to the employee;

B. Family Leave: Actual illness or injury to the employee's immediate family;

C. Medical or dental appointments for immediate family as specified in 20.18 and 20.19; or

D. Any qualifying injury or illness as governed by the Family Medical Leave Act (FMLA) and the California
Family Rights Act (CFRA), including Workers’ Compensation illness or injury.

Unused Sick Leave

Unused sick leave shall accrue from year to year. When an employee accrues a minimum of 500 sick leave

hours and up to a maximum of 1,000 sick leave hours, said employee may be paid in cash for one-half of the
number of accrued sick leave hours upon simultaneous retirement and receipt of PERS benefits only.
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Compensatory Time Off (CT'O)/Vacation Leave

20.6. Unless expressly electing otherwise, an employee who exhausts his/her unused sick leave shall utilize his/her
unused compensatory time off (CTO) until all unused compensatory time off (CTO) is exhausted, whereupon the
employee shall utilize his/her unused vacation leave until his/her unused vacation leave is exhausted.

20.7. An employee may elect not to utilize his/her available compensatory time off (CTO) and/or available
vacation leave up to a maximum of 40 hours of said accrued leave in accordance with the above provision by giving
written notice of such election to the Personnel prior to exhaustion of the employee's available sick leave.

Doctor’s Release

20.8. The County may require from an employee a written release from a licensed health care practitioner for the
employee's return to duty and verification of illness or injury after any absence due to illness or injury. However, an
employee absent due to an alleged occupational injury or illness shall provide to the County a written release from a
licensed health care practitioner for the employee's return to duty before being permitted to resume his/her
employment duties following any absence due to occupational injury ot illness.

20.9. Subject to the limitations under applicable law, when an employee has missed more than three (3) continuous
days of employment he/she must submit to the Agency/Department Head, or his/her designee, on a form
provided by the County or comparable documentation from a physician, a statement of the illness or the injury,
identifying a physician seen, if any, and other supporting facts that may be deemed appropriate. That statement
must be submitted to the Agency/Department Head, or his/her designee, within five (5) calendar days, unless the
medical condition otherwise prevents the employee from submitting said form All information contained in this
form will be treated as confidential.

Concurrent Use of SDI/Sick Leave/Vacation Leave

20.10. STATE DISABILITY INSURANCE AND FAMILY TEMPORARY DISABILITY INSURANCE.
Disability insurance benefits shall be extended to employees in accordance with the terms and conditions of the
State Disability Insurance Program (including the Family Temporary Disability Insurance Program). Fach employee
shall contribute to the plan through payroll deductions, which deductions are hereby expressly and irrevocable
authorized without individual written authorizations. Accrued sick leave shall be used to supplement the disability
benefit and must be exhausted prior to the use of compensatory time off (CTO) and vacation leave. The total
compensation from accrued leaves and disability benefits shall not exceed the employee’s base salary at the time of
disability. Disability benefits will be considered the primary benefit and used leave accruals will be treated as
secondaty to supplement the employee’s earnings. The employee shall make the choice to apply or not to apply for
disability insurance benefits.

A. Waiting Petiod. State Disability Insurance benefits are payable after a seven (7) day waiting
period. The employee shall use their sick, compensatory time off (CTO) and vacation leave during
this waiting period befote State Disability Insurance/Family Temporary Disability Insurance
benefits start.

B. Coordination of Pay. Accrued sick leave may be used to supplement the disability benefit and
must be exhausted prior to the use of compensatoty time off (CTO) and vacation leave. The total
compensation from accrued leaves and disability benefits shall not exceed the employee’s base
salary at the time of disability. Base salary shall equal the pay which the employee would have
received had they worked their regular houts in their most regularly assigned class, but not in any
temporarily assigned higher class, during the day of leave. Disability benefits will be considered the
primary benefit and used leave accruals will be treated as secondary to supplement the employee’s
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earnings. The employee shall make the choice to apply or not to apply for disability insurance
benefits.

Option to Retain Leave. Upon a written request, an employee shall have the option of retaining
up to 100 hours of sick leave and 40 hours of vacation leave accrual on the books.

No Leave Accruals. Sick leave shall not be earned for time compensated by State Disability
Insurance (SDI) or Family Temporary Disability Insurance or while on an unpaid leave of absence.
Leave is only accrued for County-paid hours.

Employee Requitement. If the employee requests coordination of pay, the employee shall be
requited to inform the Auditor-Controller department of the first day of paid disability through the
last day of paid disability by providing a copy of theit payment stubs so that their normal base pay
can be coordinated with paid State Disability Insurance (SDI)/Family Temporary Disability
Insurance received.

Workers’ Compensation Insurance

20.11. WORKERS’ COMPENSATION INSURANCE. Workers’ compensation insurance benefits, also referred
to as temporary disability benefits, shall be extended to employees in accordance with the terms and conditions as
outlined in the Amador County Policies and Procedures Manual, and the State of California. Accrued sick leave shall
be used to supplement the employee’s temporary disability benefit and must be exhausted prior to the use of
compensatory time off (CTO), and vacation leave. The total compensation from accrued leaves and temporary
disability shall not exceed the employee’s base salary at the time of temporary disability. Temporary disability
payments will be considered the primary benefit and used leave accruals will be treated as secondary to supplement
the employee’s earnings.

A.

Waiting Period. There is a three (3) day waiting petiod during which time the employee shall use
their available sick leave, compensatory time off (CTO), and vacation in that order. The three (3)
day waiting period will be waived if the injury to the employee required hospitalization immediately,
and/or the employee is taken off work for more than fourteen (14) days that need not be
consecutive.

Cootdination of Pay. Accrued sick leave shall be used to supplement the temporary disability
benefit and must be exhausted prior to the use of compensatory time off (CTO) and vacation
leave. The total compensation from accrued leaves and temporary disability benefits shall not
exceed the employee’s base salary at the time of the temporary disability. Base salary shall equal the
pay which the employee would have received had they worked their regular hours in their most
regulatly assigned class, but not in any temporarily assigned higher class, during the day of leave.
Temporary disability benefits will be considered the primary benefit and used leave accruals will be
treated as secondary to supplement the employee’s eatnings.

Option to Retain Leave. Upon a written request, an employee shall have the option of retaining
up to 100 houts of sick leave and 40 houts of vacation leave accrual on the books.

Leave Accruals. Leave shall not be earned for time compensated by Workers’ Compensation
Insurance or while on an unpaid leave of absence. Leave is only accrued for County-paid hours.

Risk Manager Requirement. The Risk Manager, or designee shall inform the Auditor-Controller
department of the first day of paid temporary disability benefits through the last day of paid
temporary disability benefits by providing a copy of the payment stubs paid to the employee so that
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the employee’s normal base pay can be coordinated with temporary disability benefits recetved.

Bereavement Leave

20.12. A regular or permanent employee shall be granted up to three (3) wotk days of paid bereavement leave on
account of the death of any member of his/her immediate and extended family. This includes the employee’s
spouse, registered domestic partnet, the employee’s biologic or adopted children, siblings, and the employee’s
biologic or adoptive parents. Employees may extend bereavement leave by using an additional two (2) paid sick
leave days.

20.13. The County may require, upon an employee's return from bereavement leave, approptiate verification of
the employee's absence from wotk on account of the death of a member of his/her extended family.

20.14. Unless expressly electing otherwise, an employee who does not have available sick leave or desites to take
additional bereavement leave may request to utilize his/her available compensatory time off (CTO) oy, if all CTO is
used, vacation days.

Jury Duty or Testimony on Behalf of County

20.15. Any regular or permanent employee absent from work for service as a jurot, or absent from work for
appearance as a witness in response to a subpoena to testify for the County of Amador, shall be granted paid leave
of absence for the time necessary in going to, returning from, and serving or appearing in such capacity. Any fees
received by the employee for such service or appearance shall be remitted to the County.

20.16. The County shall require, prior to, and/or following, an employee's use of such leave, appropriate
verification of the employee's need to be absent from work for service as a jurot, ot for appearance as a witness, in
response to a subpoena to testify for the County.

Personal Necessity Leave (PINL

20.17. No mote than six (6) days annually of a regular or permanent full-time employee's available sick leave may
be taken for reasons of personal necessity. A part-time employee shall be entitled to a maximum of personal
necessity leave in proportion to the ratio of hours worked by the part-time employee during the previous three (3)
months from when said part-time employee requests the personal necessity leave compared to the hours to be
worked by a full-time employee in three months.

20.18. Personal Necessity Leave may be taken for any urgent personal medical or emotional need, emergency ot
catastrophic situation, including, but not limited to, required care of the employee’s immediate family due to setious
iliness; routine or other preventive medical care for the employee or his/her immediate family; and catastrophic
destruction of the employee’s property.

20.19. Notification of personal necessity leave must be given prior to the employee's taking said personal necessity
leave, except in cases of bona fide emergency. In the case of an emergency, the employee is still required to notify
his/het supervisor ptior to the beginning of the employee’s regular wotk day or as soon as feasible after the start of
the shift.

20.20. 'The employee is responsible for utilizing Personal Necessity Leave appropriately and used in accordance
with Section 20.19. The employee is responsible for certifying that PNL is being used appropriately and is not
required to disclose the circumstances for PNL to his/her supervisor. The employee may be requested to provide
verification for PNL used for catastrophic destruction of the employee’s property. Unjustified use of personal time
off may be cause for disciplinary action.
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Examinations or Interviews

20.21.  Regular or permanent employees shall be granted paid leave of absence for purposes of taking qualifying or
promotional examinations for County service, or for interviewing for other employment with the County.

20.22. The County shall require, prior to, and/or following, an employee's use of such leave, approptiate
verification that such examination or interview is scheduled at a time when the employee is required to be working
for the County.

Military Leave

20.23. An employee absent for purposes of a health examination required for the Armed Forces of the United
States shall utilize his/her unused sick leave for such absence.

20.24. The County shall requite, prior to, and/or following, an employee's use of such leave, appropriate
verification that such health examination is scheduled at a time when the employee is required to be working for the
County.

20.25. Employees shall be granted other paid, and unpaid leaves of absence, and reinstatement rights following
such leaves, in accordance with the provisions of Califotnia Military and Veterans Code §389, 395, 395.01, 395.02,
395.03, 395.05, 395.1, 395.3 and 395.4, or their successots.

20.26. Any regular or permanent full time employee who is involuntarily called to full time active military duty
during the remaining term of this Agreement shall be entitled to receive those County health insurance benefits
which he/she was receiving while he/she is on active military duty for a period not to exceed 180 days from the
date he/she enters active military service; provided, however, if the employee and his/her dependents are provided
health insurance or coverage through the military the employee shall not be entitled to receive County health
insurance benefits.

Catastrophic Leave Bank

20.27. A catastrophic leave bank may be established for permanent full-time and permanent part-time employees
who qualify to receive leave donations as outlined in the Amador County Policies and Procedures Manual. The
employee can apply for catastrophic leave bank in addition to applying for and receiving State Disability Insurance
and/or Workers’ Compensation Insurance benefits.

A.  Applying For Donations. The catastrophic leave bank is not continually in existence. The employee
must first exhaust all their available leave banks. Vacation leave and/or sick leave may only be donated
into the bank. Leave donations into the Requestor’s catastrophic leave account will be based upon the
donator’s monetary (money) value of the donations. The maximum number of days that will be
authorized per request is 30.

Family Medical Leave Act (FMLA) and California Family Rights Act (CFRA)

20.28. The County shall comply with federal and state laws tegarding family medical leave, as outlined in the
Amador County Policies & Procedures Manual which is available in each County department and online at the
County’s internal website. Family medical leave shall run concurrently with any other authorized leave (ie.
disability, worker’s compensation, etc.). Employees may use accrued leave for putposes of FMLA/CFRA, as
outlined in said Policy. Permanent employees with one (1) or mote years of continuous service are entitled to take a
maximum of twelve (12) work weeks of leave during a rolling twelve (12) month period. The twelve (12) month
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period shall begin in accordance with County Policies and Procedures and may be used for any of the following

purposes.

A. Child Bonding Leave. Child Bonding leave can be taken by an eligible employee for the birth,
adoption, ot foster-cate placement of a child in order to care for the child.

B. Family-Care Leave. Family-care leave can be taken by an eligible employee for care of an immediate
family member who has a serious health condition.

C. Self-Care Leave. Self-care leave can be taken when an eligible employee is unable to perform the
essential functions of the position that the employee holds because of a serious health condition.

Maternity /Child Bonding Leave

20.29. An employee who is not eligible for leave under the Family Medical Leave Act, as outlined in the Amador
County Policies & Procedures Manual and the Family Rights Act (California Government Code §12945.2) may be
granted one (1) month of Child Bonding Leave in addition to the period of time the employee is considered
medically disabled as a result of the pregnancy or birth of the child in accordance with State law. Any employee
who is eligible for leave under the Family Medical Leave Act and the Family Rights Act may take a maximum of
twelve (12) weeks of family medical leave in addition to the period of time the employee is considered medically
disabled as a result of the pregnancy or birth of a child for a maximum of seven (7) months.

20.30. In cases where both parents of a child are employed by the County, both parents will not be granted leave
concurrently, nor in amounts totaling more than four (4) months combined leave in a twenty-four (24) month
period for both parents.

20.31. Employees must utilize sick leave, vacation and compensatory time off (CTO) while on family medical
leave; except that employees shall have the option of retaining up to 40 hours of accrued vacation leave and up to
100 hours of accrued sick leave on the books. Employees taking Pregnancy Disability Leave are not required to
utilize vacation leave.

20.32. Upon returning from family medical leave, the employee will be employed in the same, or compatable
classification, within the department.

Search and Rescue

20.33. Employees who are members of a County or State search and rescue team who miss work due to their
volunteer duties may use accrued compensatory time off (CTO), and/or vacation leave in compensation for their
duties.

Other Leaves

20.34. In addition to those leaves of absence above, a leave of absence, with ot without pay, may be granted for
any petiod of time and upon any terms acceptable to it and the employee, as governed by the Amador County
Policies & Procedures Manual. Except as otherwise required by law, during the period of the unpaid leave,
insurance benefits ate not paid by the County and leave benefits do not accrue.

20.35. An employee's pay for any petiod of absence under any provisions of this Section shall equal the pay which

the employee would have received had he/she worked his/her regular hours and regular days in his /her most
regulatly assigned class, but not in any temporatily assigned higher class, during the period of absence.
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No Break in Service

20.36. No absence under any paid leave provision of this Agreement shall be considered a break in setvice for any
employee, and all benefits accruing to an employee under the provisions of this Agreement shall continue to accrue
during such absence. Absence under any unpaid leave provision of this Agreement shall not be considered a break
in service, but all other benefits accruing to an employee under this Agreement shall cease to accrue for the duration
of any such unpaid leave of absence with the exception of Health and Welfare benefits as may be provided through
other leaves such as FMLA, CFRA or Catastrophic Leave listed above. If the employee is not eligible for FMLA or
CFRA, the County will cease the County contribution toward Health and Welfare benefits (health, dental, vision and
life insurances) thirty (30) calendar days after the approved paid leave is exhausted. The employee shall be
responsible for the employee’s shate of the benefits until the County’s share of benefits terminates. At such time the
employee shall be responsible for the full cost of the benefits in accordance with COBRA regulations.

20.37. The County may, at its discretion, deny to any employee ecither paid or unpaid leave of absence under any
provisions of this Agreement during any work stoppage, strike, work slowdown, or other job action against the
County by its employees, or during any bona fide emergency for which the County deems it necessaty to have its
employees work.

20.38. Full-time and part-time employees may use vacation leave, holiday leave, sick leave, personal leave, and
other types of paid leave only on days and during the hours on which they have been scheduled to work.

Unauthorized Absence

20.39. Any employee's unauthorized absence, ic., absence from his/her duty without leave authorized in
accordance with the provisions of this Agreement, for five (5) or more consecutive working days shall constitute an
automatic voluntary resignation by such employee from his/her employment with the County, effective as of the
last date on which the employee worked. Any employee's failure to return to County service within five (5) working
days of the expiration of his/her leave of absence authorized in accordance with the provisions of this Agreement,
or to secure from the County extension of such leave of absence, shall constitute an automatic voluntary resignation
by such employee from his/her employment with the County, effective as of the date of expiration of his/her leave
of absence.

Reinstatement

20.40.  Reinstatement of an employee to his/her employment with the County following his/her automatic
voluntary resignation may be granted by the Board of Supetvisors through the Human Resources Ditector, upon
petition by the employee to him/her for such reinstatement. If the position vacated by the employee has been filled
by a regular or permanent employee for a period greater than three (3) months, or if the petitioning employee fails
to provide an explanation, and/or supporting evidence, satisfactory to the Board of Supetvisors as to the sufficiency
of the causes for his/her unauthorized absence, or for his/her failure to return to County service upon expiration of
his/her leave of absence, ot to secute from the County extension of his/her leave of absence, reinstatement shall be
denied.

44



sokskeokokskokokokok
SECTION 21

HOLIDAY LEAVE

21.1. Regular and permanent full-time employees shall be granted paid holiday leave for the following
holidays:

INEW YEAL'S DAY ..rrrerierisrsismsmiinsiassinsessssisesssssssss s s sssssa 558 R RS SRR R AR 000 January 1

Martin Luther King's Birthday.........coooiveirireiiiiinensces s ssssens Thitd Monday-January

PLESIENL'S DAY ....oumuviriireiimisiissmsrisssssssssssssssssssisssassssssesesis s smssse s s AR s Third Monday-February

MEMOHIAL DAY .crvrtioiviiricrinsinriaress it sss s R Last Monday-May

Independence Day ... misssmissssssisssssesassssssiissssiesssass it siass b iaiassssissasss b sssessarisss s e ULy 4
Labot Day i s st asmmsisiscsniisaswbirst Monday- September

ColUMDBUS DY ....cuieuiiiiiiciiensi s s Second Monday in October
VELELAN'S DAY woorvvveiiieiinciis i srisss bbb R R November 11
TRADKSZIVINE. .cvovcveoiiinsiiiisisss s es bbb bbb bR Fourth Thursday-November
Day after ThankSIVing......coc.rerrisisesiimmsreseressssissssesssessssersmmsesss s Friday following Thanksgiving
CRIISTIIAS TEVE oeinvieveeee et eeeee et eceeeteeresrerst st esassesareasesssesassssesesssasssbasssasasstantaasesreanssressesensersesnesneortosisiissbestessesisnnssnsssassnss December 24

CRESHNAS DAY covceevirviriiracirmmiisssisissssse s ssssss s sssss s8R bR R SR December 25

Additional Paid Holidays

21.2.  Any days declared by the President, and/or by the Governor of California, and which also may have been
approved by resolution of the Board of Supervisors, as a public day of fast, public day of mourning, public day of
Thanksgiving, or public holiday for County employees, shall entitle a regular or permanent employee to paid holiday
leave for such days.

Saturday or Sunday

21.3.  When a holiday falls on a Saturday, the preceding workday which is not a holiday shall be deemed the
holiday. When a holiday falls on a Sunday, the following workday which is not a holiday shall be deemed the
holiday. Employees who are required by their Agency/Department Head, or his/her designee, to wotk on a holiday
which falls on a Saturday or Sunday shall have that workday treated as a holiday and not the preceding wotkday if
the holiday is on a Saturday or the succeeding workday if the holiday falls on a Sunday. If an employee works on a
Sunday which is a holiday and also works on the following Monday, only the actual holiday would be treated as a
paid holiday.

Part-Time Holiday Accrual

21.4.  Regular or permanent part-time employees shall earn paid holiday leave prorated based on the number of
the Employee’s regularly scheduled workweek hours.

21.5.  Holiday leave shall not be earned by, or granted to, employees for extra-help or for standby or overtime
service.

21.6.  An eligible employee shall be in paid status on his/her regular working day immediately preceding a holiday
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in order to be paid for the holiday.

Pay for Holidays Wotked

21.7. A regular or permanent employee who is required, or permitted, to work on a holiday shall be granted
compensation at a rate equal to the holiday plus time and one-half the employee's straight time rate of pay for all
such hours worked; provided, however, that a tegular or permanent employee who is required, or permitted, to
work on a holiday may elect, in lieu of such compensation, to be granted compensatory paid holiday leave at a rate
equal to one and one-half (1-1/2) times the employee's straight time rate of pay for all such hours worked and to
receive for the holiday on which he/she is required, or permitted, to work the straight time rate of pay for his/her
most regularly assigned class. Regular or permanent part-time employees required to work on a holiday shall receive
time and one-half the employee’s straight time rate of pay plus, if requested by the employee, available holiday time
to a maximum of eight (8) hours.

Alternative Work Schedule Holiday 1.eave

21.8.  Upon Department Head approval, employees may select one of the following options when a holiday falls
on an employee’s regular day off with the exception of the Road Crew who shall utilize alternative B as identified

below:

A. Revert back to a 5/8 schedule during the wotk period of the holiday; or

B Be paid for 8 hours of holiday pay, and any difference in the number of hours used on that holiday
can be taken from vacation and/ot CT'O leave. If vacation and/or CTO leave is not available, the
employee will be docked for the difference in pay; ot

C. Change the regular day off to a day other than the holiday within that the work period.

21.9.  Holiday leave shall not be earned for time compensated by State Disability Insurance (SDI) or while on an
unpaid leave of absence. Leave is only accrued for County-paid hours.

21.10. Department Heads shall seek to equitably rotate employee work assignments for those classifications
required to be staffed on Thanksgiving, Christmas, New Yeat’s Day and July 4.
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SECTION 22

VACATION LEAVE

Eligibility and Accrual

22.1.  Regular and permanent full-time and regular and permanent part-time employees shall earn and accrue paid
vacation leave in accordance with the following provisions:

A Years 1-2. For the first and second continuous years of setvice, vacation leave shall be earned and
accrued at the rate of eight (8) hours of vacation leave for every one hundred eighty-nine and
eighty-two hundreds (189.82) hours of service, which accrual shall be credited monthly.

B. Years 3-9. For the third through the ninth continuous years of service, vacation leave shall be
earned and accrued at the rate of eight (8) hours of vacation leave for every one hundred thirty and
fifty hundreds (130.50) hours of service, which accrual shall be credited monthly.

C. Years 10 Plus. For the tenth and succeeding continuous years of setvice, vacation leave shall be
earned and accrued at the rate of eight (8) hours of vacation leave for every ninety-nine and forty-
three hundreds (99.43) hours of service, which accrual shall be credited monthly.

22.2.  Vacation leave shall not be earned by, or granted to, employees for extra-help or for standby or overtime
setvice except as stated in Appendix A, Definitions.

22.3.  An employee shall not be eligible to utilize his/her accrued vacation leave until after completion of six (6)
continuous months of employment with the County.

22.4.  An employee who separates from County employment shall be entitled to payment in lieu of accrued
vacation leave which has not been taken prior to separation from employment.

22.5. Vacation leave shall be granted and shall be utilized no later than the calendar year following the calendar
year in which the employee earned and accrued such leave. An employee may accrue twice their current annual
vacation accrual rate. An employee cannot accrue more than twice their current annual vacation accrual rate, unless
the County is unable to allow the employee time off to use vacation time. Agency/Department Heads, ot his/her
designees, shall make every effort to allow employees to take vacation leave during the year in which it is accrued.

22.6. The County may, at its disctetion, deny to any employee vacation leave during any work stoppage, strike,
work slowdown, or other job action against the County by its employees, or during any bona fide emergency for
which the County deems it necessaty to have its employees work.

22.7.  An employee’s pay for any day of vacation leave shall equal the pay which the employee would have
received had he/she worked his/her regular hours in his/her most regularly assigned class, but not in any
temporarily assigned higher class, during the day of vacation leave.

22.8.  Vacation leave shall not be earned for time compensated by State Disability Insurance (SDI) or while on an

unpaid leave of absence. Leave is only accrued for County-paid hours.
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22.9. Any probationary employee who suffers a work-related injury shall be allowed to use accrued sick and
vacation and leave to compensate said employee for any loss of earnings when the cause is work-related and a
worker’s compensation claim has been filed and accepted by the County.

22.10. Those Departments that restrict the number of employees on vacation simultaneously shall annually give
priority to vacation requests for the same period based on Departmental seniority.

22.11. In calendar year 2018 only, an employee may elect to convert up to twenty-four (24) hours of accumulated
vacation to a cash payment at the employee’s base hourly rate of pay for each such hour so converted, payable in
October 2019. Upon payment of the hours converted by the employee, the County will simultaneously reduce the
employee’s vacation balance by the corresponding number of hours. To qualify for the foregoing conversion
option, the employee must make the election in writing, itrevocably, on a form provided by the County’s Human
Resources Department. Such election must be made and the form completed and delivered to the Human
Resources Department in the month of October, 2018. An employee may not receive a cash out of vacation under
this provision if and to the extent that it would reduce the employee’s vacation balance below forty (40) houts at the
time the payment is made. Payment on an election for a cash out that would violate the forty (40) hour requirement
will be reduced to the extent necessary to conform to the forty (40) hout minimum balance requitement.

22.12 On the first day of the second pay period following adoption of this MOU each full-time
employee, excluding extra help employees, will be credited with sixteen (16) hours (16) of additional vacation credit
on a one-time-only basis. For purposes of this subsection 22.11 only, “full-time” means that the employee is
regularly scheduled to work at least twenty-hours per week. Bargaining unit members regularly scheduled to work
less than twenty (20) hours per week, excluding extra help employees, will be credited with eight (8) hours of
additional vacation credit on a one-time-only basis. The one-time-only credits provided for in this subsection 22.12
will not affect the on-going rate of vacation accrual but will be otherwise treated in the same manner as the
employee’s other accumulated vacation.”
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SECTION 23

HOURS OF WORK

Workday

23.1.  Every department shall work a five (5) day/eight (8) hour schedule, unless a different schedule is specifically
approved pursuant to this section. Employees within regular departments shall work eight (8) hours each workday
(eight (8) hours including breaks, but not lunch periods) with starting times and ending times determined by the
relevant Agency/Department Head, or his/her designee, which times will be consistent with this section.

Staffing Schedules
23.2. Every department doing business with the public will be staffed from 8:00 am. to 5:00 p.m., including
lunch hours. "Staffed" means having employees present who are ready, willing, and able to interact with the public

and answer the public's questions. Agencies/Departments with three (3), or fewer, employees shall comply with the
provisions of this paragraph when feasible while complying with the Fair Labor Standards Act (FLSA).

Alternative Worlk Schedules

23.3.  Upon recommendation by a Department Head, alternative work schedules may be approved by the County
Administrative Officer. Examples of alternate work schedules, include, but are not limited to a “4-10" or a “9-80"
plan, provided they conform to state and federal law.

Establishment of an alternative work schedule in any department is not subject to the meet and confer process; it s
a management tight to be determined solely by the County. However, the County will notify and seek comments
from the Union priot to implementation of a new alternative work schedule.

In the event an Alternate Work Schedule proposal is declined, upon request by the Union, the County agrees to a
meeting with the County Administrative Officer and the Department Head to review and discuss the reasons for the

County’s decision.

Lunch Bteaks

23.4. A lunch period may be 30, 45, or 60 minutes for any given employee, as specified in advance by the
employee's Agency/Department Head, or his/her designee.

Rest Petiods
23.5. FEach employee shall be entitled to take, and shall take, a 15 minute duty-free break for each four (4) hour
portion of their normal day not to exceed two 15 minute breaks in an 8 or 10 hour shift, and a duty-free lunch

period as set forth in Section 23.6. hereof. Rest periods shall be taken at such times as shall be determined by the
employee’s Agency/Department Head, or his /her designee, in consultation with the employee.
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Duty-Free Breaks, Lunches

23.6. No employee may perform any duties duting a lunch period or break unless emergency circumstances
require the performance of duties during those periods as directed by the employee's Agency/Department Head, or
his/her designee. In addition, when the needs of County service so require, other exceptions may apply by mutual
agreement of the Union and the Board of Supervisors. Snow plowing and paving crews of the Public Works
Agency Road Crew may work through breaks and lunch periods when so ditected by their supetvisot. Work
performed through breaks or lunch periods shall be paid time and may require payment at overtime rates. Breaks
and lunch periods must be surrounded by work petiods; breaks and/or lunch petiods may not be combined, nor
may they be used to shorten a work day.

FLSA Compliance

23.7.  Extra-Curricular Work Activities: In order to avoid unnecessary overtime and possible violations of the
Fair Labor Standards Act, whenever an employee desires to participate in extra-cutricular work activities (ie.
conferences, training, etc.), the employee will be required to revert back to a regular eight (8) hour schedule for the
entire alternative work schedule period, unless otherwise approved by the employee’s Department Head prior to the
extra-curricular event.

23.8. The workday for any employee may be extended at the discretion of the County in accordance with the
provisions of Section 23.22,

Flexible Schedules for Employee Development

23.9. Each Agency/Department Head, or his/her designee, is encouraged to consider requests from employees
who may wish to modify their working schedules in order to participate in job-related training ot education on their
own time and at their own expense. The course work must be of such a nature that it would enhance the working
skills of the employee's current position, or would contribute to skills requited for a promotion within the
occupational area in which the employee is employed.

Workweek
23.10. 'The workweek shall begin at 12:01 am Sunday and end at 12:00 am (midnight) Saturday.

23.11. The workweek or work period established in heu of a workweek for part-time and extra-help employees
shall be the same as that for full-time employees for purposes of overtime compensation (Section 23.22.).

23.12. 'The wotkweek or work period established in lieu of a forty (40) hour workweek for any employee may be
extended at the discretion of the County in accordance with the provisions of Section 23.22.

23.13. No part-time or extra-help employee shall have a right to work any fixed number of hours in any week or in
any month. The number of hours that a part-time employee works shall be determined on a petiodic as-needed
basis by the employee's Agency/Department Head, or his/her designee.

Canceled Shifts

23.14. 'The County shall telephone a designated telephone number whenever it does not require an employee to
work a shift to which the employee has been previously scheduled. Said telephone call must be made at least one
(1) hour in advance of the commencement of the scheduled shift.

23.15. The County's failure to make the required telephone call shall result in payment to the affected employee of

50



two (2) hours of compensation at the employee's regular rate of pay.

23.16. It shall be the employee’s responsibility to notify the supervisor, in writing, of their cutrent address and
telephone number. Failure to do so shall excuse the County from the requirements of Section 23.14., ef seq.

Standby Compensation

23.17. Any employee assigned by the County to be on stand-by during non-duty hours (between shifts during the
workweek or on a weekend) shall receive standby compensation at the tate of three dollars ($3.00) per hour during
such standby period, provided such employee makes him/herself available for, and responds to, all calls for work
during such period. Effective on the first day of the second pay period following adoption of the MOU by the
Board of Supetvisors, this amount will increase by one dollar ($1.00) to a total of four dollars ($4.00) per hour
during such standby period. Employees must temain ready and available for calls for work. “Available for calls for
work” means that the employee on standby shall be in the county of his/her residence or within one (1) hout of
normal driving time of the employee’s regularly assigned report location. An employee assigned to standby duty
shall not consume alcohol or other drug while on standby that would not be permitted while on duty as provided by
County or departmental rules. Employees ate required to respond to calls in accordance with departmental
standards.

The Department Head ot designee may temporarily assign a County vehicle to an employee who is assigned to serve
on stand-by, for use in responding to call-outs during that period. The employee will return the vehicle to the
Department at the conclusion of the stand-by assignment. However, if the Department determines, from time to
time, that continued use of a County vehicle outside normal working hours when the employee is not on stand-by
would best serve the County’s operational needs, it may authorize such use.

Employees assigned Stand-By duties and who are required to perform work remotely through internet access shall
be provided a laptop and an Air Card for access. Additionally, up to three (3) employees in the I'T Department shall
be provided a thirty dollar ($30.00) monthly stipend in lieu of a laptop and Air Card.

23.18. Any work assigned by the County to be performed during a standby period shall be considered overtime
work beyond the workday in accordance with the provisions of Section 23.22 below. For the first such instance of
performance of work during any twelve (12) hour standby period, which standby period shall commence at the time
an employee is assigned to be on call, an employee shall be considered to have performed at least two (2) hours of
overtime work beyond the workday in accordance with the provisions of Section 23.22 below. Time wotked shall
commence at the time the first call is received by the employee.

23.19. ‘The County vehicle assigned by the County for an employee to have at his/her residence for the purpose of
performing overtime work during an assigned standby period shall be considered such employee's assigned worksite
for any overtime work performed during such standby period. If the employee uses his/her personal vehicle to
respond to a call, the County shall reimbutse the employee roundtrip mileage up to a maximum of 50 miles.

23.20. Standby compensation shall not be considered part of the employee's regular rate of pay for purposes of
Section 23.22. below.

23.21. Employees ate not entitled to Stand-by Pay for any hour(s) compensated at the overtime rate during the
time assigned Stand-by Duty.

Overtime Compensation

23.22. Any non-professional employee assigned by the County to perform overtime work beyond the workday,
beyond the workweek or beyond the work petiod established in lieu of the forty (40) hour workweek, shall be
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granted compensation at a rate equal to one and one-half (1'2) times the employee's regular rate of pay for all such
overtime work performed, commencing upon arrival at the employee's assigned worksite and ending upon
departure from such worksite. Sick leave shall not count as hours worked for the purposes of computing overtime.
Work performed in hours that are contiguous and otherwise eligible for overtime compensation shall receive
overtime compensation regatdless of a change from one calendar day to the next or one calendar week to the next.

23.22.1. After Hours Phone Calls for Employees Not Assigned to Stand-by Duty. Any employee who is not
assigned to Stand-by Duty as provided in Sections 23.17 through 23.21 called after hours to respond to questions or
to provide counseling and/or advice and the call(s) and is on the phone in excess of six (6) minutes, shall be
compensated for time worked at the appropriate overtime rate of pay.

Compensatory Time Off (CTO)

23.23. Employees may be allowed to accrue up to a maximum of 40 hours compensatory time off (CTO). Prior to
offering overtime work to an employee, the Agency/Department Head, or his/her designee, shall let the employee
know whether CTO could be used as an alternative to cash compensation. The employee, in the event of such a
choice, shall make the decision regarding the form of compensation. CTO shall be accrued at the applicable

overtime rate.
Shift Diffetentials

23.24. Every full-time employee, without regard to class, shall be paid a shift differential of twenty-five cents (§.25)
per hour for his/her workday which commences at or after 12:30 p.m., but before 9:00 p.m. (swing shift); provided,
however, that every such employee shall be paid a shift differential of thirty-five cents ($.35) per hour for his/her
workday which commences at or after 9:00 p.m., but before 4:00 a.m. (night shift). Every employee required by the
County to work in addition to his/her workday, time which is not continuous with his/her workday, shall receive
the approptiate shift differential for time so worked as if the second section of their work is beginning of a new shift
or the shift differential for his/her regular shift whichever shift differential is the greater.

Effective on the first day of the second pay period commencing after adoption of this 2017-19 MOU the swing shift
rate shall increase by twenty-five cents ($0.25) for a total hourly swing shift differential of fifty cents ($0.50).
Effective at the same time, the night shift differential shall increase by forty cents ($0.40) for a total houtly night
shift differential of seventy-five cents ($0.75).

Effective on the first day of the first pay period beginning on or after October 1, 2018 the swing shift differential
shall increase by fifty cents ($0.50) for a total hourly swing shift differential of one dollar ($1.00). Effective on the
same date, the night shift differential will increase by seventy-five cents (§0.75) for a total hourly night shift
differential of one dollar fifty cents ($1.50).

23.25. Shift differentials shall not be considered part of the employee's regular rate of pay for putposes of Section
23.22 above.

Call-Back Pay

23.26  Any employee called back to work after completion of his/her regular shift shall receive a minimum of two
(2) hours compensation for the time wotked in accordance with Section 23.22 above.
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SECTION 24

HEALTH AND WELFARE BENEFITS

24.1.  The County purchases and administers group life insurance and health, vision, and dental care insurance
policies for all County employees as described herein.

Major Medical Insurance Coverage

24.2. The County provides medical insurance (through Blue Shield. =~ The County agrees to continue to
contribute eighty-seven and one-half percent (87.5%) and the employees will contribute twelve and one-half percent
(12.5%) of the premium.

Health Insurance Advisory Commitiee

24.3.  The County will continue to have a Health Insurance Advisory Committee composed of representatives
from SEIU, the County and other covered employee groups. The Committee will review alternative medical plan
providers as well as plan designs and make recommendations to the County for plan design changes and plan cost
and administrative efficiencies. After recommendations ate made the County may implement the recommended
changes. However, changes to the medical plan provider shall be by mutual agreement In addition to the
representatives designated by the Union for formal negotiations with the County, as set forth in Section 11.1., the
Union shall appoint four (4) representatives from this Unit to serve as members of the Health Insurance Advisory
Committee and upon the joint request of the Union and the County, the County shall allow said representatives
reasonable time off without loss of pay or benefits for the purpose of performing their duties. The Health Insurance
Advisory Committee shall meet quarterly unless cancellation is mutually agreed upon by the Union and the County.

Other Benefits Provided by County

24.4. The County shall continue the dental, vision, and life insurance programs in effect as of the date this 2017-
19 Memorandum of Understanding is ratified and adopted by the Board of Supervisors.

24.5.  The County shall pay eighty-seven and on-half percent (87.5%) of the employees’ dental and vision health
insurance premiums and employees shall pay twelve and one-half percent (12.5%). The County will pay the entire
premium for life insurance

24.6.  Before the County’s duty to make any such conttibution arises, the employee shall authorize deduction of
his/her share of the premium by payroll deduction on forms supplied by the County Auditor.

Employees Coveted by Non-County Major Medical Insurance

24.7.  Additionally, any full-time employee covered by major medical insurance other than the County’s, after
showing proof thereof, may take $466.08 per month in cash, or use all or part of that amount to upgrade vision,
dental, and life insurance. The County shall retain the remainder of the premium it otherwise would have paid to
that employee. If the employee full-time employee waives all benefits except life insurance, the cash total is $506.08.
A part-time employees who is covered by major medical insurance other than the County’s, after showing proof
thereof, may take a prorated share of the cash amount of four hundred sixty-six dollars eight cents ($466.08). If the
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part-time employee waives all benefits except life insurance, the employee will receive a prorated share of five
hundred six dollars eight cents ($506.08), based on the proportion of full-time hours worked in accordance with
section 24.12. Whether full or part-time if, during open enrollment or based on another qualifying event, the
employee re-enrolls in the County’s applicable benefit program, his or her payment for waiving such benefits shall
cease on the effective date of such re-enrollment.

Both Spouses Employed by County

24.8.  Current “County Couples” (spouses both of whom ate cutrently working for the County) who are “double
covered” may remain double-covered with each covered by the County’s major medical insurance carrier, or, at the
option of the couple, one spouse would be covered by the County’s major medical insurance catrier and the other
may take $506.08 in cash. 'The double-coverage benefit shall not apply to any County couples hired after October 1,
2005; and the double-coverage benefit shall terminate for grandfathered couples whenever and if (a) either spouse
takes a cash benefit for the first time instead of upgrading major medical coverage; (b) either spouse terminates his
or her County employment; ot (c) they divorce.

Eligibility

24.9.  Every regular or permanent full-time or part-time employee, other than those employees who are on laid
off status, suspended for cause, or on unpaid leave (during which law does not require payment of the County’s
premium contnbuuon) and his/her dependents, if any, shall become eligible for employee and dependent health,
life, dental, and vision care insurance coverage provided by the County (dependents are not eligible for life
insurance) on the first day of the month following the month in which such employee completes thirty (30) days of
regular or permanent full-time or part-time service. Said employees shall be entitled to such insutance coverage
without regard to the number of hours worked by such employees each month. For such employee and dependent
health, life, dental, and vision coverage, the County shall contribute the County’s shate of the premiums each month
for each regular or permanent full-time employee and for each regular or permanent part-time employee the
amounts set forth.

Right to Purchase Additional Benefits

24.10. Any employee may purchase additional benefits ot upgrade any benefit at the employee’s own expense, by
authorizing payroll deductions therefore once a year in a designated open enrollment period.

Regular and Permanent Part-Time Coverage

24.11. Regular and permanent part-time employees shall be eligible to participate in the health program contingent
upon approval of the relevant health program plan provider.

2412 Part-time employees shall receive an insurance coverage contribution in an amount equal to the proportion

of hours worked (regular, sick, vacation, holiday) in any month up to full time. The part-time employees’
contributions shall be subject to change based on full-time employees’ conttibutions set forth above.
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Enrollment

24.13. Eligible employees shall assume full responsibility for enrolling themselves and their eligible dependents in
the insurance coverage provided by this Section. A newly eligible full-time or part-time regular employee shall have
foutteen (14) days from the first day of work to complete the enrollment documents required for insurance
coverage. When an employee timely enrolls, coverage shall begin on the first day of the month following the month
in which the employee completes thirty (30) days of setvice as a regular employee thereafter initial enrollment,
changes in enrollment may be made by an employee during the annual open enrollment or on the occurrence of a
qualifying event as specified by catriet regulations and applicable State or Federal law.

Deferred Compensation Annuity Program

24.14. Every regular or permanent employee may enroll in a deferred compensation annuity program offered by a
carrier through the County in accordance with the enrollment provisions established by the cattier. For
contributions to such a program, the employee shall utilize monthly payroll deductions which shall be authotized in
writing by the employee at least thirty (30) days prior to the first deduction.

24.15. At its sole discretion, the County may withdraw at any time from participating in any deferred
compensation annuity program which has not met its obligations in accordance with reporting and/or Internal
Revenue Service (IRS) requirements.

Disability Insurance

24.16. Every employee shall be eligible for the State Disability Insurance (SDI) Program, including the Family
Temporary Disability Insurance Program. The premiums for said State Disability Insurance (SDI)/Family
Temporary Disability Insurance Progratn shall be deducted monthly by the County Auditor from all employees’ pay,
which deductions are hereby expressly and irrevocably authorized without individual written authorizations.

Petsonal Belongings

24.17. Personal belongings that an employee is requited to bring into the workplace for the performance of the
duties of the job are covered by County insurance, provided the criteria as outlined in Amador County Policies and
Procedures Manual has been met.

Employees in the Power Equipment Mechanic I-III classifications in the GSA motor pool are required to provide
all of the tools in the Basic Hand Tool list. The County will provide a safe place for the storage of said tools. The
employee will give to his/het immediate supervisor an inventory of such tools and/ot equipment by January 1st of
each year.

The County shall fully compensate said employees for department required tools and/or equipment which ate lost
or damaged because of theft, fire, or other catastrophe, provided that such tools are listed in the inventory and are
stored in a place designated by the County. In the case of theft, the employee requesting compensation must
provide evidence that a police report regarding the incident has been filed.

The County agrees to provide all specialty tools equipment (e.g,, diagnostic, machinery, etc.) and supplies reasonably
necessary for the performance of assigned duties.

The County shall provide the Union and employees with the Basic Hand Tool list. Within sixty to ninety days after
the adoption of the Memorandum of Understanding, the parties will meet to discuss the definition of specialty tools.
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Mileage and Travel Allowances

24.18. Any employee required by the County to operate his/her vehicle in the performance of County business
shall receive an allowance therefore at the rate governed by the Amador County Policies & Procedures Manual,
which may be increased by unilateral action of the Board of Supervisors at any time during the term of this
Agreement. Employees who are required to use their private vehicles on County business shall be entitled to
mileage reimbursement except that an employee who is called to work at his/her regular duty station shall not be
eligible for mileage reimbursement.

24.19. If any employee is required by the County to travel outside the County during regular meal hours, the
County shall, at its election, provide the regular meals for the employee or shall reimburse the employee for the
documented actual cost of such meals in accordance with the allowances set forth in the Amador County Policies &
Procedures Manual, which meal allowances may be increased by unilateral action of the Board of Supervisors at any
time during the term of this Agreement.

24.20. Other allowances shall be paid to employees for travel which is required by the County in accordance with
the provisions outlined in the Amador County Policies & Procedures Manual.

PERS Retirement Coverage

24.21. Al employees who are eligible to participate as set forth in the contract between the County and the Public
Employees Retirement System (PERS), shall participate therein according to said contract. Extra-help employees
are not eligible for PERS coverage; provided, however, that the hours worked in any County fiscal year does not
exceed 999 hours.

24.22. 'The responsibility for certain Public Employees Retirement System (PERS) payments shall be as follows:

A. All “Classic” members of PERS, regardless of hire date, shall pay the full seven percent (7%) PERS
classic member contribution. B. All employees hired as new members according to PERS
regulations, and pursuant to the Public Employee Pension Reform Act of 2013 (“PEPRA™), as
amended, shall pay one-half (2) of the Normal Cost as determined by PERS.

C. Deductions of employee pension contributions shall be by payroll on a pre-tax basis to the extent
allowed by law.

24.23. The PERS retirement formula and optional benefits for employees shall be as follows:

A. Retirement Formulas: The County maintains the 2% @ 55 Retirement formula for employees hired
before June 1, 2011. Employees hired on or after June 1, 2011 or who are hired after January 1, 2013
as a “Classic” member will be provided the 2% @ 60 Retitement formula. Employees hired as new
members according to PERS regulations shall be covered by the formula established by PEPRA.

B. The 2%@55 plan has the following options:
¢ California Government Code Section 20042 (One-Year Final Compensation);

* California Government Code Section 21548 (Pre-retirement “Optional Settlement Two”
Death Benefit) and
¢ California Government Code Section 20965 (Credit for Unused Sick Leave).

C. The 2%@ 60 plan has the following options:
¢ California Government Code Section 20037 (Three-Years Final Compensation)
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e California Government Code Section 21548 (Pre-retirement “Optional Settlement Two”
Death Benefit) and
e California Government Code Section 20965 (Credit for Unused Sick Leave).

Retirces’ PERS Administrative Fee

24.24. The County shall pay the PERS administrative fee for retirees after the County is in the PERS major
medical insurance program.

Safety Shoe Allowances

24.25. The County agtees to maintain a program for cost reimbursement of approved purchases of County
required safety shoes for regular and permanent full-time and part-time employees. Overshoes are strongly
encouraged to minimize the need for replacement shoes. The County will reimburse the employee for actual and
reasonable costs for the shoes and/or overshoes up to a maximum of $170.00 per employee, for contract years,
upon approval of the Director of Human Resources. This maximum amount will increase to one hundred eighty-
five dollars ($185) per contract year effective October 1, 2018. However, an employee may forego use of this
benefit in one contract year and carryover it to the next year (for a maximum of one contract year) and use up to the
entire resulting three hundred seventy dollars ($370) accumulation in the second year for one pair of required safety
shoes. Lack of prudent care of shoes, including failure to use protective overshoes, may result in denial of
reimbursement for replacement shoes.

Employees who work outside an office/in the field in the following classifications shall be eligible for this benefit:

Agticulture & Standards Insp I, IT and III
Agricultute Technician

Agticulture Technician/GIS Assistant
Air Pollution Inspector I and 11

Airport Manager

Animal Cate Technician I and II

Animal Control Officer I, IT and 111
Bridge & Sign Maintenance Specialist
Building Code Compliance Officer/CEA
Building Inspector I, II and III

Building Maintenance Worker I, IT and III
Senior Building Maintenance Worker
Code Enforcement Officer

Construction Worker and Sr.

Custodian I and II ‘

Dep Ag Com/Sealer of Weight, Measures
Engineering Technician

Environmental Health Specialist I, 11, and III
Environmental Health Technician I, II
Heavy Equipment Mechanic

Mail Cletk (for warehouse work)
Mosquito & Vector Control Technician
Planner I, I1, and III

Power Equip Mechanic I, IT and III
Power Equip Mechanic II-Fabrication
Public Works Project Engineer

Public Works Inspector
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Public Works Lead Inspector

Public Works Maintenance Supervisor

Public Works Maintenance Worker I, II, IIT and Lead
Public Works Senior Project Engineer

Public Works Surveyor

Employee Wellness Program

24.26. The County agrees to provide up to $100.00 per calendar year cost reimbursement to regular and
permanent employees who participate in a physical fitness program approved by the Human Resoutces Director, or
his/her designee. Claims for this cost reimbursement must be submitted to the Human Resources Department
prior to December 10* of each year for reimbursement for that calendar year.

Employee Assistance Program (EAP)

24.27. Employees who experience financial or family difficulties, or have problems with drug ot alcohol abuse, are
encouraged to seek assistance through the Employee Assistance Program (EAP) offered by the County. For
information on the Employee Assistance Program (EAP), refer to Amador County Policies & Procedures Manual,
which is available in each County department. The County shall pay for the cost of the Employee Assistance
Program (EAP).

24.28. In matters involving proposed discipline against an employee, the County may, in its sole discretion, allow
the employee to enter an employee assistance program to address a substance and/or alcohol abuse problem as an
alternative to discipline.

Health Examinations or Fitness for Duty Tests

24.29. If any health examination or Fitness for Duty test is required of any employee by the County, the County
shall provide the required examination or test or cause such examination or test to be provided. Employees shall be
granted paid leave of absence for the purposes of undergoing required health examination. The County shall select
the persons to provide the required examination or test. If the employee disagrees with the County's selection prior
to submitting to the examination or test, the County shall be required to provide to the employee a list of three (3)
other providers from which the employee may select the person who will provide the examination ot test; provided,
however, that this requirement shall be waived in the event of a bona fide emergency.

24.30. The County agrees to provide cost reimbursements on an annual basis for DMV physicals and related costs
which are required by the County and are not covered by the employee’s medical insurance.

Section 125 of the Internal Revenue Code

24.31. The County Auditor has implemented Section 125 of the Intetnal Revenue Code allowing for a pre-tax
salary deduction in an amount equal to employee-designated costs of dependent care, medical deductibles, co-
payments, etc., as desired by each employee.
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SECTION 25

CLASSIFICATIONS AND WAGES

Equity Adjustments

25.1.  An equity adjustment is a change in the range of a classification after meeting and conferting.
Reclassifications

25.2.  Reclassifications occur when the County (a) determines that the duties of a particular position have changed
substantially; (b) reorganizes a department or agency by changing staffing levels, duties, or positions held by specific
employees; or (c) determines that the duties of a particular position as required to be petformed are those of a
different class.

25.3. An employee occupying a position which is reclassified to a class with the same range as the previous
position shall be placed at the same step and salary. An employee reclassified to a class with a higher range shall be
placed at the step which is the same as or closest to but no lower than their previous salary. An employee
reclassified to a class with a lower range shall be placed at the step which is the same as or closest to but no lower
than their previous salary or, if the highest step in the new range is lower than the previous salary the employee shall
be Y-rated. The Y-rate will freeze the salary of the employee at the present level until the salary for the lower class
is equal to, ot greater than, the Y-rate. An employee on a Y-rate will be offered any vacant position in the old
(highet) class within their department if they are qualified. They will also be interviewed for open positions, upon
their request, within their old class in other departments ptiot to considering any other candidates for the position.
Any refusal of an offer in the old class will terminate the Y-rate. The anniversary date of an employee whose
position is reclassified pursuant to this section 25.3 will not change as a result of that reclassification.

Temporary Assignments

25.4. An employee assigned temporarily to work in a class with a higher designated range ("temporary range”)
than the range designated for such employee's regulatly assigned class ("regular range") shall upon the
recommendation of his/her Agency/Department Head, or his/her designee, and approval by County
Administrative Officer, be paid in accordance with the temporary range during the temporary assignment. The
recommendation from the Agency/Department Head, or his/her designee, shall include a specific time frame for
the temporary assignment. The temporary assignment shall not begin until the County Administrative Officer
approves it.

25.5. During that temporary assignment, the employee shall retain whatever step in the temporary range shall
result in 2 wage increase.

25.6. An employee who believes that an Agency/Department Head, or his/her designee, has required that
employee to wotk temporarily in a class with a temporary range higher than the employee's regular range, and who
is not receiving the temporary range, may request through the Agency/Department Head, or his/her designee, that
the employee be paid in accordance with the temporary range. The request shall be made within thirty (30) days of
the assignment. The Agency/Department Head, or his/her designee, shall, within five (5) working days, approve or
disapprove the employee's request and in either case shall inform the employee and the County Administrative
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Officer of his/her decision. Approval of the employee being paid at the temporary range shall be sent to the
County Administrative Officer for action and shall be retroactive to the date upon which the temporary assignment
to a higher classification commenced.

25.7.  If the Agency/Department Head, or his/her designee, disapproves the employee's request, the County
Administrative Officer, or his/her designee, shall investigate the request and the Agency/ Department Head's, ot
his/her designee’s, decision and decide whether or not the employee's request is justified. If the employee's request
is deemed justified, the County Administrative Officer shall approve the temporary range.

25.8.  If the Board of Supervisors denies the request, the employee may file a grievance thereon.
Promotions

25.9. Promotions occur when an existing employee reccives a repott of appointment to a class with a higher
range than their current position through the competitive open position process. Any employee receiving a
promotion shall receive, at a minimum, a wage increase which is at least a five percent (5%) increase from their
previous salary within the salary range for the new class and shall receive a new step anniversary date. If an
employee had previously qualified for, and had received longevity pay, and is promoted to a higher range, the five
percent (5%) increase will be calculated on Step E of the range that the qualifying employee left. If the qualifying
employee is placed at either Step A, B, C, D, or E of the higher range, the qualifying employee will also receive the
appropriate longevity pay in addition to the wage received at the new range and step.

25.10. The following classes within a classification series automatically, upon successful completion of probation

or approptiate licensing, advance to the next class in a classification series, but no further. These classes are the only
classes which so advance automatically.

Positions with Automatic Progression

Classes Progression Department
Behavioral Health Clinician I-11 Health and Human Services
Building Inspectors I-1I Building
Eligibility Worker I-1I Health and Human Services
Employment & Training Worket I-1I Health and Human Services
Finance Assistant I-1I Health and Human Services
Administrative Assistant I-11 Health and Human Services
Planner I-11 Community Development
Social Wotker I-1I Health and Human Services
Wages

25.11. The wage schedule designated as the schedule for October 1, 2017 in the attached Appendix B shall take
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effect October 1, 2017. It reflects a base wage rate increase of two percent (2%) of the base wage rates in effect on
September 30, 2017. The wage schedule designated as the wage schedule for October 1, 2018 in the attached
Appendix B will take effect on October 1, 2018 and reflects a base wage rate increase of one percent (1%) of the
base wage rates in effect as of September 30, 2018.

25.12. The County uses the following counties for comparison purposes: Calaveras, Nevada, San Benito, Tuolumne,
and Yolo.

25.13. Subject to the provisions of Sections 20, 21, 22, and 24 above, every employee shall be paid in accordance
with the wage schedule, except when absent from his/her duty with paid leave authorized in accordance with the
provisions of this Agreement, and be paid on a salary basis computed at 2088 hours per year. Employees ate only
paid for the time actually worked, plus sick, professional, and vacation leave. A full-time employee's pay period shall
be from the first of the month to the end of the month, except as may be changed as provided in 25.15. New
employees and terminated employees shall be paid for the actual hours worked from the first working day of the
month.

Notwithstanding the foregoing, effective October 1, 2017 the base wage rates and ranges of employees classified as
Public Health Nurse I and Public Health Nurse II will increase by ten percent (10%) of their respective
corresponding base wage rates and ranges, as adjusted on October 1, 2017 in accordance with section 25.11 above.
Effective on the first day of the first pay period commencing on or after October 1, 2018 the base wage rates and
ranges for said classifications will increase by an additional ten percent (10%) of their respective corresponding base
wage rates and ranges, as adjusted on October 1, 2018 in accordance with Section 25.11 above. Said rates and
ranges are reflected in the wage schedules attached as Appendix B.

Warrants

25.14. 'The dating and issuing of payroll warrants shall be on the last weekday of the month which is not a holiday.
The County shall offer direct deposit of paychecks, if an employee so elects, and has worked two (2) months of
continuous employment. During the term of this Agreement, the County reserves the right to change to a different
payroll system with different pay petiods and dates. The County will notify the Union at least two (2) months in
advance and meet and confer regarding the impact of the change. At such time as the pay periods are changed the
total number of paid hours annually shall be reduced to 2080. The annual salary shall not be reduced. The additional
8 hours of pay shall be incorporated into the new pay scales.

Step Advancements

25.15. Step advancement for a permanent employee shall be procedurally automatic, unless such step
advancement is withheld from such employee in accordance with the provisions of Sections 14 .1. and/or 18 above.

25.16. A permanent employee hired or promoted at Step A shall be eligible for step advancement on the first
calendar day of the month following the month in which such employee completes his/her first six (6) months of
employment as a regular or permanent employee in his/her regularly assigned class. If such employee completes
his/her fitst six (6) months of employment as a regular or permanent employee in his/her regularly assigned class
on the first calendar day of the month, he/she shall be eligible for step advancement on that day. Thereafter, 2
permanent employee hired or promoted at Step A shall be eligible for step advancement on the anniversary dates of
his/her first step advancement until such employee advances to Step E.

25.17. A permanent employee hited or promoted at any step higher than Step A shall be eligible for step
advancement on the first calendar day of the month following the month in which such employee completes
his/her first year of employment as a permanent employee in his/her regulatly assigned class. If such employee
completes his/her first year of employment as a permanent employee in his/her regularly assigned class on the first
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calendar day of the month, he/she shall be eligible for step advancement on that day. Thereafter, a permanent
employee hired or promoted at any step higher than Step A shall be eligible for step advancement on the
anniversary dates of his/her first step advancement untl such employee advances to Step E.

Longevity Increases

25.18. Permanent employees shall receive longevity wage increases on their base pay when they have completed
ten (10), fifteen (15), and twenty (20) continuous years of regular and permanent County employment including
continuous years of County employment. At each of these benchmark years (10, 15, 20), the employee shall receive
a 2.5% salary increase.

The Human Resources Department shall maintain a calendar of all requited appraisals and shall notify, in writing,
the employee’s Agency/Department Head, or his/her designee, no less than thirty (30) calendar days prior to the
date when an employee’s appraisal is requited by this Agteement. The Agency/Department Head, or his/her
designee, shall be responsible for ensuring that an appraisal and other appropriate documentation are completed by
the Human Resources Department. When a formal performance appraisal is not completed within thirty (30)
calendar days of the required date, the employee shall, for all putposes, be deemed to have received a rating for
“Meets” standards for the sole purpose of applying this section.

25.19. A period of suspension pursuant to Section 18.4. shall not be deemed to cause a discontinuance in years of
employment for the purpose of step advancements set forth in Section 25.21., but the petiod of suspension shall
not be counted in the calculation of continuous employment for the purpose of calculating step advancements.

Miscellaneous Stipends

25.20. Any employee working for the Public Works Agency Road Crew who has been certified by the Department
of Motor Vehicles and who has been assigned the task of DMV Officer as part of his/her regular duties shall
receive a stipend for $100.00 per year as long as the DMV in-house program is in place.

2521 'The Side Letters of Agreement set forth in Appendix D of this Memorandum of Understanding and
addressing the below topics are by this reference incorporated into this Memorandum of Undetstanding;

A. Outreach Technician assigned to assist in Public Health functions;

B. Medic al Assistant Differential

C. Road Crew Lead Worker Stipend

D. Utilization and Quality Management Coordinator Differential

E. Data From County-Issued Electronic Devices

F. Bilingual Stipend

G. Voluntary Reduced Schedules (This extended side letter is extended further through fiscal year 2018-
19.)
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SECTION 26

OPEN POSITIONS
Disclosure by Applicants

26.1. The County shall include in the standard application for employment, the requirement that the applicant
disclose his or her knowing, or having had any relationship outside of the workplace, with the hiring
Agency/Department Head, or other hiring person, and a desctiption of the context or venue in which the knowing
or relationship with the hiring Agency/Department Head or other hiring petson occurred.

Notice

26.2. In order to insure that all employees have an opportunity to apply for open County positions, the Human
Resources Director shall cause to be posted notice of each open position on bulletin boards, including Union-
designated bulletin boards in every staffed County building as soon as possible, but under no circumstances later
than five (5) working days ptior to the application deadline. Positions will be designated as an “open recruitment”,
defined as open to any applicant, or an “internal recruitment”, defined as open to applicants who are currently
employed by the County or any of its special districts. Said notice shall also be sent to each Union steward. The
Human Resoutrces Director shall also cause to be posted positions on the County web page.

Filling of Positions
26.3. The filling of open positions shall be conducted in the following manner:

A. The Human Resources Department shall review all applications submitted for the open position.
He/she shall eliminate from further consideration all applicants who do not meet the minimum
qualifications for the position.

B. A screening committee shall be formed by the Human Resources Director or his/her designee.
The screening committee shall include the Agency/Department Head, or his/her designee, in
whose department the position is to be filled, the Human Resources Director ot his/her designee, a
represented employee selected by the Human Resources Ditector, and, if deemed approptiate by
the Human Resources Directot, a knowledgeable person employed by another county or agency.

C. The sctreening committee shall meet and decide which of the qualified applicants are the most
qualified.

D. The screening committee shall interview the most qualified applicants.

E. After interviewing the most qualified applicants, the screening committee shall rank those

applicants and recommend the hiting of one (1) thereof, based on the applications and interviews.

F. All work of the screening committee shall be done in confidence; provided, however, that the represented
employee may report to the Union the results of the screening committee. The Union shall keep in confidence the
repotrt made by the represented employee.

G. The Agency/Department Head, or his/her designee, shall fill the open position with one (1) of the five (5)
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top-ranked applicants.

H. ‘The Union shall be given notice by the Human Resources Ditector of which applicant has been selected to
fill the open position.
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SECTION 27

PROFESSIONAL EMPLOYEES

27.1.  The Professional category shall be comprised of the classifications as listed in Appendix B (Classifications
and Wages):

21.2.  Professional employees as outlined herein shall not be subject to Section 23 (Hours of Work) as outlined by
this Agreement as it relates to overtime and compensatory time off (CTO). These employees are exempt from
overtime tequitements as outlined by the Fair Labor Standards Act (FLSA). Instead, Professional employees shall
work a flexible schedule to be determined in consultation with their Agency/Department Head, or his/her designee.
The foregoing notwithstanding, Behavioral Health Therapists shall receive overtime pursuant to Sections 23.17 and
23.18 only.

21.3. Professional employees shall accrue up to five (5) days of professional leave each calendar year which may
be utilized upon completion of their probationary period. An employee may accrue professional leave up to a
maximum amount equal to twice their cutrent annual professional accrual rate. Part-time professional employees
shall receive five (5) pro-rated days of leave each year based on the number of hours they work.

Eligible Classifications:

Behavioral Health Care Nurse 1
Behavioral Health Care Nurse 11
Behavioral Health Care Nurse 111

BHC Program Manager (Community Services)
BHC Program Manager (Clinical Services)
Behavioral Health Care Clinician I
Behavioral Health Care Clinician IT
Behavioral Health Care Clinician ITT
Crisis Coordinator

Crisis Services Counselor

Health Educator

Mental Health Rehab Spec

Nurse Practitioner

Public Health Nutse I

Public Health Nurse 11

Public Health Nurse Supervisor
Registered Nurse (Health)

UA & QA Management Coordinator

27.4. The probationary petiod for Professional employees shall be twelve (12) months. Employees are subject to
the probationaty provisions as outlined in Section 14 of this employee bargaining agreement.

27.5.  The salaries for Professional employees are outlined in Appendix B (Classifications and Wages).
27.6. Promotions from level to level for Professional employees are subject to approval by the County

Administrative Officer, upon recommendation by the Agency/Department Head, or his/her designee.
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SECTION 28

LABOR-MANAGEMENT COMMITTEE

28.1.1 In order to encourage open communication, promote harmonious relations, and resolve matters of mutual
concern, the parties agree to maintain a Labor-Management Committee subject to the following:

A.

B.

The Committee will meet monthly, or as mutually agreed by the parties.

The role of the Committee will be advisory in nature. The Committee will have no authotity to
delete from, add to, ot modify this MOU. Committee meetings will not setve as a substitute for nor
will they satisfy the parties’ mutual obligation to meet and confer in good faith regarding matters
within the scope of bargaining.

The Committee will be composed of representatives appointed by the County and representatives
appointed by the Union. The County shall seek to have staff from within the County
Administrator’s Office as its representative. At least one of the Union representatives will be a
Union official. Observers and guests may be invited by either party when their presence will be
helpful in the resolution of specific issues. Meetings will be held on non-paid time, generally
planned for lunchtime.
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SECTION 29

RECOMMENCEMENT OF NEGOTIATIONS

29.1.  Either the Union or the County shall have the right to reopen negotiations on all subjects within the scope
of representation by giving written notice to the other party of its election to reopen negotiations not eatlier than
June 1, 2019, and not later than August 1, 2019.

29.2. If the Union or the County elects to teopen negotiations in accordance with the above provision, their
negotiations shall commence not later than August 10, 2019; provided, however, that neither the Union nor the
County shall be relieved of its right or obligation to negotiate on all subjects within the scope of representation if
theit negotiations have not commenced by August 10, 2019.
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SECTION 30

TERM, WITNESSES, AND SIGNATORS

30.1.  Except as otherwise provided herein, the provisions of this Agreement shall become effective on October
1, 2017 or the date it is adopted by the Board of Supervisors, whichever is later, and shall remain in effect through
September 30, 2019. Thereafter, the provisions of this Agreement shall remain in effect yeat by year unless either
the County or the Union notifies the other not later than August 1, 2019 oz, in the case of automatic renewal, the
applicable August 1, of its request to modify, amend, or terminate this Agreement.

30.2. In witness whereof, this Agreement was ratified by a membership vote of the Union on Mo@
& 2

30.3. In witness whereof, this Agreement was ratified by a vote of the Board of Supervisors on
[ s

ot A7)
[Continued on next page]
/1/

/17

/17

/17

/17

/17

/1/

/17

/17

/17

/17

/1/

/77

/77

Done this day, , 2018.
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For the County of Amador, California:

a.w
ﬂr:éf}zhorg‘m, Chair
Boa Supervisors

APPROVED AS TO FORM:
GREG GILLOT, COUNTY COUNSEL FOR

THE COUNTY OF AMADOR, CALIFORNIA:

By:

For SEIU Local 1021:

=

Robert Taylor, Unit %&idmt

L LA

Nathan Hill, Negotiations Team Member

Nebhi o QA'{?WL ‘ (’N?i”’

Debbie Stanford, Negotlatlons T
Member

Stephen L.
Member

W awy

Tiesha Adams, Negotiations Team

Member

Daniel Welldle, Negotiations Team
Member

Zames Winter, Negotiations Team

Member
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APPENDIX A
DEFINITIONS

The definitions in this Section shall govern the construction of this Agreement and shall have the
respective meanings given below unless it is clearly apparent from the context that they are used in a
different sense. The definition of a word shall apply to any of its variants.

Absenteeism. The unexcused non-attendance of an
employee from his or her assigned workplace or duty.

Administration Level. This class is distinguished by
overall responsibility for planning, organizing,
directing, and supervising the activities of a major
program area, division, or department. Work area and
program management, rather than supervision or the
performance of complex technical work in most non-
professional areas, distinguish classes at this level.
When supervisory responsibilities are present, they are
often directed through other supervisory positions.
Organizational complexity and size and program
diversity may require more than administrative level in
an occupational area.

Administrative Leave. Leave with pay and accrual of
benefits, imposed at the direction of the County, upon

an employee during the pendency of an investigation
which may lead to disciplinary action against the
employee, or when the employee appears unable to
work, during which period the employee is not required
to perform work, but

is to remain available for recall to work upon short
notice.

Age Discrimination in Employment Act (ADEA). A
federal statute prohibiting employers with 20 or more
employees from discriminating in employment against
persons 40 years or older. Penalties for violating the
ADEA include reinstatement with back pay and fringe
benefits, plus reasonable attorney’s fees.

Alternative Work Schedules. A change in the normal
work schedule as defined in this Agreement.

Anniversary Date. The date upon which a regular
employee becomes eligible for step advancement under
the provisions of this Agreement.

Arbitration. The process of submitting a dispute or an
unresolved grievance to an impartial third party for a
binding decision.

Back Pay. An amount of pay due a worker for periods

prior to the current pay period. Back pay is usually a
form of an award for lost wages given through a court
ruling or as a result of arbitration, or a remedy for a
payroll error.

Bargaining Unit. A group of employees recognized by
an employer under the Myers-Milias-Brown Act.

Call-Back Pay. Guaranteed pay for a set minimum
number of hours when employees are called back to
work when they weren’t originally scheduled.

Catastrophic Destruction. An extreme misfortune to

property owned or possessed by an employee.

Catastrophic Leave. Time used by an employee who

has experienced an extreme misfortune.

Child. A biological, foster, or adopted child, a stepchild,
a legal ward, a child of a domestic partner, or a child of a
person standing in loco parentis.

Class. All positions which are sufficiently similar, as to
(1) kind or subject matter of work, (2) level of difficulty
and responsibility, and (3) qualification requirements of
the work, that they can be given the same title and can
be assigned to the same range.

Classification. The grouping of positions into classes.

Collective Bargaining. The meeting between an
employer and employee representatives to confer in
good faith with respect to wages, hours, and other terms
and conditions of employment. Such meetings usually
result in the execution of a written contract
incorporating any agreement reached.

Compensatory Time Off (CTO)comp time). Paid
time off given to reimburse an employee for extra time
expended, usually in lieu of overtime pay.

Corrective Action. This term applies to taking action
to correct a behavioral or performance problem.

County. The Board of Supervisors of the County of Amador or
any employee holding a management position, or any person
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authorized by the Board of Supervisors or by any employee
holding such management position to act in its/his/her behalf.

County Administrative Officer. Shall include any County
officer or employee designated by the County Administrative
Officer to act on his/her behalf

Deferred Compensation.  Compensation payments  that
accrue for use at some point in the future. Most deferred
compensation payments include contributions to pension fund
annuities, They are usually not fully taxable until benefits
begin.

Demotion. An action resulting in a downward change
in classification to a class with a lower salary.

Disability. Under disability non-discrimination law, a
physical or mental impairment that substantially limits
one or more of a person’s major life activities. Under
workers’ compensation law, can be a temporary or
permanent injury.

Disabled Individual. Under federal law, an individual
who (1) has a physical or mental impairment that
substantially limits one or more of his/her major life
activities; (2) has a record of such impairment; or (8)is
regarded as having such an impairment. A handicap is
substantially limiting if it is likely to cause difficulty in
securing a job, retaining a job, or advancing in
employment.

Discharge. A separation of the employment
relationship for reasons of violation of standards of
conduct or safety regulations, unsatisfactory job
performance, or any reason deemed to warrant
separation must be made for just and sufficient cause.

Discrimination. As generally used in personnel law,
discrimination refers to the unlawful adverse treatment
of an employee or group of employees, whether
intentional or unintentional, based on such
characteristics as race, color, national origin, religion,
sex, handicap, age, or veteran status. The term also
includes the failure to remedy the effects of past
discrimination.

Documentation. Records, usually written, kept by
employers as proof of actions taken in the workplace.
Examples of documentation include performance
appraisals and written warnings.

Drug-Free Workplace Act. A federal law enacted in
1988 which requires federal contractors to implement
policies to assure the existence of a drug-free workplace.
Among other requirements, the Act mandates employee
notification statements, a drug-free awareness program,
and notice to an agency of convictions. Violations could
lead to debarment from future contracts for up to five

(5) years.

Employee. Any person who has been hired by the
County and who has assumed the tasks of a position.

Employee Assistance Program (EAP). A program
provided by employers to help employees handle
problems such as alcohol and drug abuse, or emotional
disturbances.

Employee Wellness Program. A monetary program
provided by employers to go towards reimbursement
for employees who participate in a physical fitness
program approved by the Human Resources Director,
or designee.

Entry Level. This is normally a trainee level
Employees perform the more routine, less complex job
assignments, while learning the more complex
operations, policies, assignments, policies, and programs
related to their work area. Initial job assignments
require only limited previous work experience and
background.

Equal Employment Opportunity. A doctrine

requiring that applicants and employees not be
discriminated against in employment on the basis of
certain non-job-related criteria, specifically race, color,
religion, sex, national origin, age, disability.

Equal _Employment Opportunity Commission
(EEOC). This Commission was created by Title VII of
the Civil Rights Act of 1964 to act as an enforcement
agency of that Act. The Commission has two main
purposes: (1) to end discrimination based on race, color,
religion, age, sex, or national origin in hiring,
promotion, firing, wages, testing, training,
apprenticeships, and all other conditions of employment;
and (2) to promote voluntary action programs by
employers, unions, and community organizations to
promote equal employment opportunities.

Exempt. An employee classification designated by the
Fair Labor Standards Act (FLSA). An employee’s
status as exempt or non-exempt establishes whether
that employee is subject to overtime under the FLSA.
Executives, administrative employees, professional
employees, and employees engaged in outside sales are
classified as exempt from overtime pay requirements.

Exit Interview. A structured interview at the time of
termination to inform employees of rights and benefits,
and to gather information about organizational climate,
culture, and problems.

Family Definitions: Extended Family. Employee's
parent, stepparent, foster parent, grandparent, brother,
stepbrother, sister, stepsister, child, grandchild, uncle,
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aunt, nephew, niece, mother-in-law, father-in-law,
brother-in-law, sister-in-law, son-in-law, daughter-in-
law, spouse/registered domestic partner or child of
domestic partner.

Immediate Family. The employee’s parent, child,
spouse/ registered domestic partner and child of

domestic partner.

Fair Labor Standards Act (FLSA). A federal law,
enacted in 1938 and subsequently amended, which
governs minimum wage, overtime pay, equal pay for
men and women in the same type of jobs and child
labor. The law also has extensive record-keeping
requirements.

Family and Medical Leave Act of 1990. Requires
employers with 50 employees in a 75 mile-radius to
offer those employees up to 12 weeks of unpaid leave to
care for a newborn or adopted child, or a seriously ill
child, spouse, or parent, or the employee’s own serious
illness.

Flex Schedule. A scheduling plan that permits
employees to choose their own working hours by
scheduling around certain core hours in the middle of
the day.

Grievant. A specific, named employee or employees
covered by this Agreement and shall not include the
Union or a class or group of employees not identified by
name along with specific grievances.

Harassment. Sexual conduct where submission to, or rejection
of, such conduct affects terms or conditions of employment; that
substantially interferes with an employee’s ability to perform
the job; or that creates a hostile work environment as described
in County Policy.

Incumbent. A person currently occupying a particular
position.

Independent Contractor. A person hired to perform

certain duties for a specified price and term. Generally,
the person sets the hours of work, determines the
methods of implementing the task, supplies his or her
own “tools”, and offers his or her services to other
entities. The employer may not retain the right to
direct how the independent contractor performs his/her
duties.

Job Description. A summary of the most important
features of a job, including the general nature of the
work performed, specific task responsibilities, reporting
relationships, and working conditions.

Licensed Health Care Practitioner. (A) A physician,
surgeon, physician’s assistant, nurse practitioner,

osteopathic practitioner, chiropractic practitioner,
physical therapist, podiatrist, optometrist, dentist, or
psychologist licensed by the State of California and
acting within the scope of his/her practice as defined by
California state law; or (B) any other health care
practitioner mutually agreed upon in writing by the
County and the employee; provided, however, that
either the County or the employee may terminate such
Agreement by giving seven (7) days written notice to
the other party.

Life Partner. For the purposes of this MOU, life partner
shall include but not be limited to any person cohabiting
with the employee on a sustained basis for at least the
previous twelve months while not paying to ot receiving
rent or other considetation from the employee.

Moral Turpitude. Conduct contrary to justice,

honesty, modesty, or good morals.

New Employee Orientation. The guided introduction
of new employees to their job, the work environment,
and the culture of County government.

Non-Exempt. A term used to describe employees who
are subject to the minimum wage and overtime
standards of the Fair Labor Standards Act, are paid for
hours worked, and who must be paid one-and-one-half
times their regular rate of pay for excess hours worked.

Occupational Disease/Illness. Condition or disease

arising out of, and in the course of, employment.

Occupational Safety and Health Administration
(OSHA). A federal agency created in 1970 to establish

health and safety standards for the workplace and to
ensure that all U.S. workers have a safe, healthy work
environment. The agency is vested with the power to
inspect and issue citations to organizations which
violate the safety standards encompassed in OSHA
regulations.

Pay. Wages earned by, and payable to an employee or,
for the purposes of determining paid status, disability
insurance/workers’ compensation temporary disability
indemnity payments payable to an employee in
accordance with the provisions of this Agreement, or in
accordance with state and/or federal law.

Performance Appraisals. A system of review and

appraisal of an individual’s job performance as described
in County policy. This system should influence an
employee’s job-related behaviors and when used
constructively can help improve employee performance.

Permanent. An employee who has successfully completed
the requirements of a probationary period for his/her position.

72



Human Resources Director. Shall include any County
officer or employee designated by the Human Resources
Director to act on his/her behalf in his/her absence.

Position. A set of tasks, i.e., duties and responsibilities,
assigned by the County to be performed by an
employee, which has a title, classification, and job
description.

Probationary Period. A period of time commencing
from the date of hire during which a new employee
receives close supervision to perform the job. It is also a
time during which the new employee and the employer
may appraise the appropriateness of retaining the
employee for the position (usually for a period of six
months).

Professional Employee.  Employees engaged in work
requiring specialized knowledge and skills attained through
completion of a recognized course of instruction, including, but
not limited to: attorneys, physicians, registered nurses,
engineers, architects, teachers, and the various type of physical,
chemical, and biological scientists.

Progressive Discipline. An approach to imposing
disciplinary action in which a lesser penalty may be

appropriate for an offense the first time it is committed
and more severe penalties are imposed for committing
the same or other offense again.

Promotion. A merit-based upward change in the wage of an
employee as a result of the appointment of an employee to
probationary status in a position within a new classification with
a higher designated range of the classification from which such
employee was promoted.

Range. One of the numerically designated wage levels
established by this Agreement.

Recruitment. The process of attracting, on a timely
basis, a sufficient number of qualified candidates to
apply for job openings within an organization.

Regular Employee. An employee who is appointed to a
regular budgeted position who is serving the initial
probationary period.

Rest Period. A period during work time during which
an employee is free from any requirement to perform
work or to be available to perform work for the County.

Separation. Termination of the employment relationship for
any reason. Includes resignation, release, death, retirement,
reduction in force, or discharge. Whenever possible, employees
shall give a minimum of two (2) weeks notice of the final
separation date. No employee shall be allowed to extend their
separation date by using vacation, holiday, compensatory time
off (CTO), sick leave, or professional leave. No employee shall

be allowed to extend their separation date in order to maintain
their health coverage.

Shift Differentials. Extra pay allowances made to
employees who work on a shift with hours that may
represent a hardship. Shift differentials usually are
expressed as a percentage of pay, or in cents per hour.

Sick Leave. Time for which the employee is paid when
he or she is not working due to illness or injury.

Standby. A period during which an employee is not
ordinarily required to perform work for the County, but
is required to be available, upon short notice, to perform
work, for which a specified stand-by compensation rate
is provided in the event the employee is not called to
perform work, with the regular rate of pay for the
period or periods the employee is required to work.

Step Advancement. An upward change in the wage of
an employee based on time in grade by means of
progression to the next step within the range.

Steward. A County employee who is a member of the
General Unit elected to represent other Unit employees
in their relations with the County.

Supervisor. An FLSA exempt individual with the employer's
delegated responsibility and authority to hire, transfer, suspend,
layoff, recall, promote, discharge, discipline, or direct other
employees —or effectively recommend such action.

Suspension Without Pay. Removal of an employee from
his/her assigned position and from paid status, without pay, for
a period of time during which the employee would otherwise be
required to work, as a result of disciplinary action effected in
accordance with the provisions of Section 19 of this Agreement.

Termination. An involuntary separation of the
employment relationship for disciplinary reasons.

Title VII of the Civil Rights Act of 1964, A section of the
1964 Civil Rights Act that prohibits employment
discrimination on the basis of race, color, sex, religion, or
national origin.

Union Representative. An employee of the Union and
not of the County who represents Unit employees in
their relations with the County.

Worker’s Compensation Insurance. Medical benefits and
pay provided for employees who have had work-related
accidents or for dependents of accident victims.

Y-Rate. The freezing of an employee's pay level when, as the
result of a transfer or reclassification, an employee would
otherwise be placed in a lower classification with a lower pay
scale, which fieeze shall continue until, through step increase,
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promotion, or cost-of-living increase, the pay scale for the
classification in which the employee is working exceeds the

level at which the pay was frozen.
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APPENDIX B
GENERAL UNIT

HOURLY CLASSIFICATION AND WAGE PLAN

2% Increasa
Etfective 10/1/2017

Rancg Qlozsfficafion, Step A StepB } SteoC L StepD L Step L L 10y L Oy L 200 LEiSA
1709 _|4-H Program Coordinador 2167 | 2275 | 2389 | 2509 | 2634 | 7700 | 2767 | 2837 | cC
2026 _|Accountand | 2484 | 2608 | 2739 | 2876 | 3040 | 3005 | 372 | 25 | ¢
2273 _|Accountant It 2731 | 2668 | 3044 | 3161 | 3300 | 34n3 | 3488 | 3575 | ¢
962 _|administralive Asst 1 1620 | 1491 | 1566 | 1644 | 1726 | wes | 813 | 185 | c
1102 |Administrative Asst I 1560 | 1638 | 17.20 | 1806 | 1896 | 19.46 | 1992 | 2042 | C
1258 _|Administrabve Asst I Fransistor 1716 | 1802 | w89z | 1986 | 2086 | 2138 | 2151 | w46 | ¢
1258 _|Administrative Asat, Sr 1716 | 1802 | 1892 | 1986 | 2086 | 2138 | 2191 | 246 | ¢
1897 |administrative Legal Seeretary 2355 | 2473 | 25906 | 2726 | 2663 | 2034 | 3007 | 3083 | ¢
1582 _|Administrative Secrebary 2040 | 2142 | 2249 | 2352 | 2480 | 2542 | 2605 | 2670 | ¢
1708 _|Administrative Supervisor 2166 | 2274 | 2388 | 2507 | 2633 | 2699 | 2766 | 2835 | €
1787 _|Administrative Technician 245 | 7357 | 2675 | 2509 | 2730 | 2797 | 2867 | 28w | ¢
1606 _|Agricusture 3 Standards Inap 1 264 | 2157 | 2276 | 2389 | 2500 | 2572 | 2636 | 2700 | ¢
1890 _|Agricuiture & Standards Insp it 2348 | 2465 | 2589 | 27148 | 2854 | 2026 | 2698 | 73 | ©
2264 _|Agricufture & Standards Insp it} 2102 | 2057 | 2979 | 3128 | 3284 | 3366 | 51 | 53w | ¢
1047 re Technician 1505 | 1560 | 1659 | 1742 | 1620 | 1875 | 922 | 1970 | c
1198 _|Agticuiture Technician'GIS Asst 1656 | 1739 | 1826 | 1947 | 2043 | 2063 | 2145 | 2168 | ¢
1890 _|Air Poliution Inspector | 2348 | 2465 | 2580 | 2748 | 2854 | 2925 | 2898 | 373 | ¢
2245 _|Air Pallution Inspector 11 2703 | 2838 | 2950 | 1120 | 32686 | 3368 | 452 | s | ¢

| o6z |aaport Assistant 1426 | 1491 | 1566 | 164e | 1726 | 1780 | w13 | s ]| ¢
2074 _|Airport Manager 3362 | 3s51 | 3720 | 3095 | 4191 | 4298 | 4319 | a7 | E
1485 _|Animal Care Technician { 1563 | 1641 | v723 | 1809 | 1900 | 1947 | 1906 | 046 |
1285 _|Animai Care Technician il 1843 | 1935 | 2030 | 2934 | 2240 | 2006 | 7354 | 2412 | ¢
1216 _|Animal Controt Officer | 1674 | 1758 | 1845 | 1938 | 2035 | 2066 | 2¢38 | 2101 | ¢
1385 _|Animal Controt Officer I 1643 | 1935 | 2032 | 2134 | 2240 | 2286 | 35« | 12| ¢
1662 |Animat Control Officer I 2120 | 226 | 2337 ss | 2577 | 2641 | 2707 | v7s | ¢
1216 _|Anime! Controk Office Coord 1674 | 1758 | 1848 | 1938 | 2035 | 2085 | 2438 | 2191 | ¢
1833 |Appraiser ) 2221 | 2406 | 2526 | 2652 | 2785 | 2854 | 292 | 200 | ¢
2303 _|Appraiser () 2761 | 2899 | 3044 | 3196 | 3356 | a0 | 3526 | w4 |
962 _|archives Assistant 1420 | 1491 | 1566 | 1644 | 1726 | 1769 | 1813 [ 1850 | ¢
1503 |Archivist 1961 | onso | 2162 | 2970 | 2384 | 2443 | 2504 | 2067 |
2409 _|Assistant in Civik Enginering | 2867 | 3010 | 3161 | 3319 | mps | 3572 | 66t | s7sa | ¢
2696 3477 | 3651 | 3634 | 3930 | 4008 | @28 | ¢

4000 | 4200 | a410 | ¢520 | 4633 | 470 | E

2500 | 2625 | 2757 | 2836 | 2696 | 2889 | €

| 3046 | 3196 | 3356 | 3440 | 3528 | 3614 ] c

203 | 2213 | 2420 | 2489 | 2552 | %615 | ¢

2427 | 2548 | 2675 | a2 | 2815 | 2881 | ¢

2667 | 2800 | 2940 | 3044 | 080 | M8 |

2801 | 2042 | 089 | 3166 | 3245 | 326 | E

| 2607 | 2738 | 2875 | 2047 | 3020 | c

2778 | 2947 | 3063 | M40 | 6 | ww | ¢

2628 | 2760 | 2896 | 2070 | 3044 | 1 | c

2694 | 3039 | 3191 | 270 | e | M6 | ¢

2163 | 3342 | 35090 | asor | 3667 | a779 | c

3436 | won | 37e0 | ema | 081 | nan | ¢

2100 | 2208 | 2348 | 2376 | 2435 | 86 | ¢

2241 | 2426 | 2548 | 2611 | 2677 | pu | ¢

2542 | 2669 | 2803 | 2873 | 2045 | an18 | C

2183 | 3342 | 3500 | 3597 | 3667 | ar7a | c©

1503 _|Cadestral Drafiing Technician | 1061 | 2059 | 2962 | 2270 | 2384 | 2443 | 2504 | 2567 | ¢
1778 _|Cadastral Drafling Technician It 2236 | 2348 | 2465 | 2589 | 2718 | 2786 | 2855 | 2997 | ¢
2312 _|Code Eorcement Officer 2770 | 2008 | 3054 | 3207 | 3367 | 351 | 3537 | 626 | ¢
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Classificaions StepA | StepB | Stepc | StepD | StepE | 10w | 95y | 20y | Fisa

2145 _|Communications Systema Tech 2603 | 2733 | 2870 | 3013 | 3164 | 3243 | 332¢ | a7 | ¢
2250 _|Camphiance Officer 2708 | 2843 | 2086 | 3135 | 3292 | 3374 | 3458 | 3545 | ¢
1617 _|Compance Spaciaist 2075 | 2179 | 2288 | 2402 | 2520 | 2585 | 2650 | 2748 | ¢
1743 _|Construction Worker 22m | 2319 | 2497 | 2548 | o675 | o740 | 2811 | oast | ¢
1861 _|Construction Worker, S 2419 | 2540 | 2667 | 2600 | 2940 | 3014 | 3080 [ 3186 |
837 |Custodian | 1295 | 1360 | 1428 | 1499 | 1574 | 1643 | 1654 | 1605 | ¢
970 _|Custodian i 1428 | 1489 | 1574 | 1653 | 1736 | 1779 | 1824 | 1860 | ©
2742 _|Dep Ag ConvSenter of Wat, Meas 3200 | 3360 | 3528 | 3704 | 3890 | 3087 | 4067 | 4189 | C
1812 _|Dep Public Cons/Guardtanidmin | 2270 | 73p4 | 2503 | 2628 | 7750 | 7808 | om0a | zam1 | ¢
2152 _|Depuly Public Cons/Guardian Admin 2610 | 2741 | 2078 | 3021 | 3172 | 3252 | 3333 | M6 [ ¢
2696 ! of Voiers 3154 | 3012 | 3477 | 3651 | 3834 | 3930 | an2e | 41 | ¢
2378 _|Eieciions Supervisor 2836 | 2078 | 3127 | 3283 | 3447 | 3533 | 362 | 372 | ¢
962 _[Flections Support Worker 1420 | 1491 | 1566 | 1644 | 1726 | 1760 | 1813 | 1859 | ¢
4404 _[Flections Technician 1862 | 1955 | 2053 | 2155 | 2263 | 2320 | 2378 | 2437 | ¢
2051 _[Eligibiity Supervise 2509 | 2634 | 2766 | 2004 | 3050 | 316 | 304 | 3284 | ¢
1169 _|Fligibifity Worker | 1627 | 1708 | 1794 | ¥883 | 1978 [ 2027 | 2078 | 2930 [ ¢
1331 |Eligitsisty Worker Il 17689 | 1878 | 1972 | 2071 | 2175 | 2220 | 2085 | 2342 | ¢
1511 _|Eligibiity Workes i-Transtator 1969 | 2067 | 2174 | 7279 | 2393 | 2453 | 2514 | 2577 | ©
14 |EnRgiaty Worker [l 1972 | 2071 | 2174 | 2253 | 2367 | 2457 | 2548 | 2581 | ¢
2248 _|Employment & Training Supervise 27.04 | 2839 | 2081 | 3130 | 3267 | 3369 | 3453 | 3530 [ ¢
1552 _|Employment & Training Worker | 2010 | 2191 | 2246 | 2327 | 2443 | 2504 | 2567 | 2631 | C
1752 _|Empioyment A Trmining Worker I 2210 | 3321 | 2437 | 2558 | 2686 | 2753 | 2822 | a3 | ¢
1972 _|Employment & Training Worker IN 2430 | 255 | 2670 | 2813 | 2954 | 3028 | M09 | 31 | ¢
1991 |Engineering Technician 2449 | 2571 | 2700 | 2835 | 207y | 351 | 317 | e | ¢
2013 _|[Environmentsd Health Speciafisl 2471 | 2595 | 2724 | 2560 | 3004 | 3079 | 356 | 3234 |
2385 _|Envira Heaith Specialist O 2843 | 2085 | 3134 | 3291 | 3456 | 3542 | 383 | w2 | ¢
2672 _|Environmenial Henith Specimiint il 3130 | 3287 | 3451 | 3623 | 3805 | 3000 | 3007 | wwer [ ¢
1465 _|Envionmental Health Technician | 1823 | 2049 | 2900 | 2226 | 2337 | 2396 | 245 | 2597 | ¢
858 _|Environmentst Hoaith Technician 2146 | 20 | 2333 | zas0 | | 263 | 2702 | 2770 | ¢
2133 _[Executive Assistant 3591 | 2721 | 2857 | 2089 | 3449 | 3228 | 3300 | @2 [ ¢
3155 |Facikties & Projects Manager 3613 | 3704 | 3083 | 4182 | 4392 | 4501 | 4614 4720 | E
1878 _|Facilties & Projacts Specialist 2336 | 2453 | 2575 | 7704 | 2839 | 2070 | 2083 | mss | ¢
1099 _|Finance Asst| 1557 | 1635 | 17.47 | 1802 | 1893 | 1940 | voma | 2038 | ¢
1254 |Finance Asst Il 1742 | 1798 | 1887 | 1982 | 2081 | 2133 | 2186 | 241 | ¢©
1425 _|Finance Asst sc 1883 | 1977 | 2076 | 2180 | 2289 | 2348 | 2405 | 485 | ¢
1615 _|Finance Technician 2073 | 2177 | 2285 | 2400 | 2520 | 2583 | 2647 | 23 | ¢
2708 | 2843 | 2085 | 3135 | 3297 | 3374 | 348 | 3545 | ©

3005 | 3455 | 3313 | 3479 | 3653 | 5744 | 3838 | 3033 | ¢

1420 | 1491 | 1566 | 1644 | 1726 | 1760 | 1813 [ 1m0 | ¢

3613 | 3704 | 3983 | 4182 | 4392 | 4501 | 4614 | 419 | ¢

2143 | 725 | 2360 | 2488 | 3642 | 2677 | 2744 | 2893 | C

2385 | 2504 | 2620 | 2761 | 28909 | 2971 | 045 | .22 | ¢

2435 | 2557 | 2685 | 2819 | 2060 | 3034 | 310 | ;&7 [ ¢

3129 | 3285 | 350 | 3527 | 3803 | 3s9e | 2096 | 4096 | ¢

2603 | 2733 | 2870 | 3013 | 3164 | 3243 | w4 | 4w | ¢

2120 | 2235 | o347 | 2485 | 2588 | 2653 | 2749 | o7ar | ¢

2367 | 2485 | 2610 | 7740 | 2677 | 2049 | 3023 | 308 | ¢

2424 | 2545 | 2672 | 2806 | 2946 | 3020 | 96 | 3 | o

2592 | o7 | 2858 | 3001 | 3151 | 3029 | 3340 | 338 | ¢

2708 | 2643 | 2985 | 3135 | 3292 | 3074 | 35a | was | ¢

1948 | 2045 | 2148 | 7255 | 2368 | 2497 | 2988 | 2550 | ¢

2141 | 2248 | 2360 | 2478 | 2602 | 2667 | 734 | w00 | ¢

1887 _|Legal Secretary, Sr 2355 | 7472 | 2596 | 2726 | 2863 | 2034 | 3007 | 83 | ¢
1134 lLibeary Assistant 1592 | 1672 | 1755 | 1843 | 1935 | 1983 | 2033 | c0m4 | ¢
1131 Literaey P Assistant 3502 | 1672 | 17.55 | 1843 | 1935 | 1083 | 2033 | 2se | ¢
1374 _|tibroary | iterac: Coord 1832 | 1924 | 2020 | 2121 | 2297 | 282 | 72340 | 2398 | ¢
1293 _|Library Technician 1751 | 1839 | 1830 | 2027 | 2128 | 282 | 2236 | 202 | ¢
962 |Mai Cleric 1420 | 1491 | 1565 | 1644 | 1726 | 1760 | 1813 | 183 | ¢
1257 |mmﬁum Recands Clerk 17.45 | 801 | 1891 | 1985 | 2085 | 2137 | 2190 | 2245 | ¢
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Step A | StepB | Stepc | StepD | stepE | 10y | 15y | 20w | FiSA
2917 | 3063 | 3216 | 3377 | 3546 | 363« | 3725 | w18 | ¢
1856 | 1739 | 10826 | 1947 | 2043 | ones | 2145 | 2168 | ¢
1420 | 1491 | 1566 | 1644 | 3726 | 1768 | 1813 | 1859 | ©
1961 | 2162 | 2970 | 2384 | 2443 | 25 | 2567 | c
3200 | 3369 | 3538 | 3715 | 3o01 | 3uwe | 40 | w0 | ¢
2232 | 2344 | 2461 | 2584 | 2743 | 2781 | 2850 | 2022
2020 | 2130 | 2237 | 2349 | 2466 | 2508 | 2501 | 2656 | C
2096 | 2201 | 2349 | 2426 | 2548 | 2611 | 2677 | 2744 | c©
3683 | 3872 | 4n6e | 4269 | 4483 | 4595 | avv0 | aso7 | ¢
243 | 2554 | 2681 | 2845 | 2056 | 3030 | 3106 | mes | c
2703 | 2838 | 2080 | 3120 | 3288 | 3368 | ;s | 3538 | C
3002 | 3t52 | 3310 | 3475 | 3649 | 3740 | 8w | 3030 | ¢
1922 | 2048 | 2118 | 2095 | 2336 | 2395 | 2454 | 2516 | ¢©
2113 | 2249 | 2330 | 2448 | 2568 | oz | 2608 | o7es | C
2215 | 2396 | 2442 | 2564 | 2692 | o760 | 2820 | ome0 [ ¢
2565 | 2683 | 28.17 | 2058 | 3106 | 3183 | 3263 | 3344 |
2800 | 2049 | 3097 | 2250 | a4 | 3500 | 3567 | 3677 | C
2682 | 2816 | 2957 | 3105 | 3260 | 3341 | 3425 [ 51 | ¢
222 | 2333 | 2as0 | 2572 | 2701 | 2768 | 2830 | 200 | C
1287 | 1351 | 1418 | 1490 | 564 | 1603 | 1644 | 15085 | ¢
1539 | 1616 | 1697 | 1782 | 1871 | 1947 | 1985 | 2095 | ¢
3282 | 3446 | 3618 | 3799 | 3989 | 4089 | a101 | 4206 | E
1818 _|Public Works Inspector 2376 | 2485 | 2620 | 2751 | 2888 | 2060 | 30 | 3110 | ¢
2153 _|eublic Works Lend inspector 2611 | 2747 | 2870 | 3023 | 3174 | 3953 | asm | | ¢
1907 _|Public Works Maint Lead Warker 2365 | 2483 | 2607 | 2738 | 2675 | 2947 | 3020 | 3006 | c
2261 _|Putdic Waorks Maint Supv 2719 | 2855 | 2088 | 3148 | 3305 | 3388 | 37 | 3559 [ ¢
1317 _[Public Works Maint Worker | 1775 | 1664 | 1957 | 2085 | 2158 | 2041 | 267 | 2323 | ¢
1487 _|Public Works Maint Waorker It 1955 | 2053 | 2155 | 2263 | 2376 | 2436 | 2497 | 2559 | ¢
1691 _|Public Works Maint Worker | 2149 | 2956 | 2360 | 2488 | 2612 77 | o7e4 | 2813 | ¢
2696 _|Public Worke Project Engineer 3154 | 3312 | 3477 | 3651 | 3634 | 3930 | 4028 | 4128 | C
3012 _|Public Works St Project Enginest 3470 | 3644 | 3806 | 4047 | 4298 | 4323 | a4 | 452 [ ¢
2854 _|Public Warks Surveyor 3312 | 3478 | 3651 | 3834 | 4026 | 4126 | 4230 [ 4335 | ¢
1425 _|purchasing Assistant 1889 | 1977 | 2076 | 2180 | 2289 | o346 | 2405 | 2465 |
1163 _|Recorder Clerk ¢ 1521 | 17 | 1787 | 1877 | w970 [ 2020 | 2070 | ;12 | ¢
1324 |Recorder Cleri it 1782 | 1871 | 1965 | 2063 | 2166 | 3000 | 276 | a3z |
1503 |Recorder Clerk St 1961 | 2058 | 2162 | 2270 | 2384 | 7443 | 2504 | 2567 | ¢
2250 _|Recorder Clerk Supervisor 2708 | 2843 | 2986 | 3135 | 3292 | 2376 | 8 | 3545 [ ¢
1385 _|Secretary 1853 | 1946 | 2pas | 2145 | 2052 | 2309 | 2366 | 2426 | ¢
3533 _|Senior Civl Enginee: 3901 | 4191 | 4200 | 4620 | 4n51 | 4972 | s097 | s224 [ ¢
2153 _|Senior Building Maintenance Worker 2611 | 2742 | 2879 | 3023 | 3174 | 3255 | ;324 | 18 [ C
2245 _|Senior Enginsering Technician 2703 | 2638 | 2980 | 3129 | 3286 | 3368 | 3452 | 3538 | ©
1780 _|Sheriffs Services Auat 1738 | 825 | 1996 | 2012 | 2143 | 2165 | 229 | s | ¢
1520 |Shesiffs Services Technician 1978 | 2077 | 2181 | 2290 | 2404 | 2464 | 2526 | 2583 | ¢
1257 _|Social Servicen Alde 1745 | 1801 | 1891 | 1985 | 2085 | 2137 | ;1m0 | 245 | ¢
3337 |Social Services Progrem Manager | args | 3985 | 4184 | 4393 | 4613 | 4728 | 4846 | 4068 [ E
1752 _|Social Warker | 2210 | 2321 | 2437 | 2558 | 2686 | o753 | 2822 | 2se3 | ¢
1977 _|Social Worker Il 2435 | 2557 | 2685 | 2849 | 2060 | 300 | 310 | me7 [ C
2214 |Social Worker 1 2672 | 2806 | 2946 | 3003 | 3248 | 3320 | M2 | 4 | ¢
2373 |Sotinl Worker Suparvisor | 201 | 2073 | 3121 | 3277 | 3441 | 3507 | 395 | 3706 | ¢
3242 _[Solid Wasle Program Menage: 37.00 | 3885 | 4076 | 4283 | 4497 | 4510 | 4725 | 4843 | E
1617 _|Solid Wasle Program Speciaist 2075 | 2979 | 2088 | 2402 | 2522 | 2585 | 2650 | 2716 | C
2002 |Sokd Waste Technician 2660 | 2763 | 2033 | 3079 | 3033 | a4 | 3307 | me2
1999 [stalt Service Analyat § 2457 | 2560 | 2700 | 2844 | 2086 | 3081 | 3138 | 3216 |
2246 _{Stai Sarvice Analyst I 2704 | 2630 | 2081 | 3130 | 3287 | 3369 | M55 | 3530 | €
2127 _|Systems Support Analys 2565 | 2714 | 2850 | 2092 | 3142 | 3721 | 3301 | 338 [ ¢
1070 _|Traneporation Officer 1528 | 1604 | 1685 | 1769 | 1857 | 1008 | 1951 | 00 | c
1775 _|Treasury Technician 2233 | 2345 | 3460 | 2585 | 2744 | 2782 | 2852 | 2923 | ¢
1465 _|VicimWitness Advocate 1923 | 2019 | 2120 | 2226 | 2337 | 23906 | 2456 | 2547 | ¢
2548 |VietimWitness 1 3006 | 3156 | 3314 | 3460 | 3654 | 3745 | 339 | 3035 | E
L2629 _JWeb FrogmmmeniDeveloper 27 Lsast ) 3624 ] 3aps |09 L laB ]l on ] o
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APPENDIX B
PROFESSIONAL EMPLOYEES
HOURLY CLASSIFICATION AND WAGE PLAN
2% Increase
Effective 10/1/2017

StepC ﬂ_ﬂ Step E 10 yr 15 yr 2_ﬂy'
377

2016 3546 | 363 | 3725 | 3818

353 | 3745 | 3001 | 3008 | 4006 | 4200

3891 | 4085 | 4280 | 4397 | 4507 | 4619

4184 | 4393 | 4613 | 4728 | 4845 | 4068

4290 | 4504 | 4730 | 4848 | 4969 | soes

32.1€ 33.77 3546 | 3634 25 38.18
35.38 3715 | 390 3994 40.88 4200

Behavioral Health Cane Clinician 0
Crisis Sevvices Coordinat

3093 | 4088 | 4207 | 4399 | 4500 | 4622
32.1€ 3377 A546 | 364 31.25 38.18
2777 | 2946 | 3062 | 3245 | 3375 | 3460 | 3545 | 3635
2006 | 3156 | 3314 | 3460 | 3656 | 3745 | 3830 | 3035

3157 33145 3481 | 3655 3837 2933 | 4032 £1.32
33.22

3mmmmm:mmmon:!!mmzzzlé

_26.01 27.31 28.68 3013 3162 24 Mo
3006 | 3156 | 33.14 | 3480 | 365¢ | 3745 | 3839 | 3935
3689 | 3873 | ane7 | 4270 | 4484 | 4598 | 4711 | 4828
2759 |Public Heslth Nurse I 3209 33.69 3538 3715 29.01 3998 40.98 42 00
3072 |Public Health Nurse iI* 35.30 37.07 38.92 40.86 4291 4398 4508 4621
3600 |Public Health Nurss Supy® 4058 | 4281 4474 4698 | 4833 50.56 51.82 53.12
2459 |Registered Nurse (Health) 2817 30.63 32.16 3377 | 3546 36.3¢ 37.25 28 16
2751  |Utilization & GQualty Management Coordinator 32.08 3368 35.38 J7.15 3901 39.98 40.98 42 00
Eaic Lebor Standards Act [FLSK) The FLSA sets minimum wage, overime pay, equal pay, record-
keeping, avi child labar for empioy who are by the act and are not exempt from
specific provisions.
LUnder FLSA column
C = Covered employees who are enitied ¥ overtime and or fory time off (CTO) for hours
worked pursuant to the FLSA

E = Exempt employees who are not covered by the FLSA and are not entilied to overtime and or
compensatory time off (CTO) for hours worked pursuant to the FLSA.

*= incjudea special 10% pay adjustment

** = Exempt employces not cavered by FLSA, but shall i and of y time off
(CTQ) pursuant o Secton 23.147 and 23.1B




APPENDIX B
GENERAL UNIT GRANDFATHER EMPLOYEES

2% Increase

Effective 10/1/2017

CLASSIFICATIONS AND WAGES

Range Classification StepA | SiepB | StepC | StepD | StepE | 10y 15y 20yr FLSA
1531 |GF-Adminisirative Asst Il-Translator|  19.89 20.88 21.93 23.03 24.18 2478 2540 26.04 [
1657 |GF-Environmental Health Techniciall 2115 221 2332 24.48 2571 2635 2701 27 68 C

Updated 010472018
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APFPENDIX B
GENERAL UNIT

1% Increase

Effective 10/1/2018

HOURLY CLASSIFICATION AND WAGE PLAN

Range Classification StepA | StepB | Siepc [ StepD | StepE [ 1oyr | 15w | 20yr | FisA
1731 |4 Program Coordinator 2180 | 2208 | 2443 | 2534 | 2661 | 2727 | 2795 | 265 | ¢
2051 _|Accountant | 2500 | 2634 | o766 | 2004 | 3050 | 3126 | 3204 | 3288 [ ¢
2301_[Accountant 2759 | 2897 | 3042 | 3194 | 3354 | w37 | 3523 [ 1 | ¢
976 _|Administrative Asst ! 1434 | 1506 | 1581 | 1660 | 1743 | 787 | 181 [ 877 |
1117 _|Administrative Asst {| 1575 | 1654 | 1736 | 1823 | 1914 | 1062 | 2011 | 2062 | C
1275 _|Administrative Asst Il-Transtator 1733 | 1820 [ 1991 | 2006 | 2108 | 2159 | 2213 [ 2268 | ¢©
1275 | Administrative Asst, Sr 1733 | 1826 | 1911 | 2006 | 2106 | 2156 | 2213 | 288 | ¢
1920 | Adminisirative Legal Secretary 2378 | 2497 | 252> | 2753 | 2890 | 2663 | 3037 | 113 | ¢
1602 | Administeative Secretary 2050 | 2163 | 2271 | 2385 | 2504 | 2567 | 26m | 2696 | ¢
1730 _|Administrative Supervisor 2188 | 2007 | 2412 | 2533 | 2660 | 2726 | 2704 | 2064 |
1809 _|Administrative Technician 2267 | 2360 | 2499 | 2624 | 2756 | 2824 | 2895 | 2067 | ¢
1627 |Agriculiure & Standards Insp | 2085 | 2186 | 2290 | 2414 | 2534 | 2598 | 2693 | 2708 | ¢
1914 _|Agriculture & Standards Insp I 2372 | 2491 | 2615 | 2746 | 2883 | 2055 | 3020 | 3105 | ©
2271_|Agnicutture & Standards Isp 1l 2729 | 2065 | 3009 | 3150 | 3347 | 3400 | 2485 | 3572 | ¢
1062 _|Agricutture Technician 1520 | 1506 | 1676 | 1760 | 1848 | 1894 | 1941 | 1950 | ¢
1215 | Agricullure Technician/GIS Assl 1673 | 1757 | 4844 | 1037 | 20034 | 2084 | 2136 | 2130 | ¢
1914 _|Air Poliution Inspactor | 2372 | 249 | 2695 | 2746 | 2883 | 2055 | 3020 | 3105 | ¢
2272 _|Air Pollution Inspector I 2730 | 2867 | 3010 | 3160 | 3318 | 3401 | 3486 | 3573 | C
976 | Aipont Assistant 1434 | 1506 | 1581 | 1660 | 1743 | 1787 | a1 | 877 | ¢
2056 _|Airport Manager .16 | 3567 | 3766 | 3954 | 4152 | 4256 | 4362 | 4471 | E
1121 | Animal Care Technician! 1579 | 1668 | 1749 | 1828 | 1949 | 1067 | 2015 | 2067 | ¢
1403 _|Animal Care Technician i 1861 | 1054 | 2052 | 2154 | 2267 | 2319 | 2377 [ 2436 | ¢
1233 _[Animal Contraf Officer | 1691 | 1776 | 1864 | 1958 | 2055 | 2107 | 2180 [ 2213 [ ¢
1404 _[Animal Control Officer I 1862 | 1965 | 2083 | 2155 | 2263 | 2320 | 2378 | 2437 | ¢
1683 _|Animal Control Officer fl 2141 | 2248 | 2360 | 2478 | 2602 | 2667 | 2734 | 2802 | ¢
1233_|Animal Control Office Coord 1691 | 1776 | 1864 | 1958 | 2055 | 2107 | 2159 | 2213 | ¢
1856 | Appraiser | 2314 | 2430 | 2559 | 2679 | 2813 | 2683 | 2055 [ m020 [ ¢
2330 |Appraiseril 2788 | 2027 | 3074 | 3227 | 3380 | 3474 | 3560 | 3649 |
976 | Archives Assistant 1434 | 1506 | 1581 | 1660 | 1743 | 1797 | 1831 | w77 | ¢
1523 | Arehivist 1981 | 2080 | 2184 | 2203 | 2408 | 2468 | 2530 | 2583 [ ¢
2438 _|Assistani in Civil Engineering | 2896 | 3041 | 3193 | 3352 | 3520 | 3608 | 3668 | 3781 | c
2726 _|Assistant in Civil Engineering I 3186 | 3345 | 3513 | 3688 | 3873 | 3069 | 4088 | m70 [ ¢
3206 _|Associate Civif Engineer 3664 | 3847 | 4040 | 4242 [ 4454 | 4565 | 4679 | 4796 | E
1832 | Auditor-Appraiser | 2290 | 2405 | 2625 | 2651 | 2784 | 2853 | 2024 | 2ves | ¢
2330 |Auditor-Appraiser 1 2788 | 2027 | 3074 | 2207 | 3399 | 3474 | 3560 | 3648 |
1560 | Behavioral Health Aide 2018 | 7119 | 2225 | 2335 | 2453 [ 2514 | 2577 | 2641 | ©
1765 _|Sehavioral Heallh Care Counselor § 2223 | 7334 | 2451 | 2573 | oroz | 2770 | 2630 | 2810 | ¢
1986 _|Benavioral Health Care Counselor i} 244 | 2566 | 2695 | 2820 | 2071 | 3045 | 3121 | 3ims | ¢
2109 _|Behavioral Health Care Supv {A/D) 2567 | 2695 | 2030 | 2072 | 3120 | 3198 | 3278 | 3360 | E
1931 _|Bridge & Sign Maint Spec 2380 | 2507 | 2633 | 2764 | 2003 [ 2075 [ 3050 | 3126 | ¢
2087 |Bldg Code Compliance Ofe/CEA 2545 | 2672 | 2806 | 2046 | 3093 | 3171 | 3250 | 333 | ¢
1950 |Buitding inspector | 2408 | 2526 | 2555 | 2788 | 2007 | 3e00 | 2075 | 3152 | ¢
2183 | Buisding Inspector | 2651 | 2784 | 2023 | 3069 [ 3220 | 3303 | 3385 | umw | ¢
2458 |Building Inspecior Il 2016 | 3062 | 3215 | 3376 | 3544 | 3633 | 3724 | 7| ¢
2690 _|Building inspecior Supervisor 3146 | 3305 | 3471 | 3644 | 3826 | 3922 | 4020 | 121 | ¢C
1468 _|Buitding Maint Worker | 1926 | 2022 | 2123 [ 2230 [ 2341 | 2400 [ 2480 [ 2521 [ ¢
1659 _|Buitding Maint Worker 1l 2147 | 2223 | 2334 | 2451 | 9573 [ 2638 | 2703 | 2771 | c
1871 _|Buiding Maink Worker I 2320 | 2445 | 2568 | 2666 | 2031 | 2002 | 2074 | 3040 | ¢
2458 _|Building Pians Checker 2646 | 3062 | 2245 | 3376 | 3544 | 2633 | ar2a | 3817 | ¢
1523 |Cadasimi Drafling Technician | 1981 | 2080 | 2184 | 2203 | 2408 | 2458 | 2530 | 2583 | ¢
1800 |Cadastral Drafting Technician Il 2258 | 2371 | 2489 | 2614 | 2745 | 2813 | 2884 | 2056 | ¢
2340 |Code Enforcement Officer 2798 | 2936 | 3085 | 3239 | 3401 | 3486 | 3573 | 362 | €
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Range Classification StepA | StepB | SlepC | StepD | StepE 10 vr 15 vr 20 yr FLSA
2171 |Communications Systems Tech 26.2¢ 27.60 2898 | 3043 3196 | 3275 33.57 34.41 c
2277 |Compliance Officer 27.3% 28.72 30.15 | 3166 3324 34.08 393 35.80 9]
1638 |Compliance Speciafist 2096 | 22.01 23.14 2426 | 2548 | 26.11 2677 | 2744 [24
1765 |Construction Worker 2223 23.34 24.51 2573 27.02 27.70 28.38 | 2910 c
1966 |Construction Worker, Sr 24.44 25.66 2695 | 2829 29.714 30645 31.24 31.99 e

850  |Custodian { 13.08 13.73 14.42 15.14 15.90 16.30 16.70 17.42 c
984  |Custodian it 14,42 15.14 15.90 16.69 17.53 17.97 1841 18.B8 €
2774 |Oep Ag ConvSealer of Wat, Meas 32.32 33.94 3563 | 37 H 39.29 40.27 4127 4234 C
1835 |Dep Public Cons/Guardian/admin | 2293 24.08 25.28 26.54 27.87 2857 29.28 30.01 c
2173 |Deputy Public Cons/Guardian Admin it 26.36 27.68 29.06. | 30.51 3204 | 3284 3386 3450 &
2728 |Deputy Surveyor/ Deputy Registrar of Yoters 31.86 33.45 35.13 | 36.98 38.73 39.63 4069 4170 o
2406 _|Elections Supervisor 28.64 30.97 31.58 | 3315 34.81 35.68 38.57 37.49 c
976 |Elections Suppoit Worker 14.34 15.06 15.814 16.60 17.43 17 .87 1831 16.77 £
1423 [Elections Technician 18.81 19.75 2074 | 2177 22.86 23.44 24,02 2482 ol

2077 |Eligibility Supervisor 2536 2662 2795 | 2935 30.814 3158 | 3237 | 3318 <
1186 |Efigibility Worker | 16.44 17.26 15.13 19.03 19.98 | 2046 2089 21.52 c
1349 |Ekigibility Worker |l 18.07 18.97 19.92 | 2092 | 21.96 22.6% 23.08 | 2365 c
1531 |Eligibilkty Worker II-Translator 19.89 20.88 21.93 | 2303 2418 | 2478 2540 | 2604 <
1534 |Eligibility Worker IIf 19.92 2092 | 2196 | 23.06 2421 24.82 2544 26.07 C
2273 |Employment & Training Supervisor 273 28.68 30.11 31.61 33.20 34.03 34.88 35.75 C
1572 |Employment & Training Worker | 20.30 2132 | 2238 | 2350 24 67 25.29 2582 | 2657 <
1774 |Employment & Training Worker I 22.32 23.44 24 84 2584 2713 | 2791 28.50 28.22 C
1997 _|Employment & Training Worker il 2455 | 2578 | 27.07 | 2842 | 29.54 30.58 3135 | 3244 C
2015 |Engineering Technician 24.74 25.98 27.28 28.64 30.07 30.82 31.55 3238 c
2038 |Environmental Health Specialist | 2496 26.21 27.52 28.89 30.34 31.10 31.87 32,67 [}
2413 |Envis tal Health Specialist It 28.71 30.15 3165 | 3324 | 3490 | 3577 36.68 37.58 o)
2703 |Environmental Health Specialist I 31.81 33.19 3485 | 3659 | 3842 | 3938 40.37 41.38 o]
1465 |Envi tal Health Techniciar 19.43 20,40 2142 2249 | 2362 | 24.2% 2481 2543 c
1679 |Environmantal Health Techniciar i 21.37 22.44 2356 | 2474 | 2598 | 2662 | 27.29 27.97 c
2153 |Executive Asgistant 26.17 27.48 | 2585 | 30.30 31.84 32.8% 3342 34.26 c
3192 |Facilifies & Projects Manager 36.50 35.33 4024 4225 | 4437 | 4548 46.61 47.78 E
1901 |Facilitiss & Projects Specislist 23.5% 24.77 | 26.0% 213 26.67 | 29.39 30.13 306.88 &
1114 |Finance Asst) 15.72 16.51 17.33 18.20 19.11 19.59 206.08 20.58 [o]
1271 |Finance Asst It 17.29 18.15 1906 | 20.02 21.82 21.54 22.08 2263 S
1444 |Fingnee Asat Sr 18.02 19.97 2097 | 2202 2312 | 23.70 2429 24.90 [o]
1635 |Finance Technician 20.93 21.98 2308 | 2423 | 2544 26.08 2673 27.40 [
2277 |Finance & Admin Supervisor 27.3% 28.72 3015 | 31.66 33.24 34.08 3493 35.80 C
2577 |Fiscal Officer 30.35 31.87 33.46 3513 36.89 37.84 38.76 38.73 (+)
976 |General Services fide 14.34 15.06 15.81 16.60 17.43 17.87 18.31 18.77 [
2192 |Geographic Inform Sys Loor 36.50 38.33 40.24 | 4225 44.37 4548 46.61 47.78 C
1712 |Geographic Inform Sys Tech 21.70 22.79 2392 | 2512 26.38 22.04 2.7 28.40 c
1951 |Geographic Inform Sys Tech §! 24.08 25.28 26.56 | 27.89 29.28 30.01 30.76 31.53 G
200t |Hea uipment Mechanic 2459 | 2582 27.14 | 2647 29.89 30.64 31.40 3219 c
2702 _|information Systems Analyst 31.60 33.18 34.84 36.58 3841 39.37 4035 | 4136 c
2171 |ink jon Syst Specialist 26.29 27.66 28.98 | 3043 31.96 32.75 3357 | 34.41 (@
1692 |informalion Systems Tech ! 21.50 2258 | 2370 | 24389 26.13 26.79 2746 | 28.14 c
1933 |information Systems Tech If 23.91 25 11 26.36 27 68 29 06 29.79 3053 31.30 C
1950 |t ing Center Coordinator 24.48 2579 | 2699 28.34 29.76 30.50 31.26 32.04 &
2160 |Legal Assistant 26.18 27.49 289.86 | 30.31 31.82 32.62 3343 3427 c
2277 |Legs! Office Supervisor 27.35 28.72 3015 31.66 33.24 34.08 34.92 | 35.80 €
1509 |Legst Secretary { 19.67 20.85 2169 | 2277 23.91 24.51 2512 2575 c
1705 |Legal Secretary il 21.63 2271 2385 | 2504 2629 | 2695 27.62 28.31 &
1920 |Legel Secrefary, Sr 231.78 24.97 2622 | 27.53 28.90 29.63 30.37 3143 ke
1150 |Lébrary Assist 16.08 16.88 17.73 18.61 19.55 2083 20.53 21.05 <
1150 |Ldbrary Literacy Program Assistant 16.08 16.88 17.73 18.61 19.55 20.03 2053 21.05 c
1393 |Libvrery Literacy Progrem Coord 1851 1944 | 2041 2143 22.50 23.06 23.64 2423 c
4311 |Ldwary Tachnician 17.69 18.57 1950 | 2048 | 2150 22,04 22,59 23.16 (=
976  |Mail Clerk 14.34 15.06 15.81 16.60 17.43 17.87 18.31 18.77 c
1274 |Medical/Psychiatric Records Clerk 17.32 18,19 18.10 2005 | 2105 | 2158 2142 | 2267 C
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Range Classification StepA | StepB | StepC | StepD | StepE 10 yr 15 yr 20 yr FLSA

2488  |Mental Health intem 29.46 30.93 3248 34.10 35.81 36.70 37.62 38.56 ]
1215 |Mosquitc & Vector Control Tech 16.73 17.57 186.44 1937 | 20.34 20.84 21.36 21.90 C
476 |Museum Aast 1434 15.06 15.81 15.60 17.43 17.87 18.21 18.77 (c
1522 M Curalor 19.80¢ 20.79 2183 | 2292 2407 24 67 2529 25.92 o]
2783 |Qccupational Therapist 3241 34.03 35.73 37,52 39.39 4038 | 41,39 42.42 ©
1796 |Quitreach Specialist 2254 | 2367 | 24.85 26 09 27.40 28.06 2878 | 2850

15892 |Outrsach Technician 20.50 2153 | 2260 | 2373 24.92 3554 | 2618 | 26.83 &
1659 |Personal Services Coordinator 2147 2223 23.34 | 2451 2573 26.38 2703 27.7% G
3267 _|Physical Therapist 37.25 | 38.11 4107 | 4312 4528 | 46.41 47.57 4B.76 c
1998 |Plsnner 24.58 25.79 27.08 28.43 2985 | 30.60 3t.36 32.15 G
2272 |Planner i 27.30 28.67 30.10 3160 3346 | 34.01 34.86 35.73 S
2574  |Planner (I} 30.32 3184 3343 35.10 36.85 37.78 3872 g6y C
1483 |Pilanning Technician | 19.41 20.38 21.40 2247 | 2359 24.18 24.79 2541 (S
1677 _ |Planning Technician Il 21.35 2242 2354 24 72 3585 26.60 27.26 27,95 S
1778 |Power Equip Mechanic | 22.37 2349 | 2466 | 2580 27.19 2787 | 2857 | 29.28 &
2122 |Power Equip Mechanic If 25.80 27.08 | 2844 23.87 3136 | 32.14 32.95 33.77 (]
2373 [Fower Equip Mechanic I1-Fabrication 28.37 29.79 31.28 1284 3448 35.35 3623 37.14 C
2251 |Power Equip Mechanic 1| 27.06 28.44 29.87 31.36 3283 33.75 .60 3546 <
1786 |Printer 22.44 23.56 24.74 2596 2728 | 27496 28.66 29.37 C
842  |Print Shop Assistant ¢ 13.00 13.65 14.33 15.05 15.80 16.20 16.60 17.02 C
1097 _|Print Shop Assistant (| 1555 16.33 7.4 13.00 18.90 19.37 19.86 20.35 €
2857 |Public Conservator/Guandian/Admi 33.15 34.81 386.55 38.38 4029 | 41.30 42.33 43,39 E
1941 |Public Works inspector 2395 25.19 26 45 27.77 2816 | 29.89 30.64 3140 c
2179 |Fublic Works Lead Inspectoc 2637 2769 | 2307 3053 205 | 3285 | 3368 3452 ]
1931 |Fublic Works Maint Lead Worker 23.89 2508 | 26.34 27.66 29.04 2976 3051 31.27 C
2289 |Public Works Maint Supv 27.47 | 28.84 30.29 31.80 33.39 34.22 3508 35.96 (]
1335 [Public Works Maint Worker | 17.93 18.83 19.77 | 2076 2179 | 2234 2290 2347 c
1598  |Public Warka Maint Worker Il 19.74 20.73 2176 | 2285 23.89 24.59 25.21 25.84 C
1712  |Public Works Maint Worker Jli 21.70 279 23.92 2512 28.38 27.04 27.71 28.40 (¢]
2727 _|Public Works Pyoject Enginger 31.85 33.44 3511 3687 | 38.71 39.65 | 40.67 4169 <
3048 |Public Works Sr Projeci Engineer 35.04 36.79 3863 | 40.56 42.59 4366 4475 4587 (J
2887 |Public Works Surveyor 3345 | 3512 | 36.88 358.72 | 4066 4168 | 4272 4378 C
1444 |Purchasing Assistant 19.02 19.97 2097 | 22@2 | 23.12 23.70 24.29 24.90 [
1178 |Recorder Clerk | 16.37 17.18 18.0% 18.95 1880 | 2040 20.94 2143 €
1341 |Recorder Clerk | 17.99 168.89 1983 | 2083 21.87 241 2297 23 53 c
1523 |Recorder Clerk, Sr 19.8% 2080 | 2184 | 2293 24.08 24.68 2530 2593 c
2277 |Recorder Clerk Supervisor 27.35 28,72 30.15 3166 33.24 | 3408 3493 35.8D C
1414 |Secrelary 1872 19.86 2064 | 2167 | 2275 | 2332 2391 24.50 c
3573 |Senior Civil Engineer 4331 4233 | 4444 | 46.66 4300 | 50.22 5148 52.76 @
2179 |Senior Buiding Mainti Worker 26.37 27.69 2507 3053 3205 | 3285 | 3368 34.52 C
2272 |Senior Engineering Technician 27.30 | 2867 3010 | 3160 33.18 | 34.01 34.86 35.73 c
1298  |Sheriffs Services Ass! 17.56 18.44 18.36 2033 | 21,34 21.88 242 2299 [
1540 |Sherin's Services Technician 18.98 20.98 2203 | 23.13 2429 | 2489 25.52 26.15 C
1274 !Socinl Services Alde 17.32 18.19 15.10 2005 21,05 21.58 22.12 22.67 [}
3375 [Social Services Program Manager | 38.33 | 4025 | 4226 | 44.37 48.59 47.76 48.95 50.17 E
1774 |Social Worker | 22 32 23.44 24.61 25.84 2743 | 2781 2850 2922 c
2001 [Soclal Worker I 24.5¢ | 2582 2741 2847 29.89 30.64 3140 3219 [o
2241 |Social Worker Il 26.99 28.34 2976 | 3124 32.81 3363 | 3447 35.33 <
2401 |Social Worker Supervisor [ 2859 30.02 31.52 33.10 .75 3562 36.51 37.42 c
3278 |Solid Waste Program. Manager 37.37 39.24 4120 | 4326 | 4542 | 46.56 47.72 | 48.92 E
1638 |Solid Waste Program Specialisi 2098 22.0t 23.11 24.26 2548 | 26.11 26.77 | 2744 [
2328 |Solki Waste Technician 2686 | 2820 | 29.61 31.09 3285 | 3346 3430 35.16

2024 |Staff Service Anaiyst | 2482 26.08 27.38 28.73 30.17 30.92 3170 32.49 [
3273  |Stafl Service Analyat Il 27.31 28.68 36.11 3161 33.20 | 34.03 34.88 | 35.75 G
2153 [Syst Support Analyst 26.11 27.42 28.79 30.23 31.74 3253 | 3334 34.18 c
1086 | Transporiation Officer 1544 16.24 17.02 17.87 18.77 19.24 19.72 20.2% C
1797 |Treasury Technician 22,55 23.68 2486 | 26.10 27.49 28.09 25.80 | 2952 C
1485 |Victim/Witness Advocale 19.43 2040 | 2142 | 2249 2382 2421 2481 25.43 C
2578 |VictimAWVitness ram Manager 30.36 31.88 3347 35.15 36.90 3783 3877 39.74 E
2862 |Web Programmer/Dieveloper 33.20 3486 36.60 38.43 4035 | 4138 4240 | 4346 C
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APPENDIX B
PROFESSIONAL EMPLOYEES

HOURLY CLASSIFICATION AND WAGE PLAN

1% Increase
Effective 10/1/2018

Renge Clagsification Step A | StepB | StepC | StepD | StepE 10 yr 15 yr 20 yr FLSA
2488 _|Behaviorai Health Care Nurse 1 2946 | 3093 | 3248 34.10 | 3sst 36.70 3762 | 38.56 =
2783 |Behavioral Heaith Care Nurse il 3241 34.03 3573 37.52 39.39 40.368 4139 4242 il
3106 |Behavioral Heaith Care Nurse ili 35.64 3742 | 3829 | 4126 | 4332 | 4440 | 4551 46.65 =
3375 __|BHC Prog Mar (Communify Services} 3833 | 4025 | 4226 | 4437 | 4650 | 4276 | 4895 | S50.17 E
3472 |BHC Prog Mgr {Clinical Sendces) 39.30 41.77 4333 4549 47.77 48.96 50.19 51.44 E
2488 |Behavioral Health Care Clinician ) 29.46 36.93 3248 34.10 35.81 36.70 37.62 38.56 b
2783 |Behavioral Health Care Clinician H 3241 3403 3573 3752 39.39 40.38 41.39 42.42 =
3108 |Behaviorsl Heaith Care Chinician W A5.66 | 37244 | 3g32 4138 | 4334 4443 45.54 46.68 "
2489 |Crisia Sesvices Coordinator 2947 30.94 3249 3412 3582 36.72 37.63 38.58 (g
2346 |Crisis Sesvices Counsefor 2804 29.44 3091 32.46 34.08 34.93 3581 38.70 C
2578 |Health Educator | 30.36 31.88 3347 3515 35.80 3783 38.77 39.74 E
2730 |Health Educatoc ll 3168 | 3347 | 3545 | 3694 3875 | 3972 | 4601 4173 E
2169 |Behavioral Health Rehabiiitation Specialist 2627 | 2758 | 2896 | 3041 3193 | 2273 | 3355 | 3439 E
2573 |MHSA Programs Coordinator 30.37 31.89 3348 35.18 36.21 37.84 38.78 39.75 ol
3268 |Nurse Praclitionsr 37.26 3512 41408 4313 45.29 4842 47 58 48.77 E
3107 _|Public Health Nurse | 3565 | 3743 | 3930 | 44937 | 4333 | 4442 4553 | 46.66 E
3464  |Pubkc Health Nurse it 39.22 41.18 43,24 4540 47.67 48.86 5009 51.34 E
4051 |PubBc Health Nurse Supv 4503 | 474 4874 5220 | 54.84 56.18 | 57.58 59.02 E
2468 |Registered Nurse {Health} 29.46 36.83 3248 3410 35.81 36.70 37.62 3E.56 E
2763 |Utdization & Quality Management Coondinatar 3241 3403 | 3573 | 37.52 | 39.39 | 40.38 | 4139 | 4242 M

Fair Labor Standards Acl {FLSA), The FLSA sets minimum wage, avertime pay, equat pay, record-

keeping, and child labor standards for employees who are coverad by the act and ane not exempt from

specific provisions.

Under FLSA colum

C = Covered empicyees who are entitled to rtimne and or P tory time off {CTO]J for hours

worked pursuant o the FLSA

E = Exempt employees who are not covered by the FLSA and are not entitied to overtime and or
compensatory ime off (CTO) for hours worked pursuant fo the FLSA.

*= Includes special 10% pay adjustment

** = Exempt employees not covered by FLSA, but shal receive overtime and or compensalory time off
{CTO) pursuant to Section 23.47 and 23.18
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AFPPENDIK B
GENERAL UNIT GRANDFATHER EMPLOYEBS
CLASSIFICATIONS AND WAGES
1% Increase
Effective 10172018

| 18678 |GF-Envimnm=ntal Healih Technicion § 2138 243 255 24.73 25.96 26 6% 2728

Ranga Classification Stap A | Sep B m_ﬁb Siep E 10 yr 15 yr 2’_0 yr
55%¢ |GF-sdministrative Asst ||-Transiator 2109 21.09 2215 | 2326 | 2442 | 2503 | 2568 26 30
27968

Updatad 00472018
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APPENDIX C

Merit System Positions
Department of Social Services

Administrative Assistant I/1I
Administrative Assistant, Senior
Administrative Assistant, Ttanslator
Administrative Supetvisor

Eligibility Worker I/11/II1

Eligibility-II Ttranslator

Eligibility Worker Supervisor
Employment Training Supervisor
Employment Training Wotker I/II/II1
Finance Technician

Fiscal Officer

Systems Support AnalystSocial Service Aide
Social Worker I/11/111

Senior Finance Assistant

Social Wotrker Supervisor 1
Accountant I/11

Social Services Program Manager

Staff Service Analyst

Staff Services Analyst III

A copy of the Merit System Regulations may be obtained by contacting the Amador County Human Resources

Department.
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APPENDIX D

SIDE LETTERS
A

Chulraach Techasiclan Difverentlal

Eitcerwe October 1, 201 0, the Outrese® I'ealynian assigmad mvdical ak<isti e Efexidi
ony wll) revelve o 592 puor maenb stipemd. Thie s quedilications fio this
wusipnmonl will he: “Compleliva oF meslival ussisting tre
Apairisnl.”

ical porkenne] with zet-
wil fnjecilons unsher

itional duties will inchids aiderciag meclent supplics,
vpsSprepardtion oy cppolntmatts, scrccubing vitulsa, adhn
close tmporvislon, assisting with processing of consem. orms, mienuriage thot lahorawesry specionens
are proncxly procassod  amned mpsistiizgg Puhlic Hexlth raodicn)  pacsornse] Sy Pablic Lieal'ds

PTsSEANMA,

R T o T Wl

Ning proginm withon throe months ol

By (] \vg_m 'I}'{l o P ;-; Tiate . =

e W—":J;“" W /4'1 - / . e

T e L 20 4
> -

FEIL Lacel tuz: 1) =2 1¥nie

< /z -‘fr/;ﬁ

Sunador County Linta
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B

Side Letter of Agreement

Merdiral assistane clifferontiai

LIfe w2 S3olabor 24, 2010, e Baedics] Bsyeh aais i dngards Liev 1 asaignen dutigs &5 a Medival Assigzant
in Rehav'nral Haalth tuscans will receive a 5% stipend. Tne rinie.eimn vualiicalions 7o 14is
assipnonent wl hes “Tauivaient ta grodJaticn Mem a marics Asssting srzining prop-am, ard woe years

ol relzLod experipace, arfoLr years ol raspony’ ke clervsl veavience In ¢ meelol setting.”

Additiona duties wil ine Lde ardering madizal supplies, assisting nevical persennel vt sot-

-hat aberssory spezimars ave praaerly prozessed, and assisticg Jchoviocal hicslth medical pogsaane
vt behavivtal hew L1 gragraime.

N
£ /
L 0 2H
SFl iJ local 1021 Jate
(B, Bee af 4 v
Arnadur Counly Dule

87



C

Side Letter

Amadar Caunty 9-1¥-15 respanse to SEIU Local 30021 counterproposal dated 8- 14

ARLDS RFoad Crew {rad Warker Stipend

EFfective Gtteber 15, 2045, any Pubillc Works. Malntenance Lead: Warker haviag been assigred Lead
Work dutles over ABI0YS participants will receive a 5% gsend, Duiing those perlods whan AB10S
posdicipants are not assigned to the road crews, the stipamd will Cease effectivi the first vf the following
maonth; a stipend would agaln be recelved when a new cohort of AB 199 particlpants are designated for
th Lhie road ¢ rews

C{% ?@ Dy

B

7 4
Ly {" i ._:]
= 'ﬁuu) "EL -7 i' |

Aﬂna dar L‘mmt\t [rare
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D

Side Letter

Utilization and Quality Management Coordiaator diffgrential

Effective _|_| )g !F [, 2007, an incumbent in the Qass of Utlization and Quality Marage ment
Coordinator if Bohevivial Health will recelve a 53 stipend upon attainment and providing 4 copy of a
Heanse lssued by the Callfornia State Board of Behavioral Science Examiners (BBSE) us either a Marrzge
Farmily Theraalsl [0FT) or Licensed Clinical Saclal Worker (LCSW); Licensed Prafessionol Chnleat
Edunselor (LPCC) or the Bpard of tiintoal Psychologists (7).

-~ . A .
\k_ \"-‘1 Al 3 .\\" 1'\0\ _L ( I\.l’." ’,{" |f 1 "}
. I:_ ‘5 T +

SEIW Lapnl 1024 Date
T | } W b ;A ¥ A‘?
- {nm ¢« Caunty | oate 'f
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E

Side Letter of Agreement

SLOL LK CLR AGRIEEMUEN'T

Ihe Nervice kimployees Internsdional § nion Laea! " 021 and Amacer Conndy xigee t Wie Lulluwing
procedures mepading vse ol County-issued electeonic devices:

Dita from County-issued electromic devices fnaluding sablels, “smerl’” phones. pustable o) will
i e e for contine rs.\uht\rmp, al smplovees. However, dam f-om soun:y-msucd slecronic devizes
ttay e wsod o the tirarse of perding disciplinury wvestigatiuns.

Sk Lacal 1121

D Mg U

Donmts Mebery, biekd Represeatative
&:g}-b\&“ﬁ;”h.h

Rehert ‘Tayier, Presidest

.-\lnndm County:

/ -
Ty

Ulhnek liey, County Aamimsuerw Otficer

/%dur ujr}l.;)ﬁ
Y

Judy Dias. TTuman Ressiroes Ditector

sfatfi
(Imr)

Lh6 90

(Dated

5 22/0%

Due)

%M((P

[[)A'x‘l
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F

Side Letter of Agreement

Bitingua Stipend

Effective Muy 1. 2016, Deparirrw 1, Huods nay des'pr ole wraployecs os bilingual service providers.
Designated employess shall be paid » bikngual pay ditferential of 5%.

Rllingual pay may be provided ‘o an émplovee with prafickancy i4 any lEnguag, ding sign

or Bra 1) whit e passed # oroficency il soministenec eithue by e Humai Resoucos Daparmunt
of State Merit Sy ane whose positian hzs been determined by the County Depariment Head to be
negeasary Lo pravide orimary bi ingual services.

Crnplerpors shall be designared 23 billaguel service providers ¥ they urc using their bili ol skills ¢
minimum of sweaty parent [20%) or mace in tha course of she ampioyea’s susigned dutles. E i
1 s reguine nent will Le eudomud Uy L ) TLoseiroes TR 1or o o case by case basty oml 1hal
deotermination shill be final. Empoyees recetving |Mdll'fﬁrvﬁhl may b reauired by thelr Bosariment
Haed 10 wssban atfir County Drpa o statt lnp g bllingun survices, whaw Y.
Employees providing bilingual service lrn the Counly will be exoected 1o sdhore to Doparvments” rules
cohterning vonfdentlal informution, 87d may be ssied w aign o staterment scmwlidging their
urderstand ng of the conldent allly of Information,

Thu Cowrity shdll udog, @ languags grafi tasting p 1o dotrmiow employois’ yuabifivotion
seeve e abifingua skill provider, The Courty s9all utilze exsting hilingual ehillod amployess to aay
ompheyees' Wimgual eopabl il when possible. For employeies In posilons designated [n the
Mamorandum of Undersrand ng a5 Medte Systam Pasitions, testing shall te cenducted shrougn the Stata

Mt System,
Vg A

Amadoi County Datn 5_7(“"’"‘ SLiU1021  Date S Il.t!_f_h-,
%l Clik fley, Courly Adminisiruias
Amaror Cauny oot o J ALy

By: Judy Dlas, D rector of Human Resources
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Side Letter of Agreement

Side Letler of Agrearren:

AMABOR COUN Y

an:d

SERVICF IR %6 b5 IN T M ITMAL UN-ON

LOCAL 1021

voluata“y Furdnugh Srhect.la—Fiscal Year 2015-1/

Thir parties zgeee that th2 Volumary Rreueed Sehaclila (Turlaag ) progran- fer al Grnera!
itppresentatio s Lnit aimplovers, except thean cmpluyed In Ui Soclul Swivives (HHS! snd Behavinegl
Hualth Depa‘tments, will 0gain werd nie fo FY 2015-17, as oprratinnal y dascribed in the orlglaul Side

lester signed un June 23, 2914 {actached.

This side: Ietter of agiceinent espires Septemher 29, 3017,

COUNTY O AMABOR -
¥, i g

T Ve & ]
L R S
ieha Plasae

Crairnian, Boere of Superdsars

Data: . ==
T e et
e L i

Chuii lley, Crunty izdminif.ua-l ye O Ler

e/
Date;_foicklty
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INDEX
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e 13
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