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MEMORANDUM OF UNDERSTANDING BETWEEN
THE CITY OF HEALDSBURG AND
INTERNATIONAL ASSOCIATION OF FIRE FIGHTERS LOCAL 2604

This Memorandum of Understanding (“MOU”) between the City of Healdsburg (“City”) and
International Association of Fire Fighters Local 2604 (“Union”) is entered into this of. Except

where expressly stated otherwise herein, the City and Union agree that the provisions of this
MOU shall become effective on August 10, 2014, and shall expire on June 30, 2017.

PREAMBLE

It is the intent and purpose of this MOU to set forth the understanding of the parties reached as a
result of meeting and conferring in good faith regarding, but not limited to, matters relating to the
wages, hours, benefits and terms and conditions of employment between the City and the Union.

I. EMPLOYEE REPRESENTATION

A. RECOGNITION

The City recognizes the Union as the exclusive recognized employee organization for all
employees of the Fire Department assigned to the classifications of Fire Fighter, Fire
Engineer and Fire Captain.

B. PAYROLL DEDUCTION OF DUES

The City agrees to deduct the dues and assignments, in an amount certified to be current
by the Secretary-Treasurer of the Union, from the pay of those employees who submit a
written request that such a deduction be made. City shall make these deductions from
employees each pay period and remit funds to Union by the end of each month.

C. UNION BUSINESS
Up to three members of the Union shall be allowed time off to attend meetings to meet

and confer, negotiate and/or address union business. Meetings to conduct negotiations
shall be mutually set by the City and the Union.

II. MANAGEMENT RIGHTS

The authority of the City includes the exclusive right to determine the mission of its constituent
departments, commissions and boards; set standards of service; determine the procedures and
standards of selection for employment and promotion; direct and supervise its employees;
determine schedules; take disciplinary action; relieve its employees from duty because of lack of
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work or for other legitimate reasons; maintain the efficiency of work; maintain the efficiency of
governmental operations; determine the methods, means and personnel by which government
operations are to be conducted; determine the content of job classifications; take all necessary
actions to carry out its mission in emergencies; exercise complete control and discretion over its
organization and the technology of performing its work, provided, however, that the exercise and
retention of such rights does not preclude employees or their representatives from meeting and
conferring over the practical consequences that decisions on these matters may have on wages,
hours and other terms and conditions of employment.

III. WAGES

A. YEAR 1
Effective the first day of the pay period during which the MOU is adopted, salaries for
the Fire Engineer and Fire Captain job classifications represented by the Union shall
receive a 5% cost of living increase. The annual salary range for the new classification of
Firefighter/EMT shall be set at the range identified with $80,616 E step

B. YEAR 2

Effective the first full pay period after July 1, 2015, salaries for the job classifications
represented by the Union shall receive a 2% cost of living increase.

C. YEAR 3

Effective the first full pay period after July 1, 2016, salaries for the job classifications
represented by the Union shall receive a 2% cost of living increase.

The salary ranges for Union employees are attached as “Appendix A” and shall form a
part and be subject to all provisions of this MOU.

D. PAYMENT SCHEDULE
City and Union agree that employees shall be paid bi-weekly, every other Thursday,
unless mutually agreed by the City and Union. Compensation for the 14 day cycle

shall include any overtime premium pay as required per Fair Labor Standards Act
("FLSA") regulations and this MOU.

IV. HOURS AND ADDITIONAL COMPENSATION

A. STANDARD WORK PERIOD

Permanent personnel assigned to rotating shifts for the performance of suppression
activities shall work 24 hour shifts and the standard work week period shall be 56 hours
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based on a 14-day cycle containing an average of 112 hours. The rotating shifts work
schedule shall consist of two (2) twenty-four (24) hour on-duty shifts within six- (6) day
cycle to be worked in accordance with the following chart:

X =24 hour on-duty period
O =24 hour off-duty period

XX0000XXO000XX0000XX0000

Permanent personnel assigned to day shift for the performance of suppression and/or
prevention activities shall work 40 hours per week and the standard work week period
shall be 40 hours based on a 14-day cycle containing 80 hours. This standard work shift
may be altered at the discretion of the Fire Chief in order to meet operational and
emergency staffing needs.

Any change in shift assignment between the 56 hour and 40 hour work week is subject to
approval by both the Fire Chief and the Union.

BASIC RATE OF PAY

The Basic Rate of Pay shall mean the salary classification, range and step to which an
employee is assigned. The Basic Rate of Pay shall equal the annual salary divided by
2912 hours for employees working a 56 hour work week and 2080 hours for employees
working a 40 hour work week. This method of calculation shall also be used in
computing sick leave payoff benefits when employees are separated by retirement or
death.

OVERTIME PAY

Overtime pay shall be earned at one and one-half (1.5) times the basic rate of pay.
Employees shall receive one (1) hour of overtime for each hour worked; fractions of one
hour shall be compensated in fifteen (15) minute increments.

Employees assigned to day shift shall accrue overtime at the appropriate 56 hour work
week overtime hourly rate for time worked in excess of 40 hours in the work period.

COMPENSATORY TIME OFF

Employees may elect to earn compensatory time off in lieu of cash payment for overtime,
at one and one-half (1.5) times the basic rate of pay, in accordance with FLSA. No
employee shall accrue CTO in excess of eighty (80) hours. Overtime shall be
compensated in pay only after eighty (80) hours of CTO have accumulated.

Use of CTO earned shall be granted provided that it does not unduly disrupt City

operations, and the request is made a minimum of five (5) days prior to the intended date
of use. Accrued compensatory time shall not be paid off in lump sum except at
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termination and only for those hours on the official payroll records.

Compensatory time-off shall be eliminated effective July 1, 2015. Any unused CTO
hours that remain on the books on June 30, 2015 shall be paid out on the first full
paycheck in July, 2015.

CALL BACK PAY

Employees who are called back to work for the purposes of meeting minimum manpower
requirements, special assignments or select tone or general tone emergencies shall be
compensated for a minimum of two (2) hours at one and one-half (1.5) times the basic
rate of pay.

STAND BY PAY

Employees volunteering to work standby duty shall receive one (1) hour of pay at straight
time for standby duty on a week day and four (4) hours of straight time pay for standby
duty on weekend day or holiday.

In order to qualify for standby pay employees must:

1. Carry and respond to a pager or other communication device;

2. Be able to report to the worksite within twenty (20) minutes; and,

3. Not consume alcoholic beverages or any other debilitating drug while on standby.

LEGAL OR COURT RELATED APPEARANCES

Employees subpoenaed as the result of any on-duty incidents, and required to appear
before any court or legal related hearing on or during off-duty days shall be compensated
for a minimum of 3 hours at the rate of one and one-half (1.5) times the basic rate of pay.
The 3-hour minimum shall apply only once per 24-hour period.

WORKING OUT OF CLASSIFICATION

Fire Engineers assigned to work a full 24-hour shift in the role of Acting Fire Captain
shall be compensated in the form of one additional hour of overtime, at the standard
overtime rate. Shifts not covered by a permanent employee shall qualify for the
compensation pay.

Fire Captains assigned to work in the role of acting fire chief shall be compensated in the
form of one (1) hour at the overtime rate of one and one-half (1 %2 ) times the regular rate
of pay during their scheduled 24 hours shift.

TRAINING AND MEETINGS

In the event the Fire Chief requires employees to attend special training programs, off
duty personnel shall be compensated for a minimum of 1 hour at a rate of one and one-
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half (1.5) times the basic rate of pay.
LONGEVITY/MERIT INCENTIVE PAY PLAN

Employees shall be eligible to participate in a longevity/merit incentive pay plan as set
forth in this MOU upon the successful completion of the following conditions:

1. The satisfactory completion of a minimum of five (5) continual years of service.

2. A written report based upon a reasonable evaluation of said employee’s work
performance by his/her supervisor and Fire Chief that demonstrates that the
employee’s work performance merits this additional compensation. The employee
shall receive a copy of said report.

3. Approval of the recommended merit increases by the City Manager.

Any employee who has met the aforementioned longevity/merit incentive pay plan
criteria shall receive such incentive pay in addition to his/her basic rate of pay for a
period of one fiscal year in accordance with the following schedule:

Years of Service Merit Pay Rate
5 years 2%
10 years 3%
15 years 4%
20 years 5%
25 years 6%

The longevity/merit incentive pay received by employees under this provision shall
terminate after one calendar year from the date first received. Employees shall be
reviewed on the same basis annually and shall be eligible to receive such pay for an
additional twelve (12) month period. There shall be no limit to the number of years
employees can receive longevity/merit incentive pay.

STATE CERTIFICATION INCENTIVE PAY

Employees completing all course work and obtaining a “Chief Officer” Certification
according to the requirements of the California Fire Service Training and Education
System (CFSTES) shall receive 3% incentive pay in addition to the basic rate of pay.
Employees completing all course work and obtaining a “Fire Officer” Certification
according to the requirements of CFSTES shall receive 2% incentive pay in addition to
the basic rate of pay. The State Certification incentive program is limited to a career
maximum of 5%.

Employees with “Fire Instructor 1” Certification according to the requirements of

CFSTES shall receive one (1) hour of overtime for instructing scheduled reserve
firefighter drills while on duty.
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HAZARDOUS MATERIAIS SCENE MANAGEMENT PREMIUM PAY

Any employee who is certified to act as a Hazardous Materials Scene Manager shall
receive 2% pay in addition to the basic rate of pay. This special certification does not fall
within the State Certification incentive program cap.

BI-LINGUAL INCENTIVE PAY

Employees with the ability to understand and speak the Spanish language fluently shall
receive additional compensation in the amount of $150.00 per month. Qualification for
this pay shall be proved by certification by an employee or agent of the State of
California authorized by law to make such certification. The City may waive this
certification requirement if it is otherwise satisfied as to the bi-lingual qualifications of
the employee.

Employees receiving bi-lingual incentive pay may be tested for re-certification on an
annually basis provided that not employee shall be eligible for payment or re-certification
while on disability leave, sick leave or limited duty status and payment of such bi-lingual
incentive pay shall not be resumed until the employee returns to full-time status.

PREVENTION INCENTIVE PAY

The City shall provide Prevention Incentive Pay to one (1) permanent employee
represented by the Union. The employee shall receive an additional five percent (5%) on
top of his/her basic rate of pay. In order to be eligible to receive Prevention Incentive Pay
the employee must possess and maintain Fire Prevention Officer Certification.

MILEAGE ALLOWANCE

Employees required to use their private vehicles for Fire Department business shall be
reimbursed at the maximum mileage reimbursement rate allowed by the IRS.

CLOTHING ALLOWANCE

An allowance in the amount of $625.00 shall be paid to Union employees in July of each
year. The uniform allowance shall be reported to PERS as part of payroll in accordance
with state law.

Payment of Uniform Allowance shall be eliminated effective July 1, 2015. Starting in
July, 2015, The City shall provide the uniforms for employees as specified in the Fire
Department Uniform Policy.

The City will replace or repair items of clothing damaged while on duty, but only those
articles worn in accordance with the Uniform Specifications.

No replacement will be made if such damage is caused by negligence on the part of the
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employee as determined by the Chief. In the event the Chief refuses to replace any
damaged clothing, the Chief shall so inform the employee in writing as to the reason
why.

The City’s laundry facilities shall be made available to fire department personnel.

REIMBURSABLE EXPENSES

IAFF members shall be eligible for reimbursements not to exceed $200 per fiscal year for
the purchase of employment related expenses.

V. EMPLOYEE BENEFITS

City and Union agree employees shall receive the following benefits:

A.

CALIFORNIA PUBLIC EMPLOYEES RETIREMENT SYSTEM (CalPERS)

The City shall continue to contract with the California Public Employees Retirement
System (CalPERS) for retirement benefits. Employees in classifications represented by
Union are designated “safety” members by PERS.

For safety employees in classifications represented by Union and hired prior to the
effective date of the CalPERS amendment establishing a second tier pension plan, the
retirement formula will be 3% at 50. Effective July 1, 2012, employees will pay the 9%
employee contribution to CalPERS. The employee contribution is made by a pre-tax
payroll deduction of 9%.

For safety employees in classifications represented by Union and hired prior to the
effective date of the CalPERS amendment establishing a second tier pension plan, the
City shall maintain additional CalPERS benefits as follows: 1) “1959 Survivor Benefits”
for which employee shall pay $.93 per bi-weekly pay period; 2) Post Retirement Survivor
Allowance; 3) One Year Final Compensation; and 4) Credit for Unused Sick Leave.

For safety employees hired on or after the effective date of the CalPERS amendment
establishing a second tier pension plan, the retirement formula will be 2% at 50.
Retirement benefits will be calculated using the average income of the three highest
years. Employees will pay the 9% employee contribution to CalPERS. The employee
contribution is made by a pre-tax payroll deduction of 9%.

PEPRA. The Public Employees’ Pension Reform Act of 2013 (PEPRA) and related
Public Employees’ Retirement law amendments in Assembly Bill 340 became law on
September 12, 2012 and the provisions were effective January 1, 2013. The City and
IAFF agree to implement all PEPRA provisions, and all applicable amendments thereto.
Effective January 1, 2013 all employees defined by PEPRA as “New members” shall pay
50% of the total normal cost for the new Safety PERS pension formula of 2.7@57, which
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is currently 11.5% as an employee contribution (on a pre-tax payroll deduction), with a
three year final compensation period.

MEDICAL INSURANCE

IAFF members pay 10% of the cost of the medical insurance premium Permanent full-
time employees shall be eligible to participate in the City’s group medical plans offered
through Anthem Blue Cross or Kaiser Health. IAFF members pay 10% of the cost of the
medical insurance premium Effective July 1, 2015, the City’s contribution toward health
insurance shall be 90% of the Julyl, 2015, three Kaiser premium tiers. In year three of
the agreement, beginning July 1, 2016, the employee and employer shall share health
insurance rate increases, using Kaiser as the benchmark, equally. The employee cost
share shall not exceed 1% of top step Firefighter base monthly salary for each of the three
Kaiser premium tiers that an individual selects. Those employees that select Anthem Blue
Cross will be provided with the same City premium dollar amount as those that select
Kaiser and the 1% cap will not apply. See Appendix ‘B’ as an example.

Payments for medical insurance premiums shall be made on a pre-tax basis. IAFF
employees opting out of the City paid medical plan shall receive a monthly stipend of
$477 per month.

DENTAL INSURANCE

Permanent, full-time employees shall be eligible to participate in a group dental plan
where the City shall pay 100% of the actual premium. Such group dental plan shall cover
100% preventive dental, 80% general maintenance and 50% prosthodontics. City shall
pay any increased dental insurance premium costs that may be incurred during the term
of this MOU.

OPTICAL INSURANCE

Permanent, full-time employees shall be eligible to participate in a group vision plan
where the City shall pay 100% of the actual premium. Inasmuch as vision care is
included in the Kaiser health program, for those employees enrolled in the Kaiser Health
Plan, the City shall pay an amount equal to the Blue Cross plan plus the cost of the group
vision care insurance premium.

LIFE INSURANCE

The City shall pay the premium for a $100,000 life insurance policy for employees
covered under this MOU. The City agrees to pay any premium increases for the duration
of this MOU.

LONG-TERM DISABILITY

The City shall pay the monthly premium for a long-term disability insurance plan for
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employees covered under this MOU. Terms of the insurance shall include, but not be
limited to the following: 1) Amount of Insurance: 67% of monthly salary for a maximum
allowed per month; 2) Elimination Period: benefits shall commence on the 91* day of
continuous disability; and 3) Integration of Benefits.

G. PHYSICAL FITNESS PROGRAM

Union employees shall participate in a Firefighter’s Skill and Physical Fitness Program

that shall include three components as outlined below:

1. A skills proficiency test administered on an annual basis and conforming to the
Healdsburg Fire Department Annual Testing Program.

2. An annual physical examination conducted by the City physician and paid for by the
City to provide confidential individual fitness assessments.

3. A physical training program with reasonable time to participate on a per shift basis.

VI. LEAVE AND TIME OFF PROVISIONS

In order to be eligible for paid leaves of absence as outlined in this MOU, an employee shall be a
full-time employee and either a regular appointee or probationary appointee.

Leaves of absence may be granted by the City, and shall not exceed six (6) months. Inability to
return to work after an employee’s sick leave has been exhausted shall be considered as an
urgent and substantial reason and in such cases a leave of absence shall be granted. Medical
leave shall be granted in accordance with federal and state law.

A leave of absence shall commence on and include the first workday on which the employee is
absent without pay and terminates with and includes the workday preceding the day the
employee returns to work.

All applications for leave of absence shall be made in writing and the approval shall be in
writing. The conditions under which an employee shall be restored to employment on the
termination of the leave of absence shall be clearly stated by the City in conjunction with the
granting of the leave of absence. An employee’s status as a regular employee shall not be
impaired by such leave of absence. If an employee fails to return immediately on the termination
of his/her leave of absence or if he/she accepts other employment while on leave without consent
of the City, he/she shall forfeit the leave of absence and terminate his/her employment with the
City.

A SICK LEAVE

Any employee incurring a non-duty sickness or disability shall receive sick leave with
full pay. On-duty illness or disability shall not be charged to the accumulative sick leave
of the employee. Employees shall accrue sick leave on a bi-weekly basis at the rate of
5.54 hours per pay period for employees working a 56 hour work week and 3.69 hours
per pay period for employees working a 40 hour work week. Employees shall accumulate

Page 12 of 27



sick leave from the first day of employment. Sick leave shall be charged out to fire
personnel on an hour-for hour basis.

FAMILY SICK LEAVE

In cases of illness of a family member, employees shall be entitled to use up to one-half
of the employee’s sick leave entitlement for the year to attend to the illness of a spouse,
domestic partner, parent or child, in accordance with state law.

SICK LEAVE BONUS

Employees who work a full calendar year and do not use any sick leave during that
calendar year shall be compensated at the basic hourly rate for one 24-hour shift for
employees working a 56 hour work week and 8 hours for employees working a 40 hour
work week.

Employees who work a full calendar year and use one day or less of sick leave shall be
compensated for 14 hours at the hourly rate.

MEDICAL CERTIFICATE

If an employee working a 56 hour work week misses three (3) consecutive shifts, or an
employee working a 40 hour work week misses three (3) consecutive days of work, the
City may request employees to produce a certificate issued by a licensed practitioner or
other satisfactory proof of illness before sick leave is granted. The City may also direct an
employee to attend a physical examination by a City-retained licensed physician, at City
expense, to ascertain whether the employee is fit to perform the duties of his/her position.

UNUSED SICK LEAVE

1. Upon completion of seven (7) years of satisfactory service with the City, and with the
accumulation of at least 770 hours of sick leave, employees shall have the option to
cash out twenty-four (24) hours of sick leave at the basic time rate each year,
provided the employee has used only one shift of sick leave during the prior fiscal
year.

2. Employees shall be compensated in cash at their basic rate of pay for one-half (.50) of
any unused accumulation of sick leave, up to a maximum of 672 hours for less than
thirty (30) years of City service and up to a maximum of 1,120 hours for thirty (30)
years or more of City service, when permanently separated from service by retirement
or death.

3. Upon retirement from City service, pursuant to the Public Employees Retirement
Law, Section 20965, Credit for Unused Sick Leave, members shall have the option to
receive credit for unused sick leave for the purpose of calculating years of service.
Accumulated hours compensated in cash shall not be considered unused sick leave for
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the purposes of this option.

4. The City and Union agree to meet and discuss the specific design of an Vantage Care
Retiree Health Savings Plan, terms of which shall be spelled out in an addendum to,
and considered a part of this MOU.

VACATION
Employees shall accrue vacation as of the first date of employment, or the nearest pay
period, whichever is earliest. For employees assigned to a 56-hour schedule, vacation

shall be accrued based on the following schedule:

Hours Accrued

Years of Services Per Pay Period Annual Accrual
0 - 5 years 5.54 144 (6 shifts)
6 — 10 years 7.39 192 (8 shifts)
11— 15 years 9.23 240 (10 shifts)
16 - 20 years 10.15 264 (11 shifts)
21+ years 11.08 288 (12 shifts

Employees assigned to the 56-hour shift and working less than one (1) year shall be
credited with 4.62 hours of vacation for each bi-weekly pay period worked. Vacation

leave for fire employees working 24-hour shifts shall be charged on an hour-for-hour
basis.

Employees assigned to a 40-hour schedule shall accrue vacation time based on the
following schedule:

Hours Accrued

Years of Services Per Pay Period Annual Accrual
0 - 2 years 3.08 80 hours
3 -5 years 3.69 96 hours
6 — 10 years 4.62 120 hours
11— 15 years 577 150 hours
16 — 20 years 6.92 180 hours
21+ years 7.69 200 hours

An employee may defer some or all his/her vacation to the following year. However, in
no event shall an employee accumulate vacation days greater than twice his/her annual
accrual rate. Employees who have accrued vacation days equal to twice their annual
accrual rate shall be paid at their basic rate of pay for every hour in excess of the limit.
All vacation requests are subject to the approval of the Fire Chief or his/her designee.
Every effort shall be made to accommodate employee vacation requests provided the
request does not adversely impact the Department.
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HOLIDAYS

Permanent full-time employees assigned to a 56-hour work period shall be paid for
twelve (12) holidays per year in lieu of days off. Holiday pay shall be paid on the first
payday in December each year. Holidays shall be paid at the employee’s basic hourly rate
and shall be reported to PERS as part of payroll on behalf of the employees. New
employees shall be paid for holidays on a prorated basis based up hire date.

Employees assigned to a 56-hour workweek shall be paid for 12 hours per holiday at the
basic hourly rate. Holiday pay shall be computed by using the following formula: basic
hourly rate (bi-weekly rate divided by 112 hours) multiplied by 12 hours, multiplied by
the number of holidays for which individual employees are eligible to receive in-lieu pay.

Employees assigned to day shift and a 40-hour workweek shall receive holidays off and
be paid for 8 hours per holiday at the basic hourly rate.

Recognized holidays are:
New Year’s Day January 1*
Martin Luther King Day 3" Monday in January
Presidents’ Day 3™ Monday in February
Memorial Day Last Monday in May
Independence Day July 4®
Labor Day 1** Monday in September
Veteran’s Day November 11®
Thanksgiving Day Last Thursday in November
Day After Thanksgiving Friday after Thanksgiving
Christmas Eve Day December 24™
Christmas Day December 25™
New Years’ Eve Day December 31%
BEREAVEMENT LEAVE

In the event of a death in the immediate family of an employee, the employee shall be
granted up to two (2) shifts off with pay. One additional shift of bereavement leave may
be granted with cause upon approval of the Fire Chief. 40 hour per week employees shall
be granted three (3) work days with approval of the chief. Two additional days of funeral
leave may be granted with cause, upon approval of the chief. The time off shall not be
subtracted from other accrued leave balances. Every effort will be made to schedule sick
leave off for step-family, extended family, and other relatives for bereavement leave upon
approval by the Chief.

1. Immediate family is defined as spouse, domestic partner, children, grandparents,

great grandparents mother, father, son, daughter, brother, sister, grandfather,
grandmother, step parents, step children, or grandchild of employee or spouse.
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2. The City may require substantiating evidence supporting an employee’s request for
such leave with pay.

JURY DUTY

No deductions shall be made from the salary of any employee while the employee is on
jury duty provided the employee shall reimburse the City any compensation received,
less any mileage and expense allowances received as a juror. Employees shall inform the
Fire Chief of impending jury duty within forty-eight (48) hours of receipt of said order.

LEAVE WITHOUT PAY

At the sole discretion of the City, an employee may be granted a leave of absence without
pay upon recommendation of the Fire Chief and approval by the City Manager.
Employees requesting a leave of absence without pay shall submit the request in writing
and shall state the reason for the request and the anticipated beginning and ending dates
of the leave. The City and Union agree to follow the terms and conditions as outlined in
the City’s Personnel Rules and Regulations pertaining to leave without pay.

The City may fill the position with a temporary or provisional employee during the leave
of absence or undertake any other appropriate measures to address workload needs.

SHIFT EXCHANGE
Employees shall have the right to exchange shifts except when the Fire Chief determines
the exchange will interfere with the operation of the Fire Department. Such shift

exchange shall have a scheduled payback period within one (1) year, subject to review by
the Fire Chief.

VII. GENERAL EMPLOYMENT

VACANCIES AND PROMOTIONS

When a permanent vacancy occurs in any position, it shall be filled in accordance with
the promotional policies set forth in the City of Healdsburg Personnel Rules and
Regulations. The City shall fill vacancies as soon as possible in accordance with the
standard hiring practices and time frames.

The City and Union agree that the minimum qualifications and performance standards for
each classification represented by the Union shall be made available to all employees.

PROBATION

All original and promotional appointments shall be tentative and subject to a probationary
period of not less than twelve (12) months of actual service from the date of the
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probationary appointment or promotion and may be extended by the City Manager or
Fire Chief for a period not to exceed an additional six (6) months. The City shall predpare
and give copies of an evaluation report to each probationary employee after the 3%, 6™
and 9™ month of each probationary period.

1. The probationary period of an employee who is granted a leave of absence, maternity
or other disability leave shall be extended by the duration of the leave from the
position for which the probation is being served.

2. Newly appointed members who cannot successfully perform the duties of the position
and/or fail to pass the required evaluation during the probationary period may be
terminated without the right of appeal.

3. Newly promoted members who cannot successfully perform the duties of the position
and/or fail to pass the required evaluation during the probationary period may be
returned to their previous rank without the right of appeal.

SENIORITY

Seniority shall be defined as the total length of continuous service with the City as a
permanent full time employee, calculated from the date of hire. In determining an
employee’s seniority, the continuity of his/her service shall be deemed to be broken by
termination of employment by reason of: 1) resignation; 2) discharge for cause; 3) layoff
for more than one (1) year; 4) failure to return to work immediately upon the expiration
of a leave of absence or acceptance of other employment while on leave of absence; or 5)
an absence of five (5) working days, unless leave of absence is obtained.

Continuity of service shall not be broken and seniority shall accrue when an employee: 1)
is inducted, enlists or is called to active service in the armed forces of the United States or
service in the Merchant Marines under any act of Congress which provides that the
employee is entitled to re-employment rights; 2) is on duty with the National Guard; or 3)
is absent due to layoff for a period of less than one (1) year.

PERSONNEL REDUCTION - LAYOFFS
.Should the City Manager determine reductions in force to be necessary due to lack of
work, reorganization or for financial reasons, he/she may initiate layoffs. In the event of

layoffs, the City shall provide effected employees with as much notice as possible. In
determining the order of layoffs the following shall apply:

1. No regular employee shall be laid off from their position while a temporary, part-time
or probationary employee is serving in the same classification.

2. Seniority is defined as all full-time service, in total, in classifications covered by this
Memorandum of Understanding.

3. Once the City determines the classification in which the layoff shall take place, the
employee with the least amount of seniority shall be laid off.
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4.

BUMPING is defined as the displacement of an employee from his/her position by an
employee in a higher classification who has greater seniority. Employees exercising
bumping rights do not need to have served in the classification to which they are
bumping. Once there has been a determination as to the least senior employee, the
employee being bumped may exercise bumping rights to the next lower classification,
if any, based on seniority, otherwise the least senior employee shall be laid off.
Employees exercising bumping rights must be able to perform the essential job
functions and possess the minimum qualifications of the classification as specified by
the job classification specification they are bumping to. The City shall notify laid-off
employees of any positions available for bumping. Following such notification, the
employee must notify the Personnel Director in writing of his/her intent to exercise
the bumping rights within seven (7) calendar days, and the position and classification
into which he/she intends to bump. Failure to provide such notification shall be
deemed a waiver of bumping rights by the employee.

. REINSTATEMENT FROM LAYOFF. Following layoff from a position or layoff

from City employment, employees may be reinstated upon the recommendation of the
Department Head, the concurrence of the Personnel Director, and the approval of the
City Manager, to the position from which they were laid off, based on their
qualifications, availability, and the needs of the City, pursuant to the Reinstatement
Policy at Rule IV 4 of the City’s Personnel Rules & Regulations.

STATION STAFFING

There shall be, at a minimum, two (2) personnel on duty for each 24-hour shift, one of
which shall be a 56-hour Fire Department employee. The Fire Chief may assign a 40-
hour employee or a qualified reserve to a shift to satisfy the minimum manning
requirement. One on duty employee must meet the Acting Captain requirement.

Guidelines for use of a 40-hour employee or qualified reserves:

1.

2.
3.

The Fire Chief or his/her designee shall attempt to contact all shift personnel to
determine availability before assigning a 40-hour employee or reserve to a shift.

The Fire Chief shall establish a list of qualified reserves.

A qualified reserve shall: 1) possess first aid certification; 2) be a trained Fire
Engineer; 3) be physically fit. The Fire Chief shall determine the fitness and skill
levels and shall ensure that the standard reserve training program is adequate to
provide such levels.

When a full-time employee is out on long-term 4850 disability, the Fire Chief at
his/her discretion may fill the position with a 40 hour employee or qualified reserve.
For purposes of this section, long-term disability shall be defined as more than eight
(8) shifts.
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F. EMT CERTIFICATION

Employees covered under this MOU shall obtain and maintain an EMT certificate
approved by the State of California Department of Public Health.

G. RULES AND REGULATIONS

The City and Union agree that employees shall comply with all Fire Department and City
of Healdsburg Rules and Regulations. Any changes to these rules and regulations
involving mandatory items of negotiation shall be subject to the meet and confer process.

H. OUTSIDE EMPLOYMENT

Employees who hold or wish to hold jobs outside their normal City employment shall
make a request to engage in outside employment and submit the request to the City
Manager through the Fire Chief. Outside employment shall not be permitted if it conflicts
in any manner with the employee’s duties and responsibilities with the City or is
prohibited by law.

VIII. DISCIPLINARY ACTION

No employee shall be disciplined without cause. Disciplinary action shall be defined to include:
oral warnings, written reprimands, suspensions, demotions, reduction in pay and discharge.
Disciplinary action more serious than a written reprimand must be initiated at the level of Fire
Chief.

A. NOTICE OF INTENT

Whenever an employee is to be discharged, suspended for more than five (5) days,
demoted, or reduced in step for disciplinary purposes, written notice of at least five (5)
working days of the proposed disciplinary action shall be given before such action is to
be taken and must include:

1. Notice of proposed action;

2. Reasons for proposed action;

3. A copy of charges stating specific incidents or specific courses of conduct, €.g. as
evidenced by work performance evaluations, and a copy of the written materials upon
which the decision to take proposed disciplinary action is based; and

4. A notice to the employee of the right to respond in writing or orally within the five
(5) working day period.

In the case of a suspension of five (5) days or less, the foregoing procedures shall be

afforded the employee either before or during the suspension, or within a reasonable time
thereafter.
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GROUNDS FOR DISCIPLINE

Good cause exists, not only when there has been an improper act or omission by an
employee in the employee’s official capacity, but when any conduct by an employee
brings discredit to the City, affects the employee’s ability to perform his or her duties,
causes other employees not to be able to perform their duties, or involves any improper
use of their position for personal advantage or the advantage of others. Good cause may
include non-disciplinary reasons such as, the employee’s inability to perform the duties
of the position for an indefinite period. The type of disciplinary action shall depend on
the seriousness of the offense and the relevant employment history of the employee.

The City and Union agree to refer to the specific causes for disciplinary action against an
employee as identified in the City’s Personnel Rules and Regulations.

PROCEDURES FOR DISCIPLINARY ACTION
1. WRITTEN NOTICE/PRE-DISCIPLINE MEETING/FINAL ACTION\

The City shall issue a written notice of discipline, describing the intended discipline,
the basis for the discipline, and attaching any documents upon which the discipline is
based. For discipline that is less in severity than a suspension of more than five (5)
working days, the City may impose the discipline immediately after issuing the
written notice of discipline. In the case of a suspension of five (5) working days or
more or equivalent reduction in pay, the City shall provide the employee an
opportunity to respond to the disciplinary action, either orally or in writing, within a
reasonable period of time after the discipline has been imposed. If the employee
chooses to respond orally, the Personnel Director shall designate a City official who
shall convene a meeting to hear the employee’s response. If the employee chooses to
respond in writing, the written response shall be lodged in the employee’s personnel
file. No further appeal shall be permitted. In the case of a written reprimand or oral
counseling, the employee may respond by submitting a written rebuttal to be lodged
in the employee’s personnel file, but no oral response or appeal is permitted.

For discipline that is greater in severity than a suspension of five (5) working days, or
the equivalent reduction in pay, the City shall issue a notice of intent to impose
discipline describing the intended discipline, the basis for the discipline and attaching
any documents upon which the discipline is based. The notice shall state that the
employee has a right to respond, either orally or in writing, before discipline is
imposed. The City shall set the pre-discipline meeting approximately one (1) week
from the date of the notice, unless a different time and date is set by mutual
agreement.

For discipline that is greater in severity than a suspension of five (5) working days or
the equivalent reduction in pay, the Personnel Director shall designate a City official
who is disinterested in the matter who shall convene a meeting to review the
employee’s response before imposing discipline. The employee shall be entitled to a
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representative of his/her choice; provided, however, that the inability of a particular
representative to attend the meeting shall not be cause requiring a continuance of the
meeting. At the meeting, the employee shall be provided the opportunity to respond
to the charges and to present any new information consideration by the City.

At some reasonable time after the employee has been provided an opportunity to
respond to the charges, the City shall issue a final notice of discipline. The notice
shall notify the employee of his/her right of appeal.

2. APPEAL OF DISCIPLINARY ACTION

For discipline that is greater in severity than a suspension of five (5) working days or
equivalent reduction in pay, employees shall have the right to appeal from the final
notice of discipline. The notice of appeal must be received within seven (7) calendar
days from the date of the final notice of discipline, or the right to proceed to the next
appeal level under these Rules shall be forfeited and the discipline shall become final.

The appeal shall be heard by an independent hearing officer to be selected by the City
in consultation with the employee or his/her representative.

The costs of the hearing officer shall be borne by the City unless the Union has
brought the appeal on the employee’s behalf, in which case the cost of the hearing
officer will be shared equally by the City and Union. Either party may request that the
matter be transcribed, and the requesting party shall bear the expense of the transcript
and court reporter’s fees. If the transcript is jointly requested by both parties, both
parties will share equally in the expense of the transcript and court reporter’s fees.

The hearing officer shall have the authority to convene the hearing, receive evidence
through testimony and documents and make findings of fact and conclusions about
the discipline. Within two (2) months of the close of the hearing, the hearing officer
shall serve a recommended decision on the City Manager and the employee. The
hearing officer’s decisions shall contain detailed findings of fact relating to the
disciplinary charges. The decision may include a recommendation regarding
outcome, but the final decision regarding discipline rests with the City Manager.
After consideration of the hearing officer’s recommended decision, the City Manager
shall issue a final decision in writing. The City Manager’s decision may be reviewed
by administrative writ of mandamus within the time frames established by law.

The parties agree to continue to meet and confer regarding the current disciplinary action
process. It is the goal of the parties to have the meet and confer process over the discipline policy
completed by October 31, 2014.

IX. GRIEVANCE PROCEDURE

The City and Union recognize that employees are entitled to full access of the Personnel Office,
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without recourse. The subject of any such visits shall be confidential.

A grievance is defined as any dispute involving the interpretation, application, or alleged
violation of: 1) the specific express terms of this MOU; or 2) a specific express term of the City
Personnel Rules and Regulations.

A.

ELIGIBILITY TO FILE A GRIEVANCE

Only full-time employees in regular non-probationary appointments who are adversely
affected by an act or omission of the City are eligible to file a grievance.

EXCLUSIONS FROM THE GRIEVANCE PROCEDURE

The following matters are excluded from the definition of a “grievance”:

a. Requests for changes in wages, hours, or working conditions, except those that result

in a loss of employee’s benefits as granted in any provision of this MOU; and

b. Challenges to this grievance procedure.

GRIEVANCE PROCEDURE

The grievance procedure shall consist of the following steps:

1.

INFORMAL GRIEVANCE PROCEDURE

A grievance must be filed within thirty (30) calendar days of the act(s) or omission(s)
giving rise to the grievance. Failure to file the grievance within this time period shall
result in denial of the grievance as null and void. Within ten (10) working days of the
act(s) or omission(s) giving rise to the grievance, the grievant must discuss the
grievance with his/her immediate supervisor, who shall investigate and attempt to
resolve the matter. The supervisor shall give the grievant an oral or written reply
within ten (10) working days after the discussion. If the grievant is not satisfied with
the reply, he/she may proceed to the Formal Grievance Procedure.

FORMAL GRIEVANCE PROCEDURE

a. First Level of Review

Any grievance not resolved by the Informal Grievance Procedure, may be submitted
in writing by the grievant to his/her supervisor along with a copy to the Personnel
Director, no later than ten (10) working days after the date of the supervisor’s oral or
written reply. A grievance may be submitted directly to the Personnel Director or, if
the grievance started at a level above the supervisor or department, the grievance may
be submitted at the higher level. The written grievance must contain the following
information:

1. Name of grievant and job title;
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2. Department/Section in which grievant works;

3. The specific act or omission that gave rise to the alleged violation,
misinterpretation, or misapplication and the date or dates of the alleged act or
omission;

4. The specific provision(s) of the Memorandum of Understanding, City Policy or
Personnel Rules alleged to have been violated, misinterpreted, or misapplied;

5. A list of the documents, witnesses or other evidence that support the grievance;

6. Desired solution or remedy;

7. Name of the grievant’s representative, if any;

8. Signature of the grievant or representative and date signed.

Within 10 working days thereafter, the supervisor shall schedule a meeting with the
grievant to work at resolving the grievance. The supervisor shall give the grievant a
written reply within 10 working days after the meeting and shall file a copy with the
Personnel Director. If the grievant is not satisfied with the response, he/she may
proceed to Level 2.

b. Second Level — Department Head Review

Any grievance not resolved at Level 1 may be submitted to the Department Head no
later than 10 working days after the date of the supervisor’s written reply. The
grievant shall provide the Department Head with a copy of the Level 1 response.
Within 10 working days thereafter, the Department Head shall schedule a meeting
with the grievant to work at resolving the grievance. The Department Head shall give
the grievant a written reply within 10 working days after the meeting and shall file a
copy with the Personnel Director. If the grievant is not satisfied with the response,
he/she may proceed to Level 3.

c. Third Level — Assistant City Manager (Personnel Director) Review

Any grievance not resolved at Level 2 may be submitted to the Assistant City
Manager no later than ten (10) working days after the date of the Department Head’s
written reply. The grievant shall provide the Assistant City Manager with a copy of
the Level 1 and Level 2 responses. Within ten (10) working days after receipt of the
grievance and the Level 1 and Level 2 responses, the Assistant City Manager or
his/her designee, at his/her discretion, may conduct an informal hearing involving the
parties to the dispute. The Assistant City Manager shall give the grievant a written
reply within 10 working days after the meeting. If the grievant is not satisfied with the
response, he/she may proceed to Level 4.

d.: Fourth Level - Arbitration

Any grievance not resolved at Level 3 may be submitted to the State Conciliation
Service for advisory arbitration. The representative of the Conciliation Service shall
be selected by the parties from a panel of three submitted by the State Conciliation
service and each party shall have the right to challenge one name from the panel. The
first challenge to be determined by lot and the remaining name shall be the advisory
arbitrator. The decision of the arbitrator shall not be binding on either party but shall
be advisory to the City Manager whose decision is considered final and binding.
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(a) Duties of the Arbitrator — Except when an agreed statement of facts is submitted
by the parties, it shall be the duty of the arbitrator to hear and consider evidence
submitted by the parties. The decision of the arbitrator shall be based solely on the
interpretation of the appropriate provisions of the Memorandum of Understanding
applicable to the grievance. The arbitrator shall not add to, subtract from, modify
or disregard any of the term or provisions of the agreement.

The provision for arbitration is not intended and shall not be construed to
empower an arbitrator to change any condition of employment, specifically
covered by the Memorandum of Understanding or to revise, modify or alter, in
any respect, any provision contained in the Memorandum.

(b) Payment of Costs — Each party to a hearing before an arbitrator shall bear his/her
own expenses in connection therewith. Either party shall have the right to a
reporters’ transcript of the hearing provided that this cost is borne by the party
requesting. If the other party elects to utilize a copy of the transcript, the entire
costs shall be divided equally. All fees and expenses of the arbitrator shall be
borne one-half by the City and one-half by the grievant.

c. Fifth Level — City Manager Review
Any grievance not resolved at Level 4 may be submitted to the City Manager no later

than ten (10) working days after the date of the Arbitrator’s written reply. The
grievant shall provide the City Manager with a copy of the Level 1, Level 2, Level 3
and Level 4 responses. Within ten (10) working days after receipt of the grievance
and the Level 1, 2, 3 and 4 responses, the City Manager or his/her designee, at his/her
discretion, may conduct an informal hearing involving the parties to the dispute. The
City Manager’s decision shall be final and binding.

REPRESENTATION

The grievant is entitled to representation of his/her choice at any point in the grievance
procedure. If the representative is a fellow employee, that employee shall receive time off
from his/her work assignment for the time of the grievance meeting or hearing plus
reasonable travel time. The grievant must inform the Personnel Director whether he/she
will be represented at any meeting regarding the grievance, along with the identity of the
representative, at least forty-eight (48) hours prior to the grievance meeting.

WAIVER OF GRIEVANCE

Failure by the grievant to appeal his/her grievance to the next step within the specified
time limits of this rule shall constitute a waiver of the right to pursue the grievance
further, unless the City has granted an extension of time to a definite date. Failure by the
City to respond to the grievance within any of the specified time lines shall entitle the
grievant to appeal to the next level of review.
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Additionally, failure on the part of an employee or his representative to appear for any
scheduled meeting without notification may, in the City’s discretion, result in the City’s
denial of the grievance.

X. MISCELLANEOUS

SAVINGS CLAUSE

If any provision of this MOU or the application of such provision should be rendered or
declared invalid by any court action or by reason of any existing or subsequently enacted
legislation, the remaining parts or portions of this MOU shall remain in full force and
effect.

FULL UNDERSTANDING ACKNOWLEDGEMENT AND MODIFICATION

This agreement sets forth the full and entire understanding of the City and the Union
regarding the matters set forth herein. All other prior agreements by the City and Union,
whether formal or informal, regarding any such matters are hereby superseded or
terminated in their entirety.

It is agreed and understood that the City and Union have met and conferred in accordance
with the obligations set forth in state law and the City’s employee relations policy in
reaching this agreement.

It is further agreed and understood that the City shall not implement any changes to any
matter within the scope of representation as defined by the Meyers-Millias-Brown Act, as
amended, that are not covered by this MOU without first having provided the Union with
written notice of the proposed policy or course of action and offer to meet and confer to
the proposal in accordance with state law and City policy.

REOPENER
If at any time during the term of this contract, City and the union representing any other

group of employees agree to a reduced employee contribution to PERS, City agrees to
reopen negotiations with Union to discuss same.

Signed this 18th day of August, 2014.

~ Designated Representative, Designated Representative, Healdsburg
"“2,,,\C1ty of Healdsburg Firefighters Association, Local 2604
Marj ie P!%ttus C1ty Manager ;{ a?én% President Date
Date: ./ _§ -~ LY [ A5 )50 ¥

Bill Albers, Secretary/Treasurer Date
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Appendix ‘A’

Schedule of Salary Ranges

Current 5% - Upon Adoption 2% - 7/1/2015 2% -7/1/2016
Job Classification | Range ] Monthly Salary | Range | Monthly Salary | Range Monthly Salary Range | Monthly Salary
Firefighter New position 263 $5,506-$6,718 265 $5,616-$6,853 267 $5,729-$6,991
Fire Engineer 263 $5,506-$6,718 268 $5,787-$7,061 270 $5,903-$7,203 272 $6,022-$7,347
Fire Captain 278 $6,392-$7,799 283 $6,718-$8,197 285 $6,853-$8,362 287 $6,991-$8,530
Current 5% - Upon Adoption 2% - 7/1/2015 2% - 7/1/2016
Job Classification | Range 56/hr week Range 56/hr week Range 56/br week Range 56/hr week
Firefighter New position 263 $22.69-$29.10 265 $23.14-$28.24 267 $23.60-$28.80
Fire Engineer 263 $22.69-$29.10 268 $23.85-$27.68 270 $24.33-$29.68 272 $24.82-$30.28
Fire Captain 278 $26.34-$32.14 283 $27.68-$33.78 285 $28.24-334.46 287 $28.81-$35.15
Current 5% - Upon Adoption 2% - 7/1/2015 2% - 7/1/2016
Job Classification | Range 40/hr week Range 40/hr week Range 40/hr week Range 40/hr week
Firefighter New position 263 $31.76-$38.76 265 $32.40-$39.53 267 $33.05-$40.33
Fire Engineer 263 $31.76-$38.76 268 $33.38-$40.74 270 $34.05-$41.56 272 $34.74-$42.39
Fire Captain 278 $36.87-$44.99 283 $38.75-$47.29 285 $39.53-348.24 287 $40.33-$49.21
Current 5% - Upon Adoption 2% - 7/1/2015 2% - 7/1/2016
Job Classification | Range Annual Salary | Range | Annual Salary | Range Annual Salary Range Annual Salary
Firefighter New position 263 | $66,072-$80,616 | 265 $67,392-$82,236 267 $68,748-$83,892
Fire Engineer 263 | $66,072-$80,616 | 268 | $69,444-$84,732 | 270 $70,836-$86,436 272 $72,264-$88,164
Fire Captain 278 | $76,704-$93,588 | 283 | $80,616-$98,364 | 285 | $82,236-$100,344 | 287 | $83,892-$102,360
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Appendix ‘B’

MEDICAL PREMIUMS BASED on 1% of Top Step Firefighter Base Monthly Pay as
identified in the MOU and projected Kaiser premium rate increases of 6% annually and 10%
annually for Anthem Blue Cross. All numbers have been rounded to a whole number for
purposes of this illustration.

Premium increases for employees shall be capped, based on 1% of Top Step Firefighter Base
Monthly Pay as identified in the MOU.

Listed below are examples only

KAISER
FY16-17 City 90% FY 16-17 Increased Premiums
Projected Cap Premium Cost Sharing
Monthly FY 15-16 Increase City Employee
Premium
E $667 $566 $38 $19 $19
E+1$1,334 $1,132 $76 $38 $38
E+2 $1,887 $1,603 $106 $53 $53
ANTHEM
FY 16-17 City Increased .
Projected Premium Premium City Employee
Monthly
Premium
E $797 $585 $72 $19 $53
E+1 $1,675 $1,170 $153 $38 $115
E+2 $2,392 $1,656 $217 $53 $164
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