In the Rooms of the Board of Supervisors

County of Inyo, State of California

I, HEREBY CERTIFY, that at a meeting of the Board of Supervisor of the County of Inyo, State of California,

held in their rooms at the County Administrative Center in Independence on the 10 day of February, 2015 an order was duly

made and entered as follows:

CAO-Personnel/
ICPPOA MOU

Moved by Supervisor Griffiths and seconded by Supervisor Tillemans to approve the February
10, 2015 through February 28, 2018, Comprehensive Memorandum of Understanding between
the County of Inyo and the Inyo County Probation Peace Officers Association (ICPPOA); and
authorize the Chairperson to sign. Motion carried unanimously.

Routing

cC__

Purchasing
Personnel X
Auditor

CAO

Other

DATE: February 27, 2015

By:

WITNESS my hand and the seal of said Board this 10"

payof ___ February 2015

KEVIN D. CARUNCHIO
Clerk of the Board of Supervisors

@mz/@a-‘%

Patricia Gunsolley, Assistant




COMPREHENSIVE
MEMORANDUM OF UNDERSTANDING BETWEEN
THE COUNTY OF INYO
AND
THE INYO COUNTY PROBATION PEACE OFFICERS ASSOCIATION

2015-2018
ARTICLE 1. RECOGNITION

The County of Inyo (hereinafter called the "County") has recognized the Inyo County Probation Peace
Officers Association (hereinafter called the "Association") as the formally recognized employee organization
of bargaining unit employees for the purpose of meeting its obligations under the Meyers-Milias-Brown Act,
Government Code section 3500, ef seq. This Agreement applies to all employees in the Association
bargaining unit.

ARTICLE 2. EFFECT OF PRIOR MEMORANDA OF UNDERSTANDING AND RESOLUTIONS

This Agreement supersedes all prior Memoranda of Understanding between the County and the
Association, and Resolutions approving such prior Memoranda of Understanding.

ARTICLE 3. NON-DISCRIMINATION

Section 1. The County will recognize and will protect the rights of all employees hereby to join
and/or participate in protected Association activities, or to refrain from joining or participating in protected
activities, in accordance with Government Code sections 3500 to 3511.

Section 2. The County and the Association agree that they shall not discriminate against any
employee because of race, color, sex, age, national origin, ancestry, political or religion or religious creed,
marital status, physical or mental disability, medical condition or sexual orientation. The County and the
Association shall reopen any provision of this Agreement for the purpose of complying with any final order of
a federal or state agency or court of competent jurisdiction requiring a modification or change in any provision
or provisions of this Agreement to be in compliance with state or federal anti-discrimination laws.

Section 3. Whenever the masculine gender is used in this Agreement, it shall be understood to
include the feminine gender.

ARTICLE 4. WORKDAY AND WORKWEEK

The work week begins at 0001 hours each Thursday and ends at 2400 hours the following Wednesday
(one minute after 12 midnight Thursday through 12 midnight on Wednesday).

a. Full time permanent employees on either a seven or eight hour daily work schedule will work
five consecutive days, with two consecutive days off.

b. Full time permanent employees on a four day, ten hour per day work schedule will work four
consecutive days with three consecutive days off.
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Any 7 hour per day position which becomes vacant shall be filled on an 8 hour per day basis.

All future promotions and transfer of incumbent County employees shall be at 8 hours per
day.

The County Administrator may in his/her discretion based upon recommendation from a
department head change work hours and/or workshifts on a temporary basis in such
department or work unit thereof.

ARTICLE 5. OVERTIME AND COMPENSATORY TIME - FULL TIME PERMANENT

The County will comply with the Fair Labor Standards Act (FLSA) and shall compensate all full time
nonexempt employees at the pay rate of time and one-half for all overtime hours worked. Time and one-half
compensation shall be paid after 35 hours for those non-exempt full-time employees scheduled on a 35 hour
work week. Time and one-half compensation will be paid after 40 hours for those full time non-exempt
employees scheduled on a 40 hour work week. Non-exempt full time employees covered by this Agreement
shall be compensated for authorized overtime at the rate of one and one-half (1-1/2) times his or her equivalent
hourly rate of pay, when approved in advance by the department head.

a.
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All overtime must be scheduled with the employee in advance, except in the case of an
emergency or when reasonable, unforeseeable operational needs prohibit advance notice.

Overtime may be converted to compensatory time off at the rate of time and one-half (1-172).
The compensatory time may be banked as provided in paragraph e. below. The conversion of
overtime shall be at the option of the employee. Overtime shall be paid in accordance with
current procedures unless an employee requests compensatory time.

Attachment "A" to this Agreement is a list of those positions exempt from overtime and
compensatory time under FLSA. Positions on this list may be added to or deleted from in
accordance with the definitions of the FLSA. If issues of dispute arise between the County
and Association, a letter ruling will be sought from the U.S. Department of Labor, which
administers FLSA, to determine if the position meets the appropriate criteria for inclusion or
exclusion from the list,

"Hours worked" will be calculated as provided for by the Fair Labor Standards Act,29 US.C.
§ 201, ef seq. "Hours worked" does not include time for which persons are compensated, but
do not actually work.

County will allow non-exempt full time employees to carry 40 hours of compensatory time
on the books. Compensatory time will be placed on the books at the rate of one and one-half
(1 1/2) hours for each hour of approved overtime worked. When an employee leaves
employment, any compensatory time remaining on the books will be paid at the employee’s
hourly rate.



ARTICLE 6. STANDBY AND CALL-OUT COMPENSATION

a.

Stand-by Compensation. Employees requested by the department head to serve in an after-
hours response capacity will receive $35.00 for performing standby duties on each regularly
scheduled day and $50.00 for performing stand-by duties on regularly scheduled days off or
holidays. Holidays are those recognized pursuant to Article 19 of this Agreement.

Call-Out Compensation. Those employees who are eligible for overtime compensation and
have ended their workday and have left their place of employment, but who have been
requested to perform duties after normal working hours, will be compensated at the rate of
time and one-half. If the time worked is less than two hours, the employee will receive two
hours compensation minimum at the rate of time and one-half. If the time worked is more
than two hours, the employee will receive time and one-half for the actual hours or portions
thereof worked.

These call-out provisions will apply to no more than two call-out instances per 12-hour
period. Any call-out instance after the first two in a 12-hour period will be paid at normal
overtime rates.

An employee will be deemed to be on telephone standby if the employee’s department head
informs the employee that the employee may be subject to being called out during a certain
period. A department cannot avoid payment under this Article by informing an employee he
or she may be needed, but not formally placing the employee on standby.

ARTICLE 7. SALARIES

a. Salary Increases: The salaries for employees represented by ICPPOA shall be

increased from those set forth in Attachment B as follows:

2% COLA effective - February 12, 2015
2% COLA effective - February 11. 2016
2% COLA effective - February 9, 2017

b. Longevity Pay: The County will provide the following longevity increases after ten (10) years of
consecutive service:
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10 years — 2%
15 years — 2%
20 years — 2%
25 years - 2%

These increases will be based on employee start date. If the employee starts on the first
through fifteenth of the month, the increase will begin the first of that month. If employee
starts on the sixteenth through the thirty-first of the month, the increase will begin the first of
the following month.,



s Shift Differential. Employees working swing shifts (full shifts worked between 3:00 p.m. and
12:00 midnight) shall receive a shift differential of 2%. Those working graveyard shifts (full
shifts worked between 12:00 a.m. and 8:00 a.m.) shall receive a shift differential of 4%.

ARTICLE 8. PART-TIME BENEFITS

Section 1. The County will provide the following benefits at the following levels for the following
classifications of part-time employees:

a. Part-time, Non-benefited, Merit System Employees:
¢)) Defined as employees working between 1 to 19.99 hours per week;
2) Hired through County recruitment process;

3) Appeal rights under Article XII, Disciplinary Actions and Appeals Procedures, of the
Personnel Rules, shall be limited to an appeal to the County Administrative Officer,
whose decision shall be final and binding; such employees shall not be entitled to
appeal any disciplinary matters to the Hearing Officer or any other higher authority;

4) Any hours worked in excess of 38 during the two week pay period will be paid at
time and one half.

) Such employees shall not receive any benefits, including but not limited to those
benefits provided for in Articles 9, 10, 11, 16, 17, 18, or 20 of this Agreement or any
other insurance, leave, or other benefits provided by the County to any other
employees.

b. Part-time, Benefited, No PERS Retirement, Merit System Employees:
¢)) Defined as employees working between 20 to 29.99 hours per week;
2) Employees hired through the County recruitment process;

3) Merit System employees with tull appellate rights under the Personnel Rules;

“) Employees shall be hourly employees and shall not receive any benefits provided for
in Article 20 (PERS retirement benefits);

) Employees shall receive the following benefits:

(a) County shall pay 75% of employee only health benefits unless prohibited by
the County’s medical benefit plan.

(b) Employees shall receive prorated vacation (Article 17 hereof and Personnel
Rule 813) and sick leave (Article 16 hereof and Personnel Rule 814).
Proration shall be determined by the number of hours worked by the
employees. Employees will be allowed to participate in sick leave buy back.
The buy back will be based on the budgeted position (16.00-29.99).
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Employee using less than five days of sick leave and having a minimum of
10 sick days on the books will be eligible to sell back up to 5 days.

© Any hours worked in excess of 58 during the two-week pay period, will be
paid at time and one half.

(d) Employee moving from part-time status to full time status will be allowed
portability of vacation and sick accruals based on the prorated budgeted
position.

(e) Employees shall be entitled to participate in the County Flexible Benefit
Program, provided for in Article 10, herein;

® Employees shall be entitled to participate in the County Deferred
Compensation programs, provided for in Article 12, herein;

(3] Except as specifically provided in sections (a) through (f) above, these
employees shall receive no other benefits provided by the County to its other
employees, including but not limited to any other insurance, leave or other
benefits provided by the County to any other employees.

Part-time, Prorated Benefits, Merit System Employees:

1 Defined as employees working between 30 to 39.99 hours per week, as determined
by the Personnel Rules and Article 4, herein);

) Employees hired through County recruitment process and merit system employees;

3) Employees will have fully paid health insurance as provided by the County to full
time career employees;

é) Employees will have prorated dental, vision, leave and retirement benefits.
Proration will be determined by the number of hours worked by the employee;

&) A non-exempt employees will be paid overtime and eligible for compensatory time
for all hours worked in excess of 40 hours per week. Overtime payments and compensatory
time will be provided in Article 5.

Section 2. The benefits and status provided to the employee classifications defined in Section 1,
above, are subject to the following;:
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The following are excluded from the above classifications and, therefore, not entitled to any
benefits or status provided for in Section 1: Seasonal employees, temporary reserve officers,
contract employees, GAIN, TANF (Welfare to Work), Title V or other workers placed
through state or federal programs;

In the event PERS reverses its current position concerning the validity of the County’s hourly
exclusion in its PERS contract, the County and Association shall meet-and-confer concerning
the impact of such decision and the necessary changes to the benefits provided for in Section
K



ARTICLE 9. INSURANCE BENEFITS

a. The County shall continue to contract with the Public Employees Retirement System (PERS) for
medical benefits during the term of this Agreement.

b. County agrees to pay 80% of the premium of PERS Choice, PORAC or PERS Select Plans.
Employee will be responsible for 20% of the premium. The maximum the County will contribute
toward a different CalPERS plan other than listed above will be 80% of PERS Choice premium,

c. The County will reimburse 50% of the annual medical deductible after the full deductible per
person has been paid.

d. County agrees to provide through Delta Dental orthodontia benefits for adults and children,
50% benefit schedule; $1,200 lifetime maximum; County agrees to pay 100% of Optical
insurance; County agrees to pay 100% of life insurance for employee during the term of the

MOU.

1. County will pay the following per pay period to each employee
who has other medical coverage and has opted out of the County’s
medical plan:

e Eligible for employee only coverage - $92.31 per pay
period
o Eligible for employee plus one coverage - $184.62 per pay
period
o Eligible for family coverage - $276.93 per pay period
e. Retirement Medical — At a mutually agreed upon date in the future as the County begins to

make decisions on what to do for new hires, in concept, ICPPOA agrees with grandfathering
existing, vested employees, and creating a pre-funded retiree health investment option for
new hires with both the County and employees contributing, if allowable by law.

ARTICLE 10. FLEXIBLE BENEFIT PROGRAM

County will pay the administration fee for each employee who participates in flexible benefit program
allowed by Section 125 of the Internal Revenue Code.

ARTICLE 11. SHORT-TERM DISABILITY PROGRAM

County will provide all eligible employees with a self-insured income protection plan for up to one
year for non-job-related disabilities preventing a person from working. County agrees to pay the premium of
one percent of employee's base salary to a maximum of what the State of California rate is per year. Any
employee denied benefits under this provision may file a grievance pursuant to Article XIII of the County
Personnel Rules and may have the matter heard only up to the level of the County Administrator. The benefit
will be as set forth in the Short Term Disability Program as amended on September 18, 2013.
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ARTICLE 12. DEFERRED COMPENSATION

County will provide deferred compensation programs for employees.

ARTICLE 13. REASONABLE ACCESS, CONTRACTING OUT

Reasonable Access - The practice will continue, which allows ICPPOA Officers and Representatives
reasonable access to County work locations, facilities, equipment and other County resources.

Contracting Out — The County agrees to address contracting out of County Services in accordance
with all applicable laws.

ARTICLE 14. CAREER LADDER PROCESS

The County will provide a career ladder process as outlined in Attachment C.

ARTICLE 15. — Left Blank

ARTICLE 16. SICK LEAVE

a. Each employee shall accrue sick leave. There is no limit on the amount of sick leave that
may be accrued.

b. Except as provided in Article 8, any employee using less than five days of sick leave in any
calendar year may, at the employee's option, exchange up to five days of sick leave with the
County for monetary compensation at the employee's current hourly rate.

c. County and ICPPOA will work together to create an emergency sick leave bank.

ARTICLE 17. VACATION LEAVE

The maximum amount of vacation days which may be accrued shall be 35. There shall be no accrual
in excess of 35 days.

a. In the event an employee is denied a request for vacation, which denial causes the employee
to cease accruing vacation benefits due to the 35-day cap provided herein, the employee may
continue to accrue vacation benefits so long as (1) the employee and his/her supervisor agree
that the employee will take necessary vacation time at a date in the future to bring the
employee below the 35-day cap; (2) the alternative vacation must be scheduled and taken by
the employee within six months; and (3) the County Administrative Officer approves the
arrangement, which approval will not be unreasonably denied.

b. The County Administrative Officer may approve requests for vacation in excess of 20
consecutive work days based on extenuating circumstances.
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ARTICLE 18. FLEXIBLE LEAVE

The County shall grant employees 35 hours or 40 hours (depending on employee’s hourly status) of
Flexible Leave hours each fiscal year.

Flexible leave will be granted each July 1 and must be exhausted by the following June 30. Flexible
leave will not accrue from one fiscal year to the next, with the following exception. If an employee believes
there are extenuating circumstances that made it impossible for him/her to utilize flexible leave within the
fiscal year, the employee must make a written request to the County Administrative Officer stating the reasons
flexible leave should be carried over to the next fiscal year. If the County Administrative Officer approves the
request, flexible leave shall be carried over.

Flexible leave will not be paid should an employee terminate, for any reason, from County services.

An employee requesting flexible leave shall give a minimum of 48 hours’ notice to his/her supervisor.
A request to take flexible leave may be denied due to the operational needs of the employee’s department.

New employees, upon appointment, shall be granted a prorated number of flexible leave days as
follows:

July 1-October 31 ........cooviviiiiiininnannns Five (5) days
November 1 - February 28..........cccoceeernnane Three (3) days
March 1 - June 30.....cccccvrvieirermrneenerinnnes One (1) day.

ARTICLE 19. HOLIDAYS

a. Recognized Holidays. County holidays are as follows:

January 1 (New Year's Day)

February 12 (Lincoln’s Birthday)

Third Monday in February (Washington's Birthday)
Last Monday in May (Memorial Day)

July 4 (Independence Day)

First Monday in September (Labor Day)
November 11 (Veteran's Day)

Thanksgiving Day

Friday immediately following Thanksgiving Day
December 24 or December 31

December 25 (Christmas Day)

b. Additional Provisions. Any employee who works in a facility which operates seven (7) days
a week and who works on a County recognized holiday, shall be paid at double time and one-
half their regular rate, i.e. pay for 20 hours on an 8-hour work day. If a holiday falls on the
employee’s day off, payment will be made at straight time with no additional day off.

ARTICLE 20. RETIREMENT PROVISIONS

a. County agrees to provide 2% at 55 full formula PERS retirement for miscellaneous members.
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b. County agrees to pay the member’s contribution for PERS retirement, at the rate of 7% of
gross pay, less Social Security (FICA) adjustment.

c. Full-time employees shall pay their own contribution for both Social Security and Medicare
through payroll deductions.

d. PERS benefit to miscellaneous employees shall consist of:
1. Final compensation to be based on highest one year's salary;
2. Include post-retirement survivor allowance;
3. Allow 260 days of accrued sick leave to be added to service credit;
4, Employer Paid Member Contribution (EPMC)
ol All other provisions as amended in the County PERS contract.

e.  New PERS members hired after January 2013 will fall under PEPRA.
Employees will receive 2% @) 62 PERS Formula and will be required to pay at
least 50% of normal cost.

ARTICLE 21. PERSONNEL RULES

The Personnel Rules are hereby incorporated by reference.

ARTICLE 22. EMPLOYEE ASSISTANCE PROGRAM

The County will provide an Employee Assistance Program.

ARTICLE 23. TRAVEL PAY

County will use the Internal Revenue Service (IRS) policy regarding reimbursement of travel pay. If
the IRS rates increase, the County reimbursement rates will increase in the same amount as the IRS rates.
Should the IRS rates decrease or undergo fundamental changes, renegotiations between the County and the
Association on travel pay will occur.

ARTICLE 24. EMPLOYEE ORGANIZATIONAL RIGHTS AND RESPONSIBILITY

Section 1. Dues Deductions. The County shall deduct for dues, on a regular basis, from the pay of all
employees in the classifications and positions recognized to be represented by the Association, who voluntarily
authorize such deduction, in writing, on a mutually agreed upon form to be provided for this purpose. The
County shall remit such funds to the Association within thirty (30) days following their deduction.

Section 2. Indemnification. The county will not be responsible or liable for any claims, causes of
action, or lawsuits arising out of the deductions or transmittal of such funds to the Association, except the
intentional failure of the County to transmit to the Association monies deducted from the employees pursuant
to this Article.
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Section 3. ICPPOA Release Time. County will release with pay ICPPOA Board of Directors or other
ICPPOA members (maximum seven (7) employees) assigned to established ICPPOA committees, from their
normal duties to conduct legitimate and reasonable Association business. An employee must request, in
advance, release time which may be denied due to the operational needs of the department.

Granting of Release time is conditioned upon ICPPOA providing to the County, by January 15 of each
year, a list of meetings and board and committee members for that calendar year and coordinating with the
Personnel Department any meeting or training that will require members to be away from work in excess of
three (3) hours. ICPPOA and Personnel will work together to assure that such meetings or training will not
adversely impact departments. Department heads will discuss with the Personnel Office any difficulties
concerning ICPPOA release time prior to discussing such matters with the ICPPOA Board or any member of
the ICPPOA Board.

ARTICLE 25. OUT OF CLASSIFICATION PAY

Any employee assigned work in a higher classification will have his/her salary increased by a
minimum of 5% or be increased to the higher classification for the time worked, which ever is greater, after
five (5) working days, effective the first day worked.

ARTICLE 26. FLSA EXEMPT

Attachment A lists those classifications, which are FLSA exempt.

ARTICLE 27. PROBATION PERIOD —

These classifications will serve a 12-month probationary period:

Group Counselors
Probation Officers
Supervising Group Counselors

ARTICLE 28. UNIFORMS

Section 1. The following uniform allowance applies only to Group Counselors and Supervising
Group Counselors, full-time and BPAR employees only:

Employees will receive $100.00 twice a year for uniform cleaning reimbursement. This payment will
be made to the employee on the first payroll in J anuary and last payroll in July of each year.

Section 2. The County shall provide all other employees covered by this Agreement who are required
to wear a uniform, the necessary uniforms and will provide for the laundering for such uniforms. Laundering
services will be provided directly through the County. Employees who elect to launder the uniforms through
other means will do so at their own expense. The above is provided in lieu of a uniform allowance. The
County shall provide the employees a list of the required uniforms.
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ARTICLE 29. SPECIAL ASSIGNMENT PAY

Any Deputy Probation Officer I/II assigned to INET Task Force shall be paid on additional 5% of base pay for
so long as they serve in such assignment. Other Deputy Probation Officers (DPO I1I) assigned to INET shall
not receive any Special Assignment Pay.

ARTICLE 30. PERFORMANCE EVALUATIONS

Association will use county approved evaluation forms.

ARTICLE 31. DRUG-FREE WORKPLACE/DOT DRUG TESTING POLICY

The County will enforce the Alcohol and Drug Abuse policy as amended September, 1991.

ARTICLE 32. MATERNITY LEAVE OF ABSENCE

Matemity leave is governed by Personnel Rule 10.2.

ARTICLE 33. TUITION REIMBURSEMENT

The County will reimburse educational expenses to a maximum of $350.00 per year per employee for
tuition and books.

The County will consider allocating an additional amount to any given employee, subject to available
funding, engaged in a course of study that has a direct relationship to duties performed and would benefit the
Department and County. If such a situation exists, the department head's recommendation for payment is
necessary.

The County will reimburse the employee for course work completed with a grade of 2.0 or higher.
The employee must submit a final grade report and a receipt for books purchased.

ARTICLE 34. SMOKING

There shall be no smoking or chewing of tobacco in any County facility or County vehicle.
Employees smoking on County property shall smoke in designated smoking areas, which areas will be agreed
to by the County and Association.

ARTICLE 35. MISTAKEN OVERPAYMENTS

Should any employee be overpaid due to any mistake or inadvertence, the County may recover
the amount of overpayment by subsequent unilateral deductions from the pay of the employee in question
up the amount of overpayment. However, not more than 10% of any such employee’s net pay shall be
deducted from any one paycheck for this purpose. Notwithstanding this, employee will have the option of
10%-25% being deducted from any one paycheck.
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ARTICLE 36. LETTER OF REPRIMAND

Any employee who receives a letter of reprimand shall be entitled to submit a written response
thereto, which shall be placed in such employee's personnel file, along with the written reprimand. While the
employee may discuss a reprimand with the Director of Personnel Services, who shall have the authority to
remove the letter, there shall be no right to grieve or appeal any reprimand, warning, or counseling nor shall
there be any formal hearings or review procedures concerning any reprimand, warning, or counseling.

ARTICLE 37. AUTHORIZED AGENTS

Authorized agents, for the purpose of administering the terms and provisions of the Memorandum of
Understanding shall be:

A. Representing the County
County Administrative Officer
P.O.Box N
Independence, CA 93526

B. President ICPPOA
P.O.Box 153
Bishop, CA 93515

C. Agent
Mastagni, Holstedt, Amick, Miller, Johnsen & Uhrhammer
1912 I Street
Sacramento, CA 95814

ARTICLE 38. SOLE AND ENTIRE MEMORANDUM OF UNDERSTANDING

Section 1. It is the intent of the parties hereto that the provisions of this Memorandum of
Understanding shall supersede all prior agreements and memoranda of agreement or memoranda of
understanding, or contrary salary and/or personnel resolutions, oral or written, expressed or implied, between
the parties , and shall govern the entire relationship and shall be the sole source of any and all rights which
may be asserted hereunder. This Memorandum of Understanding is not intended to conflict with Federal or
State law.

Section 2. The parties acknowledge that the Board of Supervisors will adopt this Agreement by

Resolution and that said Resolution shall remain in full force and effect during the life of this Memorandum of
Understanding.

ARTICLE 39. NO STRIKE-NO LOCKOUT

Section 1. The Association, its officers, agents, representatives, and/or members agree that during the
term of this MOU they will not cause or condone any strike, walkout, slowdown, sickout or any other job
action by withholding or refusing to perform services.
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Section 2. The County agrees that it shall not lockout its employees during the term of this MOU.
The term “lockout” is hereby defined so as not to include the discharge, suspension, termination, layoff, failure
to recall or failure to return to work of employees of the County in the exercise of its rights as set forth in any
of the provisions of the MOU or applicable ordinance or law.

Section 3. Any employee who participates in any conduct prohibited in Section 1 above may be
subject to disciplinary action up to and including discharge.

Section 4. In the event that any one or more officers, agents, representatives, or members of the
Association engage in any of the conduct prohibited in Section 1 above, the Association shall immediately
instruct any persons engaging in such conduct that their conduct is in violation of this MOU and is unlawful
and they must immediately cease engaging in conduct prohibited in Section 1 above, and return to work.

ARTICLE 40. EMERGENCY WAIVER

In the event of circumstances beyond the control of the County, such as acts of God, fire, flood,
insurrection, civil disorder, national emergency, or similar circumstances, if the County Administrative Officer
or his designee so declares, any provisions of this Agreement, which restricts the County’s ability to respond to
these emergencies, shall be suspended for the duration of such emergency. After the emergency is declared
over, the Association shall have the right to meet and confer with the County regarding the impact on
employees of the suspension of these provisions of this Agreement and any Personnel rules and policies.

ARTICLE 41. SEPARABILITY

Should any provision of this MOU be found to be inoperative, void, or invalid by a court of competent
jurisdiction, all other provisions of this MOU shall remain in full force and effect.

ARTICLE 42. WAIVER

Section 1. The parties mutually agree that, except as specifically provided herein, neither party shall
seek to negotiate or bargain with reference to wages, hours, or terms and conditions of employment, regardless
of whether covered by this MOU or in the negotiations or mediation leading thereto and irrespective of
whether or not such matters were discussed or were even within the contemplation of the parties hereto during
the negotiations or mediation leading to this MOU. Regardless of the waiver contained in this Article, the
parties may, by mutual agreement, in writing, agree to meet-and-confer about any matter during the term of
this MOU.
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Section 2. The parties shall reopen any provision of this MOU for the purpose of complying with any
final order of a federal or stand agency or court of competent jurisdiction requiring a modification or change in
any provision or provisions of this MOU in order to comply with state or federal laws.

Section 3. The parties acknowledge that this MOU shall not be in force and effect until ratified by
the Association and adopted by the Board of Supervisors of the County of Inyo.

ARTICLE 43 MEMORANDUM OF UNDERSTANDING

This Memorandum of Understanding shall be in force and effect February 10, 2015 through
February 28, 2018 . The County will provide each employee represented by the Association with a copy of
this and all subsequent MOUs.

ARTICLE 44. RATIFICATION AND EXECUTION

The County and the Association acknowledge that this Memorandum of Understanding shall not be
in full force and effect until ratified by the Association and adopted by the Board of Supervisors of the County
of Inyo. Subject to the foregoing, this Memorandum of Understanding is hereby executed by the authorized
representatives of the County and Association, and entered into this 10th day of February, 2015.

COUNTY OF INYO: INYO COUNTY PROBATION
, / - PEACE OFFICERS ASSOCIATION
G, TXbhyg e e
MaitKingsley 7’b Debbjk McCormick
CHairperson ICPPOA President
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ATTACHMENT A
EXEMPT POSITIONS UNDER THE FAIR LABOR STANDARS ACT
FOR THE PURPOSES OF OVERTIME
Administrative, Executive and Professional

AGRICULTURAL COMM DEPUTY
AGRICULTURAL COMMISSIONER
ASSESSOR

ASSESSOR ASSISTANT

AUDITOR ASSISTANT

AUDITOR CONTROLLER

CAO ASSISTANT

CAO DEPUTY

CAO SENIOR DEPUTY

CLERK RECORDER

CLERK RECORDER ASSISTANT
CLINIC MANAGER

CORONER

COUNTY ADMINISTRATIVE OFFICER
COUNTY COUNSEL

COUNTY COUNSEL DEPUTY
DEPUTY PERSONNEL DIRECTOR
DEPUTY DIRECTOR PLANNING
DIRECTOR CHILD SUPPORT
DIRECTOR ENVIRONMENTAL HEALTH
DIRECTOR FIRST FIVE

DIRECTOR HEALTH&HUMAN SERVICES
DIRECTOR INFO TECHNOLOGY
DIRECTOR LIBRARY

DIRECTOR MENTAL HEALTH
DIRECTOR PLANNING

DIRECTOR OF PUBLIC WORKS
DIRECTOR SOCIAL SERVICES
DIRECTOR WATER

DISTRICT ATTORNEY

DISTRICT ATTORNEY ASSISTANT
DISTRICT ATTORNEY DEPUTY
ENGINEER ASSOCIATE CIVIL
ENGINEER SENIOR

HHS ASSISTANT DIRECTOR

HHS DEPUTY DIRECTOR - PUBLIC HEALTH
HYDROLOGIST



ATTACHMENT A
EXEMPT POSITIONS UNDER THE FAIR LABOR STANDARS ACT
FOR THE PURPOSES OF OVERTIME
Administrative, Executive and Professional

INT WST MGMT PRG SUPERINTENDEN
SR INT WST MGMT PRG SUPERINT
MANAGEMENT ANALYST
MANAGEMENT ANALYST SENIOR
MITIGATION PROJECT MANAGER
MUSEUM ADMINISTRATOR

PUBLIC ADMINISTRATOR GUARD
PLANNING SENIOR

PROBATION CHIEF OFFICER
PROBATION DEPUTY CHIEF ADULT/JUVEN
PROBATION DEPUTY CHIEF JUV INST
PROGRAM CHIEF

PSYCHIATRIST

PUBLIC WORKS DEPUTY

ROAD SUPERINTENDENT

RISK MANAGER

SCIENCE COORDINATOR

SCIENTIST

SOCIAL WORKER SUPERVISOR SR
LIEUTENANT

SHERIFF

UNDERSHERIFF

SUPERVISOR

TREASURER TAX COLLECTOR ASST
TREASURER TAX COLLECTOR



ATTACHMENT B

PPOA EMPLOYEES
EFFECTIVE FEBRUARY 12, 2015

FULL-TIME
061 3412 3581 3764 3955 4143
062 3495 3672 3856 4042 4249
063 3572 3753 3946 4140 4346
064 3662 3842 4030 4242 4450
065 3744 3936 4134 4340 4553
066 3832 4027 4234 4441 4665
067 3929 4125 4331 4551 4770
068 4025 4227 4436 4653 4890
070 4221 4434 4652 4888 5133
071 4319 4534 4763 4998 5250
072 4423 4647 4875 5114 5372
073 4526 4756 4996 5243 5506
HOURLY

16.65371

17.49809

18.34896

19.26479

20.23257

17.04992

17.88130

17.90079

18.75816

18.77765

19.69347

19.73894

20.68725

21.71347

20.73920

18.29050

19.19333

20.18709

21.19387

22.22010

18.73218

19.67399

20.64826

21.66800

22.77869

19,14788

20.10917

21.14838

22.20063

23.28530

19.62203

20.58980

21.60956

22.73322

23.85039

20.06370

21.10293

22.14866

23.25285

24.39600

20.53784

21.59007

22.68776

23.80493

25.00656

21.05747

22.10319

23.20738

24.38301

25.57163

22.61631

21.57708

22.65528

23.75946

23.77247

24.,93509

24.94160

26.19517 |

26.20817

27.48771

23.13594

24.29857

25.563915

26.79273

28.12425

23.70102

24.90912

26.12373

27.40977

28.79325

24.26610

25.49370

26.77974

28.09177

29.50124




ATTACHMENT B

PPOA EMPLOYEES
EFFECTIVE FEBRUARY 11, 2016

FULL-TIME
TRange | StepA | StepB | StepC | StepD [ StepE |

057 3169 3330 3494 3669 3850
058 3245 3406 3574 3755 3948
060 3403 3570 3748 3939 4133
061 3480 3653 3839 4034 4226
062 3565 3745 3933 4123 4334
063 3643 3828 4025 4223 4433
064 3735 3919 4111 4327 4539
065 3819 4015 4217 4427 4644
066 3909 4108 4319 4530 4758
067 4008 4208 4418 4642 4865
068 41 06 431 2 4525 4746 4988
070 4305

071 4405 4625 4858 5098 5355
072 4511 4740 4972 5216 5479
073 4617 4851 5096 5348 5616

HOURLY

1 98678

1784805

18.71594

19.65009

[ StepC | StepD | StepE

20.63722

17.39092

18.23893

18.25881

19.13332

19 15320

20.08734

21.10099

20.13372

2214774

21.15398

18.65631

19.57720

20.59083

21.61775

22.66450

19.10682

20.06747

21.06123

22.10136

23.23426

19.53084

20.51135

21.57135

22.64464

23.75101

20.01447

21.00160

22.04175

23.18788

24.32740

20.46497

21.52499

22.59163

23.71791

24.88392

20.94860

22.02187

23.14152

24.28103

25.50669

PT |21.47862

22.54525

23.67153

24.87067

26.08306

23.06864

22.00862

24.23465

23.10839

24.24792

25.43379

125.44043

26.71907

26 73233

28 03746

23.59866

24.78454

26.04993

27.32858

28.68674

2417504

25.40730

26.64620

27.95797

29.36912

24.75142

26.00357

27.31533

28.65361

30.09126




ATTACHMENT B

PPOA EMPLOYEES

EFFECTIVE FEBRUARY 9, 2017

FULL-TIME
| StepE
3927
4027
060 3471 3641 3823 4018 4216
061 3550 3726 3916 4115 4311
062 3636 3820 4012 4205 4421
063 3716 3905 4106 4307 4522
064 3810 3997 4193 4414 4630
065 3895 4095 4301 4516 4737
066 3987 4190 4405 4621 4853
067 4088 4292 4506 4735 4962
068 4188 4398 4616 4841 5088
070 4391 4613 4840 5086 5341
071 4493 4718 4955 5200 5462
072 4601 4835 5071 5320 5589
073 4709 4948 5198 5455 5728
HOURLY
2l B | —_.‘ E}'E’J
17 32652 18.20501| 19.09026 21. 0499
5T |17.73874|18.62399( 19.53626 20.53639 21.57706
18.60371] 19.51599(20.48909|21.52301 | 22.59069
061PT |19.02944|19.96874|21.00265|22.05010{23.11779
062PT |19.48896|20.46882|21.48245(22.54339|23.69895
063PT |19.9214620.92158|22.00278(23.09753| 24.22603
064PT |20.41476|21.42163|22.48258|23.65164 | 24.81395
065PT |20.87427|21.95549(23.04346|24.19227 | 25.38160
066PT |21.36757|22.46231|23.60435(24.76665|26.01682
067PT |21.90819]22.99616(24.14496|25.36808| 26.60472

~070PT

22.44879

23.53001

24.71934

23.57056

2.73288

25.94247

25.94924

27.25345

28 59321

27 26698

071PT

24,07063

25.28023

26.57093

27.87515

29.26047

072PT

2465854

25.91545

27.17912

28.51713

29.95650

073PT

25.24645

26.52364

27.86164

29.22668

30.69309




ATTACHMENT C

Definitions

Career Ladder. A career ladder is a term used to define movement through a job series
(e.g., Office Clerk I, Il ill) as the employee acquires additional skills, responsibilities and
experience. Job titles or positions within a job series constitute distinct classifications

ARTICLE IV

CLASSIFICATION PLAN

41 Preparation, Adoption and Amendment. The County Administrator shall
ascertain and record the duties and responsibilities of all County positions in the
classified service for inclusion in the classification plan. The classification plan shall be
so developed and maintained to ensure that all positions which are substantially similar
with respect to duties, responsibilities, authority and character of work are included
within the same class, and that the same schedules of compensation shall apply to all
positions in the same class. Each classification shall have a written specification.
Classification specifications are explanatory, but not restrictive. The listing of particular
tasks shall not preclude the assignment of other related kinds of tasks or related jobs
requiring lesser skKills.

The classification plan may be amended or revised, as required. At a minimum, the
County agrees that it shall review the classification plan every 5 to 7 years, counting
from the effective date of this amendment to this section. As part of its review, the
County shall consult with the bargaining units to identify classifications within the prevue
of the bargaining unit(s) that the bargaining units believe should be evaluated for re-
classification. As part of its review, the County shall also meet with the bargaining units
to share the results of the classification review and any recommendations it plans to
make, if any, to the affected classifications.

42 Allocation of Positions. Positions shall be as approved by the
Board of Supervisors in the annual budget (Authorized Staffing). Department heads
shall not appoint persons to a position, which is not approved. The County
Administrator shall approve the appointment of employees to positions in the
classification plan. Only allocated positions which have been approved by the Board
may be filled, except that emergency and 1-15.99 part-time positions, temporary
positions, seasonal position may be approved and filled by the County Administrator
without prior Board approval.




4.3 New Positions. When a new position is created, no person shall be
appointed or employed to fill the position prior to the position's assignment to a class of
position, unless otherwise provided by these Rules.

4.4 Reclassification. Except in limited circumstances, the County
intends the classification plan review process described in Section 4.1 to be the
mechanism by which positions are reclassified. However, the County recognizes that
the duties of positions may change unexpectedly and substantially between
classification plan review periods due to changes in the County Code, policies, or
programs, or State or Federal laws and regulations. This section is intended to delineate
the circumstances and procedures by which positions may be reclassified between
classification plan review periods. This section is not intended to provide for the
reclassifications of positions which have been changed substantially over time so as to
require reclassification, as this will be accomplished through the periodic classification
review process described in Section 4.1. Furthermore, reclassification, as described in
this section, shall not be used for the purpose of avoiding rules governing demotions or
promotions, nor shall it be used to allow or ratify a department head routinely working
employees out-of-class or otherwise altering the department’s Authorized Staffing as
determined through the County’s budget process. Should the duties of a position
change over time, the department head may request the reclassification of the position
during the periodic compensation plan review process. Reclassifications shall not be
used for the purpose of avoiding restrictions concerning demotions and promotions, nor
shall they be used to reclassify positions within a job series with specific career ladders.

In order for a position to be considered for reclassification outside of the classification
review period described in section 4.1, the department head must demonstrate in
writing and, if provided, on a form prescribed by the Personnel Director:

1. The need for the reclassification is urgent, and cannot wait for the next
countywide classification plan review; and,

2. The need for the reclassification is the result of a change in County Code, policy
or program, approved by the Board of Supervisors, and the department head
clearly informed the County Administrator and Board of Supervisors that the
proposed change in County Code, policy or program, if adopted, would result in
the need for the reclassification and the associated costs; OR, the need for the
reclassification is the result of changes in State or Federal law or regulation, AND
additional and commensurate State or Federal funding necessary to fund the
reclassification is available and secure; and,

3. To implement the changes in the County Code, policies, or programs, or State or
Federal laws and regulations will require higher levels of skills or higher levels of
responsibility clearly distinguishable from those associated with the position for
which reclassification is sought; and,



4. The incumbent in the position has the capacity to successfully perform the newly
required skills and responsibilities.

Additionally, reclassifications shall be considered anytime an employee serving in a
classification as a trainee or intern (e.g., REHS Trainee or Psychotherapist Intern,
Registered Nurse or Public Health Nurse), or when an employee within the Engineering
series obtains their valid California.

Registration as a Professional Engineer, AND, the department certifies (1) the position
is necessary, and (2) the employee has the capacity to successfully perform the newly
required skills and responsibilities.

Changes in the use of technology or processes to accomplish the same or similar work
are not acceptable reasons for reclassifying a position. Additional work of the same or
similar nature, already being performed by the position, are not a reason for
reclassification.

Before concurring in and recommending the reclassification of the position, the
Personnel Director shall determine each of the preceding criteria have been met, and
that:

a. The reclassification results from an official recognition of a change in
duties and/or responsibilities which has already occurred or will imminently
occur.

b. The incumbent possesses the knowledge, skills and abilities, and/or other
qualifications of the different class.

c. The incumbent has demonstrated a high level of performance in the
quality, quantity and efficiency of changed duties and/or responsibilities of
the different class.

After proper review or study by the Personnel Director or designee, and upon an
affirmative recommendation by the County Administrator, the position may be allocated
to a higher or lower classification by the Board. The wage level of any employee
holding a reclassified position shall remain at the same step within the new range. No
change in the title of any job classification shall affect the tenure of the holder thereof
where the position is, in effect, continued in existence. A reclassification will not cause
a change in an employee's anniversary date.

45 Types of Appointments. Except for temporary vacancies and
provisional appointments, all vacancies shall be filled by transfer, promotion, demotion,
re-employment, and reinstatement or from candidates on an appropriate eligibility list if
one is available. In the absence of eligible candidates in one of the above categories,




temporary appointments may be made in accordance with these rules pending
development of a list of eligible candidates.

46 Emergency Appointments. To meet immediate requirements of an
emergency condition which threatens life or property, the County Administrator may
create positions and employ such persons as temporary employees as may be needed
for the duration of the emergency. The method of hiring for emergency appointments
shall be subject to the discretion of the County Administrator. All such appointments
shall be reported to the Board as soon as possible and shall be compensated at an
hourly rate as approved by the County Administrator. Emergency appointees shall not
be entitled to appeal disciplinary actions and have no rights to continued employment
beyond the duration of the emergency for which they are employed.

47 Acting Appointments. If deemed to be in the best interest of the
County, the County Administrator may authorize and approve an acting appointment. [f
the position being filled on an acting basis would normally require Board approval (i.e.
direct board appointee), the Board shall authorize the acting appointment.

(@)  An acting appointment may be authorized for a period not to
exceed six (6) months from the date of appointment, subject
to an extension for an additional six (6) months on written
approval of the County Administrator, or Board, as the case
may be. All acting employees must meet the minimum
qualifications for the vacant position.

(b) Employees filling temporary appointments serve at the will of
the appointing authority and may be removed at any time
without cause or right to appeal.

(c) During the acting period, the employee will be assigned the
title of the acting position and will be paid at the salary range
of the acting position for the duration of the acting
assignment.

(d) No employee in a temporary appointment shall receive a
merit increase except after accrual of 1040 hours as
provided in Section 8.2 (3).

(e) While serving in an acting appointment, the employee shall
continue to receive regular County benefits. In addition, the
employee shall receive any benefits of the temporary
position. However, if an employee receiving overtime
benefits is assigned to an acting position, which does not
receive overtime benefits, the employee shall not receive
overtime pay for the duration of the assignment. An
employee, shall continue to accrue seniority in his or her



position and shall be eligible to receive merit increases in the
position.

4] If an employee serving a temporary appointment is
permanently appointed to the position, time served in the
temporary appointment will be applied toward fulfilling the
required probationary period.

4.8 Working Out of Class. On occasion, an employee may be required

to perform duties of another classification with a higher salary range because of a
temporary vacancy in that position due to iliness, vacation, leave of absence, etc. In
such cases, an employee’s salary may be adjusted to compensate for the higher level
of duties, subject to the following provisions:

a.

In order to receive adjusted compensation for working in a higher classification
the employee, or employees collectively, must be formally and in writing
assigned, assume and perform substantially all of the duties and responsibilities
of the position, and perform them for at least five (5) consecutive working days;
without regard to calendar week.

Out of class assignments must be requested by the department head, and
approved in advance by the County Administrator or designee. No out of class
assignments may be approved retroactively. Advance request and approval for
working out of class shall be deemed to have occurred when accomplished
within the first five (56) days of an employee working in a higher level position
described in paragraph a;

Out of class appointments can only be made to, and when a higher-level position
in the department’s Authorized Strength is vacant; including temporary vacancies
resulting from injury, iliness, discipline or other extended leave;

. Except in instances in which the higher-level position is vacant due to an

extended illness or injury, no employee shall be appointed to an out of class
assignment for a period longer than 6-months. When the higher level position is
vacant due to a prolonged injury or iliness, the out of class assignment may last
for up to 15-months with the review and approval of the County Administrator
every five months. Interruptions in out of class assignments of less than 30-
consecutive working days shall not change these time limits, or ‘re-start’ the
clock and the duration of an out of class assignment. The department head must
immediately notify the Personnel Department in writing when an employee
ceases to perform out of class duties. In no case may out of class duties extend
beyond the vacancy in the higher level position.

Any employee assigned work in a higher classification will have his/her current
salary increased by 5% or to the lowest salary in the higher classification for the
time worked, depending on the extent to which the employee is assuming the



full-range of duties and responsibilities of the higher-level position. If the duties
and responsibilities of the vacant higher-level position are being shared
collectively between two or more employees, the increase in salary shall be no
more than 5% for any one employee. Prior to receiving out of class pay for an
assignment, the employee must have worked five (5) full, consecutive, working
days in the higher level position.

f. Out of class assignments shall be recorded only in full working days. After an
employee working out of class for less than one full day will not be credited with
working out of class time or pay.

1. To qualify for out of class pay, an employee must be
assuming substantially the full range of duties and the
responsibility of the higher-level position.

2. Time worked out of class shall not be credited toward the
completion of probationary requirements in the higher class.

Nothing herein shall be construed as limiting management's authority to
assign County employees temporarily to different or additional work duties and
responsibilities for the purpose of responding to emergencies or necessary special,
limited time assignments. Such temporary, limited-time assignments, and the
associated level of compensation, must be approved by the County Administrator and
shall not exceed three-months without Board approval.

ARTICLE V

COMPENSATION PLAN

5.1 Preparation of Plan. The Director of Personnel Services or the County
Administrator shall submit to the Board a proposed compensation plan based on salary
recommendations covering those positions in County employment not otherwise set by
law.

5.2 Adoption of Plan. The Board shall review the proposed
compensation plan, make any changes the Board believes necessary or desirable and
in its discretion approve the plan by incorporating it in a salary resolution.

5.3  Application of Rates. An employee shall be paid a salary within the
range or established for the class or position to which he or she has been appointed.

5.4 Salary Payment Procedure.




(@) Schedule of Payments. Employees
shall be paid on a schedule of dates approved by the Board.

(b)  Certification. Each department head or
authorized designee shall, at the time he or she submits the
payroll to the Auditor, certify that each employee has
performed the number of days of work shown. The Auditor
shall not issue a payroll warrant unless there is an
authorized position supported by a valid personnel action
form to substantiate the rate shown on the department
payroll for each employee. The department head shall
determine and certify the payroll of the employees to the
Auditor before warrants are issued to such employees.
Time/Payroll Sheets. Time/payroll sheets showing hours
worked and leave taken must be completed by each County
employee. Such sheets must be signed by the individual
employee, the employee's supervisor, division, and
department head or designee. Time/payroll sheets will be
reviewed and audited by the County Auditor. Notice of any
correction(s) to the time/payroll sheet will be sent to the
employee and the department head. Such corrections will
be deemed final unless questioned by the employee within
thirty (30) days after notice of correction has been given to
the employee. Unresolved matters may be taken to the
Personnel Director for determination, which shall not
preclude the filing of a grievance should the employee wish
to do so after review by the Personnel Director.

(c) Separation. When an employee leaves County employment
for any reason, his or her department head should
immediately prepare a special payroll, certify it as provided
in this section and submit it to the Auditor, who shall issue a
warrant. Such warrant shall include all compensation due to
the employee up to and including the employee's final
workday, including all accrued but unused vacation time and
any other amounts due to the employee.

5.5 Compensation for New Employees. New employees shall be at
the first step of the salary range for the class to which appointed. = The County
Administrator may approve an appointment up to the "C" step of the range. If the
County Administrator finds that qualified applicants cannot be recruited successfully at
the "B" or "C" step, he or she may request that the Board authorize an appointment at a
higher step of the range.

5.6  Anniversary Date. Each employee in the classified service
shall have an anniversary date to be determined as follows:




(@) New Employees. For a new employee
who starts between the 1st through the 15th of the month,
the salary anniversary date shall be the 1st of the month,; for
a new employee who starts between the 16th through the
31st of the month, the salary anniversary date shall be the
1st of the following month.

(b) New Employee Hired at Step A - For
those new employees serving a six-month probationary
period and who begin at Step A of a pay range, the salary
anniversary date shall be six months from date of hire.

(c) New Employees Hired above Step A -

For those new employees serving a six-month

probationary period and who begin at higher than Step A of

a pay range, the salary anniversary date shall be one-year
from date of hire.

(d) New Employees with One Year
Probation - For those new employees serving a one-year
probationary period, regardless of the starting step in the pay
range, the salary anniversary date shall be one year from
date of hire.

() Promotion or Demotion. An employee
who is promoted or demoted shall have a new anniversary
date which shall be the first day of the month following the
date of his or her promotion or demotion, except that when
an employee's promotion or demotion is effective on the first
working day of a month, the anniversary date shall be the
first calendar day of that month. In addition, an employee
who has been promoted or demoted, shall have an
anniversary date which shall be the first calendar day of the
seventh month of service at the new class of position.

® Transfer. An employee who is
transferred shall have no change in anniversary date.

(g) Change in Range Allocation. If the
salary range of a class is changed, the anniversary date of
an employee holding a position allocated to said class shall
not change.

(h)  Reclassification. If the position held by
an employee is reclassified to a new class with a higher




salary range, the employee shall not have a new anniversary
date.

(i) Service Interruptions. The granting of
any leave of absence without pay exceeding fifteen (15)
calendar days shall cause the employee's anniversary date
to be postponed the number of calendar days in such leave.

()] Modified Duty. Where an employee is
assigned to modified duty in order to make a reasonable
accommodation when required by state or federal law the
employee's anniversary date shall not be affected thereby.

5.7  Merit Advancement Within Range. An employee may be advanced
on his or her anniversary date to the next higher step of the salary range if he or she
has earned such advancement by successfully completing his or her probationary
period and, subsequently, by receiving an overall score of “Meets Expectations” or
higher on their annual performance evaluation. Eligible employees who receive their
annual performance evaluation after their anniversary date shall have any merit
increase resulting from an overall score of “Meets Expectations” or higher applied
retroactively to their anniversary date. No merit advancement shall occur absent of a
completed performance evaluation.

5.8 Progression on Merit Steps.

(a) Full-time and Part-time.

(1)  Normal Progression. From the date of employment
until the successful conclusion of the probationary
period, no merit step increase shall be granted. If
hired at Step A, the employee shall receive a merit
step increase at the end of a successful probationary
period. Thereatfter, eligibility for merit step increases
shall occur annually on the employee's salary
anniversary date until such time as the employee
reaches the last salary step available for his or her
position.

(2) Accelerated Progression. If an employee has been
appointed at Step B or higher, as previously provided
in Section 5.6 (a) no merit step increase shall be
granted until the employee has both successfully
completed the probationary period and has worked
one (1) calendar year in such position. At the end of
such first year the employee shall first become eligible
for a merit increase. Thereafter, eligibility for merit




)

step increases shall occur annually until such time as
the employee reaches the last salary step available
for his or her position.

Promotional Progression. From the date of promotion
until the successful conclusion of the probationary
period, no merit step increase may be granted. When
an employee is promoted, his or her salary increases
to an appropriate step within the grade of the new job
classification. An employee who is promoted shall be
compensated at the step in the new salary range
which comes nearest to but not less than five percent
(6%) higher than the step he or she held in the
previous salary range. The anniversary date of a
promoted employee is changed as discudded in
section 5.6 (e)/

All promoted employees who successfully pass their
probationary promotional review period will receive a
merit step increase to the next step in the salary
range of their new classification. Employees
promoted to Step A of the new range are first eligible
six (6) months after the date of promotion. If
promoted to Step B or higher in the new range,
employees are eligible twelve (12) months from the
date of promotion. (See Section 5.6(a) of these
Rules.) A promoted employee is eligible for another
merit step increase annually thereafter, from the
completion date of the probationary period until
his/her pay reaches the last step

(4) (b) Temporary [Seasonal Employees -
Temporary and Seasonal Employees shall not receive
merit reviews. However, a temporary or seasonal
employee shall receive a performance evaluation
when his or her period of service concludes to
determine whether he or she is eligible for rehire.
This performance evaluation shall also be used as a
basis for considering salary in the event the employee
is rehired. A step increase may be granted after the
accrual of 1040 hours of service.

5.9 Promotion. An employee promoted to a
position in a class with a higher salary range may be

10



paid either at the minimum rate of the new range or at
the nearest higher rate to that which he or she would
otherwise be entitled to in his or her former position
on the date his or her promotion is effective,
whichever is greater. However, the pay rate shall be
at least 5% above the present rate of pay or at the
highest step in the promoted salary range, if less than
5% higher.

5.10 Demotion. An employee demoted to a position in a class with a
lower salary range shall be paid at the step currently held unless the appointing
authority directs placement in a different step.

5.11 Transfer. An employee transferred to a position in a class within
the same range shall receive the same salary. The transferring employee may be
required to serve a probationary period in the new position unless he or she has
previously completed a probationary period successfully in the position.

5.12 Change in Range Allocation. The salary of an employee in a
position in a.class which is reallocated to a new salary range shall be adjusted to the
corresponding step of the new range, i.e., step to step.

5.13 Position Reclassification. The salary of the incumbent in a position
which is reclassified shall be adjusted to the corresponding step of the new
classification, i.e. step to step.

5.14 Board Authority to Specify Salary. Notwithstanding anything in
these rules to the contrary, the Board may specify that the incumbent of a particular
position shall be placed on a step on the salary range for that class higher than that
provided for elsewhere in these rules. Action based on this section shall be taken only
under unusual circumstances where such action is important to the successful operation
of a department of County government.

5.15 Overtime. Overtime may be worked only when approved in
advance by the Board or, if budgeted, by the department head. Overtime is to be
discouraged except in situations where emergencies exist. An emergency shall exist
when work is required to correct a condition that is threatening or affecting the peace,
health or safety of the general public or work is required beyond the regular working
hours to meet deadlines established by law.

Payment for overtime or accrual of compensatory time-off shall be made
to non-FLSA (exempt employees) at the rate of time and one- half the employee's
regular hourly rate, or as compensatory time off at one and one-half hour for each hour
of overtime worked. The County Administrator shall determine and advise the Board as
to which employees and position classifications are FLSA exempt for purposes of
entitlement to overtime compensation. Overtime shall be paid or compensatory time off

11



given for all hours worked by non-exempt employees in excess of 35 hours per week for
those on a 7 hour per day schedule and 40 hours for those on an 8 hour per day
schedule unless otherwise provided in an applicable Memorandum of Understanding.
Non-exempt sworn peace officers may accrue compensatory time off in lieu of
compensation at their option.

Overtime: Paid Time or Compensatory Time. For positions which do not
meet one of the Fair Labor Standards Act (FLSA) exemption categories, overtime hours
worked shall be compensated in one of the following ways for time worked (pursuant to
rule 5.17) in excess of thirty-five (35) or forty (40) hours in any work week, depending
upon the individual employee's regularly assighed work week and shift.

1. as paid time at the one-and-one-half rate of pay; or

2. for non-exempt safety employee’s only, as compensatory
time accrued at the one-and-one-half rate of pay, as set forth
in applicable Memorandum of Understanding.

Prior to overtime being authorized, the employee and his or her supervisor
shall agree as to how the employee shall be compensated (i.e., as paid time or
compensatory time). If the employee and supervisor do not agree on the method of
compensation, the supervisor may ask another employee to perform the overtime work.
However, if the supervisor requires that a particular employee perform the overtime, and
they cannot agree on the method of compensation, then the employee shall be given
the choice of how he or she wishes to be compensated. County will allow non-exempt
employees to carry 40 hours of compensatory time on the books. Compensatory time
will be placed on the books at the rate of one and one-half (1 1/2) hours for each hour of
approved overtime worked. \WWhen an employee leaves employment, any compensatory
time remaining on the books will be paid at the employee’s hourly rate.

For non-exempt safety employees only, compensatory time accumulated
under these rules and regulations is vested time and must be utilized or paid in
conjunction with termination of employment. No safety employee may accrue more
than one hundred twenty (120) hours of compensatory time off. Any excess shall be
paid at time and one-half rates.

5.16 Standby and Call-Out Policy.

(a) Standby. A standby roster shall be comprised of County
employees from designated departments or divisions who
have been designated to be on call and available to work
after regular working hours. An employee on standby will be
permitted to take home a County vehicle equipped with
appropriate tools and supplies for use when called out on
standby.
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The designated department or divisional supervisor shall be
responsible for scheduling his or her employees for

standby duty and for providing duty rosters to the Sheriff's
department. The Sheriff's department will be given a roster
of employees with their standby duty dates, home telephone
numbers, and pager numbers and codes. Once assigned to
specific standby duty, employees may not trade standby
assignments, except with the prior approval of the
designated supervisor.

Compensation for standby duty shall be as set forth in duly
adopted memoranda of understanding.

An employee assigned to standby duty must be available to
respond to emergency calls at all times. The employee must
refrain from consuming alcoholic beverages or other
substances which could impair his or her effectiveness or
safety on the job. Violation of this policy shall result in
disciplinary action, as outlined in Chapter Xl of these rules.

Nothing herein shall be construed to require that the County
establish standby duty for employees in any department or
division.

(b) Call-Out Compensation. Unless otherwise
provided in a memorandum of understanding, employees
eligible for overtime compensation who have ended their
workday and left their places of employment, but who have
been requested to perform duties after normal working
hours, will be compensated at time and one-half. If the time
worked is less than two (2) hours, the employee will receive
two (2) hours compensation minimum at the rate of time and
one-half. If the time worked is more than two (2) hours, the
employee will receive time and one-half for the actual hours
or portions thereof worked. For the purpose of this rule,
actual time worked shall include all time from the time the
employee leaves home to respond to the call until the
employee has returned home.

These call-out provisions will apply to no more than two (2)
call-out instances per twelve (12) hour period. Any call-out
instance after the first two (2) in a twelve (12) hour period will
be paid at normal overtime rate.
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5.17 Work Week. For purposes of applying the overtime requirements
of the Fair Labor Standards Act (FLSA), the work week for County employees shall
begin at 12:01 a.m. Thursday and end at 12:00 a.m. (midnight) Wednesday night.
Vacation, sick leave, holiday hours or other leave time will not be included as time
worked for purposes of calculating FLSA overtime.

5.18 Split Classifications. In cases where an employee is employed in a
capacity which has been recognized as involving "split classifications", in that his or her
duties are divided between two different positions in County government, such
employee's regular rate of pay shall be determined by pro-rating the regular salary
payable to each of the two positions based upon the average percentages of time
devoted by the employee to each of the two positions.

5.19 Career Ladders. Due to the nature of some classifications, various
County positions have been assigned career ladders through the classification plan.
These progressions are part of a job series and identified in the applicable job
descriptions. Each rung on the career ladder represents a distinct classification.

(a) Career Ladder Advancement
(1) Advancement from a | to ll:
Employee must be at C step in the range

Employee must receive an overall rating of “Exceeds
Expectations” on two (2) consecutive annual
performance evaluation reports.

Department head must provide written documentation
delineating the additional duties and responsibilities,
consistent with the job description, the employee will
perform on advancement from | to Il, and any
additional skills that will need to be demonstrated. A
copy of the document must be signed by the
department head and employee, and transmitted to
Personnel with the request for inclusion in the
employee’s personnel file.

All requests for Career Ladder Advancement are
based on department head recommendation and
approval by the County Administrator.

(2) Advancement from Ii to lII:

Employee must be at top step in the range for one (1)
year.
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Employee must receive an overall rating of “Exceeds
Expectations” on two (2) consecutive annual
performance evaluation reports. However, receiving
an overall “Exceeds Expectations” on the first annual
performance evaluation completed after this section
takes effect, shall be sufficient to move from a |l to i
providing all other requirements of this section are
satisfied.

Department head must provide written documentation
delineating the additional duties and responsibilities
the employee will perform, consistent with the job
description, on advancement from Il to lil, and any
additional skills that will need to be demonstrated. A
copy of the document must be signed by the
department head and employee, and transmitted to
Personnel with the request for inclusion in the
employee’s personnel file.

All requests for Career Ladder Advancement are

based on department head recommendation and
approval by the County Administrator.
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ARTICLE Vil

PERFORMANCE EVALUATIONS & SALARY ADJUSTMENTS

8.1 Initial Appointments. All new employees shall be appointed at the first

step of the salary range unless the County Administrator approves placement at step
“B” or “C”, or the Board approves placement above step “C".

8.2 Performance Evaluations. Regular performance reports shall be

made at times and on forms prescribed by the County Administrator as to the efficiency,
competence, conduct and merit of all employees in the classified service. In addition to
the formal performance evaluation before the conclusion of the probationary period, one
or more formal or informal performance evaluations shall be made during an employee's

probationary period.

(@)

(b)

()

As part of the performance evaluation, the employee and
his’her supervisor shall meet to review and discuss the
employee's significant accomplishments, training, areas
needing attention or improvement, future development and
objectives. After reviewing the job description, duties and
any established performance standards for that position, an
evaluation report shall be made by the supervisor as to
whether the employee's performance “Needs Improvement;”
“Meets Expectations;” or, “Exceeds Expectations.” An
explanation must accompany all ratings. The employee
shall have an opportunity to review his or her performance
evaluation report and agree or disagree with it. The
employee shall have the right to attach a written response to
the performance evaluation which shall be attached to the
performance evaluation report and placed in his or her
personnel file. Based upon the performance evaluation
report, the department head may, at his or her discretion,
make appropriate recommendations regarding a merit
increase, promotion or other actions

The employee and supervisor must sign and date the
performance report. If the employee refuses to sign the
report, the supervisor shall note this fact on the performance
evaluation report and any circumstances surrounding the
employee’s refusal. Copies of the report shall be distributed
to the employee, the department head and the Personnel
Director.

If an employee is not in agreement with a performance
evaluation which results in a less than “Meets Expectations”
rating, the employee may, within ten (10) working days after
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(d)

receipt of the evaluation, request a review of such evaluation
by his or her department head. If the employee is not in
agreement with the determination of the department head,
the employee may, within ten (10) working days after receipt
of the determination of the department head, request a
further review by the County Administrator or designee,
whose decision shall be final and conclusive and not subject
to further appeal or grievance.

With regard to the procedures established in subparagraph
(c) above, if the employee's department head prepared the
evaluation in question, the employee may omit review by
the department head and proceed directly to review by the
County Administrator or designee. If the final decision is
adverse to the employee, a further performance evaluation
shall be conducted by the department head or designee not
later than ninety (90) days after the prior evaluation.
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