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THE BOARD OF SUPERVISORS OF THE COUNTY OF STANISLAUS 
AGENDA ITEM 

 
DEPT: Chief Executive Office BOARD AGENDA:5.B.11 
  AGENDA DATE:  July 17, 2018 
CONSENT:  
 
CEO CONCURRENCE:  YES 4/5 Vote Required:  No 
 
 
SUBJECT: 
Approval of the Labor Agreement between the County of Stanislaus and the Stanislaus 
County Employees’ Association, AFSCME Local #10 Bargaining Unit 
 
STAFF RECOMMENDATION: 

1. Approve the provisions contained within the tentative agreement reached 
between the County and the Stanislaus County Employees’ Association, 
AFSCME Local #10, representing the Mid-Management/Supervisory, Technical 
Services, Crafts/Maintenance/Institutional, and Office/Clerical Worker Bargaining 
Units subject to successful ratification by each bargaining unit. 
  

2. Amend the “Salary and Position Allocation Resolution” to reflect the changes 
included in the tentative agreement.   
 

3. Authorize the Chairman of the Board of Supervisors and all parties to sign the 
agreement.   

 
DISCUSSION:   
The prior agreement between the County and the Stanislaus County Employees’ 
Association, American Federation of State, County, Municipal Employees (AFSCME) 
Local #10 representing the Mid-Management/Supervisory, Technical Services, 
Crafts/Maintenance/Institutional, and Office/Clerical Worker bargaining units expired on 
June 30, 2018.  AFSCME, Local 10 is the County’s largest labor organization with 
classifications in the majority of County departments representing approximately 2,270 
members.    
Negotiations between the County and AFSCME began on April 12, 2018 and included 
many important issues for labor, employees and management.  The parties worked 
together to reach tentative agreement on most issues, but were unable to reach an 
agreement for base salary increases.  Subsequently, on June 26, 2018, AFSCME 
agreed to take the County’s last economic proposal to their membership for a vote on 
July 16, 2018. Should any bargaining unit(s) not ratify, the County will continue the 
negotiations process and return to the Board at a later date.  
The tentative agreement covers a 36 month term from July 1, 2018 through June 30, 
2021. In order for the County to meet payroll deadlines in implementing the agreement 
timely, approval is requested to implement the terms and conditions of the economic 
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package and the tentative agreements contingent upon each bargaining unit ratifying 
the agreement. AFSCME will notify the County of the ratification status on July 17, 
2018.  
The agreement with AFSCME, contingent upon member ratification and BOS approval, 
provides a total of a nine percent (9%) base wage increase over three (3) years.  Three 
percent (3%) base wage salary increase will be effective the first full pay period 
following AFSCME bargaining unit(s) ratification and BOS approval on the regular 
agenda but no sooner than July 1, 2018. Additional three percent (3%) base wage 
increases are effective each full pay period following July 1st annually in 2019 and 2020. 
Additionally, the tentative agreement includes increasing Christmas Eve from a four (4) 
hour holiday to an eight (8) hour holiday contingent upon the holiday falling on an 
employee’s regular work day effective December 24, 2018.  
Other language clean-up provisions or deletion of outdated language include various 
sections of the Memorandum of Understanding such as  using the Special Accrued 
Leave Time (SALT) accruals employees have remaining,  Continuing Education Pay 
related the creation of the new Mental Health Coordinator classification,  and New 
Employee Orientation to incorporate the provisions of AB 119. The tentative agreement 
summary is attached to this agenda item. Unless specifically stated, all negotiated 
agreements are effective upon approval of the Board of Supervisors.   
 
POLICY ISSUE:   
Per Stanislaus County Code 3.20.010, officers and employees shall receive the 
compensation provided in the basic salary schedule and compensation schedule as 
adopted by the Board of Supervisors by ordinance or resolution. Further, the Board of 
Supervisors is required to approve labor agreements and authorize the Chairman of the 
Board to sign agreements.  
FISCAL IMPACT:   
The new agreement between the County and AFSCME covers 36 months and is 
effective July 1, 2018 through June 30, 2021. The estimated cost of the agreement is 
$4,907,880   in Fiscal Year 2018-2019, $9,685,055 in Fiscal Year 2019-2020, and 
$14,549,169 in Fiscal Year 2020-2021. The total cost of the agreement is approximately 
$29,142,103. Approximately 19.9% of the estimated costs are attributed to the General 
Fund. The Chief Executive Office will recommend a technical adjustment to the budget 
in the next appropriate budget cycle following the Board of Supervisors’ approval for 
AFSCME, Local 10. If approved, all adjustments will be included with the recommended 
Final Budget 2018-2019/2019-2020.    

BOARD OF SUPERVISORS’ PRIORITY:   
The recommended actions are consistent with the Board’s priority of Delivering Efficient 
Public Services and Community Infrastructure by providing fair and equitable 
compensation and benefits for employees that will enhance the County’s ability to 
recruit and retain staff. 
 
STAFFING IMPACT: 
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There is no impact on staffing resulting from the terms of this agreement.   
 
CONTACT PERSON:   
 
Tamara Thomas, Human Resources Director, 209-525-6333.   
 
ATTACHMENT(S): 
1. Attachment A - Negotiations Summary Chart 



 

Stanislaus County Employees’ Association, AFSCME Local #10 Negotiations 
Tentative Agreement 

July 1, 2018 
 

Term 36-months – July 1, 2018 through June 30, 2021 
Base Salary Increases Effective the first full pay period following bargaining unit(s) ratification 

and BOS approval on the regular agenda but no sooner than July 1, 
2018 – 3% 
 
Effective the first full pay period following July 1, 2019 – 3% 
 
Effective the first full pay period following July 1, 2020 – 3% 

Holiday Hours Increase Section 34I Holidays-Extends Christmas Eve to 8 hours when the 
holiday falls on an employee’s regular work day effective December 
31, 2018 

Added New Section Section 8I Educational Reimbursement for Medical Billers  
Deleted Section  Section 30M Classification Study- Medical Biller Pay 
Language Clean Up  Section 1Scope of Bargaining Units Represented-Added 

Bargaining Unit numbers 
 Section 5 Bilingual Certification Pay- Updated to reflect current 

rate of pay  
 Section 8B Required Continuing Education- Updated to 

include Mental Health Coordinators (new AFSCME 
classification) eligibility for paid education leave 

 Section 8G Certificate Pay- Added Public Works to the 
classifications eligible to receive certification pay 

 Section 10B Access to Department Personnel Files-Clarified 
process for understanding 

 Section 10K Job Stewards and Negotiators- Updated 
language to clarify number of job stewards, to include 
additional job steward per outstation, to clarify release time for 
job steward, to clarify the appropriate County contact, and to 
clarify responsibilities of union president. 

 Section 10W Reclassification Study- Updated to request 
classification study for Family Services Specialist IV and 
Nursing Assistant to begin no later than August 2018 

 Section 17 Insurance Benefits- Updated to include February, 
March, and September for Employee Benefit Committee 
meetings 

 Section 21A Weekly Flat Rate Comparison- Updated language 
to reflect current rate of $301 per week or $43 daily 

 Section 21G ON Call/Call Back- Updated to include on-call 
minute breakdown 

 Section 30A Special Accrued Leave Time (SALT) - Updated 
language to clarify SALT does not expire, has no vested cash 
value, cannot be cashed out at time of separation of 
employment, and Department Heads discretion to substitute 
SALT in lieu of vacation accruals. 

 Section 30E.8 Assignment Pay-Updated language to include 
certification from the State Water Resource Control of grades 

See Corrected Version



 

1 or higher, pool operator, and arborist 
 Section 30F Supervisor Salary Differential-Updated language 

to remove the  Social Worker IV classification 
 Section 30G Shift Differential- Updated language such that 

employees assigned to the Sheriff’s Department are eligible 
for shift differential for each separate shift and to eliminate 
work shifts being combined in the middle of the shift 

 Section 33F Bereavement Leave- Updated language to clarify 
that request may not exceed forty (40) working hours and 
defines immediate family members 

Language Clean Up 
related to AB 119 

 Section 10E Bargaining Unit Lists 
 Section 10M New Employee Orientation 

Language Clean Up to 
reflect current Facility 
names/locations or 
eligibility criteria for 
locked facility pay 

 Section 30E.1Sec Assignment Pay 
 Section 30E.3 Assignment Pay  
 New Section 30E.3A Assignment Pay  
 Section 30E.10 Assignment Pay 

Language Clean Up 
related to Protected 
Leave Types and 
Vacation Accrual Rates 

 Section 19A Leaves of Absence 
 Section 30K Anniversary Date 

 

Language Clean Up to 
Clarify Director of 
Human Resources, 
Department Head or 
designee 

 Section 10D Access to Work Site 
 Section 10S Union Information 
 Section 10V Use of Electronic Equipment 

 

Other Changes The County and AFSCME reviewed, formatted, and made applicable 
changes throughout the entire MOU. 

 
The complete language for all tentative agreements is located in the Memorandum of 
Understanding (MOU) between the County and Stanislaus County Employees Association 
(SCEA) / American Federation of State, County and Municipal Employees (AFSCME Local #10) 
representing four bargaining units.  This document is intended to summarize the changes in the 
MOU agreed to in the negotiations process. The language in the MOU represents the final 
binding terms of the agreement between the parties. Unless otherwise noted all changes will be 
effective upon Board of Supervisor Approval of the agreement. 
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Stanislaus County Employees’ Association, AFSCME Local #10 Negotiations 
Tentative Agreement 

July 1, 2018 
 

Term 36-months – July 1, 2018 through June 30, 2021 
Base Salary Increases Effective the first full pay period following bargaining unit(s) ratification 

and BOS approval on the regular agenda but no sooner than July 1, 
2018 – 3% 
 
Effective the first full pay period following July 1, 2019 – 3% 
 
Effective the first full pay period following July 1, 2020 – 3% 

Holiday Hours Increase Section 34I Holidays-Extends Christmas Eve to 8 hours when the 
holiday falls on an employee’s regular work day effective December 
24, 2018 

Added New Section Section 8I Educational Reimbursement for Medical Billers  
Deleted Section  Section 30M Classification Study- Medical Biller Pay 
Language Clean Up  Section 1Scope of Bargaining Units Represented-Added 

Bargaining Unit numbers 
 Section 5 Bilingual Certification Pay- Updated to reflect current 

rate of pay  
 Section 8B Required Continuing Education- Updated to 

include Mental Health Coordinators (new AFSCME 
classification) eligibility for paid education leave 

 Section 8G Certificate Pay- Added Public Works to the 
classifications eligible to receive certification pay 

 Section 10B Access to Department Personnel Files-Clarified 
process for understanding 

 Section 10K Job Stewards and Negotiators- Updated 
language to clarify number of job stewards, to include 
additional job steward per outstation, to clarify release time for 
job steward, to clarify the appropriate County contact, and to 
clarify responsibilities of union president. 

 Section 10W Reclassification Study- Updated to request 
classification study for Family Services Specialist IV and 
Nursing Assistant to begin no later than August 2018 

 Section 17 Insurance Benefits- Updated to include February, 
March, and September for Employee Benefit Committee 
meetings 

 Section 21A Weekly Flat Rate Comparison- Updated language 
to reflect current rate of $301 per week or $43 daily 

 Section 21G ON Call/Call Back- Updated to include on-call 
minute breakdown 

 Section 30A Special Accrued Leave Time (SALT) - Updated 
language to clarify SALT does not expire, has no vested cash 
value, cannot be cashed out at time of separation of 
employment, and Department Heads discretion to substitute 
SALT in lieu of vacation accruals. 

 Section 30E.8 Assignment Pay-Updated language to include 
certification from the State Water Resource Control of grades 
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1 or higher, pool operator, and arborist 
 Section 30F Supervisor Salary Differential-Updated language 

to remove the  Social Worker IV classification 
 Section 30G Shift Differential- Updated language such that 

employees assigned to the Sheriff’s Department are eligible 
for shift differential for each separate shift and to eliminate 
work shifts being combined in the middle of the shift 

 Section 33F Bereavement Leave- Updated language to clarify 
that request may not exceed forty (40) working hours and 
defines immediate family members 

Language Clean Up 
related to AB 119 

 Section 10E Bargaining Unit Lists 
 Section 10M New Employee Orientation 

Language Clean Up to 
reflect current Facility 
names/locations or 
eligibility criteria for 
locked facility pay 

 Section 30E.1Sec Assignment Pay 
 Section 30E.3 Assignment Pay  
 New Section 30E.3A Assignment Pay  
 Section 30E.10 Assignment Pay 

Language Clean Up 
related to Protected 
Leave Types and 
Vacation Accrual Rates 

 Section 19A Leaves of Absence 
 Section 30K Anniversary Date 

 

Language Clean Up to 
Clarify Director of 
Human Resources, 
Department Head or 
designee 

 Section 10D Access to Work Site 
 Section 10S Union Information 
 Section 10V Use of Electronic Equipment 

 

Other Changes The County and AFSCME reviewed, formatted, and made applicable 
changes throughout the entire MOU. 

 

The complete language for all tentative agreements is located in the Memorandum of 
Understanding (MOU) between the County and Stanislaus County Employees’ Association, 
AFSCME Local #10 representing the Crafts/Maintenance/Institutional Bargaining Unit, the Mid-
Management/Supervisory Bargaining Unit, the Office Worker/Clerical Bargaining Unit and the 
Technical Services Bargaining Unit. This document is intended to summarize the changes in the 
MOU agreed to in the negotiations process. The language in the MOU represents the final 
binding terms of the agreement between the parties. All changes are effective the first full pay 
period after Union ratification and upon Board approval unless otherwise noted.  
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MEMORANDUM OF UNDERSTANDING BETWEEN THE COUNTY OF STANISLAUS 
AND THE STANISLAUS COUNTY EMPLOYEES' ASSOCIATION, AFSCME LOCAL #10 

REPRESENTING THE MID-MANAGEMENT/SUPERVISORY BARGAINING UNIT TECHNICAL 
SERVICES BARGAINING UNIT CRAFTS/MAINTENANCE/INSTITUTIONAL BARGAINING UNIT 

OFFICE WORKER/CLERICAL BARGAINING UNIT 

Pursuant to the Employee Relations Ordinance of the County and Section 3500 et seq of the Government 
Code, the duly authorized representatives of the County and SCEA, AFSCME Local #10, having met and 
conferred in good faith concerning the issues of wages, hours, and terms and conditions of employment as 
herein set forth, declare their agreement to the provisions of this Memorandum of Understanding. 

Amber Gome 
Hu an Resources Manager- Public Works 
I I 

i ) 

Veronica Herna e 
Human Resources Mana - DCSS 

FOR THE UNI~ 

~~ 
Richara Hull <, 
Chief Negotiator 

Kristy Waskiewicz 
Chief Negotiator 

Guy Nason 

~ . '-~ 
¾-rz ~~ 

Russell elst 
Negotiatbr ~ 

I If'. f-- 7--& 
Philli~pTinneY 
Negotiator ~ _ _ 

~ ~ 
Mattheweantrefi 
NegotlatQ!l__ / 

' ( I / --#-__ ------ ----­
L) ,(___) /~ 

Stuart Holt 
Negotiator 

~~~ 
ShawnYost C::.---­
Negotiator 

- Continued on next page -



( l.D ~WLw/Ll tv ~~ 1'-
Cheryl Jackson 
Negotiator 

DATE SIGNED: (j Acl L\., 2~\S 



1. SCOPE OF BARGAINING UNITS REPRESENTED 

The parties agree that the Stanislaus County Employees Association (SCEA), 
American Federation of State, County and Municipal Employees (AFSCME Local 
#10) (hereinafter referred to as Union) is the formally recognized exclusive 
representative for wages, hours, and other terms and conditions of employment 
for all regular and probationary employees in the classifications comprising: 
• Mid-Management/Supervisory Bargaining Unit (5), 
• Office Worker/Clerical Bargaining Unit (8), 
• Crafts Maintenance/Institutional Bargaining Unit (9), and 
• Technical Services Bargaining Unit (B). 
• Please refer to Attachment A for all classifications represented by AFSCME 

effective July 27, 2018 

The Union represents all regular, including percentage employees occupying a 
budgeted position, who are in the above-mentioned bargaining units. The Union 
agrees that no extra help positions are represented. 

2. TERM OF THE AGREEMENT 

The agreement shall remain in full force and effect for the period commencing on 
July 1, 2018 and ending midnight, June 30, 2021. The parties may agree to extend 
the term of this agreement while meeting and conferring is in progress over 
renewal of the agreement. 

Both parties agree to identify their negotiation teams in January 2021 and be 
prepared to start negotiations at the beginning of February 2021. 

3. AMERICANS WITH DISABILITIES ACT (ADA) 

The County and the Union acknowledge and agree that the ADA may require 
modification of County policy or MOU provisions in order to provide reasonable 
accommodation to individuals protected under the Act on a case by case basis. 
The County and the Union agree to meet and confer if the accommodation will 
require some modification of the MOU or County policy which affects any term or 
condition of employment or is a mandatory subject of bargaining. 

Said meet and confer will be on a case by case basis and no single 
accommodation shall establish a past practice. 

4. AUTOMATIC RESIGNATION 

The parties agree that an employee who is absent without authorization and 
without contacting his or her supervisor for three consecutive working shifts, or 
longer, will be presumed to have voluntarily resigned from County service, effective 
on the date at which the unauthorized absence began. 
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Prior to invoking the automatic resignation provisions of the MOU, the Department 
shall serve upon the employee a letter of intent. In the event the employee claims 
his or her voluntary resignation was by reason of mistake, fraud, duress, undue 
influence, or that for any other reason it was not his or her free and voluntary act, 
he or she may submit a written petition to the Department Head to set aside his or 
her resignation within seven (7) days service of the letter. 

Upon receipt of the petition, the Department Head shall schedule an informal 
hearing at which the employee may present statements by him/herself, written 
statements of any witness(es), and other documentary material. He or she may 
be represented by another individual in presenting this response. The Department 
Head shall fairly and impartially consider the employee's response and shall 
thereafter (1) invoke the automatic resignation, or (2) revoke the intended 
automatic resignation. 

In the event the Department Head determines to invoke the automatic resignation, 
or the employee has not submitted a petition to set aside resignation to the 
Department Head, the employee shall be served notice that the Department has 
invoked the automatic resignation and the effective date of that resignation. The 
employee acted against may, within seven (7) days service of this notice, appeal 
the action of the Department Head. An appeal shall be in writing, shall be filed 
with the Chief Executive Officer, and shall set forth the reason(s) for the appeal. 

Within a reasonable time of the filing of the appeal, a hearing shall be held before 
the chair of the disciplinary proceedings hearing board. All parties shall be notified 
of said hearing. 

If the employee fails to appeal within the time specified, or subsequently withdraws 
the appeal, the action taken by the Department Head shall be final. 

The parties agree that no other changes to the automatic resignation section of the 
MOU shall be made during the term of this Agreement absent mutual consent. 

5. BILINGUAL CERTIFICATION PAY 

The County will designate certain languages as eligible for bilingual certification 
language. Employees asserting their competence in any County designated 
bilingual language and required to use the language in the course of employment 
shall be given the opportunity to test for bilingual certification. The County CEO or 
designee is responsible for conducting bilingual certification testing. Employees 
will be tested for verbal and/or written bilingual proficiency as determined by the 
County CEO. Employees who pass the test will be certified as bilingual. 

Certified bilingual employees required to use their bilingual skills within the course 
of employment will be granted bilingual certification pay. Additional compensation 
of $0.85 per hour will be paid to eligible certified bilingual employees effective the 
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6. 

first full pay period following the certification date.The Department may self-certify 
for hard to certify languages where no certified tester exist. Bilingual employees 
who are not receiving bilingual certification pay will not be subject to discipline for 
declining to use bilingual skills in the course of employment. Bilingual certification 
pay may be removed when the employee is no longer required to use their bilingual 
skills within the course of employment. 

CONTINUING PRIOR POLICIES AND ADVANCED NOTICE 

The parties agree that prior policies not changed by this MOU shall remain in effect 
unless amended by the provisions of this agreement. Such policies may be 
amended pursuant to meet and confer as per Government Code Section 3500, et. 
seq. As required by MMBA the Union will be provided with advance notice of any 
proposed change to any policy or work rule that affects wages, hours, or other 
terms and conditions of employment. 

7. DEPARTMENT PROBATION 

8. 

The parties agree that when employees demote in the same classification series 
or transfer between departments in the same classification, they may be required 
to serve a new probationary period as a condition of the transfer or demotion. 
The procedure agreed upon is as follows: 

• The probation period will be for six (6) months. 
• The anniversary date and step increases will be granted in accordance with 

existing policy as stated in section 3.24.030 of the Stanislaus County Code. 
• The appointing authority will provide a written statement for the employee's 

personal history folder maintained in the Personnel Department in the event 
that the incumbent does not successfully complete the probationary period 
pursuant to section 3.16.090-G of the Stanislaus County Code. 

• The County agrees to term the new probationary period "Department 
Probation." 

EDUCATION/CERTIFICATE/LICENSE/REGISTRATION PAY 

A. Education/Training 

The County is committed to providing continuous educational and training 
opportunities for all employees. It is the intent of this agreement to 
encourage individuals to take advantage of these opportunities. To further 
this commitment the County agrees to do the following: 

• Allow employees, with approval of supervisor, to attend training courses 
offered by the County for the purpose of personal growth and 
development. 
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B. 

• Establish a County-wide database to track training, education/ 
certification needs, license/certification renewals, etc. 

• To the greatest degree possible, utilize in-house expertise and 
customize content to local conditions for required training, and bring in 
certified trainers. Monetary savings will be used to provide specialized 
training on a departmental need basis. 

• Offer all County-provided courses to all employees, for example; "Basic 
Supervision", and "Discipline and Liability". 

• Encourage each department to draft and post a clearly defined strategic 
plan detailing the department's vision and direction for the future. This 
is to allow employees to formulate their own personal development 
plans, and to enable employees to anticipate their department's needs 
so they may better prepare for the future. 

• Provide course and tuition reimbursements subject to the requirements 
of the Educational Reimbursement Resolution contained in Section IX 
of the Stanislaus County Personnel Policies. 

Required Continuing Education 

Licensed Vocational Nurses (LVNs): Licensed Vocational Nurses shall 
receive fifteen (15) hours of continuing education leave every year. Up to 
12 hours of continuing education leave may be carried over from one year 
to the next with a maximum accrual of 24 hours. This paid leave shall be 
utilized to pursue education needed to maintain the LVN license. 

Clinical Lab Assistants: Clinical Lab Assistants shall receive 3 hours of 
continuing education leave every year. Up to 3 hours of continuing 
education leave may be carried over from one year to the next with a 
maximum accrual of 6 hours. This paid leave shall be utilized to pursue 
education needed to maintain the Clinical Lab Assistant certification. 

Medical Investigators: Medical Investigators who are certified in phlebotomy 
and required by management to perform phlebotomy duties shall receive 3 
hours of continuing education leave every year. Up to 3 hours of continuing 
education leave may be carried over from one year to the next with a 
maximum accrual of 6 hours. This paid leave shall be utilized to pursue 
education needed to maintain the phlebotomy certification. 

Mental Health Coordinators: MH Coordinators shall be eligible for paid 
education leave for training in the amount not to exceed thirty-two (32) hours 
in a two (2) year period. Employees will only be eligible for paid education 
leave after they have first made every attempt to satisfy training 
requirements by taking appropriate on-site classes for CEU's. 
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C. Educational Reimbursement for LVNs and NAs 

D. 

E. 

F. 

Nursing Assistants/Medical Assistants and LVNs who are enrolled in an 
accepted program to obtain an LVN or RN License will be reimbursed for 
tuition and books upon successful completion of the semester. Nursing 
Assistants/Medical Assistants and LVNs taking advantage of this program 
who receive their license and are promoted to L VN or RN shall continue to 
work for the County for two (2) years from the date of the promotion. Those 
terminating employment prior to the completion of two (2) years will return 
the money paid by the County under this provision on a pro-rated basis 
determined by the length of employment after promotion. 

Stipend Program 

The parties agree to extend the existing stipend program to all members of 
the four SCEA, AFSCME Local 10 bargaining units. Classifications 
designated for participation in the program shall be hard to recruit for 
classifications or assignments as recommended by the Department Head 
and approved by the Director of Personnel, with final approval granted by 
the Board of Supervisors. 

License/Registration Fees 

The County agrees to reimburse Building Inspectors, LVNs, Clinical Lab 
Assistants, Sanitarians, Engineers, and Medical Investigators who are 
certified in phlebotomy and are required by management to perform 
phlebotomy duties for fees required to renew State required license 
certification. Fees associated with initial certification will not be covered. 
Payment shall be made upon submission of a receipt evidencing payment 
of the fee by the employee. 

Engineer Registration Compensation 

Senior Engineering/Surveyor Technicians and Assistant Engineers/ 
Surveyors who successfully obtain registration in the State of California as 
professional engineers shall receive an amount of additional compensation 
equal to five percent (5%) for maintaining such registration. Effective the 
start of the first pay period on or after January 1, 2002 any employee in the 
classification of Plan Check Engineer who successfully obtains registration 
by the State of California as a Professional Engineer shall receive 5% 
additional compensation. 

G. Certificate Pay 

The classifications of Accountant 1/11/111, Internal Auditor 1/11, Auditor­
Appraiser 1/11/111, Senior Auditor Appraiser and Supervising Auditor-
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H. 

Appraiser shall be eligible to receive additional compensation of five percent 
(5%) for possession of a CPA certificate. 

Employees in the classifications of Heavy Equipment Maintenance 
Supervisor, Lead Equipment Mechanic, Maintenance Mechanic, Heavy 
Equipment Mechanic, Equipment Mechanic and Equipment Service 
Technician may be paid an additional five percent (5%) when they possess 
at least three (3) valid certificates of competency granted by the National 
Institute for Automotive Service Excellence (ASE). The classification of 
Storekeeper 1/11 assigned to Fleet Services or Public Works shall receive 
5% additional compensation for receipt of three valid certificates of 
competency granted by the National Institute for Automotive Service 
Excellence (ASE) effective the start of the first pay period following Board 
of Supervisors approval of this agreement. Employees in classifications 
listed above will be eligible for an additional two and half percent (2.5%) 
when they possess at least eight (8) valid certificates of competency 
granted by the National Institute for Automotive Service Excellence (ASE). 
Department Managers must certify that ASE certificates are related to core 
job duties. 

Building Inspector Certificate Pay 

Effective the start of the first pay period on or after January 1, 2002 
employees in the classifications of Building Inspector I, II and Ill shall 
receive 2% certificate pay for each certificate received, with a maximum of 
three. The three certificates are: 1) Combination Inspector, 2) Plan Check 
Examiner, 3) Accessibility/Usability Inspector. Employees receiving this 
pay agree to utilize their certification as part of their work. Employees must 
receive the Combination Inspector certificate before they are eligible to 
receive the additional compensation. 

I. Educational Reimbursement for Medical Billers 

Tuition and books will be purchased for Medical Billers who are enrolled in 
a Certified Coding Specialist or Certified Professional Coder program 
obtained through the American Academy of Professional Coders (AAPC). 
The County will pay annual AAPC membership dues and annual AAPC 
webinar subscriptions for employees in the Medical Biller II classification 
who possess a valid CPC Certification. 

9. ELECTION DIVISION - MEALS 

The County agrees that it will provide employees assigned to the Elections Division 
of the County Clerk-Recorder's Office a meal. This meal shall be provided only on 
the occasion of County-wide elections, and when working conditions do not make 
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it possible for the employees to leave the assigned work site for the purpose of a 
meal break after normal working hours. 

10. EMPLOYER-EMPLOYEE RELATIONS MATTERS 

A Access to Official Personnel Files 

Upon request, an employee may review the contents of his or her official 
file and be provided with a copy of any materials in that file. With the written 
consent of the employee, a designated representative of the employee may 
review the contents of the file and be provided with a copy of any materials 
in that file. 

B. Access to Department Personnel Files 

With sufficient notice, an employee may review the contents of his or her 
department personnel file and be provided with a copy of any materials in 
that file. An employee may also respond to any adverse material contained 
in that file. With the written consent of the employee, a designated 
representative of the employee may review the contents of the file and be 
provided with a copy of any materials in that file. 

The intent of the sufficient notice requirement is to allow departments the 
opportunity to review the personnel file ensuring only appropriate 
documents are contained therein and that any inappropriate documents are 
permanently removed or filed appropriately. The goal is to have files 
provided within three (3) days, notwithstanding any unusual circumstances. 

C. Adverse Material 

No adverse material may be placed in an employee's official personnel file, 
maintained in the Chief Executive Office, unless such material is first 
discussed with the employee. The employee must be informed that the 
material will be placed in his or her personnel file. The employee shall be 
given an opportunity to sign the document acknowledging receipt, and then 
given a copy of the document. The employee is entitled to a copy of the 
document even if he or she declines to sign the document. If the employee 
is not available, a copy of the material must be sent certified mail to the 
employee's home. Employees may submit rebuttals to such adverse 
documents and said rebuttals shall be placed in the official file. 

D. Access to Work Sites 

Authorized paid Union representatives will be given access to work 
locations during working hours for the purpose of observing working 
conditions, investigating and processing grievances, and posting materials 
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on authorized bulletin boards. The Union agrees that such access will not 
cause undue interference with operations of any of the departments, 
facilities, or activities of County government. Prior to such access, Union 
representatives agree to secure the authorization from the Department 
Head or the Department Head's Human Resources Manager, or designee. 

Bargaining Unit Lists 

The County will provide the union monthly bargaining unit lists containing 
the following information for each bargaining unit employee: Name, 
Classification, Department, and Work location. The County will also 
provide: home address, personal phone number, and personal email 
address, if existing within the County's Human Resources database system 
(currently PeopleSoft), for bargaining unit members as allowed by law and 
provide assistance to ensure Union information can be mailed to non-union 
members. The parties agree to abide by the California Supreme Court 
ruling regarding home addresses and phone numbers. 

The Union agrees to take all due precautions to ensure that the information 
on the list will not be used for purposes other than Union representation of 
its bargaining unit and will not be used in any manner so as to harm the 
confidentiality or right of privacy of members of the bargaining unit. The 
Union agrees to indemnify, defend and hold harmless Stanislaus County, 
its employees and agents against damages or claims of whatever nature 
arising out of SCEA, AFSCME Local #1 O's control and use of bargaining 
unit lists. 

F. Best Efforts in Contract Administration 

The parties agree to mutually utilize their best efforts in the administration 
of this agreement. Best efforts shall mean expeditiously meeting together, 
communicating with employees and Department Heads and taking other 
such actions for the purpose of minimizing disputes arising over 
administration of these provisions. 

Prior to the utilization of the impasse procedures as specified in the 
Stanislaus County Code Section 3.68.330, the Interest Based Negotiations 
process may be mutually agreed upon to resolve outstanding issues. 

G. Bulletin Boards 

The parties agree that the County will permit use by the Union of existing 
employee bulletin boards or permit space acquisition of bulletin boards by 
the Union in employee areas for the purpose of posting Union information. 
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I. 

J. 

Contracting Out Services 

The County will notify the Union of its intent to contract or subcontract work 
customarily performed by members of the AFSCME bargaining units where 
such contracting or subcontracting would result in loss or potential loss 
through attrition or layoff of such bargaining unit members. The notice shall 
include an explanation of the County's reason(s) for proposing such 
contracting/subcontracting. The Union shall be given the opportunity to 
meet with the County to discuss the effect of the proposed action upon its 
members and, upon request, to propose alternative ways in which such 
services could continue to be provided by the County's own employees. 
The County shall allow the Union forty-five (45) calendar days in which to 
make such proposals. 

County Rights 

Stanislaus County retains the exclusive right, except as expressly stated 
herein, to operate and direct the affairs of the departments of County 
government in all of their various aspects, including, but not limited to the 
rights to direct the workforce; to plan, direct and control all of the operations 
and services of the County; to determine the methods, means, organization 
and schedule by which such operations and services are to be conducted; 
to assign and transfer employees within the various departments; to hire, 
promote, suspend, demote, discharge, reprimand, and evaluate 
employees; to relieve employees from duty due to lack of work or other 
legitimate reasons set forth in the County reduction-in-force policy; to 
change or eliminate existing methods, equipment or facilities in order to 
maintain or increase the efficiency of governmental operations; and to 
exercise complete control and discretion over its organization and the 
technology of performing its work. Nothing contained herein shall be 
construed to preclude meeting and conferring between employer and 
employee regarding the practical consequences that decisions on these 
matters may have on wages, hours, and terms and conditions of 
employment. 

Dues Deduction/Organizational Security/Agency Shop 

The County shall deduct Union dues and other authorized deductions from 
members' paychecks using an appropriate authorization form, and will 
forward said deductions to the Union within 10 days following each payday. 
The Union shall also receive a report showing dues paying members listed 
alphabetically including classification, department, bargaining unit, and an 
itemization of the monies deducted. 

The Union agrees to defend, indemnify and hold harmless the County and 
its employees or agents, other than in cases of County negligence or 
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misconduct, against claims of whatever nature arising out of said 
deductions or use of the deduction report. Employees covered by this 
memorandum may authorize an additional amount to be deducted from their 
pay which will be included in the Union dues for PEOPLE (a Political Action 
Committee). 

All employees who voluntarily elect to become dues paying members of the 
Union, through biweekly payroll deduction or annual lump-sum payment, 
shall continue to be members and pay dues except under the following 
conditions: 

• During the calendar month of June, or at any time the MOU is not in 
effect, a member may withdraw from the Union by submitting a signed 
Local #10 withdrawal form to the Union. The approved withdrawal form 
is available only at the Union office. 

• The Union will submit said withdrawal forms to the Auditor-Controller not 
later than the last working day of June. For dues to be discontinued, the 
Auditor-Controller must receive, and date stamp the withdrawal form 
between June 1 and June 30. 

• The County shall assume no liability for withdrawal forms which the 
employee contends he or she was unable to obtain from the Union, or 
for withdrawal forms not received during June and therefore not acted 
upon. Such occurrences shall not be subject to the grievance 
procedure. 

• Dues deduction will be discontinued starting with the first full pay period 
beginning after June 30, as determined by the Auditor-Controller. 

Based upon the October 29, 2001 vote of all members, an Agency Shop 
provIsIon is implemented for the Mid-Management/Supervisory, 
Crafts/Maintenance/Institutional and Technical Services Bargaining Units. 
Employees employed in a classification assigned to one of these three 
bargaining units must either: 

1. Join the Union and pay union dues; 
2. Pay a union service fee to the Union; 
3. Direct an amount equal to current union dues to a charitable 

organization in lieu of Union. This will be the United Way 
and any of its associated organizations. 

During the month of June each year, as provided in Section 11, J, herein, 
employees may elect to change their Union membership to either payment 
of the service fee to the Union or direct an amount equal to their union dues 
to the United Way, or if so designated another charitable_organization. 
Employees may join the Union any time during the year in lieu of paying the 
service fee or charitable contribution. 
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Members of the Union who transfer to a bargaining unit not represented by 
Local #10 shall have their dues deduction discontinued starting with the first 
full pay period following the effective date of the transfer. 

The Union shall hold harmless the County and its officers and employees, 
including but not limited to the Auditor-Controller, for following the provisions 
of this section. 

Job Stewards and Negotiators 

The parties agree that the County's past policy concerning time off for Union 
job stewards shall continue under this MOU and that a reasonable number 
of Union designated negotiators will be permitted reasonable time off, with 
prior Department Head approval, when meeting and conferring with the 
County is underway. 

With Department Head approval, designated Job Stewards will be permitted 
reasonable time off to assist in any investigation of alleged MOU violations 
or grievances within the Department. The total number of designated Job 
Stewards per Department are as follows: 

Community Services Agency 6 Job Stewards 
Health Services AQencv 4 Job Stewards 
All Other County Departments 1 Job Steward 

AFSCME's President and Chief Job Steward are not included in the job 
steward allocation for each Department/location. Outstations shared by 
multiple Departments may have one AFSCME job steward per outstation. 
DER/Parks may have one job steward per park outstation. 

AFSCME Job Stewards may assist in other County department/outstations 
should the need arise due to employee choice of job steward or job steward 
scheduling or work conflicts. AFSCME will notify the affected Department's 
Human Resources Manager and CEO-HR when this occurs. 

Only one Job Steward will be provided release time per workplace issue or 
concern unless agreement is reached with CEO-HR. 

Should the number of employees at the Community Services Agency 
reduce significantly, the parties also agree to meet and confer over the total 
number of designated job stewards. 

The Union will provide a list of designated job stewards to the Human 
Resources Director or designee within thirty (30) days of the date of signing 
this agreement and shall thereafter advise in writing of any changes within 
thirty (30) days of the effective date of such changes. 
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M. 

The parties agree that well-trained job stewards are essential to resolving 
workplace issues and help to foster cooperative labor-management 
relations. Therefore, the parties further agree to the following: 

• Job Stewards shall be allowed two (2) hours of County-paid release time 
monthly to attend job steward training. 

• Job Stewards shall also be allowed County-paid release time to attend 
one annual four (4) hour training which may be sponsored by the Union 
or its affiliates. 

• Release time for the above training refers to time taken off during the 
employee's regularly scheduled work hours and shall not result in the 
payment of overtime. 

• The Chief Executive Officer may send no more than two (2) 
management personnel to attend each monthly training session. To the 
extent practicable, the County will give prior notice to the Union of who 
it intends to send. 

The above training shall focus on job steward issues and not internal Union 
business. 

The Union President 

The County employee who serves as the Union President shall be given 
reasonable time off with pay to consult with management representatives 
to promote greater communication between the parties, or to be at hearings 
or meetings on behalf of any AFSCME employee. This time may be in 
addition to time spent during the meet and confer process. Use of this time 
shall not be for internal Union organizing purposes nor shall this time 
interfere with County operations. 

Memos/Documents 

The County agrees that a copy of all memos or documents which are sent 
to employees regarding wages, hours or conditions of employment shall be 
made available to the Union. A good faith effort will be made to provide a 
copy of these memos or documents to the Union. Job descriptions and 
revisions to descriptions are considered a part of this provision. 

New Employee Orientation 

When new employee orientations are conducted by the Chief Executive 
Office, the Union shall be notified of the sessions no less than ten (10) 
business days in advance. The County shall provide release time for one 
(1) job steward, including travel time to participate in the County's New 
Employee Orientation. Should AFSCME choose to send a non-County 
employee AFSCME representative, the Union will notify the Chief Executive 
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Office in advance of the individual attending. The County will provide the 
Union a separate space to present to AFSCME, Local 10 members not to 
exceed thirty (30) minutes. 

Monthly, the County will provide to AFSCME electronic notification to 
include: employee's name, classification, and department. The County will 
also include home address, personal phone numbers, and personal 
electronic mail address, if existing within the County's Human Resources 
database system (currently PeopleSoft) for bargaining unit members as 
required by law. 

The County and/or its departments will make their best efforts to give new 
employees Union information packets, supplied by the Union. 

Non-Discrimination/Fair Representation 

The parties agree that the provisions of this agreement shall be applied 
without favor or discrimination based upon a protected class as described 
in Stanislaus County's Equal Employment Opportunity/Non-Discrimination 
Statement approved annually by the Board of Supervisors in compliance 
with Federal and State laws. The parties agree to recognize, respect, and 
support the County's commitment to non-discrimination in employment as 
set forth in the County's Equal Rights Program. The Union agrees to 
encourage its members to assist in the implementation of that program. 

The Union acknowledges and agrees its responsibility to fairly represent all 
employees in the bargaining units without favor or discrimination based 
upon a protected class as described in Stanislaus County's Equal 
Employment Opportunity/Non-Discrimination Statement approved annually 
by the Board of Supervisors in compliance with Federal and State laws. 

The County acknowledges and agrees that it shall not interfere with, 
intimidate, restrain, coerce, discriminate or take adverse action against 
employees because of their rights to participate, or not participate, in the 
activities of an employee organization, or to be an elected, appointed or 
recognized representative of any employee bargaining unit. 

0. No Strike 

The Union acknowledges that strikes, slow-downs, sick-outs, and other job 
actions which disrupt work may be detrimental to the interest of the citizens 
of Stanislaus County and may violate County ordinances. The Union 
agrees, in consideration of the terms and conditions of this MOU herein set 
forth, that it will not participate in, condone, or encourage such actions 
during the term of this agreement 
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Paychecks/Advice Notices 

Upon implementation of this agreement, the County will no longer disperse 
paper paycheck advice notices for those employees currently utilizing direct 
deposit. Payroll advice notices will be distributed electronically through 
County e-mail. Exceptions will be made for those employees without 
County email or access to a County printer. 

The County will instruct departments to maintain confidentiality of paycheck 
information. The County further agrees that delivery of paychecks or advice 
notices for those employees without County email or access to a County 
printer will be made in person or by placing them in sealed envelopes before 
delivery to the employees. 

Representation (Weingarten) Rights 

The County agrees that an employee has the right to have a Union 
representative, or a representative of his or her choice, present when being 
questioned at an investigative meeting with his or her superiors on a matter 
which could result in disciplinary action. The employee shall be informed of 
the right to representation before any such meeting shall proceed. 

If chosen, an AFSCME job steward will be released to represent the 
employee. If the employee chooses another employee who is not a job 
steward to be his or her representative, the County may, but is not 
compelled to, require the non-steward representative to use vacation or 
other leave time while engaged in the representational process. 

Safety 

The County and Union agree that occupational health and safety are the 
mutual concern and commitment of the County, the Union and employees. 
To that end, the County shall comply with all applicable Federal, State and 
local safety laws, rules and regulations and shall communicate to and 
ensure that employees will do the same. 

The County agrees to provide direct notification to Union regarding safety 
issues and updated Safety Manual procedures affecting represented 
employees. The Union shall designate a member representative to attend 
scheduled Central Safety Committee meetings. Information regarding all 
Safety Committee meetings shall be posted on individual department 
bulletin boards. 

Any workplace safety or health problem which is identified should be initially 
directed to the department safety officer, supervisor, or department safety 
committee as appropriate for review and/or investigation. If the matter is 
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not resolved at the initial level, the Union and/or employee may submit a 
request in writing to the Risk Management Division of the Chief Executive 
Office. 

The County Safety Officer will investigate the safety and/or health problem, 
and will respond in writing to the requester, the Union, Department Head 
and Department Safety Officer as soon as possible, but no l~ter than thirty 
(30) calendar days from the date the problem was brought to his/her 
attention. The response will include a time frame for abatement/resolution 
of the problem. If the matter is not satisfactorily resolved with this response, 
the matter may be submitted to the County Safety Board for review. 

Union Information 

Four (4) times each fiscal year, the Union shall be allowed to distribute 
information through the County payroll distribution system. The material will 
be presented in advance to the Human Resources Director or designee for 
informational purposes. 

Recruitment 

Due to the ongoing decentralization of the recruitment and selection 
process, the parties agree that the County will: 

• Continue to educate departments involved in the decentralized 
recruitment process on employee selection policies and procedures as 
outlined in County ordinances or resolutions. 

• Continue to provide ongoing training to interviewers and shop stewards 
on employee selection policies and procedures as outlined in County 
ordinances or resolutions. 

• Continue regular auditing to determine how well departments are 
performing their recruitments which may include monitoring by 
personnel from outside the recruiting department, including the Chief 
Executive Office. 

• Establish a post card exit survey system to obtain interviewee feedback 
and improve the interview process. 

Labor Management Committee 

To foster their ongoing relationship, the parties agree to establish a 
Labor/Management Committee and agree to use Committee meetings as a 
forum where items of interest may be discussed. The Committee shall meet 
bi-monthly and at other times as needed. Committee membership shall 
consist of no more than five (5) representatives selected by the County, 
including at least one member of senior management and no more than five 
(5) representatives selected by the Union including one member from each 
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bargaining unit. Other persons may be invited with the approval of the 
parties. 

Nothing in this section precludes other communications in other forums 
between the Union and the County including Labor/Management 
committees at the department level. 

Topics may include: 

• Change in job description 
• Medical termination/reinstatement 
• Tab 11 - Leave Time Provisions 
• Sick notes requirement from 3 to 5 days 
• Department work rules 
• Attendance policies - standardize policies 
• In conjunction with leadership and staff at the Community Services 

Agency, review regulations for the Foster Care program, the work 
processes in place that are required to meet regulations, and to 
evaluate the division of work to ensure the Family Services 
Specialists are working within their classification. 

• Reporting time worked/recording in and out times/rounding of times 
• Countywide Anti-Bullying policy 
• Meet and confer on continuation of holiday closures 
• Equity Adjustments 
• Discipline write-ups after 1 year 
• Personnel files vs. drop files/drop file retention 
• Training issues - opportunities, availability 
• Job Specs/MQs - FSS Series 
• On Call/Call Back - Time-and-one-half for Sheriff's Department 

staff ordered into work on their regularly scheduled days off 

Use of Electronic Equipment 

The Union may distribute information countywide or department wide 
through the County email/facsimile system to union members only (as 
opposed to All GroupWise users). Such material, which must be 
informational in nature, will be presented in advance to the Human 
Resources Director, Department Head, or designees as appropriate. 
Employees may choose to be deleted from any Union information list. 

When feasible and where electronic equipment is currently available, 
employees, Union staff, stewards and/or officers may utilize electronic mail 
and/or facsimile equipment for contract enforcement and interpretation, and 
grievance processing matters. Transmissions will be primarily to expedite 
communication regarding such matters. Such use shall be reasonable and 
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shall not interfere with the employee's duties or otherwise negatively impact 
County operations. While recognizing the provisions of MOU Section 11, 
Subsection K "Job Stewards and Negotiators", employees utilizing 
email/FAX for these purposes are encouraged to do so during rest periods 
and lunch breaks. 

The Union will pay setup or installation costs associated with the use of the 
County's email system and long distance FAX charges. Such costs shall 
be calculated as if the Union were a County user department. Long 
distance charges that may be incurred must be approved by management 
prior to transmission. Any such charges are due thirty (30) days after the 
County submits the charges to the Union. 

The parties acknowledge that email/fax correspondence is not privileged or 
confidential and may be subject to review by management at any time. In 
addition, materials sent through the County's email or fax systems may be 
discoverable under the Public Records Act. Nothing in this policy is 
intended to replace, supersede or contradict existing County policy. The 
limited use of electronic equipment as defined herein is deemed to facilitate 
County business through enhanced communication. Misuse of the e­
mail/fax systems by County employees is grounds for discipline up to and 
including termination. 

Violations of the provisions of this section may result in the elimination of e­
mail/fax privileges for specific employees and/or the Union. This agreement 
may be cancelled by either party with sixty (60) days written notice to the 
other party. 

Reclassification Study 

The parties agree to meet and confer regarding the classifications of Family 
Services Specialist IV and Nursing Assistant (working title: Medical 
Assistant) at the request of AFSCME during the term of the agreement. The 
goal of the study is to ensure employees are appropriately classified. 

The meet and confer shall begin no later than August 2018 and continue on 
not less than a monthly basis. 

11. FIELD SURVEY - ASSESSOR'S OFFICE 

In the event the Field Survey Program should be reconsidered for implementation 
in the Assessor's Office, the parties shall meet and confer in order to resolve the 
issue of compensation for appraisers prior to the implementation of the program. 
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12. GENERAL ASSISTANCE WORK PROGRAMS 

The County agrees to follow the policies set forth in the General Assistance 
Handbook (Section 90-304 revised October 1992) which provides that GA workers 
will not displace or replace regular employees. 

13. EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT PROCEDURE 

Stanislaus County is committed to maintaining equal opportunity in all employment 
actions and public services in compliance with all applicable federal and state laws. 
The County's Workplace Harassment, Discrimination and Retaliation Policy is 
intended to prohibit, eliminate and prevent unlawful harassment, discrimination 
and retaliation and its effects in the workplace. The policy is located in the County's 
Personnel Manual and on-line on the County's Equal Rights website. 

The following Equal Employment Opportunity Complaint (EEO) Procedure was 
developed to provide specific procedures to address complaints under the 
County's Workplace Harassment, Discrimination and Retaliation Policy and 
associated complaints regarding public services. These procedures apply to every 
County employee, job applicant, or person seeking County services who believes 
he or she may have been treated differently based upon a protected classification. 

All employee labor organizations have agreed to the Equal Employment 
Opportunity Complaint Procedure which follows. Using this procedure is the most 
effective way to have an equal rights complaint reviewed, investigated and possibly 
resolved locally and in a timely manner. 

A. Intent - It is the intent of this procedure to provide an effective means of 
resolving individual or group problems of a sensitive nature in a timely manner 
and with a minimum of formal procedural requirements. 

B. Scope - This procedure shall apply to allegations of harassment, discrimination 
and retaliation in any employment action or in the delivery of public services 
based upon a protected classification. County departments may develop 
separate policies and procedures related to processing complaints regarding 
the delivery of public services in compliance with all applicable federal and state 
laws and regulations. 

C. Limitations - the establishment of this procedure for resolving complaints of 
discrimination, as it relates to matters of County employment practices, is not 
intended to supplant regular grievance or complaint procedures or prohibit 
employees or applicants from filing complaints with the Department of Fair 
Employment and Housing (DFEH), Equal Employment Opportunity 
Commission (EEOC), or the courts. This procedure is intended and should be 
viewed as a means of providing the special skills needed to promptly and fairly 
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handle the sensitive issues involved, and to ensure full cooperation with 
Federal and State compliance agencies. 

D. Representatives - In presenting and resolving complaints, persons submitting 
complaints may represent themselves or may designate a representative of 
their own choosing. Costs associated with such representation, if any, will be 
borne by the complainant. 

E. Definitions 

Complainant: An employee or applicant for employment who alleges that he or 
she has been the subject of harassment, discrimination or retaliation on the 
basis of a protected classification. May also be a member of the public who 
alleges that he or she has been denied access to County government services 
or been discriminated against in the provision of such services on the basis of 
a protected classification. 

Third Party: A separate individual from the subject (Complainant) who alleges 
that he or she witnessed another party be subjected to harassment, 
discrimination, or retaliation on the basis of a protected classification and brings 
forward a complaint. 

County Equal Rights Officer: The Deputy Executive Officer assigned to the 
Chief Executive Office Human Resources Division, who is in close reporting 
relationship to top management and is assigned the responsibility of managing 
the County's Equal Rights Program including the procedure for handling 
complaints under this policy. 

Departmental Equal Rights Officer: An employee assigned the responsibility of 
managing a department's equal rights program trained in EEO procedures and 
who provides informal counseling on matters pertaining to discrimination. Each 
County Department Head shall have an assigned Departmental Equal Rights 
Officer. Departmental Equal Rights Officers may be required to offer assistance 
to other Departments as requested by the County Equal Rights Officer or 
designee. 

Protected Classification: The term describes characteristics or factors which 
are specifically protected from harassment, discrimination or retaliation based 
on federal or state laws. Protected classifications include, but are not limited 
to, race, color, national origin, ancestry, sex, sexual orientation, religion, 
political affiliation, action, or belief, marital status, age (over 40), pregnancy 
related condition, medical or physical disability, and genetic history. 

Annually, the Board of Supervisors' reaffirms its commitment to non­
discrimination by adopting the County's Non-Discrimination Statement. Please 
review the Non-Discrimination Statement for updates to the list of protected 
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classifications. The Non-Discrimination Statement is located in each 
department, in the Personnel Manual, and on-line on the County's Equal Rights 
website. 

F. Steps in the Procedure 

To initiate the EEO Complaint Procedure, any employee, job applicant, or 
person seeking County services who believes he or she has been subject to 
harassment, discrimination or retaliation based on a protected classification 
may make a complaint orally or in writing with any of the following: 

1. Immediate supervisor; 
2. Any supervisor or manager within or outside the department; 
3. Department Head; 
4. Departmental Equal Rights Officer; 
5. Director of Personnel; or 
6. County Equal Rights Officer. 

Complainants are encouraged to report complaints as soon as learning of the 
issues related to their complaint. Any delays in reporting complaints may 
impact the department's ability to fully investigate and respond to the issues 
presented. 

Complainants are encouraged to use the County EEO Complaint form to assist 
in documenting all of the issues in the complaint. The form is located in the 
County's Personnel Manual and on-line at: 

http://www.stancounty.com/personnel/equal-rights/doc/eeo-complaint­
form.doc 

Department Level Complaints 

Complaints should first be addressed at the department level in an effort to 
resolve the issues presented. The Departmental Equal Rights Officer (or 
alternate Departmental Equal Rights Officer) will be responsible for evaluating 
and responding to the complaint. Due to the nature of certain complaints, the 
Department and the County Equal Rights Officer may assign an alternate 
Departmental Equal Rights Officer to complete the departmental level review 
or may forward the matter directly to the County Equal Rights Officer to 
coordinate the appropriate follow-up. 

The Department process will typically include the following: 

a) Consult with the complainant to reach a complete understanding of the 
issues presented. 
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b) Make necessary inquiries in an attempt to resolve the complaint. This may 
include interviews with other witnesses or subjects as necessary. 

c) Seek informal resolution of problems by facilitating open communications 
between the complainant and any other involved parties. 

The Departmental Equal Rights Officer will provide a response to the 
complainant in writing within 60 calendar days of learning of the complaint. 
If the complaint will require more than 60-calendar days to fully evaluate 
and respond, the Departmental Equal Rights Officer will notify the 
complainant of the additional period of time necessary to complete their 
findings. 

County Level Complaints 

Complainants may appeal the findings of the Departmental Equal Rights Officer 
to the County Equal Rights Officer. It is recommended Complainants appeal to 
the County Equal Rights Officer as quickly as possible to assist the County 
Equal Rights Officer in completing a timely investigation. 

The County Equal Rights Officer, upon receipt of a complaint: 

a) Shall review the case with the Departmental Equal Rights Officer. 

b) May assign an investigator to conduct a prompt, impartial investigation, 
if necessary, and review finding thereafter. The complainant will be 
notified of the assigned investigator. 

c) The County Equal Rights Officer shall be authorized to issue subpoenas 
as necessary. 

d) Explore further the possibility of informal adjustment of the problems 
through negotiation or conciliation with Department Head or the parties 
to the complaint. 

e) Respond to the Complainant in writing with the County Equal Rights 
Officer decision and provide notification of appeal rights. If the 
Complainant wishes to appeal the County Equal Rights Officer's 
decision, he/she may do so in writing to the County Chief Executive 
Officer within fourteen (14) working days of receipt of the County Equal 
Rights Officer's decision. 

1. Appeal to Chief Executive Officer: Upon receipt of an appeal of the 
County Equal Rights Officer's decision the County Chief Executive 
Officer shall: 
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a) Review the case with the County's Equal Rights Officer, the 
Investigator, or Departmental Equal Rights Officer as 
appropriate. 

b) Request the Investigator gather further information and 
analysis as appropriate. 

c) Provide the complainant with a written decision and advise 
complainant of appeal rights. 

2. Appeal to Hearing Board: Shall the affected individual wish to appeal 
the Chief Executive Officer's decision; he/she may request a hearing 
with the Hearing Board established pursuant to Stanislaus County 
Ordinance Code 3.28.060 within fourteen (14) calendar days of 
receipt of the Chief Executive Officer's decision. The appeal shall 
be in writing and shall be filed with the Chief Executive Officer. The 
Chief Executive Officer shall forthwith transmit the appeal request to 
the Hearing Board. The Hearing Board shall, within a reasonable 
time from the filing of the appeal, commence the hearing and shall 
notify the interested parties of the time and place of hearing at least 
five (5) working days in advance. 

At the hearing, both the complainant and the County shall have the 
right to be heard publicly, to be represented by counsel, and to 
present evidentiary facts. The parties may agree to a hearing closed 
to the public and the Hearing Board may, at any time, exclude any 
persons who may be a witness in the appeal under consideration. 
The hearing shall be informal and the Hearing Board shall not be 
bound by any of the rules of evidence governing trial procedure and 
State courts. The Hearing Board shall render a written decision, a 
copy of which shall be transmitted to the Chief Executive Officer. The 
Chief Executive Officer shall serve a copy of the decision upon the 
appellant. The decision is final. 

14. GENERAL DISCIPLINARY PROCEDURES 

A. Maximum Suspension 

The maximum time period during which an employee may be suspended 
for cause pursuant to County discipline policies is forty-five (45) working 
days. 

B. Disciplinary Investigation Timeframes 

The parties recognize that a fair investigation by necessity includes 
timeliness and that unreasonable delays in initiating investigations can 
negatively impact the due process rights of employees and the 
effectiveness of the investigation. Every effort will be made to complete 
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investigations within a reasonable time of when the employer knew of the 
alleged misconduct. Upon completion of the investigation, the employee 
shall be notified the investigation has been concluded, including if the 
allegation(s) were sustained, not sustained, and/or dismissed. 

15. GRIEVANCE PROCEDURE INCLUDING BINDING ARBITRATION 

A. Intent - It is the intent of this provision of the Memorandum of Understanding 
to provide orderly and equitable procedures for the presentation and 
resolution of misunderstandings and disputes between the County and its 
employees. It is further intended that the exercise of these rights in good 
faith be available to all County employees, (except as herein provided) 
without fear of reprisal or coercion. 

B. Definitions 

1. Grievance - A grievance is defined as an employee-initiated 
allegation that a term or condition of employment established by 
State law, Stanislaus County Code, resolution, Memorandum of 
Understanding or written departmental policy is being violated 
provided, however, that such term or condition of employment is not 
subject to the discretion of the County or is not a subject outside of 
the scope of representation as defined in Section 3500, et. seq. of 
the Government Code or the Stanislaus County Code. This 
grievance procedure shall not apply to matters within the scope of 
applicable Federal or State grievance procedures. 

2. Complaint - A complaint is defined as an employee initiated 
allegation or dispute concerning terms and conditions of employment 
which are not grievances as defined above. Complaints shall be 
handled as herein provided except that a complaint may not be 
appealed to the Chief Executive Officer or to arbitration. The County 
shall notify the complainant in writing when the investigation of the 
complaint is completed. 

C. Exclusion of Disciplinary Appeals and Equal Employment Opportunity 
Grievances - Appeals from disciplinary actions or grievances alleging 
violation of the County's policies of equal employment opportunity or equal 
rights, or involving allegations of employment discrimination will be handled 
pursuant to the County's Equal Employment Opportunity grievance 
procedure and does not include binding arbitration as the final step in the 
procedure. 

D. Representation - In presenting and resolving grievances, employees may 
represent themselves on County time, within reason, or may designate a 
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E. 

F. 

representative of their own choosing. Costs associated with such 
representation, if any, will be borne by the employee. 

Time Limits - The time limits herein specified may be extended to a definite 
date by mutual consent of the parties. Failure to meet time limits by the 
employee shall constitute withdrawal of the grievance. Such failure by the 
County shall entitle the employee to request the next step in the procedure. 

Grievance Procedure Steps: 

1. 

2. 

3. 

4. 

Informal Discussion - Every effort should be made to settle 
grievances at the lowest level of supervision possible. The employee 
should advise his/her immediate supervisor that a grievance is 
present and explain it to the immediate supervisor no later than 
fifteen (15) working days after he/she becomes aware, or should 
become aware, of the issue. The immediate supervisor shall 
thereafter hear, and decide the matter informing the employee of the 
decision orally within ten (10) working days. 

Written Grievances - If the grievance is not resolved through informal 
discussion, the employee may within ten (10) working days from the 
date of the supervisor's informal decision, submit a written grievance 
to said supervisor with a copy submitted to the Department Head and 
Chief Executive Officer. Such a written grievance, signed by the 
employee shall set forth the facts at issue, the relief sought and time 
of occurrence of any alleged incident or violations precipitating the 
grievance. The supervisor shall thereafter further investigate and 
consider the grievance and deliver a written decision to the employee 
within ten 10) working days after receiving the grievance. 

Department Head Review - If the grievance is not resolved by the 
written decision of the supervisor, the employee may request, in 
writing, within ten (10) working days after delivery of the prior written 
decision that the grievance be reviewed by the Department Head. If 
such a request is received, the Department Head or his/her designee 
shall conduct such meeting(s) with the employee, informal hearings 
or investigations as are appropriate in his/her judgment and deliver 
to the employee a written decision within ten (10) working days after 
receipt of the review request. 

Advisory Opinion of Director of Personnel - At any point in this 
procedure after filing a written grievance or complaint, the Director of 
Personnel may offer, or either party may request, the non-binding 
advisory opinion, verbal or in writing, of the Director of Personnel 
concerning resolution of the grievance or complaint. 
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5. Grievance Appeal - Subject to the timeframes and conditions 
described hereinafter, the employee may appeal the Department 
Head's decision by making a written request to the Director of 
Personnel. The employee may elect the grievance be submitted for 
final decision by the Chief Executive Officer. If the employee is 
represented by the Union, the Union may, with the employee's 
concurrence, elect the grievance be submitted for final decision to 
binding arbitration. The appeal process elected is final and 
irrevocable on the employee and the Union. 

a. Submission of the Grievance Appeal to the Chief Executive 
Officer - If the employee wishes to appeal the Department 
Head's decision to the Chief Executive Officer, the employee 
shall do so in writing to the Director of Personnel, specifically 
stating this option, within ten (10) working days after receipt 
of the Department Head's decision. The Chief Executive 
Officer or his/her designee shall thereafter conduct an 
informal hearing, and any other meetings or investigations as 
are appropriate in his/her judgment. Upon the request of 
either party or motion of the Chief Executive Officer, such 
hearing and other investigations shall be conducted by a 
designee(s) selected by the Chief Executive Officer with the 
consent of the parties. The written decision of the Chief 
Executive Officer or his/her designee shall be delivered to the 
employee within fifteen (15) working days after receipt of the 
appeal. The decision of the Chief Executive Officer or his/her 
designee shall be the final step in the County's procedure for 
settling grievances. For the purpose of this section, the 
Director of Personnel shall not serve as the designee if the 
Director of Personnel has rendered an advisory opinion 
concerning the grievance. This does not preclude the Chief 
Executive Officer from utilizing the advisory opinion of the 
Director of Personnel. 

b. Submission of Appeal to Binding Arbitration - If the employee 
wishes to appeal the Department Head's decision to binding 
arbitration, the employee may do so through the Union only. 
The appeal shall be made in writing to the Director of 
Personnel, specifically stating this option, within ten (10) 
working days after receipt of the Department Head's decision. 
Prior to the selection of the arbitrator and submission of the 
grievance for hearing by an arbitrator, the Director of 
Personnel shall informally review the grievance and 
determine whether said grievance may be adjusted to the 
satisfaction of the parties. The Director of Personnel shall 
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have ten (10) working days in which to review and seek 
amicable resolution of the grievance. 

1. Selection of Arbitrator - If the required steps of the 
grievance procedure have been exhausted and the 
grievance remains unresolved and is subject to 
arbitration, the arbitrator may be selected by mutual 
agreement between the Director of Personnel and the 
Union. However, should the parties fail to mutually 
agree on an arbitrator, they shall make a joint request 
of the State Conciliation Service for a list of five (5) 
qualified arbitrators. The arbitrator shall be selected 
from the list by the parties alternately striking names 
with the first strike determined by chance, until only one 
name remains, and that person shall serve as 
arbitrator. 

2. Arbitration Issues - The parties shall, within fifteen (15) 
working days following the informal review of the 
Director of Personnel, exchange in writing their 
understanding of the questions to be submitted to 
arbitration. Thereafter, the parties to the arbitration 
shall use their best efforts to exchange a written 
summary of the evidence they intend to offer and to 
reach agreement on and reduce to writing the question 
or questions to be submitted to arbitration. The agreed 
upon question or questions, if agreement is reached, 
together with the exchanged summaries of the 
evidence and a list of witnesses to be used by each 
side, shall be submitted to each other and the arbitrator 
no later than five (5) working days prior to the 
arbitration hearing. 

3. Arbitration Expenses Shared - The cost of employing 
the arbitrator shall be borne equally by the parties to 
the arbitration. All other costs such as, but not limited 
to, attorney's fees shall be borne by the party incurring 
that cost. If both parties agree to the use of a court 
reporter, or if the arbitrator requires the use of a court 
reporter, the cost of the court reporter shall be shared 
equally. Absent mutual agreement, the side requesting 
use of the court reporter shall absorb the cost. The 
cost of the transcript, if one is prepared, shall be 
absorbed by the party requesting the transcript, unless 
both parties mutually agree to share the cost of the 
transcript. If the arbitrator requests that a copy of the 
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4. 

5. 

transcript be prepared, both parties shall equally share 
the cost of the transcript. 

Duty of Arbitrator - The arbitrator shall conduct an 
informal hearing, and any other meetings or 
investigations as are appropriate in his/her judgment. 
The arbitrator shall not have the right to amend, modify, 
nullify, ignore, add to, or subtract from the provisions of 
the Memorandum of Understanding, Stanislaus County 
Code, resolution, or written departmental policy. 
He/she shall consider and make a decision with 
respect to only the specific issue(s) submitted, and 
shall not have authority to make a decision on any 
other issue not so submitted. In the event the arbitrator 
finds a violation of the Memorandum of Understanding, 
applicable State or Federal laws, Stanislaus County 
Code, resolution, or written departmental policy, 
he/she shall decide the appropriate resolution. The 
arbitrator shall have no authority to substitute his/her 
judgment for that of the County as to any matter within 
the County's discretion. The decision and award of the 
arbitrator shall be based solely upon the evidence and 
arguments presented to the arbitrator by the respective 
parties. Proposals to add to or change the 
Memorandum of Understanding or written agreements 
or addenda supplementary here to shall not be 
arbitrable and no proposal to modify, amend or 
terminate this Memorandum of Understanding, nor any 
matter or subject arising out of or in connection with 
such proposals, may be referred to arbitration under 
this section. 

Binding Decision - The decision of the arbitrator shall 
be binding upon the employee, the Union, and the 
County. 

Based upon significant financial impact of the 
arbitrator's decision upon the County, within fifteen (15) 
working days of receipt of the arbitrator's decision, the 
County may request that the Union meet with the 
County to discuss the financial impact of the decision. 
The Union agrees to meet and consult with the County 
over the impact upon the County of the decision. 
Absent agreement between the parties to modify or 
mitigate the impact of the arbitrator's decision, the 
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6. 

7. 

decision of the arbitrator shall be final and binding on 
the parties. 

Arbitrator's Decision Due - Unless the parties agree 
otherwise, the arbitrator shall render the decision in 
writing within thirty (30) days following the close of the 
hearing to the Director of Personnel. The Director of 
Personnel shall immediately provide a copy of the 
decision to the employee, the employee's duly elected 
representative and the Department Head. If requested 
by either party, the decision shall be accompanied by 
findings of fact and conclusions of law. 

Non-Union Representation - In the event that an 
employee chooses to represent himself/herself, or 
arranges for representation independent of the 
recognized employee organization, arbitration as 
provided herein shall not be available to the employee. 

16. BINDING ARBITRATION BY AN OUTSIDE ARBITRATOR IN LIEU OF SECTION 
3.28.060 "HEARING BOARD AND HEARING OFFICER" OF THE STANISLAUS 
COUNTY CODE 

A. Submission of the Disciplinary Appeal to the Hearing Board or Hearing 
Officer 

The parties agree that the employee and the Union may elect to have the 
disciplinary matter heard by the current discipline appeals board as 
provided by Stanislaus County Code Section 3.28.060, "hearing board and 
hearing officer" in lieu of binding arbitration by an outside arbitrator. Should 
the employee and the recognized employee organization elect to utilize the 
hearing board or hearing officer as provided by Chapter 3.28.060 of the 
Stanislaus County Code, the decision of the hearing board or hearing officer 
shall be final and the employee shall forego the option of arbitration by an 
outside arbitrator. The employee organization agrees to assume half of the 
cost of the hearing officer. 

In the event that an employee chooses to represent himself/herself, or 
arranges for representation independent of the recognized employee 
organization, the cost of the hearing officer shall be waived. Binding 
arbitration shall not be an option for an employee who is not represented by 
the Union or seeks representation outside of the Union. 
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B. Submission of the Disciplinary Appeal to Binding Arbitration 

1. Notice of Action and Appeal - In the event the Department Head 
determines to discharge, suspend or reduce in rank or compensation 
a permanent employee after completing the procedures provided in 
section 3.28.020, he shall serve upon the employee an order in 
writing stating (a) the nature of ~he disciplinary action, (b) the 
effective date of the action, (c) the causes therefore, (d) the specific 
acts or omissions upon which the causes are based, stated in 
ordinary and concise language, and (e) the right of the employee to 
appeal. The employee acted against may, within seven (7) days of 
service of the order, appeal the action of the Department Head. If 
the employee fails to appeal within the time specified, or 
subsequently withdraws his/her appeal, the punitive action taken by 
the Department Head shall be final. 

An appeal shall be in writing, shall be filed with the Director of 
Personnel and shall contain a complete answer to each charge set 
forth in the order. The answer shall include any objections the 
employee may have as to the form or substance of the order or the 
procedures followed by the Department Head. 

The Union, on behalf of the represented employee, may, within 
fourteen (14) calendar days of service of the order, request in writing 
to the Director of Personnel the use of binding arbitration in lieu of 
the discipline appeals board. Should the request for appeal be filed 
within the seven (7) calendar day period, and the request for binding 
arbitration not be submitted to the Director of Personnel within the 
fourteen (14) calendar day period, the matter will be scheduled and 
heard by the discipline appeals board. 

2. Selection of Arbitrator - If the Union elects to have the disciplinary 
proceeding heard by an arbitrator, the arbitrator may be selected by 
mutual agreement between the Director of Personnel and the Union. 
However, should the parties fail to mutually agree on an arbitrator, 
they shall make a joint request of the State Conciliation Service for a 
list of five (5) qualified arbitrators. The arbitrator shall be selected 
from the list by the parties alternately striking names with the first 
strike determined by chance, until only one (1) name remains, and 
that person shall serve as arbitrator. 

The Director of Personnel shall forthwith transmit the order and 
appeal to the arbitrator for hearing. The arbitrator shall, within a 
reasonable time of the filing of the appeal, commence the hearing 
thereof, and the Director of Personnel shall notify the interested 
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parties of the time and place of hearing at least five (5) days in 
advance thereof. 

3. Arbitration Issues - The parties shall endeavor to exchange 
summaries of evidence, and a list of witnesses to be used by each 
side, shall be submitted to each other and the arbitrator no less than 
five (5) working days prior to the arbitration hearing. 

4. Arbitration Expenses Shared - The cost of employing the arbitrator 
and the court reporter for all discharges, excluding the transcript, 
shall be borne equally by both parties to the arbitration. The cost of 
the transcript shall be covered as provided by Stanislaus County 
Code Section 3.28.110, Subsection A, "Hearing Procedure." All 
other costs such as, but not limited to, attorney's fees shall be borne 
by the party incurring that cost. If both parties agree to the use of a 
court reporter other than for discharges, or the arbitrator requires the 
use of a court reporter, the cost of the court reporter shall be shared 
equally. 

5. Duty of Arbitrator - The duties of the arbitrator shall be those of the 
hearing board as referred to throughout the Stanislaus County Code, 
including, but not limited to, Sections 3.28.070 "Hearing rules" and 
3.28.110 "Hearing procedure." 

6. Arbitrator's Decision Due - Unless the parties agree otherwise, the 
arbitrator shall render the decision in writing within thirty (30) days 
following the close of the hearing. A copy of the written decision shall 
contain findings of fact which may be stated in the language of the 
pleadings or be referenced thereto. If requested by either party, the 
decision shall be accompanied by findings of fact and conclusions of 
law. 

7. 

A copy of the written decision shall be transmitted to the Department 
Head, the Director of Personnel, and the Union. The Director of 
Personnel shall cause to be served a copy of the decision upon the 
employee. Service by mail at the employee's last known address 
shall be sufficient for purposes of this section. A copy of the decision 
shall be placed in the employee's personnel history file. The decision 
of the arbitrator shall be final and binding on both parties. 

Non-Union Organization Representation - In the event that an 
employee chooses to represent himself/herself, or arranges for 
representation independent of the recognized employee 
organization, the cost of the hearing officer shall be waived. Binding 
arbitration shall not be an option for an employee who is not 
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represented or seeks representation outside of the recognized 
employee organization. 

17. INSURANCE BENEFITS 

A. 

B. 

C. 

D. 

Health Insurance Agreement 

Employee health insurance benefits are negotiated under a separate meet 
and confer through implementation process betweenI the County and all 
represented employee bargaining units. A copy of the current health 
insurance agreement is included in the MOU as Attachment B. 

Employee Benefits Committee 

An Employee Benefits Committee consisting of one employee and/or the 
designated labor representative per bargaining unit will meet in February, 
May, and September to evaluate the financial performance of the self­
insured medical plans and recommended rate adjustment. The parties 
agree to conduct meetings on a quarterly basis for the first year during the 
implementation of the new self-funded medical plans in 2012. The County 
maintains all plan fiduciary responsibilities, including setting annual rate 
adjustments based on actuarial review and analysis. 

Domestic Partner Coverage 

The County shall make available the option of Domestic Partner coverage 
in health/vision/dental plans to employees who meet the legal requirement 
application to the State of California and have a Declaration of Domestic 
Partnership filed with the California Secretary of State. 

Insurance Updates 

The County will provide to the Union copies of any health insurance updates 
sent to employees. 

18. JURY DUTY/SUBPOENAS 

A. The parties agree that the County's current jury duty policy, as defined in 
Stanislaus County Code Section 3.20.120, will remain in effect with the 
addition that if an employee assigned to work a PM (3 p.m. - 11 p.m.) or 
night shift (11 p.m. - 7:00 a.m.) (is required to perform jury duty, the 
following policy will apply: 

An employee who works on the night shift or the PM shift who is called to 
jury duty may be excused from all or part of the shift following the jury duty. 
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To be eligible for such jury duty leave, the employee must advise the 
affected Department Head in writing of his/her summons to jury duty and, 
after jury duty service, report to the Department Head the number of hours 
the employee was detained for jury duty service, including reasonable travel 
time. As quickly as possible thereafter, the Department Head and the 
employee will schedule by mutual agreement if possible, the makeup of any 
hours owed to the County equal to the difference between the hours of 
actual jury duty service plus reasonable travel time and the hours of work 
following the jury duty service for which the employee was excused. This 
makeup of work shall not be compensable as overtime. 

B. Employees who are subpoenaed in the line of duty and required to appear 
in court during their off-duty hours shall be compensated therefore upon the 
basis of overtime worked. Provided, however, no such overtime work shall 
be compensated for less than two hours upon each occasion that the 
employee is called upon despite the fact that the actual amount of overtime 
service performed may be less than two hours and no employee shall be 
compensated for more than eight (8) hours overtime work in any one eight 
(8) hour period. 

19. LEAVES OF ABSENCE 

A. Administration 

The parties agree that the County's leave of absence policy as defined in 
Stanislaus County Code Section 3.44.010 (TBA based on Tab 11 meet and 
confer) et seq., will remain unchanged during the life of this agreement and 
that leaves of absence without pay may be approved for probationary 
employees. Further, as a condition for a leave of absence without pay to 
continue, the County may require the employee on leave to provide periodic 
status reports demonstrating that the conditions still remain upon which the 
leave of absence was initially requested and approved. 

In addition, the parties agree that time paid during the probationary period 
will be counted toward permanent status even if the person has an 
intervening leave of absence during the probationary period. 

The parties further agree to the County's policy that an unprotected leave 
of absence without pay, or other time off without pay exceeding fifteen (15) 
calendar days, shall cause the employee's date of eligibility to increased 
vacation accrual rates to be postponed. Employees who are on a protected 
unpaid leave of absence qualifying for leave under the Family Medical 
Leave Act (FMLA), California Family Rights Act (CFRA), Pregnancy 
Disability Leave (POL), or other benefit protected leave as defined by State 
or Federal Law shall not have his/her anniversary date postponed. 
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B. Leave of Absence for Educational Purposes 

Section 3.44.010 of the Stanislaus County Code provides the following: 
"Any employee in the classified service who has permanent or probationary 
status may be granted a leave of absence without pay upon written request 
of the employee which is recommended by the Department Head and 
approved by the Chief Executive Officer, except in cases of leave without 
pay of thirty (30) calendar days or less, the approval of the Chief Executive 
Officer shall not be required." 
Subparagraph C of that section provides that classified employees may 
utilize leave without pay "to take a course of study which will increase the 
employee's usefulness on return to his/her position." 

20. MILEAGE REIMBURSEMENT FOR PERSONAL VEHICLE USE 

Employees, who use their personal vehicle in the course of their duties and 
responsibilities as an employee of the County, Shall receive the specified IRS 
allowance rate mileage reimbursement effective on January 1 of each year. 

21. ON-CALL PAY/HOLIDAY CALL-BACK 

A. 

B. 

Weekly Flat Rate Compensation 

The parties agree that on-call compensation rates for those employees 
formally assigned by the department to remain available to return to work 
shall be at a rate of three hundred and one dollars ($301) per week, or forty­
three dollars ($43) per day. Unless the amount is otherwise specified in the 
Memorandum of Understanding, any classification formally assigned by the 
Department Head to perform on-call work shall be eligible for the amount of 
compensation as provided in this subsection or as provided for elsewhere. 

Haz Mat Response Team On Call 

1. On-call compensation for Hazardous Materials Specialists formally 
assigned by the Director of Environmental Resources to perform 
on-call services as part of the After Hours Emergency Response 
Team, shall be three dollars and seventy-five cents ($3.75) per hour 
for each hour of on-call service. Effective the start of the first full pay 
period on or after January 1, 2002 the hourly rate of on-call pay shall 
increase to $4.00 per hour. 

2. Two (2) qualified Hazardous Materials Specialists shall be scheduled 
to cover the after-hours hazardous materials emergency response 
needs of the Department. Should the addition of a backup response 
team be deemed necessary by the Department Head, the parties 

33 



C. 

D. 

E. 

agree to immediately meet and confer over the impact upon 
employee wages, hours, and other terms and conditions of 
employment due to the increased number of staff required to perform 
the on-call services. 

3. A maximum of ten (10) employees shall be assigned to the 
Hazardous Materials Emergency Response Team. At the point that 
the team has fewer than eight (8) employees volunteering to 
participate on the team, the Department Head or his/her designee 
may mandate qualified staff to participate on the team. The parties 
recognize that all interested Hazardous Materials staff shall be given 
the opportunity to train for and participate on the response team. 
Should an insufficient number of Hazardous Materials staff be 
interested in and/or available for after hours on-call duty, other 
qualified Department staff members may be offered the on-call duty 
and/or given the training to perform such duty. 

4. The on-call schedule shall be prepared collectively with the program 
manager. 

5. This section shall not preclude the assignment of Environmental 
Health staff in lieu of Hazardous Materials staff, to perform 
emergency on-call duty to cover environmental health related 
emergencies such as restaurant fires. 

Vacation Accrual When On Call Holidays 

Employees who are placed on "on-call duty" on a designated holiday and 
are called back to work, will accrue eight (8) hours vacation time. 

Holiday Call-Back 

Any employee called back to work on a holiday, who is not on-call, shall 
receive 8 additional hours of vacation time for the following holidays New 
Year's Day, Independence Day, Thanksgiving, the day after Thanksgiving, 
and Christmas. 

Hourly Rate Compensation Provisions 

The parties agree that on-call pay will not continue during periods in which 
an employee receiving on-call pay on an hourly rate basis is called back to 
work and receives call-back pay. In such cases, only the call-back pay 
would be provided. 

Each employee working in the classifications of Licensed Vocational Nurse 
1/11/111, and Clinical Laboratory Assistant 1/11, when placed on professional 
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F. 

call duty at Health Services Agency Clinics, with the approval of the 
Department Head or their designee, shall be paid thirty percent (30%) of 
his/her hourly rate of base pay, for each hour he/she is required to remain 
on-call beyond the regular work period in additional compensation. Actual 
time spent in answering professional calls shall be compensated according 
to the provisions of the Stanislaus County Code Section 3.32.050 et seq., 
governing overtime work. 

Public Works, Road & Bridge Division 

The parties agree that on-call assignments in the Roads and Bridge Division 
of the Public Works Department will be made on the basis of the Division 
first utilizing volunteers. If an insufficient number of volunteers is present, 
duty shall be assigned among Road Maintenance Worker l's, ll's and Ill's 
on a rotating basis in alphabetical order. 

G. On-Call/Call-Back 

Employees Required to Report to a Work Location 

Employees required by their Department Head or designee to physically 
return to work from an off duty status shall be paid for the actual time worked 
with a minimum of two hours pay at a rate of time-and-one-half. The call­
back pay starts at the time the employee leaves their residence and stops 
at the conclusion of the work performed. 

If an employee is performing call-back work and while performing this work 
receives another call, this call will not be a second call-back, but rather a 
continuation of the on-duty work status. Additionally, if an employee 
completes their work prior to the two hour minimum and later receives 
another call during the same two-hour minimum, this call will not be a 
second call back. 

If an employee is called in within two hours of the start of their regular 
scheduled work shift, the employee will receive two hours of call-back pay, 
however, employees will not be paid twice for the same hours. For 
example, if an employee is called in at 7:00 a.m. and the start of their regular 
scheduled work shift is at 8:00 a.m., they will receive one hour of call-back 
pay from 7:00 a.m. to 8:00 a.m. For the overlapping hour, from 8:00 to 9:00 
a.m., the employee will receive one hour of regular pay plus one hour of half 
time call back pay. 

Employees Not Required to Report to a Work Location 

Employees who are required to handle telephone calls and related work 
from home shall be paid for the actual minutes worked at a rate of time-and-
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one-half. Time worked will be rounded to the nearest quarter hour in which 
they are on the phone or handling work that is related to a phone call. Time 
spent on non-work related activities (preparing to return to work, showering, 
etc.) shall not be compensated. 

For Example: 
• Monday night: Social Worker Supervisor takes one five (5) minute 

call at 8:00 PM, call ends at 8:05 PM. The employee then takes 
another call at 8:10 PM that ends at 8:15 PM. The employee would 
be compensated for fifteen (15) minutes call-back (at time and one­
half); 

• Tuesday night: Employee takes a call at 8:00 PM that lasts for ten 
(10) minutes. The employee would be compensated for fifteen (15) 
minutes of call-back (at time and one-half); and 

• Wednesday night: Employee takes a call at 8:00 PM lasting ten (10) 
minutes. Employee takes another call at 9:00 PM lasting ten (10) 
minutes. No work is performed between 8:10 PM and 9:00 PM. The 
employee would be paid for thirty (30) minutes of call back (at time 
and one-half). 

Therefore, the on-call breakdown will be calculated as follows: Minute 
Breakdown: 

Actual time worked between 1-22 minutes= shall be paid 15 minutes 
call-back 
Actual time worked between 23-37 minutes = shall be paid 30 
minutes call-back 
Actual time worked between 38-52 minutes = shall be paid 45 
minutes call-back 
Actual time worked between 53-67 minutes = shall be paid 60 
minutes call-back 

22. OUT-OF-CLASS ASSIGNMENT 

The parties agree that when an employee receives a formal, written assignment 
by a Department Head to perform work characteristic of a higher classification, and 
such work is satisfactorily performed for the majority of work days in a calendar 
month or for a period of twelve consecutive working days, the employee shall be 
paid for such out-of-class work at the appropriate promotional pay rate of the 
higher classification (an approximate five percent (5%) minimum), but no higher 
than the fifth (5th) step of the new salary range. 

Time spent in an out-of-class assignment may count toward the probation period 
if the employee is promoted to that position, provided the employee had performed 
higher class work within the last twelve months and the employee received a 
written evaluation or other written acknowledgement from the supervisor that the 
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work had been done satisfactorily. In no event, however, shall an employee serve 
less than a six-month probationary period. 

The intent of this subsection is to ensure that employees are fairly compensated 
when the needs of the County require a formal out-of-class assignment. It is 
recognized that Department Heads have sole discretion in selecting employees for 
any such assignments and that the out-of-class work involved is to be consistently 
and substantially in the higher classification. 

An out-of-class assignment may be recommended by the Department Head to 
cover vacation absences consistent with the existing MOU provisions on time 
frames. In addition, contingent upon a verification from the Department that the 
higher level work was performed, a Department Head may recommend that a 
temporary out-of-class assignment may be approved up to 30 calendar days 
retroactive to the date of the recommendation. 

The parties agree that candidates for such assignments must meet the minimum 
qualifications for the higher paid classification. In addition, the Director of 
Personnel's approval will be required as a condition of implementing the 
assignment. 

Out-of-class assignments recommended by the Department Head may include 
special projects or assignments of a limited duration as reason for pay in a higher 
classification. 

Department managers are encouraged to post for at least five working days, their 
intention to fill a position with an out-of-class assignment to determine the interest 
employees may have in assuming the higher level duties. 

Effective November 6, 2001, a vacant position may not be filled by an out-of-class 
assignment for more than one year, unless the department is making a good faith 
effort to fill the position with a qualified applicant. 

23. OVERTIME 

The parties agree that the County's overtime pay provIsIons in effect for all 
AFSCME bargaining units prior to the commencement of this agreement will 
continue in effect with the two exceptions noted in Subsection A and B below. 

A. There shall be no payment for "call-back mileage reimbursement" in addition to 
overtime pay for employees assigned to the Technical Services Bargaining 
Unit. 

B. Unless provided for otherwise, overtime in this provIsIon will be paid in 
compliance with the minimum standards of the Fair Labor Standards Act with 
the following exceptions: · 
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All AFSCME bargaining unit members shall be compensated at an overtime 
rate of time and one half of the employees regular rate of pay for all time 
"worked" beyond 40 hours in a week. In calculating overtime eligibility, sick 
leave, vacation leave, bereavement leave, and compensatory time shall not 
be considered as time "worked" in meeting the forty (40) hour minimum. Paid 
time off in the form of jury duty or military leave shall be considered time 
"worked" for the purpose of meeting the forty (40) hour minimum in calculating 
overtime eligibility. 

When offices are closed for a County approved Holiday and employees 
receive holiday pay and are not given the option to continue working, this time 
off for the holiday shall be considered as time "worked" when counting hours 
worked in meeting the forty (40) hour minimum. 

In the limited circumstance that employees are ordered to work overtime as a 
result of a Stanislaus County Office of Emergency Services declared 
emergency, then any vacation time taken in the work week shall be counted 
as time worked in the overtime calculation. 

C. The parties agree that existing County policies, not changed by this 
agreement, related to overtime work and the definition of overtime work will 
continue in effect. This includes avoidance of overtime whenever possible and 
Department Head discretion regarding cash or compensating time off as 
payment for overtime. 

D. Employees in the Craft/Maintenance Bargaining Unit and Mid Management 
Bargaining Unit called back into work will receive four hours of time off 
between the end of their worked callback time and the start of their shift. If this 
four hours overlaps with the employee's scheduled start time, the employee 
will be paid regular pay for the overlap time. For example if an employee is 
called back into work and works until 3:30 a.m. they would not be expected to 
start work until 7:30 a.m. The employee would receive regular pay from their 
scheduled start time, 6:30 a.m. and their actual start time of 7:30 a.m. If the 
callback ended at 2:30 a.m. the employee would be expected to report to work 
at 6:30 and as a result would not be paid for any portion of the 4 hour rest 
period. 

24. PARKING 

The parties have a mutual interest in having employees provided with adequate, 
free and safe parking. To meet this interest, the County agrees to explore all 
options through the labor-management committee. 
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25. PERFORMANCE EVALUATION 

Performance evaluations should be completed on a regular basis but shall not 
cover a time period greater than one (1) year. Evaluations shall be reviewed with 
the employee on a timely basis, which ideally should be within thirty (30) days of 
the due date. This date is normally tied to the employee's salary anniversary date, 
even if the employee is at the top step of the salary schedule. If the due date is 
not met the performance evaluation may still be given to the employee and late or 
missed evaluations shall not be subject to the grievance procedure. While due to 
the fact that the missed or late performance evaluation is not subject to the 
grievance procedure, this does not affect Section 4, Subsection H "Step 
Advancements" of the Memorandum of Understanding. 
Evaluations may be given to probationary employees more often than once a year 
as long as the employee is notified prior to the actual evaluation review. Special 
evaluations may be given to any employee; however, the employee shall be 
notified in advance that a special performance evaluation will be given. 

Notwithstanding the above, when performance deficiencies exist, the individual 
responsible for completion of the performance evaluation shall advise the 
employee to be evaluated of: 1) any work related deficiency in a timely manner; 
2) remedies, if available, to correct such deficiency; and 3) provide reasonable 
assistance as practicable to help the employee overcome such deficiency. 

No performance evaluation shall be placed in the employee's personnel file which 
has not been discussed with the employee. 

26. PERSONAL PROPERTY DAMAGE PROCEDURE 

The parties agree that the County policy providing for reimbursement to personal 
property such as clothing damaged or destroyed in the line of duty and without 
employee negligence will continue with the specific understanding that normal 
wear and tear is not covered as reimbursable and that any and all disputes arising 
out of this process will be referred for resolution to a County Department Head 
mutually agreed upon. If the parties cannot agree on a particular Department 
Head, one will be selected by an alternate striking method. Normal wear and tear 
refers to the wearing out of articles of personal property or clothing that results 
over time and through no sudden or unusual occurrence such as line of duty 
accident. This covers the fact that many articles of clothing wear out with age and 
would be replaced in the normal course of our personal lives. 

27. REDUCTION-IN-FORCE 

Whenever in the judgment of the Board of Supervisors, it becomes necessary in 
the interest of economy or because the necessity for a position no longer exists, 
the Board of Supervisors may abolish a position or classification, and if necessary, 
reduce personnel by laying off employees without the filing of disciplinary charges 
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and without granting the employee the right of appeal except as accorded in these 
provisions. In reducing the number of employees every effort will be made to avoid 
displacing existing employees by allowing voluntary demotion or transfer to vacant 
positions. In laying off employees in the Classified Service the order of separation 
shall be based upon seniority as herein specified. 

The County will investigate any complaints regarding workplace retaliation or 
violation of the County Ethics policy as a result of a reduction-in-force including, 
but not limited to, the exercise of bumping rights, demotion, or transfer-in-lieu-of­
layoff or transfers across department lines. 

A. Alternatives to Layoffs 

B. 

C. 

Upon request of the Union, the County agrees to meet and confer with the 
Union prior to implementing any reduction-in-force action, to discuss 
alternatives to lay-off. 

Order of Separation 

Employees in the same classification and department shall be separated 
considering type of appointment and total continuous seniority with the least 
senior employee in any category of appointment being the first separated 
and with tied seniority scores broken as provided herein. 

The sequence of separation by appointment types shall be: 

1 . Provisional 
2. Extra-Help/Part-time (Extra Help positions may be maintained by 

mutual agreement of County and impacted bargaining unit) 
3. Trainee 
4. Regular Full-time 

As part of the reduction-in-force process the Chief Executive Office and the 
department implementing the reduction-in-force will review all of the 
department's Personal Service Contracts. Personal Service Contractors 
found to be performing similar work as an impacted classification may have 
their contract ended according to the provisions of the contract. 

Within regular full-time appointments, employees with probationary status 
(either initial County or classification) shall be laid off before employees with 
permanent status in the same classification regardless of relative seniority. 

Reduction-in-Force Seniority Procedure 

In calculating total continuous service for the County, those records which 
are maintained by the Chief Executive Office shall be utilized. However, 

40 



D. 

should there be a challenge to the validity of the calculations or cases of 
equal or near equal seniority, the Chief Executive Office may utilize such 
payroll or other records which may be on file with the Auditor-Controller's 
Office or other department. 

Continuous Service Defined 

Continuous service is defined as all service in the County regardless 
of classification and department. When there has been a permanent 
separation of 90 days or more credit shall be given only for full-time 
employment following such break in services. If an employee has a 
break in service less than 90 days, only the time before and after the 
break would count toward seniority time. Persons hired from a 
reduction-in-force reemployment list regain all previously earned 
seniority on the date of reemployment. 

Employees on approved leaves of absences without pay, 
catastrophic leave (donated time) or unpaid suspension shall retain 
seniority accumulated before the leave of absence. The first 60 
calendar days on the unpaid leave, catastrophic leave or suspension 
will be included in the seniority score computation. Time will be 
deducted starting the 61 st calendar day of such leave. Time spent 
on military leave is not deducted for the purposes of calculating 
seniority regardless of the length of such leave. 

Seniority Calculations 

Among permanent employees the order of layoff will be determined by the 
employee's seniority calculation in the following order: 

1. Employee with the greatest continuous full-time County service; 
2. Employee with the greatest seniority in the classification in which the 

reduction-in-force is being made and in higher classifications; 
3. Employee with the greatest seniority in the Department of the 

reduction-in-force; 
4. Seniority with extra help service included; and 
5. Employee whose name is drawn by lottery by the Chief Executive 

Officer or designee 

1. Calculation of Seniority for Full-Time Regular Employees 

Calculation of County Seniority means all continuous service 
in the County in a regular full-time position. Extra-help/part­
time service time is not counted in calculating regular full-time 
County seniority. 
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2. 

3. 

4. 

5. 

Service to the County including personal services contractor, 
unpaid volunteer/intern, or any service which is not in an 
employer-employee relationship does not count toward total 
County seniority. 

Calculation of Classification Seniority 

In the case of two or more employees with equal County 
seniority the order of layoff will then be determined by total 
continuous full-time service in the employee's current 
classification and higher ranking classification. Extra-help/ 
part-time is not counted in calculating classification seniority. 

Calculation of Department Seniority 

In the case of two or more employees with equal Classification 
Seniority the order of lay off will then be determined by total 
continuous full-time service in all positions held in the 
impacted department. Extra-help/part-time service is not 
counted in calculating Department Seniority. 

Extra Help Service Calculation 

In the event of a tie extra-help hours during continuous service 
will be included in the total Seniority calculation. Extra-help 
hours served on or after January 1, 1999, will be counted on 
an hour-for-hour basis with eight (8) hours as the equivalent 
of one (1) work day of service. Extra-help hours served prior 
to January 1, 1999, are not available in the existing payroll 
system and will be calculated at 2.86 hours a day per seven 
(7) calendar days of service (equivalent of 20 hours). 

Lottery 

Should the order of layoff not be determined in the calculation 
of County, Classification, Department or County Service with 
Extra-help hours included, an agreed upon lottery system will 
be used to determine the order of layoff. The County and the 
impacted bargaining unit(s) will meet and confer over the 
terms and conditions of the lottery process prior to each 
lottery. 

E. Written Notice 

Written notice of layoff shall be served by the Chief Executive Office on 
affected employees in person or by certified letter mailed to the last address 
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F. 

on file with the Chief Executive Office. Notice will be served or mailed at 
least twenty-one (21) calendar days prior to the effective date of the 
separation. Notice shall be deemed served upon return of a delivery receipt 
or receipt showing attempted delivery. 

Notice of probationary release to employees on Probation will be served by 
the Department Head. 

Demotion in Lieu of Layoff 

In lieu of being laid off, an employee may elect to voluntarily demote within 
the same department to a lower paid classification in the same series or to 
a classification previously held; this will require the department to have a 
vacant position available, or for the demoting employee to have more 
seniority than existing employees in the position in which they are demoting 
to. Employee must currently meet the minimum qualifications in order to 
demote to a classification previously held or within the classification series. 
Individuals with multiple demotion rights will be demoted to the highest 
classification previously held in the classification series. Less senior 
employees in the department who may be displaced as a result of demotion 
actions shall in turn be subject to the provisions of this section. In order to 
exercise these options, the employee affected must so advise the Chief 
Executive Officer/designee in writing no later than seven (7) working days 
after receiving notice of layoff. 

G. Transfer in Lieu of Layoff - Vacancy 

In lieu of being laid off, an employee may request to voluntarily transfer or 
demote to a vacant position in another department, in the same or 
comparable classification or to a classification previously held where the 
employee presently meets the minimum qualifications. Such requests 
require completion of the receiving Department's background process and 
approval by the gaining Department Head. (Department probation, if 
applicable, may be applied.) 

H. Transfer Across Department Lines - Filled Positions 

Employees may bump across department lines in only one circumstance. A 
permanent employee impacted by a reduction-in-force action, shall have 
the right to transfer to a position filled by a probationary employee if the 
position is in the same classification and if the less senior employee is on 
initial County probation. The employee electing to "bump" to the new County 
department may be required to complete the receiving Department's 
background process and to serve Department Probation for a period not to 
exceed six (6) months. The employee shall maintain his or her re­
employment rights within the Department he or she transferred from. 
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I. Re-employment 

For a period of eighteen (18) months from the effective date of layoff no 
regular position in the affected classification in the department involved shall 
be filled without first providing employees possessing rights to re­
employment with an opportunity to be rehired. During the period of April 6, 
2010 through June 30, 2012, the parties have agreed to extend re­
employment rights to three (3) years. 

Re-employment lists shall be in inverse order of lay-off with the most senior 
employee from amongst those laid-off rehired first. Such re-employment 
would be at the same salary step or the salary range assigned such 
classification and with the same seniority as the employee had earned at 
the time of layoff. Benefits paid out at the time of separation such as 
vacation or sick leave may be bought back at employee expense. Written 
notice of the re-employment opportunity shall be sent by certified mail to the 
last known-address of the former employee by the Department Head or 
designee. The former employee shall.have fourteen (14) calendar days to 
respond to the notice. 

J. Administrative Decisions 

K. 

The Chief Executive Officer is authorized to render decisions resolving 
questions of seniority, performance, and continuous service incident to the 
administration of this section. 

Special Circumstances 

Employees assigned to a position on the basis of bona fide occupational 
qualifications may be exempted from the reduction-in-force list for their 
classification where those skills are necessary to continue the level of 
service rendered by the program. 

L. Appeals 

Persons subject to layoff or demotion under these provisions may appeal to 
the Chief Executive Officer any allegation of error, fraud, irregularity or bias 
in the application of the reduction-in-force procedures. Any appeal 
submitted shall include the basis for the appeal. 

An informal appeal shall first be filed by the affected person to the County's 
Deputy Executive Officer of Human Resources within seven (7) days of 
receiving the notification of the reduction-in-force. The Deputy Executive 
Officer shall review the applicable MOU, County's Reduction-in-Force 
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Policy, and the seniority calculation methodology. The Deputy Executive 
Officer shall respond to the appeal request in writing. 

The affected person may appeal the Deputy Executive Officer's decision to 
the County's Chief Executive Officer, within seven (7) days after receipt of 
the Deputy Executive Officer's decision. The Chief Executive Officer shall 
respond to the appeal request in writing. 

Shall the affected individual wish to appeal the Chief Executive Officer's 
decision he/she may request a hearing with the Hearing Board established 
pursuant to Stanislaus County Ordinance Code 3.28.060 within seven (7) 
days of receipt of the Chief Executive Officer's decision. The appeal shall 
be filed with the Chief Executive Office Human Resources Division. The 
Chief Executive Office Human Resources Division shall forthwith transmit 
the appeal request to the Hearing Board. The Hearing Board shall within 
a reasonable time from the filing of the appeal, commence the hearing 
thereof and shall notify the interested parties of the time and place of the 
hearing at least five (5) days in advance thereof. 

At the hearing, both the appellant, and the County shall have the right to be 
heard publicly, to be represented by Counsel and to participate in the appeal 
process including presenting evidentiary facts. In certain situations in which 
an affected employee is disputing the seniority calculation of another 
employee both the affected employee who is disputing the seniority 
calculation and the employee whose seniority is being questioned may have 
the right to be present at the hearing subject to agreement from the affected 
labor organization and the County. The parties may agree to a hearing 
closed to the public and the Hearing Board may at any time exclude any 
person who may be a witness in the appeal under consideration. The 
hearing shall be informal and the Hearing Board shall not be bound by any 
of the rules of evidence governing trial procedure and State courts. The 
Hearing Board shall render a written decision, copy of which shall be 
transmitted to the Chief Executive Officer. The Chief Executive Officer shall 
serve a copy of the decision upon the appellant. The decision of the Hearing 
Board shall be final. 

Relevant provisions in Chapter 3.28.060 and 3.28.070 of the Ordinance 
Code of Stanislaus County shall govern the hearing process. 

Sick Leave Cash Out Provisions 

Employees with one (1) year of service or more who are laid off due to a 
reduction-in-force shall be eligible for twenty-five percent (25%) sick leave 
cash out upon termination from the County. 
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N. Unrepresented County Employees 

The Reduction-in-Force Policy does not apply to unrepresented, 
unclassified County employees. Unrepresented employees in the 
Community Services Agency and Department of Child Support Services 
who have property rights under the approved local merit system will have 
the reduction-in-force administered in compliance with County policies. In 
the event a reduction-in-force occurs where an unclassified, unrepresented 
employee may have demotion rights to a classified position, the County will 
meet and confer with the affected labor organizations over the impacts to 
the affected bargaining units. 

28. REINSTATEMENT 

An employee can transfer to a previously held regular, full-time position in either a 
higher or lower classification within one year of leaving the former position, with 
department head approval. 

29. RETIREMENT 

A. Retirement 

Miscellaneous Employees Tier 1 and Tier 4 Retirement Plan. Tier 4 
members are all Stanislaus County employees whose service commenced 
on or before June 30, 1980 and who were active Tier 1 members on March 
9, 2002. The current retirement benefit for Tier 4 members of the bargaining 
unit first employed prior to June 30, 1980 is approximately two percent (2%) 
at age 55 (per Government Code Section 31676.14), with final average 
salary calculated on the employee's highest consecutive twelve (12) 
months of service. 

Tier 1 members are all Stanislaus County employees who left County 
service prior to the time of the conversion (March 9, 2002), deferred their 
Tier 1 service, then returned to County service on or after January 1, 2011. 
The current retirement benefit for Tier 1 members of the bargaining unit 
most recently employed after January 1, 2011 is approximately two percent 
(2%) at age 57 (per Government Code Section 31676.12), with final 
average salary calculated on the employee's highest consecutive twelve 
(12) months of service. 

Miscellaneous Employees Tier 3. Tier 3 was available from April of 1986 
and was closed to new hires in March of 2002. There is no member 
contribution in Tier 3. The retirement benefit is based on a formula that 
uses age at retirement, total service credit, highest average monthly 
compensation in a thirty-six (36) month period (3 years) and the employee's 
estimated Social Security benefit at age 65. 
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B. 

Miscellaneous Employees Tier 5 Retirement Plan. The current 
retirement benefit for members of the bargaining unit employed prior to 
January 1, 2011 is approximately two percent (2%) at age 55 (per 
Government Code Section 31676.14), with final average salary calculated 
on the employee's highest consecutive twelve (12) months of service. 

Miscellaneous Employees Tier 2 Retirement Plan. The Tier 2 level of 
retirement benefits was reopened for all newly hired members of the 
bargaining unit effective January 1, 2011 through December 31, 2012. Tier 
2 benefits are established per Government Code Section 316761.1 
(approximately 2% at age 61) and final compensation will be based on the 
average of the highest wages earned in any thirty-six (36) consecutive 
months. 

Miscellaneous Employees PEPRA Tier 6 Retirement Plan. Pursuant to 
California Public Employees' Pension Reform Act of 2013 (PEPRA), the 
County shall provide the StanCERA Tier 6 retirement plan (2% at 62) for 
employees hired on or after January 1, 2013. Final compensation will be 
based on the average of the highest wages earned in any thirty-six (36) 
consecutive months. 

Employees who are rehired/reinstated with the County after the 
implementation of Tier 2 on January 1, 2011 or Tier 6 on January 1, 2013 
and have met the necessary membership criteria to be placed in their former 
retirement tier shall be eligible for placement in that former tier. In general, 
current legal standards allow rehired employees the opportunity to reinstate 
into their former retirement tier as long as the individual member either has 
left his retirement contributions on deposit since his prior period of County 
service or elects the redeposit of withdrawn retirement contributions plus 
applicable interest. The membership tier will depend on the 
employee's/member's individual circumstances and prior retirement 
selections. Employees who are rehired/reinstated with the County after 
January 1, 2011 are encouraged to confirm their membership status and 
retirement tier reinstatement options with StanCERA. 

Military Service Retirement Credit 

The County agrees to meet and confer upon Union request during the term 
of the agreement to discuss the option for employees to purchase military 
service credit for retirement service. The meet and confer process may 
involve the Stanislaus County Employee Retirement Association and other 
County bargaining units as necessary 
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30. SALARY/ADDITIONAL COMPENSATION 

A. Special Accrued Leave time (SALT) 

Employees who currently have Special Accrued Leave Time (SALT) on the 
books received from July 1, 2012 through June 30, 2014, will not expire. 
SALT does not have a vested cash value and may not be cashed out during 
employment or at the time of separation of employment. Department Heads 
may substitute the use of vacation with SALT as necessary, unless an 
employee is at 400 hours or more of vacation accrual. 

B. Compensation 

Mid-Management Supervisory Bargaining Unit 

The County will reduce the current salary deduction from 5% to 2% effective 
August 9, 2014 along with a corresponding reduction in annual SALT 
accruals from 40 hours per year to 16 hours per year effective the same 
day. 

The County will eliminate the remaining 2% salary deduction beginning the 
first full pay period on or after July 1, 2015, along with eliminating the 
remaining 16 hours of SALT accruals per year effective the same day in 
July 2015. 

Office Worker/Clerical Bargaining Unit, Crafts/Maintenance Institutional 
Bargaining Unit, Technical Services Bargaining Unit: 

The County will reduce the current salary deduction from 5% to 1 % the 
beginning of the first full pay period on or after November 1, 2014, along 
with a corresponding reduction in annual SALT accruals from 40 hours per 
year to 8 hours per year effective the same day. 

The County will eliminate the remaining 1 % salary deduction beginning the 
first full pay period on or after July 1, 2015, along with eliminating the 
remaining 8 hours of SALT accruals per year effective the same day in July 
2015. 

For all bargaining units within AFSCME, the County shall provide a 3% increase 
to the base salary beginning the first full pay period on or after July 1, 2018. 

For all bargaining units within AFSCME, the County shall provide a 3% increase 
to the base salary beginning the first full pay period on or after July 1, 2019. 

For all bargaining units within AFSCME, the County shall provide a 3% increase 
to the base salary beginning the first full pay period on or after July 1, 2020. 
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C. Additional Salary Increase/Equity Adjustments 

The classification of Librarian 111 shall receive approximately 5% salary 
adjustment sufficient to maintain the 10% spread between th is classification 
and that of Librarian II effective the start of the first pay period after July 1, 
2007. 

The classification of Physical Therapy Assistant/Certified Occupational 
Therapy Assistant shall receive a 15% equity pay adjustment effective the first 
full pay period on or after November 1, 2014. 

D. Retirement Contributions 

The provisions of 414H of the Internal Revenue Code will be applied to 
retirement contributions. 

E. Assignment Pay 

1. The following classifications shall receive an additional five percent 
(5%) inpatient compensation on an hour for hour basis when 
assigned to the Stanislaus Recovery Center (SRC), Community 
Emergency Response Team (CERT), and the Business Office in a 
locked facility: 

Family Service Specialist 
Staff Services Technician 
Administrative Clerk 1/11/111 

1. Employees in the classification of Supervising Maintenance 
Engineer/Building Services Supervisor and Maintenance Engineer 
1/11/111 assigned to the Adult or Juvenile Detention Facilities shall be 
eligible to receive an additional ten percent (10%) custodial facilities 
assignment pay. This pay shall be prorated on an hourly basis for 
each full hour of work performed in one of these locked facilities. 

2. An employee in the classification of Family Services Specialist 
1/11/111, Administrative Clerk 1/11/111, Legal Clerk I/1I/III/IV, Supervising 
Legal Clerk, Account Clerk 11/111, Administrative Secretary, 
Supervising Account Admin Clerk 1/11, Stock/Delivery Clerk 1/11, 
Storekeeper 1/11, Assistant Cook 1/11, Custodial Cook or Supervising 
Custodial Cook who is assigned to perform work in the Adult or 
Juvenile Detention Facilities shall be paid, in addition to regular 
salary, a custodial facility assignment pay often percent (10%). The 
custodial facility assignment pay shall be prorated on a minimum 
eight (8) hour shift basis. 
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3. A Sheriffs Department's locked housing facility is defined as 
working inside a secured inmate area (inmate medical, inmate 
housing, inmate programming area (Programs Account Clerk), 
booking, and intake) at the Public Safety Center West (PSC West), 
Public Safety Center East (PSC East), Minimum Housing, or the 
RE-Entry and Enhanced Alternative to Custody Training (REACT). 
The REACT Office Administration staff is not considered a locked 
housing facility. 

4. Employees in the classification of Senior Medical Records Clerk 
when formally and regularly assigned lead/supervisory duties shall 
be compensated a rate five percent (5%) higher than the salary 
range assigned this classification for these additional 
responsibilities. 

5. Employees in the classification of Software Developer/Analyst Ill 
shall be paid five percent (5%) additional compensation when 
assigned to act as project coordinator, including coordinating the 
work of other Software Developer/Analyst Ill's. 

6. Employees in the classification of Data Processor, Senior Data 
Processor, and Supervising Account/Administrative Clerk II shall 
receive five percent (5%) additional compensation under assigned 
dual word processing/data entry and/or computer operation duties. 

7. The Sheriff will designate a number of specialized assignments in 
Records and Identification Division to receive up to an additional 5% 
Project/Assignment Pay. Such assignment pay shall be approved 
by the Sheriff based on the unique requirements of the position to 
include specialized training and job knowledge required to perform 
the work. The additional project pay may be reassigned to 
individuals performing the work based on the needs of the 
department and skill level of the individual. 

8. The Director of Parks will designate a number of specialized 
assignments to receive Project Pay of up to 5%. These 
assignments will include: · 

Certification from the State Water Resource Control Board of 
California as: 
Waste Water Treatment Plant Operator Grade 1 or higher, 
Water Treatment Plant Operator Grade 1 or higher, 
Water Distribution Operation Guide Grade 1 or higher, 
Certification in: 
Back-flow Prevention Device Tester, 
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Playground Equipment Safety Inspector, 
Pool Operator, and 
Arborist 

9. Employees in the classification of Medical Investigator who are 
certified in Phlebotomy shall receive two percent (2) additional pay 
when required by management to perform phlebotomy duties. 

10. Employees in the classification of Medical Investigator when 
assigned to Adult or Juvenile Detention Facilities shall be eligible to 
receive an additional five percent (5%) criminal custodial facilities 
assignment pay. This pay shall be prorated on an hourly basis for 
each full hour of work performed in one of these locked criminal 
facilities. 

11. Librarian Ill's acting as branch leads who are assigned supervisory 
responsibilities, including evaluations, shall receive five percent 
(5%) assignment pay when performing in such capacity. 

Supervisory Salary Differential 

The County agrees to continue its past practice of maintaining at least ten 
percent (10%) base salary differential between supervisory classifications 
assigned to the Mid-management/Supervisory bargaining unit and the 
classification of the highest paid subordinate. When determining the 
minimum 10% spread it shall be based upon a comparison of salaries paid 
at step 5 between the two classifications in question. 

The ten percent (10%) minimum salary differential between a supervisory 
and subordinate classification may not be maintained when a non-Local #10 
represented classification receives a salary adjustment which decreases 
the ten percent (10%) minimum differential, and the supervisory 
classification will receive an already approved increase later which would 
re-establish the minimum ten percent (10%) differential. 

G. Shift Differential 

Unless otherwise specified, all employees who are assigned to regularly 
scheduled shifts during the time periods are specified herein shall be eligible 
to receive shift differential. 

1. Represented employees assigned to work shifts where 50% or more of 
the scheduled hours fall between 3:00 p.m. and 11 :00 p.m. shall receive 
additional compensation of five percent (5%) for the entire work shift. 
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SCHEDULED 
HOURS 

Sam-5 om 
9 am- 7:30 om 
10 am-8 om 
11 am-8 om 
3pm-3 am 
6 pm-3 am 

6 pm-4:30 am 
9 om-6 am 

11 pm-11 am 
2 am-11 am 
6 am-3 pm 

2. Represented employees assigned to work shifts where 50% or more of 
the scheduled hours fall between 11 :00 p.m. and 7:00 a.m. shall receive 
additional compensation of seven-and-one-half percent (7.5%) for the 
entire work shift. 

3. Eligibility for shift differential is based on the total scheduled hours during 
the shift, regardless of lunch or break periods, where 50% or more of the 
scheduled hours fall within the shift differential time periods in 1 and 2 
above. For example: 

HOURS HOURS IN 50% OR MORE 
MIDDLE SHIFT TOTAL BEFORE/AFTER HOURS IN SHIFT OF DIFFERENTIAL HOURS IN SHIFT DIFFERENTIAL SHIFT ELIGIBILITY 
SHIFT PERIOD SHIFT DIFFERENTIAL PERIOD DIFFERENTIAL 

PERIOD PERIOD 
12:30 om N/A 9 hours N/A N/A No Not eligible 
2:15 om N/A 10.5 hours N/A N/A No Not eligible 
3:00 om 3 om-11 pm 10 hours 5 hours 5 hours Yes 5% 
3:30 om 3 om-11 om 9 hours 4 hours 5 hours Yes 5% 
9:00 om 3 om-11 pm 12 hours 4 hours 8 hours Yes 5% 
10:30 om 3 om-11 pm 9 hours 4 hours 5 hours Yes 5% 
11:15 om 11 pm- 7 am 10.5 hours 5 hours 5.5 hours Yes 7.5% 
1:30 am 11 om- 7 am 9 hours 2 hours 7 hours Yes 7.5% 
5:00 am 11 om- 7 am 12 hours 4 hours 8 hours Yes 7.5% 
6:30 am 11 om- 7 am 9 hours 4 hours 5 hours Yes 7.5% 
10:30 am N/A 9 hours N/A N/A No Not eligible 

The middle of the scheduled shift, regardless of lunch or break periods, 
determines which shift differential time period the shift may be eligible 
for. To determine the middle of the shift, take the total scheduled hours 
and divide by two. Then add that number to the start time of the shift. 
This time (middle of the shift) determines which shift differential time 
period would be paid if eligible. 

Employees assigned to work a double shift at the Sheriff's Department 
shall be eligible for shift differential as defined above for each separate 
shift. Work shifts will not be combined to determine the middle of the 
shift. 

For example: 

8 a.m. to 5 p.m. is a total of 9 hours. 9 hours divided by 2 equals 4.5 
hours. 8 a.m. plus 4.5 hours is 12:30. This shift is not eligible for any 
shift differential pay. 

10 a.m. to 8 p.m. is a total of 10 hours. 10 divided by 2 equals 5 hours. 
10 a.m. plus 5 hours is 3 p.m. This shift is eligible for the 3 p.m. - 11 
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H. 

I. 

J. 

p.m. shift differential. 10 a.m. to 3 p.m. is 5 hours and 3 p.m. to 8 p.m. 
is 5 hours so 50% or more hours fall within the shift differential period so 
5% would be paid for the entire shift. 

11 p.m. to 11 a.m. is a total of 12 hours. 12 divided by 2 equals 6 hours. 
11 p.m. plus 6 hours is 5 a.m. This shift is eligible for the 11 p.m. - 7 
a.m. shift differential. 11 p.m. to 7 a.m. is 8 hours and 7 a.m. to 11 a.m. 
is 4 hours so 50% or more hours falls within the shift differential period 
so 7.5% would be paid for the entire shift. 

Salary During Probation Period Release and Voluntary Demotion 

The parties agree that the County's salary policy applied to employees 
dismissed during probationary service from a position to which he or she 
had been demoted, promoted or transferred, will be clarified as follows. 
Such an employee's salary shall be returned to the step in the same 
appropriate salary range as had been held prior to the promotion, demotion 
or transfer. The employee's salary review date, if applicable, shall be 
adjusted by the equivalent number of calendar days during which an 
employee did not hold the classification to which he or she is returning. The 
provisions of this section shall also apply to the salary of any employee who 
voluntarily demotes to a new or former classification within one year of 
appointment to the higher class. 

Salary Administration 

Employees shall be eligible for advancement to the second step of their 
salary range on their anniversary date after one year of continuous service 
in the first step. Eligibility for advancement to subsequent salary steps will 
thereafter be based on one year of satisfactory continuous service at the 
prior step until the employee reaches the maximum salary step of the 
appropriate salary range. 

Employees who have requested a reclassification study and have had it 
denied by their manager or Department Head, may notify the Union if they 
believe they are working out of class. The Union may then contact the Chief 
Executive Office to request a review of the employee's classification to 
assure the employee is not working out of class. 

Step Advancements 

If a County department fails to complete the necessary forms to either 
approve or deny a step advancement within thirty-one (31) days of the date 
the individual would be eligible, the increase will be implemented by the 
Chief Executive Office retroactive to the date the step increase was due. 
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K. Anniversary Date 

L. 

Any unprotected leave of absence without pay, or other unprotected time 
off without pay exceeding fifteen (15) calendar days, shall cause the 
employee's date of eligibility for increased vacation accruals to be 
postponed by the equivalent number of days to the nearest number of days 
for which the leave of absence was granted. Employees who are on a 
protected, unpaid leave of absence qualifying for leave under the Family 
Medical Leave Act (FMLA), California Family Rights Act (CFRA), or 
Pregnancy Disability Leave (POL) shall not have his/her anniversary date 
postponed. Vacation accrual while on an unpaid leave of absence will be 
extended on a day-for day basis for all unprotected, unpaid time exceeding 
15 calendar days. For example, if an employee was in an unpaid status for 
16 days, his or her date for increased vacation accruals would be extended 
by one day 

Salary on Promotion 

The County shall guarantee a five percent (5%) salary increase on 
promotion in accordance with Stanislaus County Code Section 3.24.040. 
However, an exception to this provision shall be made if the step to which 
the employee is promoted is six cents ($0.06) or less per hour under the 
minimum five percent (5%) increase. This provision shall apply when 
promotions to classifications within the bargaining unit occur or promotion 
to classifications assigned to bargaining units containing this provision. 

31. SEVERABILITY 

It is not the intent of the parties hereto to violate any laws, rulings or regulations of 
any governmental authority or agency having jurisdiction over the subjects of this 
collective bargaining agreement, and the parties hereto agree that in the event that 
any provisions of this agreement are finally held or determined to be illegal or void 
as being in contravention of any such laws, rulings or regulations, nevertheless, 
the remainder of the agreement shall remain in full force and effect unless the parts 
so found to be void are wholly inseparable from the remaining portion of this 
agreement. 

32. SICK LEAVE/BEREAVEMENT LEAVE 

A. Prior Policies 

The parties agree that County sick leave policies in effect immediately prior 
to the commencement of this agreement shall continue in effect during the 
course of this agreement. Notwithstanding the above, the parties 
acknowledge their mutual interest in developing policies and procedures to 
insure that sick leave benefits are not misused and continue being available 
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as an important fringe benefit. Toward that end, the parties have agreed to 
work cooperatively on proposals to improve or make more uniform County 
sick leave policies in the various departments and agree that sick leave 
policies may be amended during the life of this agreement upon such mutual 
consent. 

B. Sick Leave Cash Out 

C. 

1. Employees who leave County service as a result of death, disability, 
retirement, or service retirement shall receive cash for up to 600 
hours or the individual cap as described in Subsection C below, of 
accrued, but unused sick leave on the books at the rate of 50% of 
the salary equivalent for such sick leave. 

2. Employees with more than six (6) years of service as a "regular" 
employee shall receive cash for up to 600 hours, or the individual 
cap, as described in Subsection C below, of accrued, but unused 
sick leave on the books at the rate of 25% of the salary equivalent of 
such sick leave upon terminating County service for any reason other 
than retirement as described above. 

3. Employees in a "regular" employment status for six years or less who 
terminate County service for all other reasons, including but not 
limited to deferred retirement, resignation and discharge, are not 
eligible to receive any cash out of unused sick leave. 

4. Employees with one year or more of service, as provided by the 
Stanislaus County Code, who are laid off due to a reduction-in-force 
action as provided by the County Reduction-in-Force Policy shall be 
eligible for the twenty-five percent (25%) sick leave cash out up to 
600 hours or the individual cap as described below. Further, the 
section should be amended to provide that any employee, regardless 
of the length of service who is discharged from County service for 
cause, shall not be eligible for any cash out of accrued but unused 
sick leave. 

Cash Out Cap 

The maximum amount of sick leave that shall be applied toward the cash 
out provisions as provided for herein shall be 600 hours. For example, if an 
employee retires from County service, he or she would be cashed out for 
50% of 600 hours, i.e. 300 hours. An employee will continue to accrue sick 
leave above the 600 hours, and may use this sick leave in accordance with 
County policy, but will only be able to cash out the allowable maximum. 
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Any employee who has accrued time in excess of 600 hours, upon leaving 
County service, may cash out the amount of time accrued as of the pay 
period ending January 6, 1995, or the end of the last pay period in October, 
1994, whichever is greater, consistent with County and applicable MOU 
provisions. The total sick leave accrual as determined above shall become 
the employee's individual maximum or cap for sick leave cash out purposes 
while the employee remains in the continuous employment of the County. 
For example, if the employee had 1,000 hours on the date the cash out 
maximum took effect, he or she would be cashed out for 50% of 1000 hours, 
i.e. 500 hours upon retirement. Any time accrued and in excess of this 
individual cap will not be subject to cash out. 
The purpose of this provision is to place a ceiling on the County's cash out 
liability for sick leave while maintaining unlimited accrual of sick leave for 
catastrophic illness. 

D. Sick Leave Occurrence 

Doctor and dental visits not associated with time off because of illness will 
not be counted as an "occurrence" in tabulating the number of 
"occurrences" necessary to activate the mandatory provision of doctor's 
excuses in county departments. However, employees are encouraged to 
make every effort to schedule routine, non-emergency medical 
appointments at times other than during work hours. 

E. Use of Accumulated Time 

F. 

Employees covered by this memorandum shall be allowed to use 
accumulated compensatory time off, vacation or holiday time whenever 
accumulated sick leave time is not adequate to cover medical absences. 
Use of accumulated time shall not be unreasonably denied by the 
Department Head. 

Bereavement Leave 

Stanislaus County Code Section 3.40.010 covers bereavement leave, 
which generally states, in the event of a death in the employee's immediate 
family, bereavement leave, not to exceed forty (40) working hours granted 
to the employee without charge to sick leave. The number of hours granted 
will be approved by the Department Head or designee based upon the 
circumstances of the individual occurrence. 

Immediate family normally mean: parent, spouse, registered domestic 
partner, children, siblings, grandparents including great grandparents, 
grandchildren, current step-relationships and in-law relationships; however, 
for reasons held to be sufficient by the employee's Department Head and 
approved by the Chief Executive Officer, this definition may be expanded to 
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H. 
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include other persons with whom the employee had enjoyed a parent or 
family-like relationship. 

Providing Doctor's Verification of Illness 

Stanislaus County Code Section 3.40.020, "Certification Required" provides 
that: "An employee shall furnish a certificate issued by a licensed physician 
or other satisfactory proof of illness upon the request of the Department 
Head concerned." Should a Department Head or his or her designee 
determine that a doctor's excuse will be required, the employee will be 
notified of the requirement in advance of his or her return to work. The 
employee shall not be asked after the fact to submit a doctor's excuse upon 
his or her return to work. Notwithstanding the above, an employee who has 
certified on a certificate of illness form that he or she was seen by a 
physician, may be required to provide a certificate issued by a licensed 
physician or other satisfactory proof if a Department Head or his or her 
designee reasonably believes the employee did not see a physician. 

Calling in to Report Absences 

Employees who have submitted a doctor's verification of illness which 
specifies the days an employee cannot work, or specifies the date the 
employee may return to work, and the verification has been accepted by the 
department and the employee has been informed that the leave has been 
approved, shall not be required to call his/her employer each day to report 
his or her absence. 

Phone Calls to Ill Employees 

Supervisors shall refrain from calling employees at home when the 
employee has properly followed the Department's procedure for reporting 
absences due to illnesses or injury. The supervisor shall only call an ill 
employee if the supervisor has a legitimate reason to doubt the reason for 
the absence or to clarify the employee's return date. 

The practice is not intended to preclude a supervisor from calling an ill 
employee to determine if the employee, who may be on an extended 
absence, is able to return to a modified "light duty" assignment. This 
practice shall also not preclude occasional calls to employees at home 
regarding matters directly related to the employee's work. 

Conversion of Sick Leave Cash Out Benefits to Health Insurance Upon 
Retirement 

If the County establishes a program which allows for the conversion of sick 
leave cash out benefits to cover the cost of health premiums upon 
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K. 

retirement, that program will be made available to all employees covered by 
this agreement. This program must meet the criteria of the Auditor­
Controller for tax purposes. 

Sick Leave Incentive Program 

The County agrees to meet and confer upon union request during the term 
of the agreement to discuss proposals for the conversion of sick leave to 
vacation leave or to discuss proposals for a sick leave incentive program 

33. UNIFORM 

A. Safety Shoe Program 

The County agrees to continue the existing safety shoe program as 
established by the County Safety Committee. The program provides for 
reimbursement up to $180.00 annually for employees who are required to 
wear protective safety shoes. Any increases in the annual reimbursement 
amount approved by the County Safety Committee will also be provided to 
AFSCME represented bargaining units. The County agrees to meet and 
confer upon the union's request during the term of the current agreement to 
discuss the annual reimbursement rate. 

B. Custodial Cooks 

C. 

D. 

The parties agree that the uniform allowance for Custodial Cooks and 
Supervising Custodial Cooks in the Sheriffs Department Custodial Facilities 
shall be two hundred seventy five dollars ($275.00) per year, prorated on a 
monthly basis. 

Park Supervisor/Park Maintenance Worker Shirts 

The County will provide two shirts to each Park Maintenance Worker 1/11/111 
and Park Supervisor in each fiscal year. 

Crime Analyst Technician/Field Services 

Effective the first of the month after Board approval of the agreement, the 
parties agree that the classification of Crime Analyst Technician/Field 
Services will receive a uniform allowance in the amount of five hundred forty 
dollars ($540.00) yearly. This amount will be prorated for the first year. 
Following the first year the allowance will be paid at forty-five dollars 
($45.00) per month. New Crime Analyst Technicians/Field Services, who 
have not been promoted from the position of Community Services Officer, 
will receive an additional one-time allowance of two hundred dollars 
($200.00), upon appointment. In the future, should the Sheriff require Crime 
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F. 

G. 

Analysis Technicians/Field Services to wear regular dress uniforms, the 
amount of the uniform allowance shall increase to seven hundred eighty 
dollars ($780.00) yearly and will be paid at sixty five dollars ($65.00) per 
month. 

Animal Services Operations Supervisor 

Effective July 1, 2001, the County shall provide a voucher uniform 
allowance, in lieu of cash payment, in the amount of $780 annually for the 
classification of Animal Services Operations Supervisor. Newly hired 
employees in the classification shall receive an additional allowance of 
$200.00. In addition, current employees shall receive a one-time $200.00 
voucher credit in recognition of the uniform change. Voucher credits shall 
not accrue from year to year. If during the transition year, uniform allowance 
was paid directly to the employee, the amount paid shall be subtracted from 
the voucher amount. 

Deputy Zoning Enforcement Officer (Graffiti Abatement) 

The Probation Department shall continue to provide required uniforms for 
the Deputy Zoning Enforcement Officer assigned to the Graffiti Abatement 
program 

Prescription Safety Eyewear 

All AFSCME represented bargaining units that wear prescription glasses 
and are required to wear safety eyewear while on the job will be reimbursed 
for the purchase of prescription safety glasses or goggles. Reimbursement 
will not exceed one hundred twenty dollars ($120.00) annually for single or 
double correction. The County agrees to evaluate the current market cost 
of prescription glasses and submit it to the County Safety Board for review. 

34. VACATION/HOLIDAYS 

A Vacation and Optional Holiday Time 

Any optional holiday time on the books for an employee as of December 31, 
1983, will not be lost to the employee. Rather, such accrued holiday time 
may be taken as time off, cashed out with the approval of the employee, the 
Department Head and the County Auditor-Controller, or "frozen" and left on 
the books to be cashed out upon the employee's termination. 

Eight (8) hours of vacation credit for holidays will be given during the 
bi-weekly period in which the holiday occurs. The exceptions to this are: 
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1. New hires or employees who return from leave of absence will 
receive vacation credit for a holiday if the first day worked is on or 
before the holiday. 

2. Terminated or discharged employees, or those beginning an unpaid 
leave of absence, will accrue vacation credit for a holiday if the last 
day for which pay is received falls after the holiday, or if the last day 
worked falls on the holiday. 

3. Employees on disciplinary suspension without pay will not receive 
vacation credit for a holiday occurring during the period without pay. 

4. Employees taking time off without pay will not accrue the holiday if 
they are on an unpaid status during the major portion of the pay 
period. 

Employees who work on a holiday will receive equivalent vacation time 
credit. Equivalent vacation time credit will also apply when a holiday falls on 
a Saturday for those working Monday through Friday schedules. 

Employees with less than six months of service in a regular position, who 
work on a designated holiday may be able to use the accrued vacation time 
earned for work on the holiday, subject to Department Head approval. 

B. Vacation Accumulation Rate 

The parties agree that vacation hours shall accrue each pay period, in 
accordance with County Code provisions as follows: 

• 3.08 hours - first 2 years (2 weeks per year) 
• 4.62 hours - 3 years through 10 years (3 weeks per year) 
• 6.16 hours - 11 years through 20 years (4 weeks per year) 
• 7.70 hours - 21 years and above (5 weeks per year) 

In addition to the above accruals, the parties agree that employees shall 
accrue .62 hours per pay period due to the conversion of the annual sixteen 
(16) hours "special vacation" time. 

Effective November 6, 2001, vacation accumulation rates will be modified 
for employees who are on an unpaid leave of absence. The modification 
will provide that employee vacation accumulation rates upon return to duty 
from an unpaid leave of absence will be extended on a day-for-day basis 
for all unpaid time exceeding fifteen (15) calendar days. For example, if an 
employee was in an unpaid status for sixteen (16) days, his or her date for 
increased vacation accruals would be extended by one day. 
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C. Vacation Accumulation Maximum 

D. 

Employees will not be allowed to accrue more than four hundred fifty (450) 
hours of vacation time. Employees shall be notified of vacation accrual 
balances through the employee's paycheck advice notice. Employees are 
encouraged to request vacation upon nearing the vacation accumulation 
maximum of four hundred fifty (450) hours. Management will make a good 
faith effort to approve the requests. If the employee does make a good faith 
effort to request vacation time and the request is denied or cancelled for 
employees close to the maximum by the department, up to eighty hours of 
vacation time may be cashed out. It is understood that employees may 
have to request vacation time outside of high use times, i.e. holiday seasons 
and summer months. 

Employees who have reached the four hundred fifty (450) hour vacation 
accumulation maximum shall not accrue any additional vacation time. 
Accrual of vacation time shall again commence in the pay period that the 
employee's vacation time has fallen below the four hundred fifty (450) hour 
maximum and continue until the maximum is reached again. 

It is the policy of the County that employees take their normal vacation each 
year; provided, however, that for reasons deemed sufficient by their 
Department Head, an employee may, with the consent of the Department 
Head, take less than the normal vacation time with a correspondingly longer 
vacation the following year. However, in no event shall an employee accrue 
any vacation time above the 450 hour maximum. 

Request for Vacation Use 

The Department Head or his/her designee shall approve or deny written 
requests for vacation as soon as possible, but not later than 15 calendar 
days after receipt of the request. Requests for vacation shall not be 
unreasonably denied. Department heads or their designee may elect to 
change vacation time to sick leave upon the request of the employee, if the 
employee was sick during a pre-approved vacation. 

E. Limited Cash Conversion of Vacation 

Employees with 100 or more hours of accrued vacation on the records may 
request conversion into cash payment of up to 40 hours of accrued vacation 
once in a fiscal year. Employees with 200 or more hours of accrued 
vacation on the records may request conversion into cash payment of up to 
60 hours of accrued vacation once in a fiscal year. Such conversions will be 
granted upon approval of the Department Head in consideration of the 
department's budget constraints and the Auditor-Controller. The vacation 
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conversion request shall not be unreasonably denied. The fiscal year is 
defined as July 1, through June 30th of the following year. 

Custodial Cook Vacation Cash Out Upon Termination/Retirement 

Custodial Facility assignment pay shall be included in the final vacation 
cash out for employees in the classification of Custodial Cook and 
Supervising Custodial Cook. This cash out provision shall not apply to 
employees who are released from probationary status or discharged for 
cause. 

Holidays Declared by the President and Governor 

The parties agree that only the immediate days of mourning or a holiday 
declared by the President of the United States and the Governor of 
California will be considered County holidays in addition to the specific list 
of holidays already present in the County Code. 

Holiday Pay 

Employees working on a designated County holiday as outlined below 
(Section 35-1) will receive compensation for such work at the rate of time­
and-one-half pursuant to the overtime payment policies of the County for 
each hour worked on the holiday, up to the maximum value of the individual 
holiday. Hours worked on a holiday beyond the maximum value of the 
individual holiday shall not be paid at the time-and-one-half rate. 

Holiday-County Code 

Dates Observed: 

• January 1, New Year's Day 
• The third Monday in January, Martin Luther King Day 
• The third Monday in February, Washington's Birthday 
• The last Monday in May, Memorial Day 
• July 4, Independence Day 
• The first Monday in September, Labor Day 
• November 11, Veterans Day 
• November ___ (the 4th Thursday of the Month designated as 

Thanksgiving) 
• The day after Thanksgiving Day 
• December 24, Christmas Eve (See Christmas Eve below) 
• Dec 25, Christmas Day 
• Every Monday following a Sunday which falls on January 1, July 4, 

November 11, or December 25. 

62 



• Every Friday preceding a Saturday which falls on January 1, July 4, or 
November 11. 

Christmas Eve: 
Christmas Eve is only considered a holiday (eight hours) when 
Christmas Eve falls during an employee's regular work schedule. 
Employees who work Monday through Friday, will be provided with eight 
(8) hours when Christmas Eve falls Monday through Friday. Employees 
required to work full shifts as part of a regular work schedule when 
Christmas Eve falls on a Saturday or Sunday shall be provided eight (8) 
hours (example: Tuesday through Saturday schedule and Christmas 
Eve falls on a Saturday). 

Eight (8) hours of holiday credit will be give when an employee physically 
works a full shift on Christmas Eve. 

35. WELFARE REFORM ACT 

The County agrees to abide by the regulations in Welfare and Institutions Code 
Section 11320 et seq., or any applicable Federal or State laws/regulations, relating 
to employment protections for current workers, when implementing its employment 
or training program positions pursuant to the mandates of the Welfare Reform Act. 

36. WORK SCHEDULE 

A. Alternate Work Schedules 

In keeping with the County's mission of providing service to internal and 
external customers, each department has the authority to examine, on a 
case-by-case basis, the implementation of alternate work schedules. 

B. Public Works 

Employees in the Department of Public Works assigned to a work schedule 
involving a four (4) day, ten (10) hour per day work schedule (Monday 
through Thursday) agree that this schedule may be amended from time to 
time by the Director of Public Works to a Tuesday through Friday work 
schedule upon a minimum of seven (7) calendar days advance notice from 
the Director. The intent of this subsection is to provide the County with the 
staff resources to complete particular projects in an expeditious manner in 
a situation where a project is close to completion. 

C. Shift Assignments/Rotation 

The County agrees to meet and confer with the union on the creation of new 
policies for shift assignment/rotation. Upon request of the union, the County 
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agrees to meet and confer with the union on existing policies regarding shift 
assignment/rotation. 

37. WORKERS' COMPENSATION 

A. Supplement Temporary Disability Benefits with Leave Time 

8. 

The parties agree that employees receiving temporary disability payments 
will have the option to request that those payments be supplemented by 
charges against any holiday, vacation, or compensatory time off hours 
which the employee has accrued up to a level that will provide the employee 
with compensation not exceeding the employee's base salary. 

Release Time for Doctor's Appointments 

Employees who are at work shall be granted release time when they are 
directed by the county to attend a medical appointment during the 
employees regularly schedule work time. No overtime liability shall be 
incurred by the County if the appointment extends beyond the employee's 
normal work hours. The employee must notify his or her immediate 
supervisor of the appointment. 

38. FULL UNDERSTANDING 

It is understood by the parties that these provisions fully set forth the agreement of 
the parties in the matter of wages, hours, terms and conditions of employment as 
herein specified. Parties agree that these understandings may be amended by 
subsequent agreement of the parties. 
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Attachment A 
Bargaining Unit Classifications as of July 27, 2018 

Mid-Management/ Supervisory 

Mid-Management/ Supervisory Accountant Ill Accountant Ill 

Mid-Management/ Supervisory Accounting Supv 

Mid-Management/ Supervisory Aging Program Spec 

Mid-Management/ Supervisory Animal Svc Oper Supv 

Mid-Management/ Supervisory Assoc Civil Eng/Assoc Surveyor c Surveyor 

Mid-Management/ Supervisory Assoc Planner 

Mid-Management/ Supervisory Asst Engineer/Surveyor urveyor 

Mid-Management/ Supervisory Behavioral Health Coordinator oordinator 

Mid-Management/ Supervisory Building Serv Supv 

Mid-Management/ Supervisory 

Mid-Management/ Supervisory Cadastral Supervisor 

Mid-Management/ Supervisory Chaplain 

Mid-Management/ Supervisory Child Support Supervisor 

Mid-Management/ Supervisory Clerical Division Supv 

Mid-Management/ Supervisory Communicable Disease Spec 

Mid-Management/ Supervisory Conservator Investigator Supv 

Mid-Management/ Supervisory Dir Of Volunteer Serv 

Mid-Management/ Supervisory Family Services Supervisor 

Mid-Management/ Supervisory Heavy Equip Mntc Supv 

Mid-Management/ Supervisory Landfill Lead Worker 

Mid-Management/ Supervisory Lead Equip Mechanic 

Mid-Management/ Supervisory Librarian Ill 

Mid-Management/ Supervisory 

Mid-Management/ Supervisory Med Records Coordinator 

Mid-Management/ Supervisory Med Records Spec 

Mid-Management/ Supervisory 

Mid-Management/ Supervisory Plan Check Engineer 

Mid-Management/ Supervisory Road Supv 

Mid-Management/ Supervisory Sheriff's Support Serv. Supv. 

Mid-Management/ Supervisory Social Worker Supv I 

Mid-Management/ Supervisory Social Worker Supv II 

Mid-Management/ Supervisory Special Investigator Ill 

Mid-Management/ Supervisory Sr Application Specialist 

Mid-Management/ Supervisory Sr Appraiser 

Mid-Management/ Supervisory Sr Auditor-Appraiser 

Mid-Management/ Supervisory Sr Buyer 
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5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -5 Mid-Management/ Supervisory -8 Office Worker/ Clerical -8 Office Worker/ Clerical -8 Office Worker/ Clerical -8 Office Worker/ Clerical 
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ATTACHMENT B 

STANISLAUS COUNTY 
HEALTH INSURANCE AGREEMENT 

Health Insurance Agreement Between Stanislaus County 
and the 

August 31, 2017 
California Nurses 

Association 
County Attorneys' 

Association 
Stanislaus County Deputy Probation Officers 

Association 
Stanislaus County Deputy Sheriffs' 

Association 
Stanislaus County Employees Association/AFSCME 

Local10 
Stanislaus County Sheriff's Supervisors Association 

Stanislaus Regional Emergency Dispatchers' 
Association Stanislaus County Sheriff's Management 
Association Stanislaus County Probation Correction 

Officers Association 

September 14, 2017 
District Attorney Investigators Association 

1. Term of the Agreement 

This agreement shall remain in full force and effect for the period of January 1, 2018 
through 
December 31, 2020, unless extended by mutual agreement of the parties. 

2. Medical Insurance 

For the term of this agreement, the County will offer the following four medical 
plan options based on employee residency at the time of open enrollment: 

Within Stanislaus County Partners-in-Health Local Service Area 

• Stanislaus County Partners-in-Health EPO 
• Stanislaus County Partners-in-Health HDHP 

Outside Stanislaus County Partners-in-Health Local Service Area 

• United Healthcare (UHC) EPO 
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• United Healthcare (UHC) HDHP 

For employees enrolled in an EPO plan, the County shall contribute an amount 
equal to 
80% of the EPO plan premium at each level of coverage. 

For employees enrolled in a High Deductible Health Plan, the County shall 
contribute an amount equal to 95% of the HDHP plan premium at each level of 
coverage. 

The County will also fund individual Health Savings Accounts (HSA) in the 
following amounts: 

Employee only - $1,250 annually 
Employee +1 - $2,100 annually 
Family - $2,100 annually 

HSA contributions will be made as a lump sum equivalent to six months of the 
annual contribution processed on the first payroll cycle paid in January of each 
year, and then semi-monthly beginning in July. For the period of January 
through June, the County will make no additional HSA contributions to 
employees' accounts after the initial lump-sum contribution unless there is a 
change in family status. The last six months of HSA contributions will begin in 
July and will be included in employees' biweekly benefit-eligible paychecks. 
Employees are responsible for paying any account related fees on their 
individual Health Savings Account (up to $2.75 monthly as of September 2017). 

The County will only provide one County-provided HSA contribution to two 
employees who are married together. Therefore, if two employees who are 
married together want separate medical plans, one employee must choose an 
EPO plan and the other employee must choose a HDHP plan. 

Participants enrolled in HDHP plan options are subject to deductible payments 
and co- pays, which may be reimbursable through HSAs subject to available 
balances. Please refer to the specific plan documents to confirm deductibles and 
co-payments for each plan option. 

The parties recognize that health insurance providers may institute benefit 
changes that are not within the control of the County. 

3. Medical Premium Rates 

The County will continue to establish medical insurance premium rates each year 
based on actuarial and underwriting recommendations. The County reserves the 
right to adjust medical insurance premium rates based on these 
recommendations. Medical insurance rates for the 2018 plan year will not exceed 
those rates provided to bargaining units during the meet and confer process on 
August 24, 2017. 
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4. Medical Plan Design Changes 

The medical benefit plan design and co-pays will remain unchanged during the 
term of this agreement with the exception of the addition of Applied Behavioral 
Analysis (ABA) treatment for Autism as a covered expense and those changes 
which may be required by law during the term of this agreement. 

The annual out-of-pocket maximums for SCPH and UHC (Individual/Family) 
HDHP plans are as follows: 

In-Network SCPH and UHC 
$3,000 I $6,000 

Out-of-Network UHC 
$5,000 I $10,000 

The annual out-of-pocket maximums for SCPH and UHC (Individual/Family) EPO 
plans are as follows: 

SCPH and UHC 
$1,500 I $3,000 

Should the IRS inflation adjusted limits increase the minimum annual deductible 
for high deductible health plans, the County will apply the appropriate changes to 
our plans with no additional County contribution to the HSA. County HSA 
contributions are fixed during the term of this agreement irrespective of potential 
regulatory changes to the deductible. 

5. Medical Premium Reimbursement 

The County has agreed to continue the medical premium reimbursement (MPR) 
program for the term of this agreement. Effective December 31, 2020, this 
provision will end and the County will no longer offer the MPR program. Only 
employees currently participating in the MPR program as of October 1, 2017 are 
eligible to continue participating in the MPR program. 

lr:1 order to receive the medical premium reimbursement, the eligible employee 
must waive coverage with the County and enroll in a non-County qualified medical 
insurance program, individual or group coverage, meeting minimum standards 
under the Patient Protection and Affordable Care Act (ACA). Employees receiving 
a medical premium reimbursement are not eligible to receive a medical waive 
credit. 

The County's medical premium reimbursement rate will not exceed 80% of the 
eligible employee's out-of-pocket medical insurance premium cost for the non­
County medical plan, or 75% of the County's monthly medical premium 
contribution for County EPO plans, whichever amount is lower. 
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In order to receive reimbursement, the employee must provide proof of other 
coverage and proof of cost to the employee as described in the established 
guidelines and Quarterly Reconciliation Form. In no event, shall the medical 
premium reimbursement impact the compensation eligible for employee pensions 
or employer-paid deferred compensation. 

Employees may only return to the County medical insurance program during 
annual open enrollment periods, or anytime the employee experiences a 
qualifying event in accordance with County benefit policies. If an employee who is 
receiving a medical premium reimbursement elects to return to the County's 
medical insurance program, they will no longer be eligible to receive the medical 
premium reimbursement should they choose to opt out of the County's medical 
insurance program in the future. 
Employees who enroll in a non-County qualified medical insurance program are 
not eligible to receive any County provided HSA contributions. 

6. Medical Waive Credit 

The County agrees to continue offering a standard medical waive credit to any 
employee who waives medical insurance through the County. Employees 
receiving a medical waive credit are not eligible to receive a medical premium 
reimbursement. 

In order to receive the standard medical waive credit, the employee must enroll 
in a non- County qualified medical insurance program, individual or group 
coverage, meeting minimum standards under the ACA. Employees must 
complete a County enrollment form waiving County coverage and attach proof of 
other coverage. 

The standard medical waive credit will be paid on a post-tax, semi-monthly 
basis. The amount of the standard medical waive credit is $47.50 monthly for 
non-management employees and $150.00 monthly for management and 
confidential employees. 

Employees may only return to the County medical insurance program during 
annual open enrollment periods, or anytime the employee experiences a 
qualifying event (involuntary loss of outside coverage). 

Employees who enroll in a non-County qualified medical insurance program are 
not eligible to receive any County provided HSA contributions. 

7. Dental Insurance 

The County will continue to provide employees with two dental plan options 
through the Delta Dental program. The County will continue to pay 80% of the 
premium cost for the Core dental plan at each level of dental coverage 
(Employee only, Employee +1 and Family). 
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Employees may elect a "Buy-Up" dental plan option, which includes a $500 per 
member increase to the plan calendar year maximum and a child(ren) 
orthodontics benefit that pays 
50% of orthodontia care up to a lifetime maximum of $2,000 per child. Additionally, 
the 
"Buy-Up" dental plan option includes access to the Premier network with claims 
being paid at the Premier contracted fee without balance billing. Employees who 
elect the "Buy-Up" dental plan option must remain on the "Buy-Up" dental plan for 
three (3) years. Any amount of the "Buy-Up" dental premium rate that exceeds the 
"Core" dental plan premium rate will be paid solely by the employee. 

Should enrollment in the "Buy-Up" plan drop below 10% participation of benefit 
eligible employees, it will be eliminated and no longer offered. Enrollment will be 
reviewed and evaluated each year prior to Open Enrollment, using enrollment 
effective on July 1 of each year to determine if the plan will be offered during 
Open Enrollment for coverage effective January 1 in the following year. 

The County will continue to establish dental insurance premium rates each year 
based on actuarial and underwriting recommendations. The County reserves the 
right to adjust dental insurance premium rates based on these recommendations. 

8. Vision Insurance 

The County will continue to provide vision coverage through the VSP Choice Plan 
to include a $10 co-payment for exam and materials, frame allowance of $150 ($80 
at Costco), wholesale full-cost frame allowance of $57, contact lens allowance of 
$150, and allow members to receive a frame allowance 12 months after utilizing 
their contact lens benefit. The County shall pay 80% of the premium cost at each 
level of vision coverage (Employee only, Employee +1 and Family). 

The County will continue to establish vision insurance premium rates each year 
based on underwriting recommendations. The County reserves the right to adjust 
vision insurance premium rates based on these recommendations. 

9. Impacts of Healthcare Reform - Reopener 

The parties recognize the implementation of additional healthcare reform 
regulations may present financial and operational consequences to the County. 
The parties agree that the County may request to meet and confer with all labor 
groups in advance of the 2020 plan year to address impacts of healthcare reform. 
The County agrees to pre-load individual Health Savings Accounts and will not 
propose changes to the current premium cost sharing percentages during the 
three year term of the agreement. 
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10. Additional Provisions 

a. Benefit deductions are taken out of 24 of the 26 paychecks each year (twice 
monthly). 

Benefits for new hires are effective the 1st of the month following date of 
hire. For terminated employees, benefits continue through the last day of 
the month of termination. 

b. The County will invite a representative of each labor group to participate in the 
County's Employee Wellness Program Workgroup to discuss implementing a 
comprehensive wellness program for County employees. Participation is 
voluntary and subject to department head or designee approval for any 
changes in standard working hours and will not result in overtime 
compensation. 

c. An Employee Benefits Committee consisting of one employee and/or the 
designated labor representative per bargaining unit will meet in February, 
May, and September to discuss the financial and operational performance of 
the self-insured health plans. The County's Employee Benefits Department 
will be responsible for coordinating these meetings. The County maintains all 
plan fiduciary responsibilities, including setting annual rate adjustments based 
on actuarial review and analysis. 

d. Regular full-time employees must work 30 hours per week to qualify for a 
County benefit contribution (medical, dental, vision, medical premium 
reimbursement, and/or waive credit). Employees working an approved 
percentage schedule of 30-34 hours per week will be credited with 75% of 
benefit contributions. Employees working an approved percentage schedule of 
35-39 hours per week will be credited with 90% of benefit contributions. 
Additional employee contributions to health insurance premiums will be paid 
through payroll deduction. 

• For purposes of this policy, hours worked includes all forms of paid time 
rounded to the nearest whole number. Examples of paid time include, but 
are not limited to vacation, sick, comp time off, public safety leave (4850 
leave), paid admin leave, etc. 

• This provision does not apply to part-time extra-help employees who are 
not eligible for benefits. 

• For regular full-time employees who change their employment status to 
percentage employment, this provision will be effective the first of the 
month following the date they assume the reduced percentage 
employment schedule. Benefits will return to 100% the first of the month 
following the effective date the employee returns to 100% regular 
employment status. 
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e. For regular full-time employees not on an approved percentage schedule who 
are paid less than an average of 40 hours per week (employees going into 
unapproved, unpaid, unprotected time off, DOC time, etc.), employee 
contributions will be adjusted if the employee does not average 40 hours per 
week of paid time in the quarter. This process will be modified for regular full­
time employees working an alternative work schedule that does not provide 80-
hours of regular compensation per pay period (such as the "6/3" work 
schedule). Unpaid suspension time as a result of employee disciplinary actions 
will not count against an employee in determining health insurance eligibility. 

• Employee benefit eligibility will be evaluated on a quarterly basis, 
based on paychecks paid in the quarter. 

• Analysis of hours paid in the quarter will occur during the first month of the 
following quarter. If the employee's hours fall below 40 hours per week in the 
quarter being reviewed, the employee's contributions will be adjusted based 
on the employee's quarterly average. The effective date of the adjustment will 
be the first pay period of the second month of the following quarter. 

• For purposes of this provision, employees averaging 36-40 hours per week will 
see no change in County benefit contribution. Employees averaging 31 to 35 
hours per week will be credited with 90% of County benefit contributions. 
Employees averaging 30 hours per week will be credited with 75% of County 
benefit contributions. Employees averaging less than 30 hours per week will 
not be eligible for a County benefit contribution. Additional employee 
contributions to health insurance premiums will be paid through payroll 
deduction. 

• County benefit contributions will be restored to 100% effective the first pay 
period of the second month of the following quarter in which the employee is 
paid an average of 40 hours per week in the quarter. 

f. For employees on a paid leave of absence, the County will continue the current 
process for coordinating leave accruals with State Disability benefits. This process 
allows an employee to combine their State Disability benefits with their leave 
accruals to equal 40 hours of compensation per week while maintaining their full 
health insurance benefits. For employees participating in disability plans other than 
State Disability, the County will continue to provide the same level of coordinated 
benefits consistent with the benefits available through State Disability. 

g. Under current policy, employees on an unpaid, unprotected leave of absence do 
not receive health insurance contributions effective the first of the month following 
the start of their unpaid leave status. Employees returning from an unpaid leave 
will have their health insurance contributions restored effective the first of the 
month following their return to full-time paid status. Please see applicable 
County policies regarding unpaid leave status, exceptions for FMLA eligible 
employees and the availability of COBRA benefits. 
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h. For benefit information related to Voluntary Time Off, Job Sharing and benefit 
provisions for Certain Part-Time Nurses, please refer to the individual County 
policies and CNA labor agreement. 

i. Nothing in this agreement shall enhance or reduce existing policy provisions 
related to military leave benefits. 

11. Dependent Audit 

In order to verify that only eligible individuals are covered under the County's 
medical, dental and vision plans, the County will be conducting an audit of all 
persons enrolled as dependents under the employee's plan. 

The County, at its own expense, will utilize broadly accepted, industry-standard 
processes to determine if covered dependents meet the requirements as outlined 
in the County's Summary Plan Description. These processes may include, but 
are not limited to: 

- Collection of legal documents (e.g. birth certificates, marriage certificates, 
legally binding adoption agreements, etc.) 

- Obtaining dependent eligibility information from Medicare or health insurance 
compani~s 

- Completion of sworn affidavit by County employee and/or dependents 

- The purpose of this audit is to determine if only eligible dependents are enrolled 

12. Ineligible Dependents 

If ineligible dependents are enrolled as a result of negligent behavior by 
the County employee, all claims and/or premiums for the ineligible 
dependent will become the responsibility of the County employee. 

Willful misrepresentation of dependent status may result in disciplinary action 
up to and including termination. 

13. Full Understanding 

It is understood by the parties that these provisions fully set forth the agreement 
of the parties in matters of health insurance as herein specified. Other than the 
provisions contained herein, the parties agree that only through mutual 
agreement of all the parties to this agreement would discussion occur during the 
term of this agreement on health insurance matters. 
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ATTACHMENT C 

Enhanced Retirement Benefit Agreement between Stanislaus County 
and All Employee Organizations 

February 12, 2002 

California Nurses Association (CNA) 
County Attorneys Association (CAA) 

Operating Engineers Local 3 representing the District Attorney Investigators 
Association, 

The Emergency Dispatchers Association, and 
The Deputy Probation Officers Association 

Service Employees International Union Local 535 (SEIU) 
Stanislaus County Deputy Sheriffs Association (SCDSA) 

Stanislaus County Employees Association AFSCME/Local 10 (SCEA) 
Stanislaus County Sheriff Supervisors Association (SCSSA) 

1. Effective Date 

The terms of this Agreement and the enhanced retirement benefits shall be effective the first full 
pay period beginning on March 9, 2002. 

All references to the March 9, 2002 date shall be March 10, 2002 for those Departments on a 
Sunday-to-Saturday payroll calendar. 

2. Retirement Benefits 

Pursuant to the respective MOU with each employee organization, the County shall provide 
enhanced retirement benefits defined as follows: 

3. 

Safety: The formula outlined in Govt. Code Section 31664.1, commonly known as 3% at 
50. 

General: The formula outlined in Govt. Code Section 31676.14, commonly known as 2% 
at 55. 

Eligibility 

The parties agree that only regular, full-time, current, active employees of Stanislaus County on 
or after March 9, 2002 (March 10, 2002 for those Departments on a Sunday-to-Saturday payroll 
calendar), and who are members of the Stanislaus County Employees' Retirement Association 
(StanCERA) are eligible for the enhanced benefits. 

The earliest date an employee/member can retire is March 10, 2002 (March 11, 2002 for those 
Departments on a Sunday-to-Saturday payroll calendar). 
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The enhanced benefits shall not apply to retirees or deferred members who were retired or deferred 
prior to the effective date of this Agreement. 

4. New Tiers 

To implement the enhanced benefits, there will be two (2) new tiers as follows: 

Current Tier New Tier 
1 4 
2 5 
3 Remains 3 

These new tiers will have both the general and safety designations. 

All eligible employees/members shall be automatically moved to the respective new tier. The 
employee/member may opt-out of the new tier by notifying Stan CERA in writing of their desire 
to remain in the old tier. The employee/member shall request and complete an opt-out election 
form available from StanCERA, indicating their desire to remain in the old tier. The 
employees/members shall have 90 days to opt-out of the new tiers. All completed election forms 
must be received in the Stan CERA Office by close of business on June 10, 2002, at which point 
no changes can be made and the original terms of the StanCERA lifetime election shall remain in 
full force and effect. StanCERA may, at its option, require any employee/member choosing to opt­
out, make an appointment and be personally counseled. Any employee/member electing to opt­
out of the new tier will have any excess contributions withheld from their check refunded and any 
shortage of contributions deducted from their payroll check. 

Tiers I, II, III, and IV shall be closed to new hires on or after March 9, 2002. The default tier for 
new hires shall be Tier V. 

5. Tier III Provisions 

The parties agree that current Tier III employees/members remain in Tier III as outlined in section 
4 "New Tiers" above. Current Tier III employees/members shall also be given a 90-day opt-in 
period to elect to move into the new Tier V. The employee/member shall request and complete an 
opt-in election form from StanCERA indicating the desire to move to Tier V. This opt-in election 
shall be effective the start of the first full pay period after the election date. The 
employees/members shall have 90 days to make this election. All completed election forms must 
be received in the StanCERA Office by close of business on June 10, 2002, at which point no 
changes can be made and the original terms of the StanCERA lifetime election shall remain in full 
force and effect. 

Tier III employees/members electing to opt-in to Tier V shall have prospective Tier V membership 
and benefits effective March 9, 2002 or the start of the first full pay period after the election date, 
if later, with a "blended" service benefit of their Tier III service and their Tier V service from 
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March 9, 2002 forward. Tier III employees/members who opt-in will retain their current Tier III 
age at entrance in StanCERA. 

Once a member of Tier V, the employee/member can choose to buy back their old Tier III service, 
pursuant to the StanCERA buy-back rules. Because Tier III is a non-contributory plan, the 
employee/member has not made contributions and is responsible for the employee/member 
contributions that would have been paid by the employee/member, plus interest. 

6. Second Election Period 

In addition to the election periods as defined in Section 4 "New Tiers" and Section 5 "Tier III 
Provisions", employees/members shall be extended a second 90-day opt-in election period as 
designated by the Board of Supervisors within five (5) years, under the same conditions. 

This second election period shall only apply to regular, full-time, current, active employees of 
Stanislaus County on the date designated by the Board of Supervisors for this second election 
period. 

After this second election period, the original terms of the Stan CERA lifetime election shall remain 
in full force and effect. 

7. Deferred Members Who Are Rehired 

The parties agree that should a deferred member return to Stanislaus County service, the following 
provisions shall apply: 

8. 

The deferred member shall be considered a "new hire" and be placed into the 
default Tier 5 effective with the first day of employment. 

The deferred member must complete two (2) full years (4,160 hours) of 
service before their past service credit converts to the new tier. 

Former Employees Who Cashed-Out of StanCERA Who are Rehired 

The parties agree that should a prior member of StanCERA who was refunded their contributions 
(cashed-out) returns to Stanislaus County Employment, the following provisions shall apply: 

Former Tier I or Tier II members shall NOT have a 90-day opt-out period and shall be treated as 
a newly hired employee, with the Tier V default. A former Tier III member shall, by default, be 
placed into Tier V. 

A former member may redeposit withdrawn contributions pursuant to StanCERA's buy­
back/redeposit rules. Re-deposited contributions will remain at the original tier until the 
employee/member has completed two (2) full years (4,160 hours) of service in which time they 
shall convert to the new tier. For example, a person was previously a Tier I employee/member who 
terminated Stanislaus County employment and withdrew their accumulated contributions. This 
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person is now rehired and will become a member of Tier V pursuant to Section 4. The 
employee/member re-deposits their Tier I contributions and after completing two (2) full years of 
service, the re-deposited contributions will now be upgraded to the higher benefit level. 

9. Disability Provisions 

The parties understand and agree that current Tier III members do not have any disability 
retirement benefits, unless they were a former Tier I or 2 member who cashed-out to Tier III during 
the window period of 180 days, beginning on January 28, 1986 or were hired into Tier III prior to 
January 4, 1988. 

The parties further agree that should a Tier III member opt-in to a Tier V as outlined in Section 4 
"New Tiers', their opt-in date becomes their official entrance date for disability benefits. For 
example, an employee/member who is Tier III opts-in to Tier V on March 9, 2002. They are 
eligible for StanCERA disability retirement benefits for a service connected disabling event, which 
occurs on or after March 9, 2002, or a non-service-connected disabling event after completing five 
(5) years of service (March 9, 2007). They shall not be eligible for StanCERA disability retirement 
benefits or service credit for a service connected disabling event before March 9, 2002. If the 
employee/member buys back all of their past service credit, and the service-related disabling event 
occurred during this past service credit period, the employee/member would be eligible for 
StanCERA disability retirement benefits upon completion of the buy-back. If the 
employee/member buys back all of their past service credit, they would become eligible for 
StanCERA non-service disability retirement benefits once they have a total of five (5) years of 
service credit, including current and time bought back. 

10. Election to Convert Prior Service Credit to New Tier 

Any deferred member may elect to convert his/her past service credit from any tier to Tier V 
service by paying the full difference in the actuarial cost of the service, including both employee 
and employer costs. Any member electing to pay the cost of enhancing their prior service credit, 
who later becomes eligible to have that service credit converted to the enhanced benefit level will 
NOT be eligible for any refund when the service credit would otherwise become eligible for 
conversion to a higher benefit level. 

For example, a deferred Tier I member wishes to have available the enhanced benefit level. That 
Tier I member may pay the difference in actuarial cost of between Tier I and the enhanced Tier 
IV N benefit. If that person was later rehired, or was previously rehired but had less than the 
required two (2) years of service for that benefit to automatically convert, the past service credit 
would be at the Tier IV N level. At no time would the member be refunded the cost difference 
unless they terminated StanCERA membership and withdrew all of their contributions. 

This section would also apply to a member who withdrew their funds and terminated StanCERA 
membership and was rehired by Stanislaus County and became eligible to redeposit their 
withdrawn contributions. 
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11. Final Compensation 

The parties agree that the benefits in Tier V shall be calculated based on one- year final 
compensation. The parties recognize and agree that in some of the individual MOUs, this is 
referred to as "single highest year". These two terms are interchangeable, and in all cases the 
definition of Final compensation as outlined in Govt. Code Section 31462.1 controls. 

12. Retirement Funding 

The parties understand and agree that the unfunded accrued actuarial liability (UAAL) for the 
enhanced retirement benefits is being funded through StanCERA reserve accounts of 
approximately $50 million. This includes any reserves that were previously designated for 
negotiations and legal contingencies. These reserves have been provided for this purpose through 
an agreement between the County and StanCERA. 

13. Full Understanding 

The parties understand that these provisions fully set forth the Agreement of the parties in matters 
of retirement benefits as herein specified. 

14. Severability 

It is not the intent of the parties hereto to violate any laws, rulings or regulations of any 
governmental authority or agency having jurisdiction over the subjects of this Agreement, and the 
parties hereto agree that in the event that any provisions of this Agreement are finally held or 
determined to be illegal or void as being in contravention of any such laws, rulings or regulations, 
nevertheless, the remainder of the Agreement shall remain in full force and effect unless the parts 
so found to be void are wholly inseparable from the remaining portion of this Agreement. 

15. Grievance Provision 

The parties agree that all disputes regarding this Agreement shall be controlled by StanCERA and 
the 1937 Retirement Act, as amended. Pursuant to Government Code Section 31520, StanCERA 
has final authority in the interpretation of retirement matters. 

16. Coordination with Current Memoranda of Understanding Between the County and the 
Respective Employee Unions 

The parties agree that nothing in this Agreement shall abridge or diminish any rights of either party 
established under the respective Memoranda of Understanding between the County and the 
respective employee unions. Where there is a conflict between the individual MOU and this 
Agreement, the terms of this Agreement shall prevail. 
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