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SUBJECT:

Approval of Revised Reduction-in-Force Policies for All Represented County Employees

STAFF RECOMMENDATIONS:

1. Approve the Revised Reduction-in-Force Policies for All Represented County Employees.

2. Authorize the Chief Executive Office to Implement the Revised Policies.
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There is no fiscal impact associated with the revision of this policy.
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DISCUSSION:

Since Fiscal Year 2007-2008 the County has faced an unprecedented economic crisis requiring
the Board of Supervisors to approve approximately 380 full-time reduction-in-force (RIF)
actions impacting twenty (20) County departments. The County has implemented these actions
using previously negotiated reduction-in-force policies. During this time both the County and the
impacted labor organizations have been able to identify process improvements that would benefit
both the County and our employees and would streamline the policies for ease of implementation
and consistency.

Whenever a RIF action is proposed, the County's Chief Executive Office-Human Resources Unit
coordinates closely with the impacted department(s) and labor organizations (represented
bargaining units) to implement the RIF action. Prior to recommending approval of a RIF to the
Board of Supervisors for approval, County staff meets with the impacted labor organization(s) to
discuss alternatives to lay-offs as required by the negotiated agreements. During this time, the
Chief Executive Office begins to develop classification seniority lists for all affected
classifications and starts the process of examining current vacancies in order to place impacted
employees. Once the RIF action has been approved by the Board of Supervisors, a member of
the Countywide Human Resources team meets with each affected employee, notifying them of
their negotiated rights and providing information and resources to assist in securing another
position either within the County or outside of the County. The County maintains an on-going
commitment to its workforce during these times, striving to find alternative employment for each
individual affected by a RIF action. This on-going commitment includes maintaining a hiring
freeze, holding vacancies open for individuals affected by RIF actions, encouraging County
Departments to fill vacancies utilizing County or department promotional recruitments, and
maintaining re-employment lists.

Current RIF policies were negotiated in the mid-1990s for the majority of the bargaining units
and in 2006 for the four (4) Sheriff's bargaining units. During the implementation of the
reduction-in-force actions, both County and Labor recognized there were provisions in the
policies that needed review and updating. In response, staff from the Chief Executive Office
Human Resources Division requested all labor organizations to meet and confer over draft
changes to their individual RIF policies. Over the course of many meetings, the County and all
labor groups were able to reach consensus on several key reduction-in-force seniority concepts
and issues.

Based upon previous input from our labor organizations, two methods for seniority calculations
were shared with labor groups: seniority based on total continuous County service and seniority
based on time in the employee's current classification. Both methods include several layers of
tie-breakers in cases of two or more employees having the same relative seniority. In addition,
the County has a Reduction-in-Force Policy that applies to certain classifications not represented
by a labor organization. This policy remains in effect at this time and may be updated in the
future to reflect the key concepts incorporated in the total seniority approach regarding the
deduction of unpaid time.
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Through the meet and confer process, all represented bargaining units have tentatively agreed to
one of the two methods for the calculation of initial County seniority and three different options
for the order of the method of breaking ties in seniority. The table below identifies the reduction­
in-force method agreed to by each County bargaining unit.

Proposed Order of Layoff by RIF Methodology

Metbod for SenioritY Calculation

Total County Seniority Classjfication Based Classification Based

Bargaining Registered Nurses (CNA), Attorneys (CAA), District Lieutenants (SCSMA),
Unites) Probation Corrections Officers Attorney Investigators Sergeants (SCSSA),

(SCPCOA), Probation Officers (SCDAIA), and Sworn Deputies (SSDA),
(SCDPOA), Community & Emergency Dispatchers and Custodial Deputies
Health Services (SEIU), and (SREDA) (DSA)
Crafts/Maintenance, Mid-
Management/Supervisory,
Clerical, and Technical Services
(AFSCME)

Initial
Calculation County Seniority Classification Seniority Classification Seniority

Tie Breaker 1 Classification Seniority County Seniority Department Seniority

Tie Breaker 2 Department Seniority Department Seniority County Seniority
County Seniority with Extra- County Seniority with

Tie Breaker 3 help Included Extra-help Hours Included Lottery

Tie Breaker 4 Lottery Lottery

Each of the proposed policies reflect consistent practices in overall RIF issues such as the
deduction of unpaid leaves of absence while allowing flexibility in how overall seniority is
calculated based upon the labor organization's philosophy.

The key revisions to all proposed RIF Policies include:

• Changes in the definition of continuous service including unpaid leave time (approved
unpaid leaves of absence, catastrophic leave, or unpaid suspensions) with deductions
starting on the sixty-first (61) day of such leave;

• Clarification that unpaid military leaves are not deducted from any seniority calculations:
• Clarification and definitions for the types of seniority calculations including:

classification, department, and extra-help service;
• Clarification of sick leave cash out provisions for employees affected by RIF actions;
• Clarification of individual's demotion and transfer rights during a layoff; and,
• Expansion of RIF appeal process to include representation for the parties involved and

appeals to be reviewed by the Deputy Executive Officer-Human Resources prior to the
Chief Executive Officer or Hearing Board.

With the implementation of the recommended changes to the RIF Policies, the following
outcomes are anticipated:
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• Greater efficiency in implementing RIF actions including creation of seniority lists;
• Consistency in deduction of unpaid leave of absence calculations between all bargaining

units; and,
• Revised policies provide clarification for all employees on how RIFs are implemented

and how seniority calculations are completed.

As mentioned previously, through the labor meet and confer process, the County has reached
tentative agreement with all bargaining units on the proposed revisions. If approved, the policies
will be included in the respective Memorandums of Understanding (MOUs). MOUs are located
on the County's website (www.stancounty.com) on the Human Resources page.

POLICY ISSUE:

Approval of the proposed reduction-in-force policies supports the Board priority of Efficient
Delivery of Public Services.

STAFFING IMPACT:

County Chief Executive Office and departmental staff currently fulfill the function of
implementing reduction-in-force actions and will continue to do so.

CONTACT: Nancy Bronstein, Chief Executive Office, 209-525-6333



STANISLAUS COUNTY
REDUCTION-IN-FORCE

Total Seniority Calculation Based

The following Reduction-In-Force Policy has been established and agreed to for the following
five bargaining units effective XXXXX:

California Nurses Association
Stanislaus County Deputy Probation Officers Association
Service Employees International Union Local 521
Stanislaus County Employees Association AFSCME/Local 10
Stanislaus County Probation Corrections Officers' Association

The joint Reduction-In-Force Policy may only be amended by mutual agreement of the County
and all represented bargaining units. Issues related to implementing reduction-in-force actions
which are not specifically addressed within this policy will be subject to further meet and confer
between the County and the affected bargaining unites).

REDUCTION-IN-FORCE

Whenever in the judgement 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 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.

Alternatives to Layoffs

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.
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The sequence of separation by appointment types shall be:

1. Provisional
2. Extra-He1p/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, 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:
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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 ofthe 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.

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

2. 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.

3. Calculation of Department Seniority

In the case of two or more employees with equal Classification Seniority the order of layoff 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.

4. 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).

5. 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 unites)
will meet and confer over the terms and conditions of the lottery process prior to each lottery.
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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 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 or in the classification series. Less senior
employees in the department who may be displaced as a result of demotion actions shall in tum
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.

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.)

TRANSFER ACROSS DEPARTMENT LINES - FILLED POSITIONS

Employees may bump across department lines in only one circumstance. A permanent employee,
who has been 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 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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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.

ADMINISTRATIVE DECISIONS

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.

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 MOD, County's Reduction­
in-Force 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 decision 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
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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 (l) 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.

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.
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Revised 01-2012

STANISLAUS COUNTY
REDUCTION-IN-FORCE

Classification Seniority Calculation

The following Reduction-In-Force Policy has been established and agreed to for the following
bargaining units effective XXXXX:

County Attorneys' Association (CAA)
Stanislaus County District Attorneys' Association (SCDAIA)
Stanislaus Regional Emergency Dispatchers' Association (SREDA)

The joint Reduction-In-Force Policy may only be amended by mutual agreement of the County
and all represented bargaining units. Issues related to implementing reduction-in-force actions
which are not specifically addressed within this policy will be subject to further meet and confer
between the County and the affected bargaining unites).

REDUCTION-IN-FORCE

Whenever in the judgement 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 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.

Alternatives to Layoffs

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
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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, 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

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 5t 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.

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.

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.

SENIORITY CALCULATIONS

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

1. Classification Seniority (The Attorney I-V classification will be based upon working titles);
2. County Seniority for Regular Full-Time Employees;
3. Department Seniority;
4. County Seniority with extra help service included; and,
5. Lottery
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1. Calculation of Classification Seniority

Among permanent employees in the affected classification and department, the order of layoff
will first be determined by total continuous full-time service in the employee's current
classification and higher ranking classification, if applicable.

For block-budgeted classifications (example, Attorney I-V) total continuous service in all levels
ofthe block-budgeted classification will be included in the seniority score. For individuals in the
Attorney I-V classification, the seniority score will be calculated utilizing the individual's
working title. For example, calculation of classification seniority will be based upon time as a
Deputy District Attorney, Deputy Public Defender, or Attorney assigned to Child Support
Services.

Extra-help/part-time is not counted in calculating Classification Seniority.

2. Calculation of County Seniority for Full-Time Regular Employees

In the case of two or more employees with equal Classification Seniority, the order oflayoff will
then be determined by County Seniority. 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.

3. Calculation of Department Seniority

In the case of two or more employees with equal Classification and County Seniority the order of
layoff 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.

4. Calculation of County Extra-Help Service

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).

5. Lottery

Should the order of layoff not be determined in the calculation of Classification, County, County
Service with Extra-help included, or Department Seniority an agreed upon lottery system will be
used to determine the order of layoff. The County and the impacted bargaining unites) will meet
and confer over the terms and conditions of the lottery process prior to each lottery.
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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 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 RIGHTS 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 or in the classification series. Less senior
employees in the department who may be displaced as a result of demotion actions shall in tum
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.

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.)

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 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. This provision
shall not apply to Attorney I/II/III/IV/V positions assigned to the District Attorney's Office, the
Public Defender's Office or the Department of Child Support Services.

Page 4
Revised 01-2012



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.

ADMINISTRATIVE DECISIONS

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.

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 MOD, County's Reduction­
in-Force 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 decision 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
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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 (l) 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.

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.
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Sheriff's Represented Bargaining Units
Reduction-In-Force Policy

The following Reduction-in-Force Policy has been established and agreed to for the following
bargaining units effective XXXXX:

Deputy Sheriffs Association (DSA)
Stanislaus Sworn Deputys Association (SSDA)
Stanislaus Sheriff's Supervisors Association (SCSSA)
Stanislaus Sheriff's Management Association (SCSMA)

The joint Reduction-in-Force Policy may only be amended by mutual agreement of the County
and all represented bargaining units. Issues related to implementing reduction-in-force actions
which are not specifically addressed within this policy will be subject to further meet and confer
between the County and the affected bargaining unit(s).

REDUCTION-IN-FORCE

Whenever in the judgement 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 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 separaration shall
be based upon seniority as hearin specified.

In the event that a Reduction-In-Force action is to be recommended, a good faith effort will be
made by the County to notify the Union, and meet upon Union request to discuss alternatives to
the Reduction-In-Force action including voluntary time-off, approval of leave of absence
requests, and voluntary lay-offs. The County will do what it reasonably can to make available
to employees who are laid off retraining opportunities as available through Federal or State job
training programs or other available County programs.

ORDER OF SEPARATION

Employees in the same classification shall be separated considering type of appointment and
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 appointment types shall be:

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

agreement of the County and the impacted bargaining unit)
3. Trainee
4. Regular Full-Time

Employees with prior probationary or permanent status in a lower level classification who are
subject to a Reduction-In-Force action shall be returned to their prior classification, subject to
the seniority provisions of this agreement.
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REDUCTION-IN-FORCE PROCEDURES

In calculating total continuous service for the County, those records which are maintained by the
Chief Executive Office shall be utilized. However, should there be a challenge to the validity of
the calculations or in 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

Employees on approved leaves of absence without pay, catastrophic leave (donated time) or
unpaid suspension shall retain seniority accumulated before the leave of absence. The first 60
calendar days on each individual approved unpaid leave, catastrophic leave, or disciplinary
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.

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

Any voluntary separation is considered a break-in-service; time spent prior to leaving County
service shall not be counted for the purposes of calculating seniority for a reduction-in-force.
Persons hired from a reduction-in-force reemployment list regain all previously earned seniority
on the date of reemployment.

SENIORITY CALCULATIONS:

Among permanent and probationary employees in the classifications of Deputy Sheriff­
Custodial, Deputy Sheriff-Coroner, Sergeant-Custodial, Sergeant, Custodial Lieutenant, and
Lieutenant, the order of layoff will be determined by employee's seniority calculations in the
following order:

1. Classification Seniority
2. Department Seniority
3. County Seniority
4. Lottery

1. CALCULATION OF CLASSIFICATION SENIORITY

Among permanent and probationary employees in the classifications listed above, the order of
layoff will first be determined by the total full-time service in the employee's current classification
and higher ranking c1assification(s). Extra-help/part-time service is not counted in calculating
Classification Seniority.

For the purposes of calculating Classification Seniority, employees who were released from
probationary status and subsequently returned to the same classification will not receive credit
for time served during the first probationary period. (Example: Lieutenant is released from
probation and subsequently promotes back to Lieutenant. Only the current time spent as a
Lieutenant shall be counted towards classification seniority. Time in classification spent prior to
the probationary release does not count.) If an employee is released from probation and
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demotes to a lower level classification all time spent in the higher level classification shall count
towards Classification Seniority in the lower level classification and toward overall County
Seniority.

Example of Classification Seniority Calculation:

20 yrs

16 yrs

16 yrs

County
Service

Seniority
Rank

1.

2.

3.

Initial Reduction in Force of One Lieutenant Position
Time in
Classification
(or higher)

Lt. 10 yrs

Lt. 7 yrs

Lt. 5 yrs

18 yrs Lt. 3 yrs Least time spent as a Lieutenant, bumped to
prior Sergeant position

Impact on Sergeants

Seniority
Rank

1.

2.

4.

County
Service

25 yrs

22 yrs

18 yrs

20 yrs

Time in
Classification
(or higher)

Sgt. 15 yrs

Sgt. 12 yrs

Lt. 3 yrs
Sgt. 7 yrs

Sgt. 8 yrs

Previously held permanent status as a
Sergeant, 10 years seniority in class or higher

Bumped to prior Deputy Sheriff position

2. CALCULATION OF DEPARTMENT SENIORITY

In the case of two or more employees with equal Classification Seniority, the order of layoff will
then be determined by total full-time service in all positions held in the Sheriff's Department.
Extra-helptpart-time service is not counted in calculating Department Seniority.

3. CALCULATION OF COUNTY SENIORITY

In the case of two or more employees with equal Classification and Department Seniority the
order of layoff will then be determined by County Seniority. Calculation of County Seniority
means all continuous service in the County, regardless of classification and department.
Continuous extra-help service shall be included in the calculation of County Seniority.

Extra-help hours served on or after January 1, 1999, shall be calculated on an hour-for-hour
basis with eight (8) hours as the equivalent of one (1) 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 per calendar
week).
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4. LOTTERY

Should the order of layoff not be determined in the calculation of Classification, Department, or
County Seniority 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.

WRITTEN NOTICE

Written notice of layoff shall be served on affected employees by the Chief Executive Office in
person or by certified letter mailed to the last address on file with the Chief Executive Officer.
Notice will be served or mailed at least 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 RIGHTS IN LIEU OF LAYOFF

In lieu of being laid off, an employee may elect to voluntarily demote within the Sheriff's
Department to a lower paid classification previously held and in which the employee presently
meets the minimum qualifications of the classification. Less senior employees 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 Deputy Executive
Officer of Human Resources in writing no later than seven (7) working days after receiving
notice of layoff.

VOLUNTARY TRANSFER OR DEMOTION 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 the Sheriff's Department or any other County department. The transferring
employee must meet the minimum qualifications of the classification at the time of transfer.
Such requests require approval by the Department Head. Employees transferring or demoting
may be required to serve classification and/or department probation consistent with existing
County personnel policies.

RE-EMPLOYMENT

For a period of two (2) years 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 the re-employment rights
based upon the provisions outlined in each Association's agreement with the County:
Implementation of 5% Salary Savings in Fiscal Years 2010-2011 and 2011-2012.
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
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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.

ADMINISTRATIVE DECISIONS

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

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 (7) days of receiving the notification of the reduction-in­
force. The Deputy Executive Officer shall review the applicable MOU, Reduction-in-Force
Policy, and the seniority calculation methodology. The Deputy Executive Officer shall respond to
the 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 person 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 3.28.06 within seven (7) days of receipt of the Chief Executive Officer's decision.. 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 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 present 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 by 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.
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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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