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1. EMPLOYEES COVERED 
 
This agreement covers the wages, hours, terms and conditions of employment for the term of the 
agreement for those employees in the classification of Lieutenant and Custodial Lieutenant.  
 

2. TERM OF THE AGREEMENT 
 
The agreement shall remain in full force and effect for a twelve-month period commencing on  
March 1, 2008 and ending at midnight on Feb 28,  2009. The parties may agree to extend the term 
of this agreement while meeting and conferring is in progress over renewal of the agreement. 
Unless otherwise agreed to by parties all changes are effective upon ratification of the union and 
approval by the Board of Supervisors.  

 
3. NO STRIKE 

 
The SSMA, its members and representatives, agree that it and they shall not engage in, authorize, 
sanction or support any strike, slowdown, stoppage of work, curtailment of production, concerted 
refusal of overtime work, refusal to operate designated equipment (provided such equipment is safe 
and sound) or refusal to perform customary duties.  

 
4. NON-DISCRIMINATION/FAIR REPRESENTATION 
 

A. The parties agree that the provisions of this agreement shall be applied without favor or 
discrimination based upon race, ancestry, religion, color, age, national origin, political 
affiliation or belief, disability (includes persons with AIDS or those with a record of or 
regarded as having a substantially limiting impairment), or medical condition (cancer 
related), pregnancy related condition, sex, marital status or sexual orientation.  The parties 
agree to recognize, respect, and support the County's commitment to nondiscrimination in 
employment as set forth in the County's Equal Opportunity Employment Program.  The 
SSMA agrees to encourage its members to assist in the promotion of that program.  

 
B. The SSMA agrees to acknowledge its responsibility to fairly represent all employees in the 

bargaining unit without regard to race, ancestry, religion, color,  age, national origin, 
political affiliation or belief, disability (includes persons with AIDS or those with a record 
of or regarded as having a substantially limiting impairment),  medical condition, (cancer 
related), pregnancy related condition, sex, marital status or sexual orientation, job 
classification, or employment status and in compliance with State laws.  County 
acknowledges and agrees that it shall not discriminate or take adverse action against 
employees on the basis of their choice of SSMA representation.  

 
Nothing in this section shall give rise to a separate grievance outside of the EEO grievance process.  
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5.  SAFETY PROGRAM SUPPORT 
 
The SSMA agrees to support the County's safety and loss control efforts.  The parties agree to strive 
to reduce the number of industrial injuries among employees and maintain a safe place of 
employment and to encourage employees to perform their work in a safe manner.  

 
6. 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 and all of their various aspects, including, but 
not limited to the right to direct the work force; 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, 
terms, and conditions of employment.  

 
7. COMPENSATION 
 

A. Salary Increase 
 
Effective the first full pay period  following Board approval on April 22, 2008 the 
classifications of Lieutenant and Custodial Lieutenant shall receive a salary increase of  four 
(4.0%) percent. 
 

B. Pay for Performance Process 
 
The parties agree to follow the performance based pay process guidelines attached.  

 
C. Salary on Promotion 

 
The County shall continue to guarantee a five percent (5%) minimum salary increase 
on promotion in accordance with the existing County Code provisions.  In addition to 
the five percent (5%) minimum salary increase on promotion, Lieutenants are given 
an additional 3.75% base pay when promoted from Sergeant to compensate for the 
loss of retirement pick up  

 
D. Overtime  

 
Lieutenants are designated as “exempt” from the overtime requirements of the FLSA. 
Lieutenants may be asked to perform duties outside regularly scheduled duty hours, 
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without additional compensation as part of their job requirements. The County has 
the right to require employees covered by this Memorandum to work outside regular 
duty hours as necessary.  

 
E. Advanced POST Certificate 

 
Those individuals possessing an Advanced POST Certificate will receive the County 
POST Advanced Certificate premium  of five (5.0%) percent of base salary. POST 
Certificate pay is non-cumulative.  

 
F. Retirement 

 
1. Members of the bargaining unit shall receive upon retirement three percent 

(3%) of base salary at age fifty (50) as outlined in Government Code Section 
31664.1, including the highest consecutive twelve (12) months as designated 
by the employee.  

 
2. Employees who are members of the Stanislaus County Employee’s 

Retirement Association who have thirty (30) years of County service will 
cease to make employee contributions into the retirement system.  

 
Management employees, shall, upon approval, be limited in their vacation 
cashout, or conversion to deferred compensation, to an amount which will not 
exceed the amount of vacation time earned in a calendar year period. The 
amount of vacation that can be earned in any given year period will include 
Special Vacation Time defined in Stanislaus County Ordinance Section 
3.36.020(D) will include all holiday time that converts to vacation time; this 
vacation time, if cashed out or converted to deferred compensation, other than 
the lump sum final payoff upon termination, shall, consistent with the Ventura 
decision, be included with the calculation of final compensation for retirement 
purposes, consistent with the employee’s applicable retirement tier; and, 
consistent with the application of the recent California Supreme Court 
decision in the Ventura case, “Old Holiday” time that continues to be on 
employee accrual balances, shall not be included as part of the final 
compensation for retirement purposes if cashed out according to current 
policy.  

 
G.  Special Assignment Pay Provisions 

 
Members of the bargaining unit shall be eligible for additional compensation as 
provided herein.  The additional compensation shall continue based on the results of 
annual reappointments made by the Sheriff.  
 
1. Special Pay Assignments  

 
• Assignments receiving special pay shall be made or renewed at the 
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pleasure of the Sheriff. These decisions shall not be subject to the 
grievance procedure.  

• Assignments may be set for a period of one (1) year, and are removable by 
the Sheriff only, without appeal for non-renewal.  

• Anniversary date of the assignment is the date the employee was assigned 
to the current special pay assignment.  

 
2. Removal/Transfer from Special Pay Assignments  

  
•  Removal or a standard transfer at the conclusion of the term is not subject 

to appeal.  
• Involuntary removal from special pay assignments during the term of the 

assignment or removal for disciplinary reasons is subject to appeal and 
may be appealed under the applicable procedures set forth in the 
Memorandum of Understanding or under the procedures in the Public 
Safety Officers Procedural Bill of Rights Act (POBR).  

• Removal from special pay assignments for business or operational reasons 
during the term of the assignment is not subject to appeal.  

• The assignment pay shall continue until the conclusion of the term of the 
assignment. (See White v. City of Sacramento)  

• In all cases, upon the request of the employee, a meeting may be 
scheduled with the Sheriff to review the facts regarding non-renewal of 
appointments.  

• Voluntary removal by the employee is not precluded.  
 
3. Temporary Assignments  

 
• Temporary assignments for business or operational reasons are subject to 

the special pay provision. The term of these assignments is up to ninety 
(90) days.  

• Temporary training assignments for less than ninety (90) days are not 
subject to special pay.  

• Temporary assignments of experienced personnel for less than standard 
assignment periods are permitted and shall be subject to special pay.  

 
4. Additional compensation in the amount of two and one-half percent (2.5%) of 

base pay shall be paid for the following assignments:  Air Support Unit, Bomb 
Team, Canine Unit, Detective Unit, Dive Squad, POSSE and SWAT. 
Additional compensation in the amount of five percent (5%) of base pay shall 
be paid for the assignment of Chief.  

 
5. Additional compensation in the amount of two and one-half percent (2.5%) 

shall be paid for Lieutenants assigned to manage the Field Training Officer 
(FTO) program (no more than one Lieutenant and one Custodial Lieutenant), 
effective the first full pay period following Board approval on April 22, 2008. 
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5. The additional compensation as described herein may be earned by one (1) 
incumbent for as many special pay assignments as the Sheriff assigns and 
approves.  

 
6. Such assignment pay shall not be paid: (a) during periods of absences for 

disability leaves (including, without limitation, 4850 leave); (b) unpaid leaves 
of absence; or (c) any time during which the employee is unable to perform 
the assignment for a full pay period.  

 
8. HOLIDAY/VACATION TIME PROVISIONS 

 
A. County Holiday Policy 

 
The parties recognize that only the immediate days of mourning or holiday declared 
by the President and Governor shall be considered County holidays in addition to the 
specific list of holidays already present in the County Code:  
 
New Year’s Day, January 1st

 

 

The third Monday in January, Martin Luther King Day  
The third Monday in February, Washington’s Birthday  
The last Monday in May, Memorial Day  
Independence Day, July 4

th  

First Monday in September, Labor Day  
Veterans Day, November 11

th  

Thanksgiving Day  
The day after Thanksgiving Day  
Christmas Eve, December 24

th

 (four (4) hours only)  
Christmas Day, December 25

th 

 

 
Employees shall be considered “working the holiday” based upon the start date of 
their shift.  

 
B. Combining Optional Holiday Time with Vacation 

 
The parties recognize that on December 31, 1983, any optional holiday time was 
combined with vacation benefits.  The rate of accrual of vacation hours was increased 
on January 1, 1984 by sixteen (16) hours of “special” vacation time each calendar 
year in lieu of optional holiday time.  See subdivision G of this section for vacation 
accrual rates. 

 
Optional holiday time on the books as of December 31, 1983 for an employee, was 
"frozen" on the books and may be:  

 
1. Taken as time off,  
2. Cashed out with the approval of the employee, the department head and the 
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County Auditor-Controller, or  
3. Shall be cashed out upon the employee's termination.  

 
C. Vacation Credit for Holidays 

1.  Exceptions to when equivalent vacation time is credited are as follows:  

a. New hires or employees who return from leave of absence shall 
receive vacation credit for a holiday if the first day worked is on or 
before the holiday.  

 
b. Terminated or discharged employees, or those beginning an unpaid 

leave of absence, shall 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.  

 
c. Employees on disciplinary suspension without pay shall not receive 

vacation credit for a holiday occurring during the period without pay.  
 
d. Employees taking time off without pay shall not accrue the holiday if 

they are on an unpaid status during the major portion of the pay 
period.  

 
2. Employees who are required to attend training on a holiday shall receive 

equivalent vacation time credit on an hour for hour basis.  

D. Vacation Accumulation Maximum 

Vacation time in the amount not to exceed a maximum of 800 hours plus one 
calendar year accruals shall be carried over on employee accrual balances from year 
to year.  
 
The parties agree that, employees who have reached the maximum vacation 
accumulation 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 maximum.  It is the policy of the County that the employees take at least 
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.  
Employees who are nearing the vacation accumulation maximum of eight hundred 
(800) hours, or their general or special limit pursuant to County ordinance 3.36.010 
(12/23/95), shall receive notification from the department. Employees are encouraged 
to request vacation upon receiving this notice pursuant to department procedures.  
 
Failure by the employee to make a good faith effort to request vacation in accordance 
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with departmental procedures, will result in vacation accrual stoppage at 800 hours 
plus one calendar year accruals.  
 
If the employee does make a good faith effort to request vacation time and the request 
is denied by the department, or the approved vacation is canceled, or cannot be 
utilized by reason of subpoena or other required duties of the department, the 
employee shall receive up to eighty (80) hours of vacation cash-out.  It is understood 
employees may have to request vacation time outside of high use times, i.e. holiday 
seasons and summer months.  

 
E.  Limited Cash Conversion 

 
The parties agree that employees may request conversion into cash payments not 
more frequently more than twice in any twelve (12) month period. The cash out 
payment is limited to budget constraints. For retirement purposes see section 7-F.  

 
F.  Vacation Accumulation Rate 

 
The parties agree that consistent with the County Code the following vacation 
accumulation rates are in effect during the term of the agreement:  
 
3.08 hours per pay period (ten (10) days a year) for the first through completion of 
the second year of continuous services.  

 
4.62 hours per pay period (fifteen (15) days a year) for the third year through and 
including the tenth year of continuous service.  

 
6.16 hours per pay period (twenty (20) days a year) for the start of the eleventh year 
through and including the twentieth year of continuous service.  
 
7.70 hours per pay period (twenty-five (25) days a year) for the twenty-first (21

st

) year 
of continuous service and thereafter until separation from County service.  

 
In addition, thirty-two (32) hours additional vacation is credited to each employee's 
vacation accumulation in January of each year. Those employees hired during the 
months of January through November will receive the full 32 hours of vacation  
Credit. Those management employees hired during the month of December will 
receive this additional 32 hours vacation credit only if they work the majority of the 
working days in that month.  

 
G. Management Leave  

 
Forty (40) hours of management leave shall be available for management employees 
each calendar year. This time is intended to recognize the additional uncompensated 
time worked by management employees. This management leave requires department 
approval before it can be taken, and if not taken, cannot be carried over to the 
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following calendar year and is not subject to cash-out.  
 
H. Time Bank 

 
Effective January 1, 2005 every member shall contribute eight (8) hours from 
Management leave.  January 1

st

 of each subsequent year, every employee covered by 
this agreement shall contribute an equal amount of hours, or portions thereof, from 
vacation to create a bank of two hundred fifty (250) hours to be used for SSMA 
business. The unused hours in any year shall be carried over to the next year. 
However, the maximum number of hours in the time bank shall be capped at three 
hundred (300) hours. The time bank shall not be subject to cashout nor shall it be 
returned to contributing employees.  
 
The time bank shall be used for SSMA business and shall be approved in advance by 
the SSMA president. SSMA shall endeavor to provide reasonable and timely notice 
for all time bank leave requests.  Requests for time bank leave shall be submitted and 
approved consistent with the Sheriff’s existing policy for approval of vacation time.  
The SSMA recognizes that the Sheriff shall not be obligated to hire relief personnel 
on an overtime basis in order for a time bank leave request to be approved, nor shall 
previously approved leave requests of other Sheriff’s personnel be subject to 
cancellation so that SSMA time bank requests can be approved.  
 
Furthermore, the County will contribute an additional eighty (80) hours annually. 
This supplementary time may only be used when it is of benefit for SSMA and the 
County, as determined by the SSMA president.  Requests for time off shall be noted 
as County time and submitted as described above.  

 
9. LEAVES OF ABSENCE 

 
A. The parties agree that the County's leave of absence policy shall 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.  

B. Unpaid leaves of absences, or other absences (other than paid vacation), greater than 
three weeks shall not count toward the minimum service period required to achieve 
permanent status.  

 
C. The parties further agree that the County's leave of absence policy shall change to 

reflect the fact that the granting of any leave of absence without pay or other time off 
without pay exceeding fifteen (15) calendar days shall cause the employee's date of 
eligibility for increased vacation accrual rates to be postponed by the equivalent 
number of days to the nearest number of days for which the leave of absence is 
granted based on the number of calendar days in such month.  
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10.  AUTOMATIC RESIGNATION 
 
The parties agree that an employee who is absent without authorization and without 
contacting his or her supervisor for three (3) consecutive working shifts, or longer, shall be 
presumed to have voluntarily resigned from County service, effective on the date at which 
the unauthorized absence began.  The provisions of County Code Section 3.28.130 (Petition 
to Set Aside Resignation) shall apply. The parties agree that members of the unit do not 
waive any right to a hearing or other due process by this section or any rights under the 
"Peace Officer Bill of Rights."  

 
11.  MAXIMUM SUSPENSION 
 

The parties agree that the maximum time period during which an employee may be 
suspended for cause pursuant to County discipline policies is for one full work week or 
weeks, as that term is or may be defined by FLSA, unless for a major safety infraction.  

 
12.  ARBITRATION EXPENSES 
 

This provision shall apply in the event that an individual, as opposed to the SSMA, pursues 
arbitration. Prior to engaging the services of an arbitrator or court reporter, the individual 
shall make a deposit covering each day of arbitration, and certify that he or she is 
individually responsible for the costs of the arbitrator and court reporter, and that the County 
will have no responsibility to pay for the individual’s share of costs as specified in the 
grievance and arbitration procedure.  An arbitrator shall have no jurisdiction to order that the 
County assume responsibility for paying an individual’s share of grievance and arbitration 
costs.  

 
13. PROBATIONARY PERIOD 
 

A.  Length of Probationary Period 
 
Any newly appointed employee shall serve a maximum probationary period of 
eighteen (18) months total. Current employees of the Stanislaus County Sheriff’s 
department shall serve a maximum probationary period of twelve (12) months total, 
which shall not be extended. Employees who have held permanent status in the class, 
shall not serve a new probationary period.  

 
B.  No Charges on Probationary Terminations 

 
The parties agree that the County shall no longer be required to prepare a statement  
to the file as to why an individual's probationary period was terminated.  

 
C.  Extension of Probationary Periods 

 
Any absence without pay exceeding fifteen (15) calendar days shall cause the 
employee’s probationary period to be extended by the number of calendar days of 
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such absence.  
 
14.  REDUCTION-IN-FORCE POLICY 

 
A joint Reduction-In-Force policy has been established and agreed to for the following four 
bargaining units effective January 1, 2006: 
 
 Custodial Deputy Sheriffs Bargaining Unit 
 Sworn Deputy Sheriffs Bargaining Unit 
 Sheriff’s Supervisor Bargaining Unit 
 Sheriff’s Management Bargaining Unit 
 
The parties agree that the joint Reduction-In-Force Policy included in this agreement as Attachment 
B, applies to all employees covered by this agreement.  The joint Reduction-In-Force Policy may 
only be amended by mutual agreement of the County and all four represented bargaining units. 

 
15.  HEALTH CARE 

A.  Group Plans Available 

The parties agree that health, dental and vision plans shall be made available to 
County employees and, where applicable, their dependents through a flexible benefits 
plan. The parties acknowledge these plans are, except the self-insured dental and 
vision plans, independent group health plans which may adjust their respective 
premiums or benefits as deemed necessary by the plan provider.  Unless otherwise 
agreed to by the parties, the County’s contribution is fixed and any increase in 
premiums is the responsibility of the employee.  

B.  Health Insurance 

The parties recognize that the County has joined Pacific Business Group on Health 
(PBGH). PBGH sets its rates in June of each year. The parties agree to meet and 
confer in the Joint Task Force for discussion of health insurance when rates become 
available. These rates will be available in June of each year.  Current benefits and 
flexible benefits will stay in effect until January of the following year unless 
otherwise agreed to.  

C.  Group Dental and Vision 

The parties have agreed that self-insured dental and vision plan shall be made 
available by the County for County employees and their dependents as part of the 
cafeteria plan.  

D. Physical Examination     

The parties agree that not more than once in a three (3) year period each employee 
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shall be entitled to request a physical examination to be performed at Stanislaus 
County Health Services Agency provided such employee is at least forty (40) years of 
age at the time of making the request.  Such examination would be conducted by 
qualified Stanislaus County Health Services Agency staff members at a time mutually 
convenient to Stanislaus County Health Services Agency and the employee.  
Requests for examinations shall be made by written request to the Chief Executive 
Office or such other place as directed.  

E. Eye Examination – ID 

All members of the bargaining unit assigned to the Sheriff's Department ID Division 
shall be eligible each year for one (1) extra eye exam and replacement of lenses only 
if necessary. This exam is in addition to the exam provided by the employee's 
respective vision insurance plan.  

16.  BENEFITS 

A.  Life Insurance 

Employees enrolled in one of the health insurance plans shall be eligible for a thirty 
thousand dollar ($30,000) term life insurance policy.  This benefit is available for the 
employee only.  Additional life insurance may be purchased at employee expense 
through the cafeteria plan.  

B.  Deferred Compensation 

The County will contribute into a deferred compensation plan 1.5% of base salary for 
employees.  

C.  Disability 

The county provides a limited income protection plan which provides that if you are 
completely disabled due to illness or injury (not work-related) the County will 
continue paying 50% of your monthly salary for up to twelve months starting on the 
30th day of disability.  

The County provides long term disability insurance coverage. The plan shall be 
commensurate with all other management employees (bargaining unit M) benefit.  

 
D.  Professional Development 

An annual amount of seven hundred dollars ($700.00) may be used for cost 
reimbursement for professional association dues, books, tuition, conference fees and 
related travel, hotel and meal expenses for job-related or professional development 
related courses which the employee wishes to attend. Additionally, professional 
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development reimbursement may be used for the purchase of computers and related 
hardware, software, etc.  
 
The parties agree to broaden the definition of professional development to include the 
purchase firearms and exercise equipment as well as reimbursement for fitness 
membership dues only, excluding social membership, golf, etc. The intent is to use 
professional development reimbursement for health and fitness only.  
 
The allowance is prorated for new hires, based on the date of hire, and prorated for 
any periods of unpaid leave status. Professional development allowance must be used 
or it expires at year-end.  

 
E. Car Allowance 

 
Management employees excluding Department Heads, who use their private vehicles 
consistently in the course of County work may be granted $1,200 (or $2,400) per year 
car allowance, in addition to mileage for both in-county and out-of-county travel, 
based on determination by the Department Head. This is considered taxable 
additional compensation and is reported to the IRS. The Chief Executive Officer shall 
maintain specific policy guidelines regarding the administration of this benefit  

 
F. The County shall extend to members of the bargaining unit the Dependent Care 

Assistance and Medical Expense Reimbursement program.  
 
17. IRS CODE SECTIONS 

 
A. Effective March, 1991, the County implemented the mandatory premium conversion 

plan under Section 125 of the Internal Revenue Code, limited to employee health 
insurance premium contributions.  

 
B. The parties acknowledge that the County has implemented the provisions of IRS 

Code Section 414 (h2) dealing with employer "pickup" of the employee's retirement 
contribution.  

 
C. The County shall extend to members of the bargaining unit the Dependent Care 

Assistance and Medical Expense Reimbursement program currently available for 
management and confidential employees as soon as possible after the signing of the 
Memorandum of Understanding (MOU).  

 
18. PAYROLL DEDUCTIONS 

 
A. Payroll Deduction 

 
The County agrees to maintain a payroll deduction for members of this bargaining 
unit who voluntarily approve of such deduction in an amount determined by the 
SSMA and consistent with the requirements of the Auditor-Controller.  
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B. Credit Union Deduction 

 
The parties agree that the County shall provide a voluntary payroll deduction for the 
Credit Union.  

 
19.  MILEAGE REIMBURSEMENT
 
 Mileage reimbursement rates will be established by the County Auditor-Controller effective 

January of each year based on the rates published by the IRS.  This provision will be implemented 
in January 2007. 

 
20. FUTURE MEET AND CONFER TOPICS 
 

The parties agree, during the term of this Agreement, to meet and confer at the request of 
either party to the extent required by the Meyers-Milias-Brown Act.  These mutual, non-
binding discussions are specifically limited to the following:  
 
A. Health and Welfare Benefits  
B. Retiree Health Care  
C. Amend Stanislaus County Personnel Policies  

1) SCPP 3.08.050 to include Psychologists  
2)  SCPP 3.28.130 to redefine time limits to appeal dismissal for Absent Without 

Leave (AWOL)  
D. Examine Medical Terminations Pursuant to Section 19253.5(a) Government Code  

 
The County agrees that any changes made as a result of the meet and confer process pursuant 
to this section shall not result in a loss of salary, compensation or flexible benefits currently 
provided to SSMA members.  

 
21. PERSONAL PROPERTY DAMAGE PROCEDURE 
 

The parties agree that the County policy providing for reimbursement of personal property 
such as clothing damaged or destroyed in the line of duty and without employee negligence 
shall 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 shall be referred for 
final resolution to a County department head mutually agreed upon.  If the parties cannot 
agree on a particular department head, one shall 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 recognizes the fact that many articles of clothing wear out with age and would 
be replaced in the normal course.  

 
 
22. SICK LEAVE 
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A. Sick Leave Cashout 
 
The parties agree that the sick leave policy of the County in effect immediately prior 
to the commencement of this agreement shall remain in effect during the term of this 
agreement, with the exception that the policy of the County concerning pay for a 
portion of accrued sick leave upon termination of County employment shall be 
amended as follows in the consideration of the salary and other fringe benefit 
increases in this agreement.  The parties agree that employees who terminate from 
County service as a result of death, non-service connected disability retirement, or 
service retirement shall be eligible to receive cash for accrued, but unused sick leave 
on the books at the rate of seventy-five percent (75%) of the salary equivalent of such 
sick leave.  
 
The parties agree that at the time a member of the bargaining unit is granted a service 
connected disability retirement the employee shall not have the option to continue his 
or her disability leave charged against accrued sick time.  Any accrued sick leave 
shall be cashed out at seventy-five percent (75%).  The seventy-five (75%) cashout 
shall be limited to this circumstance only.  
 
The maximum amount of sick leave that shall be applied toward the cashout 
provisions as provided for herein shall be six hundred (600) hours.  For example, if 
an employee retires from County service, he or she would be cashed out for seventy-
five percent (75%) of six hundred (600) hours or four hundred fifty (450) hours. Time 
in excess of the six hundred (600) hours shall continue to accrue and be used in the 
case of illness.  
 
In addition, any current employee who has accrued time in excess of six hundred 
(600) hours shall, upon retirement, consistent with current MOU provisions, 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, whichever time is higher.  The total sick leave accrual 
on the date for each employee shall become the employee's individual maximum or 
cap for sick leave cashout purposes while the employee remains in the continuous 
employment of the County.  For example, if the employee has one thousand (1,000) 
hours on the date the cashout maximum takes effect, he or she would be cashed out 
for seventy-five percent (75%) of one thousand (1,000) hours or seven hundred fifty 
hundred (750) hours upon retirement.  Any time accrued and in excess of this time 
shall not be subject to cashout.  The County agrees that any sick leave credited 
toward retirement of the employee will be made in good faith.  
 
The purpose of this provision is to place a ceiling on the County's cashout liability for 
sick leave while maintaining unlimited accrual of sick leave for catastrophic illness.  
 
Furthermore, the County agrees all sick leave accrued above the employees 
individual cashout maximum shall be converted toward service credit upon retirement 
on an hour-for-hour basis.  

 

 17



 B.  Conversion of Sick Leave Cashout Benefits to Health Insurance Upon Retirement 
 
The parties recognize that employees covered by this agreement participate in the 
DSA Medical Trust. Upon retirement, any sick leave cash-out benefits shall be 
directed to the DSA Medical Trust.  This program must continue to meet the criteria 
of the Auditor-Controller and Internal Revenue Codes for tax purposes.  This 
provision has no effect on the percentage of sick leave cash-out.  

 
23.  UNIFORM ALLOWANCE 
 
 The parties agree that uniform allowance shall be one thousand one hundred twenty dollars 
 ($1,120.00) per year, paid monthly on a pro-rata basis. Effective at the beginning of the first full 
 pay period following July 1, 2006 the County shall pay ($1,170.00) per year.  

 
No uniform allowances shall be provided to employees absent from duty for three (3) or 
more consecutive calendar months on 4850 or other disability-related leave.  

 
24.  BODY ARMOR 

 
The Sheriff will provide Threat Level IIA body armor to all sworn personnel in the 
Operations Division. All such personnel are required to wear the body armor; provided, 
however, the Sheriff may designate exceptions to the requirement for certain personnel.  The 
Sheriff’s designation of exceptions is not grievable or arbitrable.  

 
25.  RETIREE MEDICAL TRUST 

 
The parties agree to allow the SSMA to participate in the Central Valley Retiree Benefit 
Trust including requiring a payroll deduction in order to participate. Effective the first full 
pay period after December 1, 2004 a non-taxable deduction of one-percent (1%) of the 
employee’s salary shall be directed to the retiree medical trust.  

 
26.  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.  

 
 
27.  FULL UNDERSTANDING, MODIFICATION AND WAIVER 
 

A.  This Agreement sets forth the full and entire understanding of the parties regarding the 
matters set forth herein, and any and all prior or existing Memorandum of 
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Understandings, and Agreements regarding the matters set forth herein, whether formal 
or informal, are hereby superseded and terminated in their entirety.  

 
B.  It is the intent of the parties that ordinances, Board resolutions, rules and regulations 

enacted pursuant to this Agreement be administered and observed in good faith.  
 
C.  Nothing in this Agreement shall preclude the parties from mutually agreeing to meet and 

confer on any subject within the scope of representation during the term of this 
Agreement.  
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PERFORMANCE BASED PAY PROCESS

To align the leadership team with the Stanislaus County vision statement, the County
will embark upon a new process for compensation by rewarding individuals for their
contributions towards achieving excellence using the Baldrige Criteria as guidelines.
These guidelines will provide a roadmap for all employees and customers throughout

the County and will allow Stanislaus County to benchmark against the best.

Attachment A

08/14/00
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Performance Based Pay Process

This Performance Based Pay Process is intended to minimally occur on an annual basis.
Employee recognition and development is a critical component of the County’s mission and for
that to be achieved requires consistent employee feedback and acknowledgment.

A. Process for the Performance Review & Individual Development:

Phase I: Preparation    (3 months prior to due date)

1. Designated Receiver sends master packet and notification of review date
to employee.

2. Employee is to submit 10 names as potential team members to the
supervisor.  6 names will be mutually selected by the Supervisor and by
the Employee from the list.  Additional team members must be mutually
agreed upon between the Supervisor and the Employee.

3. Employee provides the final team list to the department Designated
Receiver.

4. Employee determines the number of forms needed to distribute to the
evaluation team and makes appropriate number of copies:
a.  Supervisor (i.e., Manager, Department Head, etc.)   and 1
b.  Employee (being reviewed)      and 1
c.  Other Evaluation Team Members:

*   Peers 2
*   Direct Reports 2

6 minimum

5. If the employee is a Department Head, the designated receiver will notify
the Chief Executive Office C.A.R.E. Unit who distributes the Leadership
Attribute survey (or random sampling survey) to the Department Head’s
staff.

6. Employee distributes a set of the following forms to each evaluation team
member at least two months prior to the due date:
* Evaluation Team Member memo
* Performance Review and Overall Rating form
* Performance Review Team Guidelines

7. Each team member (including Supervisor and Employee) shall complete
the evaluation which shall include comments supporting the score and
shall submit the completed Performance Review and Overall Rating form
to the Designated Receiver by the due date indicated in the Evaluation
Team Member memo.
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8. If the employee is a Department Head, the C.A.R.E. Unit summarizes the
Leadership Attribute survey and forwards the results to the Designated
Receiver.

9. The Designated Receiver summarizes the performance review forms and
gives the summary to the Supervisor and to the Employee.   If the
employee is a Department Head, the Designated Receiver includes the
Leadership Attribute survey summary for discussion only with the Chief
Executive Officer and the Department Head.

Phase II: Initial Meeting with Supervisor/Employee (3 weeks prior to due date)

10. Employee schedules a feedback session with the Supervisor (i.e.,
Manager, Department Head, Chief Executive Officer).

11. The Supervisor and the Employee meet to discuss the feedback summary
and potential ideas for a development plan.

12. The Employee drafts the development plan based on feedback from the
Evaluation Summary and specific projects as assigned.

13. The Employee schedules a final meeting with the Supervisor.

14. The Supervisor and the Employee meet for a final session to review, to
approve and to sign and date the Development Plan.

Phase III: Process Pay for Performance

15. The Supervisor determines the base pay adjustment according to the
team’s average points and the corresponding recommended rating scale.
a. If the supervisor’s and/or the employee’s points exceed 2 points

difference from the team’s average, the supervisor and the
employee will review the discrepancies with the Department Head
and an HR representative.

b. If the recommended base pay differs from the recommended
formula (i.e., team’s average points to rating scale), the supervisor
will review the discrepancies with the Department Head and an
HR representative.

c. If the employee is newly hired or is newly promoted into the Pay
for Performance Process, the employee will still follow the process
as outlined with the following exception: the supervisor may have
sole discretion (i.e., up to 100% instead of the customary 40%) to
recommend a pay increase subject to the Department Head’s final
approval.  This grandfather clause will allow the newly
hired/promoted employee time to learn the new expectations while
still receiving feedback from their peers.  This clause is for the first
year only, after which the process as written will apply to the
employee.
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16. The Supervisor may also award a bonus from .1-2.5% based on the level
of completion of the previous year’s development plan and exceptional
contributions.  There is no correlation between the base pay increase and a
bonus, should a bonus be recommended.  The bonus pay will not affect the
base pay adjustment.

17. The Employee’s pay for performance process is complete when the
designated receiver receives the following completed documents:
a. Signed & Dated Evaluation
b. Signed & Dated Development Plan

18. The Designated Receiver submits the following completed forms to the
C.E.O. HR Unit:
a. 360 Team List
b. Performance Review & Overall Rating Summary - signed & dated
c. Development Plan - signed & dated
d. PAF  - signed & dated

Miscellaneous:

19. Establishing Performance Review Dates
In order to clarify dates for future Pay for Performance evaluations and
compensation, please note the actions below which will establish or change the
employee’s evaluation date.  All evaluation dates will be set by these actions and
new evaluations should be completed 12 months from this established effective
date.

* Initial Pay for Performance Development Plan Complete
* Hire Date (if hired after the PFP system began)
* Promotion into a Banded Position
* Demotion
* Promotion within the Band

20. Pay for Performance Process Delay:

If an employee delays the process, any recommended increase will not be
retroactive.  A development plan must cover a 12-month period and should be
submitted with the Personnel Action Form (PAF) before any compensation
change can become effective.  If less than 6 months remains between the date the
process is completed and the date of the new PFP cycle, the employee will forfeit
one cycle and will wait until the following year to complete their next PFP. This
must be taken seriously and the employee should be counseled on this issue.

For example: An employee’s PFP cycle begins in January and
the Development Plan is submitted in July.  This employee would
receive a PFP increase, if merited, for the year reflected in the
Development Plan.  No new compensation will be granted for
the next PFP year and the review date will be extended one year.
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Development Plan Due January   1, 2000
Development Plan Submitted &

PFP increase awarded July    1, 2000
PFP Forfeited January   1, 2001
Next PFP Due January   1, 2002

If a department delays the process, any recommended increase will be retroactive.
In this case, the employee should proceed on his/her own development plan as if
it were in place.  The Department Head should attach a memo explaining why the
evaluation was late and what remedial action is being taken to ensure that it does
not happen again.  Department Heads should be evaluating their managers and
supervisors on how timely they complete the evaluation for their subordinates.

Phase IV: Special Merit

21. Special Merit increases are approved by the Chief Executive Officer to recognize
outstanding services by an employee.  The Personnel Policy and The County
Code require that supporting documentation accompany any increase.  This
documentation should state what the employee has done which exemplifies
“outstanding” performance.

A formal review of performance can be documented by showing accomplishment
of “significant progress” toward the achievement of the goals outlined in the
employee’s Annual Development Plan.  These plans are a required element of
each Performance Based Pay evaluation and identify the goals each employee is
required to strive toward meeting in the year following their evaluation.
“Significant Progress” is typically measured at a period of 3 to 6 months of work
toward the Development Plan.

If there are any questions regarding the Performance Based Pay Process, please contact the Chief
Executive Office Human Resource Unit.

Effective date of this revised Pay for Performance Process is September 1, 2000.
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Attachment “B”

Reduction-In-Force Policy

Effective January 1, 2006

Custodial Deputy Sheriffs Bargaining Unit
Sworn Deputy Sheriffs Bargaining Unit

Sheriff’s Supervisor Bargaining Unit
Sheriff’s Management Bargaining Unit

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.  Employee layoffs shall be based upon seniority as
specified in this policy.  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 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 class shall be separated considering seniority and type of appointment
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
3. Trainee
4. Regular Part-Time
5. Regular Full-Time

Employees holding permanent status in a prior 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.

REDUCTION-IN-FORCE SENIORITY:

Among permanent and probationary employees in the classifications of Deputy Sheriff-
Custodial, Deputy Sheriff-Coroner, Sergeant-Custodial, Sergeant, Custodial Lieutenant,
Lieutenant, and Captain (Commander), the order of layoff will be determined by the total time in
the employee’s current classification and higher ranking classification.  Where two or more
employees have equal seniority, then total County seniority shall determine the order of layoff.



An agreed upon lottery system will be used in cases of equal County seniority.  The calculation
of total County seniority in this policy shall be consistent with County Reduction-in-Force policy.

Breaks in service or time spent in unpaid status do not count towards total time in calculating
seniority.  If a full-time employee converts to part-time (extra help) employment status and then
back to full-time status, the time spent as a part-time employee shall be credited on a pro-rated
hourly basis as long the employee did not break service for one full pay period during the
transition to or from part-time status.  If a full-time employee leaves County service for any
period of time and is reinstated in their employment, the time spent prior to leaving employment
is not counted for purposes of calculating seniority.

Example:

Initial Reduction in Force of One Lieutenant Position

WRITTE

Written n
mailed to
mailed a
deemed 

DEMOTI

In lieu of
Departm
presently
may be d

Seniority
Rank

County
Service

Time in
Classification

(or higher)

1. 20 yrs Lt. 10 yrs

2. 16 yrs Lt. 7 yrs

3. 16 yrs Lt. 5 yrs

4. 18 yrs Lt. 3 yrs Least time spent as a Lieutenant, bumped to
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Impact on Sergeants

Seniority
Rank

County
Service

Time in
Classification

(or higher)

1. 25 yrs Sgt. 15 yrs

2. 22 yrs Sgt. 12 yrs

3. 18 yrs Lt. 3 yrs
Sgt. 7 yrs

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

4. 20 yrs Sgt. 8 yrs Bumped to prior Deputy Sheriff position

N NOTICE

otice of layoff shall be served on affected employees in person or by certified letter
 the last address on file with the Chief Executive Officer.  Notice will be served or

t least 21 calendar days prior to the effective date of the separation.  Notice shall be
served upon return of a delivery receipt or receipt showing attempted delivery.

ON IN LIEU OF LAYOFF

 being laid off, an employee may elect to voluntarily demote within the Sheriff’s
ent to a lower paid classification in which the employee held permanent status and
 meets the minimum qualifications of the classification.  Less senior employees who
isplaced as a result of demotion actions shall in turn be subject to the provisions of this

prior Sergeant position
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section.  In order to exercise these options, the employee affected must so advise the Chief
Executive Officer in writing no later than seven working days after receiving notice of layoff.

In lieu of being laid off, an employee may also elect to voluntarily demote within the Sheriff’s
Department to a vacant position in a lower paid classification in which the employee has not
held prior permanent status.  Employees voluntarily demoting to a lower paid classification in
which they have not held permanent status will not result in displacement of existing employees.

TRANSFER IN LIEU OF LAYOFF

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.  The transferring employee must meet the minimum qualifications of the
classification at the time of transfer.  Such requests require approval by the gaining Department
Head.  (Department probation, if applicable, may be applied.)

RE-EMPLOYMENT

For a period of one year 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.
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 Chief Executive Officer.  The former employee shall have 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.  The affected person may, within seven days after receipt of the decision of
the Chief Executive Officer, appeal that decision.  An appeal shall be filed with the Chief
Executive Officer.  The Chief Executive Officer shall forthwith transmit the appeal request to the
Hearing Board established pursuant to Chapter 3.28.060 of the Ordinance Code of Stanislaus
County.  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 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.  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
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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.

REDUCTION-IN-FORCE SENIORITY CALCULATION

In calculating service time for purposes of this policy, 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.
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Attachment C

Health Insurance Agreement Between Stanislaus County and the
California Association of Interns and Residents

California Nurses Association
County Attorneys’ Association

Operating Engineers Local 3 representing the District Attorney Investigators Association
Stanislaus County Deputy Probation Officers Association

Service Employees International Union Local 535
Stanislaus County Deputy Sheriffs Association

Stanislaus County Employees Association AFSCME/Local 10
Stanislaus County Sheriff Supervisors Association

Stanislaus Regional Emergency Dispatchers’ Association
Stanislaus County Sheriff’s Management Association

Health Insurance

This agreement shall remain in full force and effect for the period of January 1, 2006
through December 31, 2008 unless extended by mutual agreement of the parties.

For the term of this agreement, the County shall provide a 100% County funded health
insurance plan for each benefit selection level (Employee, Employee +1 and Family),
based on the lowest cost health plan available to Stanislaus County.

Health insurance co-pays will be adjusted annually on January 1st of each year as
follows:

2006 2007 2008

Office Visit $10.00 $15.00 $20.00

RX $10.00 $10.00 $10.00

Chiropractic $15.00 $15.00 $15.00

Emergency Room $50.00 $50.00 $50.00

Hospitalization 100% 100% 100%

Other than those co-payment changes reflected in this agreement, the County will not
request other benefit level reductions.  The parties recognize that health insurance
providers may institute benefit changes that are not within the control of the County.

The “waive” credit for health insurance will remain at current levels for the term of this
agreement for those employees who waive health insurance.  The waive credit for health
insurance is $47.50 monthly for regular employees and $150.00 monthly for
management employees.  Proof of other coverage is still required.

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.  The parties agree that only
through mutual agreement of all the parties to this agreement would discussion occur
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during the term of this agreement on health insurance matters.  In the event that any of
the current PBGH carriers contracted with Stanislaus County to provide health insurance
coverage for their active employees elect to discontinue health insurance service in
Stanislaus County or the County discontinues their contract with PBGH during any plan
year, the County will make a good faith attempt to replace these carriers from available
alternate carriers.  As in the past, the County agrees to meet and confer with the
employee organizations over carrier changes.

Flexible Credit for Dental, Vision and Supplemental Life
This agreement shall remain in full force and effect for the period of January 1, 2006
through December 31, 2008 unless extended by mutual agreement of the parties.

The Flexible Credit Allowance designed to purchase dental, vision or voluntary
supplemental life insurance will remain at the current level for 2006, 2007 and 2008
calendar years, with excess applied towards health insurance, if necessary.  The
Flexible Credit Allowance is  $125.00 per month for regular employees and $200.00 per
month for employees represented by the Sheriff Management Association.

Dental and Vision rates charged to employees in 2006, 2007 and 2008 are as follows:

Dental Vision Total
Employee Only $32.68 $9.86 $42.54

Employee +1 $59.34 $20.22 $79.56

Family $97.38 $27.62 $125.00

The County may include the full cost of dental and vision rates on employee benefit
forms, but will also include a credit to ensure the actual costs charged to employees
equals the rates in this agreement.

Employee representatives acknowledge that the County may include an administrative
fee to voluntary supplemental life insurance premiums to fund benefit administration
costs.

It is understood by the parties that these provisions fully set forth the agreement of the
parties in matters of dental, vision and supplemental life insurance as herein specified.

Additional Provisions
Benefit deductions are taken out of 24 of the 26 paychecks each year.  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.

The County and employee representatives agree to form a labor/management working
group to explore future options for health care coverage.
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