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PREAMBLE

This Memorandum of Understanding, hereinafter referred to as "the Agreement",
entered into by the City of Folsom, hereinafter referred to as "the City", or "the
employer", pursuant to Section 3500 et seq. of the Government Code of the State of
California and the Folsom Police Officers Association, hereinafter referred to as "the
Association" or "FPOA" has as its purpose the promotion of harmonious labor relations
between the City and the FPOA; establishment of an equitable and peaceful procedure
for the resolution of differences; and the establishment of rates of pay, hours of work,
and other terms and conditions of employment.

It is understood and agreed that this Memorandum of Understanding (MOU)
supersedes and replaces all previous such actions on these points by and between the
City of Folsom and the Folsom Police Officers Association. Where ordinances and
policies that may conflict with the Memorandum of Understanding exist, the
Memorandum of Understanding will prevail.

The term "Agreement" as used herein means the written agreement provided under
section 3505.1 of the Government Code.

ARTICLE I - RECOGNITION AND COVERAGE

A. Recognition:

Folsom Police Officers Association is recognized as the exclusive representative,
as provided in the City's Employer-Employee Relations Rules for all employees
assigned to the Police Bargaining Unit in the following classifications and any
other classification which is agreed between the parties to be included in the
Police bargaining Unit.

Animal Control Officer
Community Service Officer
Communications Supervisor
Crime & Intelligence Analyst
Dispatcher I/11

Police Corporal

Police Officer

Police Records Clerk

Police Records Supervisor
Police Sergeant

Property and Evidence Technician
Volunteer Coordinator
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B.

Total Agreement:

This Memorandum of Understanding constitutes a full and complete agreement
by the parties and contains all of the matters upon which the parties have
reached agreement. Therefore, except as provided herein, the City and the
Association, for the duration of this Agreement, each voluntarily and unqualifiedly
waives the right, and each agrees that the other shall not be obligated to bargain
collectively, with respect to any subject or matter referred to or covered in this
Agreement, as well as any subject or matter not referred to or covered in this
Agreement.

Severability of Provisions:

Should any section, clause or provision of this Agreement be declared illegal by
final judgment of a court of competent jurisdiction, such invalidation of such
section, clause or provision shall not invalidate the remaining portions hereof,
and such remaining portions shall remain in full force and effect for the duration
of this Agreement. In the event of such invalidation, the parties agree to meet
and confer concerning substitute provisions for provisions rendered or declared
illegal.

ARTICLE II - MANAGEMENT RIGHTS

All City rights and functions, except those which are expressly abridged by this
Agreement, shall remain vested with the City. The rights of the City include, but are not
limited to, the exclusive right to:

A.

B.

Manage the City generally and to determine issues of policy.
Determine the existence of facts which is the basis of management decisions.

Determine the necessity for and organization of any service or activity conducted
by the City, and to expand or diminish services.

Determine the nature, manner, means, technology, and extent of services to be
provided to the public.

Determine methods of financing.
Determine types of equipment or technology to be used.

Determine and/or change the facilities, methods, technology, means,
organizational structure, and size and composition of the work force, and to
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allocate and assign the work by which the City operations are to be conducted.

H. Determine and change the number of locations, relocations, and types of
operations, processes, and materials to be used in carrying out all City functions,
including, but not limited to, the right to contract for or sub-contract any work or
operation of the City.

I Assign work to and schedule employees in accordance with requirements as
determined by the City, and to establish and change work schedules and
assighments upon reasonable notice and good faith meet and confer.

J. Lay off employees from duties because of lack of work or funds, or under
conditions where continued work would be ineffective or non-productive.

K. Establish and modify productivity and performance programs and standards.

L. Dismiss, suspend without pay, demote, reprimand, withhold salary step
increases, or otherwise discipline employees for cause.

M. Determine minimum qualifications, skills, abilities, knowledge, selection
procedures and standards, and job classifications, and to reclassify employees.

N. Hire, transfer, promote, and demote employees.

0. Determine policies, procedures, and standards for selection, training, and
promotion of employees.

P. Establish reasonable employee performance standards including, but not limited
to, quality and quantity standards; and to require compliance therewith.

Q. Maintain order and efficiency in City facilities and operations.

R. Establish, publish, and/or modify rules and regulations to maintain order and
safety and health in the City. The City agrees to meet and confer on any items
that fall within the scope of Government Code Section 3500 et. seq.

S. Restrict the activity of an employee organization on the municipal property and
on municipal time except as set forth in the City's Personnel Rules.

T. Take any and all necessary action to carry out the mission of the City in
emergencies.
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ARTICLE III - NO STRIKE

FPOA agrees that during the term of this Agreement, neither it nor its officers,
employees, representatives, or members will engage in, encourage, sanction, support
or suggest any strikes, work stoppages, boycotts, slowdowns, mass resignations, mass
absenteeism or any other similar actions which would involve suspension of, or
interference with, the normal work of the City of Folsom. In the event that FPOA
members participate in such activities in violation of this provision, FPOA shall notify
those members so engaged to cease and desist from such activities and shall instruct
the members to return to their normal duties.

ARTICLE IV - EMPLOYEE RIGHTS

A. Union Bank Time:

1.

Employees in the bargaining unit may, but are not required to, donate
accrued Annual Leave, Holiday Leave, or Furlough Time in no less than
one-half (.5) hour increments, into a bank of hours from which designated
FPOA representatives may draw time for the purposes of conducting
association business, including but not limited to, training programs and
seminars. Donated time will be transferred from the donating employee's
accrued Annual Leave, Holiday Leave, or Furlough Time to the Union
Bank as a one-time donation or from Annual Leave on a regular basis

each pay period.

The FPOA President or designee must approve, fill out and submit a leave
request slip for all employees using the Union Bank. The release of
employees on Union Bank Time shall be subject to the needs of the City,
as determined by the Police Chief.

The FPOA shall submit a request to the Police Chief or designee for the
release of employees on Union Bank Time at least 7 calendar days prior
to the desired time off or as otherwise approved by the Police Chief.

B. Non-discrimination:

The City agrees not to discriminate against any employee because of
membership in the Association or because of any activities on behalf of the
Association. The City further agrees not to discriminate, harass, or reprise
against any employee as a result of their exercise of their rights under this
Agreement, or under Section 3500 et seq., of the Government Code of the State
of California.

Page 8



FPOA Memorandum of Understanding
1/1/22 to 12/31/24

C.

Access to Personnel Files:

The City shall maintain only one (1) personnel file on each person in the Human
Resources Department. A duplicate personnel file shall be maintained at the
Police Department. Both files shall be kept secured.

Upon request by an employee, the employee and/or his/her authorized
representative may review the personnel files during regular business hours,
except where denial of access is authorized by statute.

Information contained in an employee's personnel file shall be confidential and
available for inspection only to authorized management/administrative personnel
and the supervisor of the employee; except, however, that information in an
employee's personnel file may be released pursuant to court order, subpoena, or
with a release signed by the employee. The department shall notify the
employee of the existence of such court order, subpoena, or a motion for court
order to gain access to the personnel file prior to the release of any information.

No material which relates to the employee's conduct, attitude, work performance,
or service will be included in his/her personnel file without being signed and
dated by the author of such material. Before such material is placed in the
employee's file, the department head shall provide the employee the opportunity
to review the material and sign and date it. A copy of such material shall be
provided to the employee. The employee shall have the right to insert in his/her
file within thirty (30) days of the employer placing the item in the file,
supplementary material and a written response to any item in the file. Such
response shall remain attached to the material it supplements for as long as the
material remains in the file.

Internal affairs investigations shall be kept in a separate file under the

employee’s name and shall be purged and destroyed after five (5) years. Such
files shall be maintained in the Police Department.

Purging Personnel Files:

Upon the request of an employee, and with the approval of the Police Chief,
counseling memos and reprimands shall be removed from personnel files after
two (2) years. These items, along with disciplinary actions (i.e., suspensions,
reductions in pay, and demotions) shall be removed and destroyed after five (5)
years in accordance with the City’s records retention policy.
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ARTICLE V — SALARY AND OTHER COMPENSATION

A. Salary Increases:

1. Effective January 1, 2022, all employees in the following classes shall
receive a salary increase of 3%:

Animal Control Officer
Community Services Officer
Crime & Intelligence Analyst
Police Records Clerk

Police Records Supervisor
Property and Evidence Technician
Volunteer Coordinator

2. Effective January 1, 2022, all employees in the following classes shall
receive a salary increase of 3.5%:

Communications Supervisor
Dispatcher I/l

Police Corporal

Police Officer

Police Sergeant

& Effective January 1, 2023, all employees shall receive a salary increase
of 3%.

4. Effective January 1, 2024, all employees shall receive a salary increase
of 3%.

B. Market Adjustments:

Effective January 1, 2022, the salary range for the class of Communication
Supervisor shall receive a special salary increase of approximately 2.93% (may
be adjusted slightly to fit current City salary range structure).

C. Market Survey:

The City agrees to conduct a market survey of the classes of Police Officer,
Police Sergeant, Dispatcher Il, and Police Records Clerk. The survey shall be
concluded not later than 120 days prior to the expiration of this MOU. The
parties agree to meet and confer over survey results.
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1.

The purpose of the study is to determine the relationship of the total
compensation for employees in the job classifications identified above
when compared to comparable job classifications in the following
agencies: City of Elk Grove, City of Rocklin, City of West Sacramento,
City of Sacramento, City of Roseville, City of Citrus Heights, and County of
Sacramento.

Compensation, for purposes of this study, shall constitute the following
elements:

Base salary (top step in the salary range

Maximum contribution to health insurance

Uniform Allowance

Employer payment of employee share of retirement
Maximum Education/POST Incentive Pay

Social Security

~®PoO0ToD

Study results will identify the mean (average) and relative ranking of the
base salary and total compensation, by classification, comparing the City
of Folsom to those agencies identified in subsection 1 above.

The parties agree to meet and confer not later than April 1, 2024, to
discuss amendments to this Section. Topics to be discussed shall include,
but not be limited to, agencies to be surveyed, compensation elements
(data) to be collected, and tax base of agencies surveyed.

D. Salary Ranges:

The first-year salary range for each job classification in the Police Bargaining Unit are
set forth in Attachment A, Salary Schedules, of this Agreement. The Salary Range for
each classification includes Salary Increases (Article V, Section A above), and any
Market Adjustment Article V, Section B above). It is understood that implementation of
any salary increase, or market adjustment may vary slightly due to rounding.
Procedures for step advancement, promotion, demotion, transfer, and layoff as set forth
in City of Folsom Personnel Rules and Regulations, and the MOU shall apply. Should
unusual circumstances or rigid adherence to the current salary range structure cause an
unforeseen inequity, the City Manager may authorize a special salary adjustment
appropriate to the circumstance(s).

1.

Effective January 1, 2022, the classes of Police Officer, Police Corporal,
Police Sergeant, Communications Supervisor, and Dispatcher Il shall
have one salary range (Attachment A). The salary range for each
classification shall consist of nine (9) steps, with three (3) percent between
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steps. The highest step in the existing salary range(s) for each class shall
constitute the highest step in the new salary range for each class. For all
other classes in the FPOA bargaining unit, the current salary range
structure shall remain unchanged.

a. When converting to the new salary range, employee step
assignment shall be equal to the salary step the employee is
assigned on January 1, 2022. For example, an employee
assigned to Step Six (6) on January 1, 2022, shall be
assigned to Step Six (6) in the new salary range.

Employees in the classes of Police Corporal and Police Sergeant who are
assigned to Range A on January 1, 2022, shall convert to the new salary
range (Item D.1 above) on the first calendar day after December 31, 2024.
Range A shall continue for employees who are assigned to Range A
through December 31, 2024. Employee step assignment into the new
range (ltem D.1 above) shall be equal to the Range A salary step the
employee is assigned on December 31, 2024. Effective January 1, 2022,
all new appointments into the classes of Police Corporal and Police
Sergeant shall be appointed to the new salary range (ltem D.1, above).

E. Creation of Salary Range A and Salary Range B:

Except for the class of Police Officer, Police Corporal, Police Sergeant, Community
Services Officer, Communications Supervisor and Dispatcher Il, each job classification
shall have two salary ranges: Range A and Range B. Procedures for step
advancement, promotion, demotion, transfer, and layoff as set forth in City of Folsom
personnel rules and the MOU shall apply. Any unit-wide salary change shall be applied
equally to Range A and Range B. Such salary changes may vary slightly due to

rounding.

Salary Range A

Where Salary Range A applies, Salary Range A shall be the salary range for employees

employed by

the City prior to February 6, 2014. Said employees shall be assigned

Range A for City job classifications for the remainder of their continuous employment

with the City.

Salary Range B

Where Salary Range B applies, employees who are hired on or after February 6, 2014,
shall be assigned to Salary Range B. Said employees shall be assigned Range B for
City job classifications for the remainder of their continuous employment with the City.
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For classifications with Salary Range A and B, the top step of Salary Range B
shall be 100% of the top step of Salary Range A for each job classification.

Except for the class of Community Services Officer, Salary Range B shall consist
of thirteen (13) salary steps.

Community Services Officer shall have a single salary range. The salary range
for Community Services Officer shall consist of 12 steps.

Dispatcher | is a 12-month probationary/trainee position and shall have a
separate 1-step salary range. Upon successful completion of the 12-month
trainee opportunity as Dispatcher |, employees will be promoted to Dispatcher Il.

F. Salary Step Placement:

Employee step placement in the salary range for each classification are shown in
Attachment B, Salary Step Placement.

G. Clothing/Uniform Allowance:

e

Plain Clothes Assignments:

When the Police Chief assigns employees to a plain clothes assignment
(for more than 3 months consecutively), such employees shall receive a
clothing allowance of $1000.00 per year. Plain clothes assignments are
those assignments that require professional business attire. Other plain
clothes assignments that do not require daily wearing of professional
business attire may qualify for the allowance based upon individual written
approval by the Chief of Police. Appropriate justification shall be made for
such approval.

Employees assigned to a plain clothes assignment shall be responsible for
the cleaning of their own clothing, except that employees in a plain clothes
assighment may have their department issued uniforms cleaned as
needed based upon uniformed or overtime assignments.

Clothing allowance shall be paid annually in conjunction with bi-annual
shift changes, on or before January 20t and on or before July 20t of each
fiscal year. Employees assigned to a plain clothes assignment in January
or in July of each year shall receive the annual clothing allowance for the
year, payable as described above. Employees assigned to a plain clothes
assignment after shift changes will receive a pro-rated clothing allowance.
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2.

H.

Sworn Personnel

As provided in Section 4 below, the City agrees to provide the initial issue
of uniforms to all sworn employees and the City shall pay for the cleaning
and replacement of all uniforms.

Any proposed change to the uniforms will only be done after meet and
confer with the Association.

The City agrees to report to PERS the estimated value of $850 per fiscal
year for each uniformed employee for purposes of cleaning, maintaining
and replacing uniforms.

Non-Sworn Employees:

The City agrees to provide the initial issue of uniforms to all non-sworn
employees, consistent with department policy.

Uniform Issuance/Replacement -- All Employees:

The City will provide the initial issue of uniforms to all employees of the
department. The City shall replace any uniform or authorized equipment,
which has been lost, stolen, damaged or rendered unserviceable as a
result of on-duty activity. Personnel will receive authorization for uniform
replacement from their immediate supervisor.

Educational Incentive Pay:

1. Employees shall be eligible to receive education incentive pay after the employee
has completed their one (1) year probationary period.

a. Exception: Employees hired into the department as “lateral hires” shall

receive education incentive pay upon hire.

. Exception: Employees hired as entry level Dispatcher | (step 1), which is

a trainee level, have a 12-month probationary period in the entry level
position, followed by an additional 6-month probationary period upon
promotion to Dispatcher Il (step 2). Education incentive pay eligibility
commences on the first pay period following achievement of non-
probationary status as Dispatcher |l. Obtaining POST certification quickly
will not impact date of promotion or date of educational incentive pay.

2. Police Officers and Sergeants will be entitled to receive educational incentive pay
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based on the following:

Police Officers

Either:

a.

Or:

b.

Sergeants

Either:

a.

Or:

Police

Officers and Police Corporals who possess the following

degree(s) from a recognized college or university:

(1)
(2)
)

Police
POST

(1)
(2)

Associate of Arts degree shall receive a salary increase of
5%.

Bachelor of Arts/Science degree shall receive a salary
increase of 10%.

In no event shall a Police Officer or Police Corporal who
possesses both an Associate of Arts degree and a Bachelor
of Arts/Science degree receive more than 10%.

Officers and Police Corporals who possess the following
certificates:

Intermediate POST certificate shall receive a salary increase
of 5%.

Advanced POST certificate shall receive a salary increase of
10%. In no event shall an officer who possesses both an
Intermediate POST certificate and an Advanced POST
certificate receive a salary increase of more than 10%.

Sergeants who possess the following degree(s) from a recognized
college or university:

(1)
of 5%.

(2)
&)

Associate of Arts (AA) degree shall receive a salary increase

Bachelor of Arts/Science (BA/BS) degree shall receive a
salary increase of 10%.

In no event shall a Sergeant who possesses both an AA
degree and a BA/BS degree receive more than 10%.
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b.

Sergeants who possess the following POST certificates:

(1) Intermediate POST certificate shall receive a salary increase
of 5%.

(2) Advanced POST certificate shall receive a salary increase of
10%.

(3) Inno event shall a Sergeant who possesses both an
Intermediate POST certificate and an Advanced POST
certificate receive more than 10%.

3. With the exception of ltem § below, no Police Officer, Police Corporal, or
Sergeant who possesses an AA or BA/BS college degree(s) and POST
certificate(s) shall receive a total EIP salary increase of more than 10%.

4, Communications Supervisors, Dispatchers, Police Records Clerks, Property &
Evidence Technicians, Records Supervisors:

a. Dispatchers with the possession of Dispatch POST certification
shall receive 7.5%.

b. Records Supervisor with the possession of POST certification shall
receive 7.5%.

C. Dispatchers. Property & Evidence Technicians or Police Records
Clerks with possession of:

Associate of Arts Degree shall receive 2.5%.
Bachelor of Arts Degree shall receive 5%.

d. With the exception of Item 5 below, no Dispatcher or Technician
who possess an AA or BA/BS college degree(s) and Dispatch
Certification receive a total EIP salary increase of more than 10%.

Sz Master’s Degree:

Employees hired prior to July 1, 2010 who are in possession of a Masters
of Arts/Masters of Science degree receive an additional 5% incentive.
Degrees shall be related to the field of Law Enforcement or Public
Administration as approved by the Chief of Police. Employees hired on or
after July 1, 2010 shall not qualify for an additional 5% for a Masters of
Arts/Masters of Science degree.
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6.

Crime & Intelligence Analyst Certificate:

Employees in the class of Crime and Intelligence Analyst who submit
evidence that they possess a Crime & Intelligence Certificate from an
accredited institution approved by the City shall, one time only, be
advanced in the salary range by an amount equal to approximately 10%:
For employees assigned to range A, advancement shall equal two steps.
For employees assigned to range B, advancement shall equal four steps.

Notwithstanding subsections 1 through 5 above, for the period beginning
July 1, 2010 and ending June 30, 2011, employee advancement from one
Education Incentive Pay level to the next EIP level shall be frozen.
Employees who would normally have advanced to a higher EIP level
during this period shall advance to the next higher level twelve (12)
months from the date they would have otherwise qualified and shall not
receive any retroactive payment.

l. Tuition Reimbursement Policy:

With the advance written approval of the Department and City and upon
satisfactory completion with a grade “C” or better, the City shall reimburse an
eligible, permanent unit member for the cost of tuition from a recognized college
or university (on a course-by-course basis) for courses having a strong nexus to
City law enforcement duties and benefit to the City. All classes will be taken on
the unit member’s own time.

1.

Eligibility:

a. In order to qualify for tuition reimbursement, a unit member shall
have attained permanent status (successfully completed entry-level
probation) as a unit member in Folsom. No reimbursement will be
made for classes taken during the eligibility period or prior to
attaining permanent status.

Classes successfully challenged will not be eligible for
reimbursement.

b. Recognized colleges or universities are those institutions of higher
learning accredited by one or more of the following accrediting
organizations: Middle States Association of Colleges and Schooils,
New England Association of Schools and Colleges, North Central
Association of Colleges and Schools, Northwest Commission on
Colleges and Universities, Southern Association of Colleges and
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Schools, and Western Association of Schools and Colleges.

2. Tuition shall be reimbursed as follows:"

a.

For unit members who have completed a total of 60 or less
undergraduate 2semester units, the City will reimburse a unit
member in the amount of the cost of per unit tuition for a resident
student enrolled at a Los Rios Junior College District community
college.

For unit members who have a total of 61 or more undergraduate
semester units, the City will reimburse a unit member in the amount
of the cost of per semester tuition for either a part time student or
full-time student (depending on the number of units carried by the
unit member for the semester) for a California resident student
enrolled at California State University, Sacramento (CSUS).

For unit members who are enrolied in a graduate program, the City
will reimburse a unit member in the amount of the cost of per
semester tuition for either a part time student or full-time student
(depending on the number of units carried by the unit member for
the semester) for a California resident student enrolled at California
State University, Sacramento (CSUS).

& In any one semester or quarter, the maximum reimbursement for class(es)
required books in total shall be a maximum of $500 per semester.

4, Approval of Tuition Reimbursement Claims:

Approval of a claim for tuition reimbursement shall be as follows:

a.

Claims for tuition reimbursement will be denied for any course or
class that has not received prior written approval by the Department
and City.

' A college quarter system will be converted to a semester system. The semester system that
coincides with that used at CSUS will be used.

2 Upon specific approval of the Chief of Police, a unit member who has completed a total of 60
or less undergraduate semester units, may be reimbursed at the CSUS rate referenced in (b) for
a lower division course if currently enrolled in CSUS in a four-year course of study and the lower
division units are part of that course of study.
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b. Tuition reimbursement shall be on a course by course basis.

c. All requests for tuition reimbursement, whether for a single class or
a class that is part of an approved program are subject to available
funds as determined by the City. Approval for any program does
not guarantee approval or available funds for any subsequent

class.

(1)

(2)

In order to expedite tuition reimbursement, claim approval, a
unit member may seek City approval to enter into a course
of study for a specified degree or certificate. Degree or
certificate program approval must have a strong nexus to
City law enforcement duties as approved in writing by the
Department. A request for approval of a degree program or
certificate shall include a current, full course description
inclusive of mandatory core and elective course options.

For each selection of an elective option, the unit member
shall obtain the approval of the Department based upon the
option most beneficial to the Department and City.

If a course of study approval has been granted, the unit
member may submit the previously granted approval and
indicate the completed course description included in the
approval.

d. Tuition reimbursement is not authorized for course work (unit credit)
that applies to previous academic or professional experience. Nor
is reimbursement authorized for course work necessitated by a
change in a course of study, major, a repetition of a course for any
reason or other academic circumstance.

J. Canine Officers:

Officers assigned to the Canine Program will be compensated for thirty (30)
minutes each day (at time and one-half) for time spent off-duty caring for their

dogs.

K. Night Shift Differential:

Dispatchers and sworn personnel who work night shift shall receive a night shift
differential of $1.00 per hour. The department will designate which hours/shifts
shall qualify for payment of night shift differential.
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Effective January 1, 2023, night shift differential shall increase to $1.25 per hour.
Effective January 1, 2024, night shift differential shall increase to $1.50 per hour.

L. Training Differential - Dispatchers:

City agrees to pay employees in the classification of Dispatcher an additional 5%
salary differential when assigned the responsibility for training newly hired
Dispatcher(s).

M. Training Differential:

When an employee is assigned as a FTO, PTO, ITO, CTO, TTO, or CSTO,
he/she shall receive a pay differential of 5% for all hours worked while assigned
to train another employee. Employees in the class of Corporal shall not be
eligible for a Training Differential.

Any FTO, PTO reassigned to another shift to perform the duties of a PTO shall
receive the 5% pay differential for the duration of that assignment. Such
reassignments shall be made pursuant to current operating procedure.

When an officer is assigned by the Police Chief as a Master Officer, the officer
shall receive the 5% pay differential for the duration of the assignment.

The parties agree that creation of the class of Police Corporal satisfies the
requirement contained in Section M. The position of Master Officer shall be
eliminated not later than July 1, 2016.

N. Longevity Pay:

1. Subject to subsections 2 and 3 below, the City will pay employees
represented by the FPOA for their continued longevity based on the
following formula. The Longevity Pay increments will be paid on a
monthly basis.

2 112% After 10 years of full-time City service
Additional 2 1/2% After 15 years of full-time City service
Additional 2 1/2% After 20 years of full-time City service

Longevity pay shall not exceed a total of 7 1/2% per month for an
employee with twenty or more years of full-time City service.

2. Notwithstanding subsection 1 above, for the period beginning July 1,
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2010, and ending June 30, 2011, employee advancement from one
Longevity Pay increment to the next increment shall be frozen.

Employees who would normally have advanced to a higher increment
during this period shall advance to the next higher increment twelve (12)
months from their anniversary date and shall not receive any retroactive
payment nor shall the elapsed time period between July 1, 2010, and June
30, 2011, be counted for any future advancement.

Employees hired after July 1, 2010, shall not be eligible to receive
Longevity Pay.

0. Bilingual Pay:

1.

The Police Chief may designate not more than ten (10) employees as
eligible to receive a 2.5% Bilingual Pay differential. Employees eligible for
Bilingual Pay must (1) speak a foreign language as identified by the City;
(2) agree to utilize his/her bilingual ability on the job; and (3) demonstrate
bilingual proficiency satisfactory to the Director of Human Resources.
Such assignments shall be in writing and must be renewed on an annual
basis.

Employees shall maintain the necessary training and certification
standards established by the City to continue to receive bilingual pay. All
employees receiving bilingual pay shall have their bilingual performance
included as part of the employee’s City performance evaluation.
Performance that falls below “meets expectations” may subject the
employee to loss of bilingual pay.

P. Law Enforcement Retention Pay:

1.

In an effort to encourage employee retention, effective January 1, 2022,
the City will pay designated Peace Officers and Dispatchers a Law
Enforcement Retention Pay differential based on the following formula.
Law Enforcement Retention Pay increments will be paid on a monthly
basis.

2 2% After 10 years of full-time City service
Additional 2 %% After 15 years of full-time City service
Additional 2 2% After 20 years of full-time City service

Designated Peace Officers and Dispatchers currently receiving Longevity Pay,

shall have their benefit converted to Law Enforcement Retention Pay consistent
with the Law Enforcement Retention Pay formula above. Law Enforcement
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Retention Pay shall not exceed a total of 7 %2% per month for an employee with
twenty or more years of full-time City service.

All special pay in this Section shall be deemed longevity pay and reported to
CalPERS as special compensation pursuant to C.C.R. Section 571.

ARTICLE VI - RETIREMENT

A, Public Employees Retirement System (PERS) -- Formula:

1< All safety employees hired prior to June 30, 2010 shall receive the
retirement benefit of 3% @50. All safety employees hired on or after July
1, 2010 but prior to January 1, 2013 shall receive the retirement benefit of
2%@50. All employees hired on or after January 1, 2013 shall receive the
retirement benefit of 2.7% @57 or as specified in the California Public
Employee's Pension Reform Act of 2013 (PEPRA).

2. All miscellaneous employees hired prior to June 30, 2010 shall receive the
retirement benefit of 2.7@55. All miscellaneous employees hired on or
after July 1, 2010 shall receive the retirement benefit of 2%@55. All
employees hired on or after January 1, 2013 shall receive the retirement
benefit 2%@?62 or as specified in the California Public Employee's
Pension Reform Act of 2013 (PEPRA).

3. All employees hired prior to June 30, 2010, shall receive the retirement
benefit based on the single highest twelve (12) months of compensation.

All employees hired on or after July 1, 2010, shall receive the retirement benefit
based on the employee's highest average monthly compensation during thirty-six
(36) consecutive months of employment as provided in state law pertaining to
PERS.

B. Public Employees Retirement System (PERS) - Retirement Benefit:

1. Safety employees shall pay 9% of the employee share of retirement and
miscellaneous employees shall pay 8% of the employee share of
retirement.

2. The City agrees to continue Government Code Section 20691, Conversion
of Employer Paid Member Contributions (EPMC), for miscellaneous
employees.

3. Employees hired on or after January 1, 2013 will pay the employee
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contribution as required by PERS, if different from Item 1 above.

C. Retiree Health Insurance:

1.

Existing employees who retire’ from City service on July 1, 2007 or later
may participate in the health insurance plans made available by the City
for active employees. The amount of the City’s monthly contribution shali
be determined as set forth below. Any costs that exceed the maximum
paid by the City towards retiree health insurance costs shall be borne by
the retiree.

a.

Employees who retire with less than 5 years of service? shall not be
eligible to receive any City contribution toward the cost of retiree health
insurance.

Employees who retire with more than 5 years of service shall qualify for a
monthly City retiree health insurance contribution.

(1)  Subject to the maximum set forth in ltem 1.c. below, the City retiree
health insurance contribution shall be as follows:

(2) Retiree only — an amount equal to the City’s contribution towards
active employee health insurance for the category of “employee
only.”

(3) Retiree and one dependent — an amount equal to the City’s
contribution towards active employee health insurance for the
category of “employee plus one.”

(4) Retiree and two or more dependents - an amount equal to the
City’s contribution towards active employee health insurance for the
category of “employee plus one” plus $100.

The City’s monthly contribution toward the cost of retiree health insurance
shall not exceed the maximum monthly contribution paid by the City to
active employee health insurance for the categories of employee only (for
retiree only), employee plus one (for retiree plus one dependent), and
employee plus one plus $100 (for retiree plus two or more dependents),
as of January 1, 2012.

1 “Existing employees” are exclusively permanent and/or probationary employees of the City of
Folsom on the date this Addendum is approved by the Folsom City Council. “Retire” or “retiree”
is defined as any classified City employee who (1) applies for retirement with the Public
Employees’ Retirement System (PERS) within ninety (90) days after terminating employment
with the City; and (2) receives a PERS retirement benefit.

2“Service” is defined as full time (or equivalent) continuous permanent and/or probationary
employment status with the City of Folsom.
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(1)  The January 1, 2012 cap for each category shall be adjusted each
January thereafter by an amount not the exceed 3%, depending on
the percent increase in the Consumer Price Index (CPI), U.S.
Department of Labor, for November - November of the previous
year, Index CPI-W, Urban Wage Earners and Clerical Workers,
Series #CWURO0400SAO, United States. (Example, if the cost of
living for the specified period increases by 2%, the cap shall be
increased by 2%. If the cost of living for the specified period
increases by 4%, the cap shall be increased by 3% (cost of living
increases in the cap shall be rounded to the nearest tenth.)

2. The City shall contribute $25 per pay period into an HRA for each
probationary/permanent employee.

D. Retiree Dental and Vision Insurance:

Effective the first full pay period after approval of this MOU by the City Council,
employees who retire from City service must have at least 120 months of
continuous service as a City employee to qualify for dental and vision insurance
benefits provided to active employees. The City shall contribute 5% of the
premium per year of City service, up to an 80% City contribution.

E. Social Security Retirement Plan:

Employees in the Police Bargaining Unit shall maintain enroliment in the federal
Social Security System (F.I.C.A.).

ARTICLE VII - INSURANCE
The City’s obligation for health, dental, vision, life and disability insurance coverage is
limited to plan contribution. Plan content, including eligibility criteria, is determined by the

respective carriers.

A. Health Insurance:

1. Beginning January 1, 2011, the City’s maximum monthly contribution for active
employee health insurance coverage shall be adjusted annually to an amount
equal to 50% of the increase above the 2010 Kaiser monthly premium rate for
employee only category ($507.89), employee plus 1 category ($1,015.78), and
employee plus 2 or more category ($1,320.52), rounded to the next whole
number.
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Example:

Employee only category: The 2010 monthly premium for Kaiser employee
only is $507.89 and the City’s maximum monthly contribution is $486.00. If
this premium increases by 10% for 2011, or to $558.68, the City’s
contribution for 2011 for the employee only category would be computed
as follows: $558.68 - $507.89 = $50.79, $50.79 x 50% = $25.40, $486.00
+ $25.40 = $511.40. After rounding to the next whole number, the City’s
maximum contribution for health insurance for the employee only category
would be $511 per month.

Employee plus 1 category: The 2010 monthly premium for Kaiser
employee plus 1 is $1,015.78 and the City’s maximum monthly
contribution is $972.00. If this premium increases by 10% for 2011, or to
$1,117.36, the City’s contribution for 2011 for the employee plus 1
category would be computed as follows: $1,117.36 - $1,015.78 = $101.58,
$101.58 x 50% = $50.79, $972.00 + $50.79 = $1,022.79. After rounding
to the next whole number, the City’s maximum contribution for health
insurance for the employee plus 1 category would be $1,023 per month.

Employee plus 2 or more category: The 2010 monthly premium for Kaiser
employee plus 2 or more is $1,320.52 and the City’s maximum monthly
contribution is $1,263.00. If this premium increases by 10% for 2011, or to
$1,452.57, the City’s contribution for 2011 for the employee plus 2 or more
category would be computed as follows: $1,452.57 - $1,320.52 = $132.05,
$132.05 x 50% = $66.03, $1,263 + $66.03 = $1,329.03. After rounding to
the next whole number, the City’'s maximum contribution for health
insurance for the employee plus 2 or more category would be $1,329 per
month.

2. Employees who select a health plan with higher monthly premiums than the
maximum monthly premium paid by the City (Section A, item 1 above) shall pay
the difference through payroll deduction. Should employees select a health plan
with lower monthly premiums than the maximum monthly premium paid the City,
the City’s contribution shall be limited to the cost of the monthly premium.

3. High Deductible Health Plans

a. The City agrees to offer two High Deductible Health Benefit Plans
offered by the health benefit plan carriers.

b. The City agrees to make available a Health Savings Account (HSA)
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to eligible active employees who select either of the High
Deductible Health Benefit Plans.

C. Tax status of contributions, contribution amounts, and use of HAS
funds shall be in accordance with federal and state law.

4. Health Insurance — Cash Back

a. Probationary or permanent employees, who certify to the Human
Resources Department that they have group health insurance
coverage with comparable benefits to health plans offered by City,
may decline to participate in City health insurance coverage.

b. Employees who decline to participate in City health insurance
coverage shall receive a cash back payment from the City of $300
per month for each month the employee does not participate in City
health insurance coverage.

C. Employees who have declined to participate in City health plan
coverage pursuant to this section may enroll in City health plan
coverage only during the annual open enroliment period.

d. This section shall be administered pursuant to procedures
established by the City Human Resources Department.

e. Employees who decline health insurance coverage shall continue
to be eligible to participate in the City’s vision and dental plans.

f. An employee whose spouse is employed by the City and receives
health insurance is also eligible to receive the cash back payment.

B. IRS 125 Reimbursement Account:

The City will provide access to an IRS 125 Reimbursement Account. Employees may
participate in the account pursuant to administrative procedures established by the City.

C. Health Benefits Labor-Management Committee:

The parties agree to participate in a city-wide Health Benefits Labor-Management
Committee to review existing health benefit programs, plan changes, and cost
containment. The Health Benefits Labor-Management Committee shall be open to all
employee organizations representing City employees. FPOA may select up to two
representatives to participate in Committee meetings. Employees who participate in
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Committee meetings shall do so without loss of compensation.

D. Dental Insurance:

Dental insurance will be provided by Delta Dental Plan. Effective the first full pay period
after approval of this MOU by the City Council, the City will contribute 80% of the
monthly premium for an employee, employee and dependent, or employee and family
as set forth in the plan document.

E. Vision Care:
Vision coverage will be provided Vision Services Plan. Effective the first full pay period
after approval of this MOU by the City Council, the City will contribute 80% of the

monthly premium for an employee, employee and dependent, or employee and family
as set forth in the plan document.

F. Life Insurance:

The City agrees to continue to pay premiums to provide $40,000 life insurance
coverage and $40,000 accidental death and dismemberment coverage for
employees in the bargaining unit for the term of this Agreement.

Eligible dependents shall receive $2,000 life insurance coverage.

G. Short Term Disability Program:

The City agrees to provide a Short-Term Disability Insurance Program as provided in
the plan document, with the City paying 100% of the monthly premium rate for the
weekly indemnity insurance program (short term disability) of 60% of salary for 26
weeks. The waiting period for initiation of benefits under the plan shall be 12 calendar
days. This program is for non-job-related injuries or illness.

H. Long Term Disability Program:

The City agrees to provide a long-term disability program for employees in the
bargaining unit as provided in the plan document. The plan shall provide for a
maximum benefit of 60% of salary, up to age 65. This program is for non-job-related
injuries or illness.

ARTICLE VIII - HOURS OF WORK AND OVERTIME
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A.

Work Shifts and Work Schedules:

The Police Chief or designee shall establish work shifts and work schedules for
all employees. Employees shall work shifts of eight, nine, ten, eleven or twelve
hours based on the Police Department’s needs.

The Police Department may redefine the first and last day of any scheduled
workweek for each shift. The redefined workweek will be implemented for each
work schedule based on the Police Department’s scheduling requirements.

Prior to any permanent change in work schedules, the department will give notice
to the FPOA and, if requested by the FPOA, meet over the impact of such
change.

As a result of a scheduled shift rotation, should an employee be required to work
a different shift with less than a 12-hour period off between the old shift and the
new, that employee shall be granted up to one scheduled shift off or paid
administrative leave to ensure adequate rest between shifts. An employee’s
reguiar days off prior to the shift change shall not be changed for the purposes to
avoid this provision.

All FLSA 7K exemptions for Police officers will apply, e.g., hours worked and
overtime provisions, unless modified by this Memorandum of Understanding.

Daylight Savings Time:

Effective upon Council adoption, if the changeover from Daylight Savings Time to
Standard Time in the fall results in an extended workday, employees shall be
compensated for the actual number of hours worked, including overtime
compensation if appropriate. If the changeover from Standard Time to Daylight
Savings Time in the spring results in a reduced workday, employees will be
compensated for the actual number of hours worked, except those employees shall
be allowed to debit available annual leave, compensatory time or holiday leave
balances to offset any loss of pay that would otherwise occur.

Shift Rotation Schedule:

1. The shift rotation schedule for non-probationary police officers and
sergeants shall be by seniority bidding. The Chief of Police or designee
can alter shift assignments when it is in the best interest of the department
under the following circumstances (the Chief will advise the FPOA
President of his actions and reasons therefore):
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a. Deployment of probationary officers.

b. Deployment of patrol officers/sergeants in special assignment
positions.

C. It is recognized by the Chief that there exists an issue of officer
safety or the need to deploy a specific officer due to personal
matters.

2. Shift rotations shall occur during the following time periods:

Patrol Personnel: March and September

Dispatch Personnel: March and September

D. Shift Trade:

A shift trade system is authorized wherein an employee scheduled for duty on a
given day and shift can, with prior notice to the Chief of Police or designee;
arrange to have another employee work for him/her. Shift trades may only take
place between employees who are in the same job classification and within the
same pay period. Example, a Police Officer may only make a shift trade with
another Police Officer. A Police Officer may not make a shift trade with a Police
Sergeant.

E. Minimum Staffing Levels:

Police Department staffing levels shall be established by the Chief of Police.
F. Overtime:

Overtime may be required of any employee when the Chief of Police or designee
determines it to be in the best interest of the City. Employees will be
compensated only for overtime ordered or authorized by designated supervisory
personnel. However, no employee may be required to work overtime during any
scheduled workweek in which the employee is on unpaid status due to
disciplinary action.

Overtime will be paid for any hours worked outside an employee’s scheduled
hours of work.

Time worked in excess of eight (8) hours in a day shall not count in determining
whether an employee has worked in excess of forty (40) hours in a week.

The overtime rate of pay shall be either 1% times the hourly rate of salary with
respect to cash payment; or 1% hours for each hour worked with respect to
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compensatory time off (CTO). Compensatory time off hours shall be included on
payroll stubs.

G. QOvertime Rotation System:

An overtime rotation system shall be approved by the Chief of Police which
provides an equal opportunity for all officers to assume overtime assignments
when the overtime is discretionary.

H. Call-In Pay:

1.

Any employee called in to work with less than 24 hours’ notice shall be
compensated at a minimum of four hours at the overtime pay rate, except
as reflected herein.

The City reserves the right to assign an employee to overtime work
concurrent with the beginning or end of a shift, provided that an employee
is given more than 24 hours’ notice. In such cases, the employee will be
compensated hour for hour at time and one half.

Employees will be compensated with a minimum of two (2) hours of
overtime pay for departmental meetings and training held outside an
employee’s scheduled hours of work.

Telephone Standby/Court Preparation:

1.

The City will pay a minimum of two (2) hours of overtime for telephone
standby for court, or cancellation of a court appearance within 24 hours
prior to the scheduled court appearance.

Employees scheduled to appear in court shall be compensated a
minimum of four (4) hours at the overtime rate if the employee reports for
the appearance. Employees who report for a court appearance shall not
be eligible to receive the two (2) hours of overtime for court telephone
standby or less than 24-hour Court cancellation as set forth in ltem 1
above.

Compensatory Time Off:

Compensatory time off (CTO) may be accrued in lieu of overtime pay to a
maximum of one hundred sixty (160) hours. Employees may take CTO off at the
convenience of the City and upon approval of the Chief of Police.
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1. Exception: Events or training, which are subject to outside
reimbursement, will be posted in advance if eligible for overtime pay only.
These instances must be pre-approved by the Chief of Police or designee
and the overtime must be specifically posted as “eligible for overtime pay
only.”

2. Effective the first full pay period after approval of this MOU by the City
Council, employees may, within the first 30 days after ratification by the
City Council, convert all accrued CTO to cash on an hour for hour basis.

K. Standby Duty — Dispatchers:

1. The City may assign a Dispatcher to Standby Duty, as it deems
necessary. Standby Duty requires a Dispatcher so assigned:

a. To be ready to respond immediately to calls from the City
and to be called into work;
b. To be reachable by telephone/pager;

c. To remain within a reasonable distance of the work location;
and
d. To refrain from activities which might impair their ability to

perform any assigned duties.
2. Standby Duty shall be for a 24-hour period.

3. Employees assigned to Standby Duty shall receive compensation of
$35.00 per 24-hour period.

4, Employees assigned to Standby Duty and who are called in to work shall
be compensated at the overtime rate pursuant to Article VIII, Section E
(Overtime) of the Agreement. Article VIII, Section G (Call-In Pay) of the
Agreement shall also apply.

5. Standby Duty shall be assigned by the Police Department on an equitable
basis based on the needs of the department.

ARTICLE IX - LEAVES
A. Annual Leave:
1. Employees shall receive the following Annual Leave credits:

Non-shift personnel (40-hour work week):
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Length of Service Annual Leave Allowance
0-5 years 16.34 hours per month
5-10 years 19.34 hours per month
10 — 15 years 22.34 hours per month
15+ years 24.34 hours per month

Shift personnel:

Length of Service Annual Leave Allowance
0-5 years 17.00 hours per month
5-10years 20.00 hours per month
10 — 15 years 23.00 hours per month
15+ years 25.00 hours per month

2. Except as specified in Article X, Section B below, employees shall not

accrue sick leave. However, employees who have accumulated sick leave
hours shall retain such hours and may use such leave credits pursuant to
Article IX, Section B, below.

81 Annual leave credits may be used for any approved absence, including
vacation and illness or injury. When annual leave is used for vacation, it
will be scheduled pursuant to City Personnel Rules. When annual leave is
used for illness or injury leave (e.g., sick leave) purposes, it will be taken
pursuant to Article IX, Section B of this MOU.

4. Employees with annual leave balances that exceed the annual leave caps
of 400 as of the date of ratification of this MOU by City Council, may retain
such balances until the annual leave balances are reduced to the new
cap.

a. To avoid exceeding the maximum of 400 hours of accumulated
annual leave, the City may direct an employee to take time off on
annual leave. However, in the event the City does not approve
annual leave for an employee in an amount sufficient to reduce
accumulated annual leave to 400 hours, the number of hours that
exceed 400 hours shall be rolled over into sick leave until the
annual leave balance is reduced to the cap.

5. Cash Out of Annual Leave

a. Employees may cash out up to 40 hours of annual leave per fiscal
year.
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b. Annual leave shall be cashed out pursuant to procedures
established by the City Human Resources Department.
C. Accrued annual leave shall be cashed out upon separation of

employment with the City on an hour for hour basis.

6. Annual vacation requests shall be approved based on department policy
as approved by the Chief of Police.

B. Sick Leave:

1. Sick leave may be used by employees for purposes enumerated in City
Personnel Rules.

2. The City's contract with CalPERS permits sick leave to be converted to
service credit for purposes of retirement (Government Code section
20965).

3. Accrued sick leave shall not be cashed out.

4, There shall be no maximum on the number of hours of sick leave an

employee may accrue (bank).

C. Holidays:

1. Employees who are not assigned by the Police Chief to work shifts shall receive
the following:

a. The following holidays shall be observed by the City:

(1)
(2)
)
4
®)
(6)
(7)
(8)
(9)
(10)
(11)
(12)
(13)

New Year’s Day (January 1)

Martin Luther King Day

President’s Day (Washington’s Birthday)
Memorial Day

Independence Day

Labor Day

Veterans Day

Thanksgiving Day

Friday following Thanksgiving Day
December 24

Christmas Day

December 31

One (1) personal holiday as set forth in Item e) below.
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b.

If any holiday falls on a Saturday, the proceeding Friday shall be observed
as the holiday; and if any such holiday falls on a Sunday, the following
Monday shall be observed as the holiday.

If a holiday occurs on the employee’s first normal day off, the employee
shall take the preceding day as the holiday; however, if the holiday occurs
on the employee's second consecutive normal day off, the employee shall
take the following day as the holiday.

Notwithstanding the above, eligible employees who are not able to take a
designated holiday day off shall be credited with one (1) additional day of
annual leave (8 hours) for each holiday not taken. Examples of this would
include a non-peace officer assigned to work a shift whose regularly
scheduled work day falls on a holiday or a non-shift peace officer whose
duties required him/her to work on a holiday.

As listed under ltem (a) above, employees shall be entitled to one (1)
personal holiday (8 hours) per calendar year. The personal holiday shall
be taken in the same manner and under the same rules as compensating
time off (CTO), except that employees who have not completed their initial
probationary period may not take their personal holiday until they have
completed the probationary period.

No holiday pay shall be accrued when an employee has been off work on
unpaid status for more than 90 days.

2. Effective July 1, 2010:

Employees who are assigned by the Police Chief to work shifts shall
cease accruing Holiday Leave time; instead, such employees shall receive
a 6% Holiday Pay differential. Holiday Pay shall be multiplied by the
employee’s salary step. Employees with accrued Holiday Leave credits
on the books may take such time off in the same manner as Annual
Leave. Holiday Pay shall be compensable for retirement (PERS)
purposes.

D. Use of Accrued Employee Furlough Time:

Between March 2009 and June 2010 employees (except employees in the
classes of Dispatcher |, Dispatcher Il, and Communications Supervisor) had their
salary reduced 2 hours per pay period in exchange for accruing 2 hours per pay
period of Furlough Time. For those employees with accrued Furlough Leave on
the books, the use of Furlough Leave shall be treated the same as Annual
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Leave, except that accrued Furlough Leave shall have no cash value.

E. Maternity/Paternity Leave:

The City and FPOA agree that the family-leave policy will be to provide four (4)
months of maternity/paternity leave, without compensation, consistent with law.

F. FPOA Catastrophic Leave Bank:

1. The purpose of the FPOA catastrophic time bank is to enable employees
to receive and donate accrued annual leave, sick leave, and
compensating time off (CTO) credits to assist employees who have no
leave and who will suffer a financial hardship due to a prolonged iliness or
injury to themselves or a member of the immediate family as defined in
City Personnel Rules. The following conditions shall apply:

a. Catastrophic Leave will be available only to employees who have
exhausted all of their own paid leave through a bonafide serious
iliness, injury or FPOA defined catastrophic.

b. The City shall administer the time bank.

c. An employee may be on disability insurance and use the time bank
credits in the same manner that sick leave is used to supplement
disability insurance benefits.

d. All donations are to be confidential, between the donating
employee and the City.

e. Employees donating to the time bank must have forty (40) hours of
annual leave or sick leave available after making a donation.

f. Donating employees must sign an authorization form (prepared by

the City) and specify the employee who is to be a recipient of the
donation. Employees relinquish all rights and claims to hours
donated. Donor specific time does not require exhaustion of
accrued leave time by recipient.

g. Donations shall be subject to applicable tax laws.

h. Availability of catastrophic leave time shall not delay or prevent the
City from taking action to medically separate or disability retire an
employee.

i. The City may require a physician's statement stating that the
presence of the employee who is requesting catastrophic leave
time to care for an ill or injured immediate family member is
necessary.
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ARTICLE X - MISCELLANEOUS

A. Fitness for Duty:

1.

The City may require an employee to submit to a medical examination by
a physician designated by the City to evaluate the capacity of the
employee to perform the work of the employee's position. The decision to
require an employee to submit to such medical examination shall be
based upon reasonable cause to believe, by the employee’s department
head or designee, that the employee is unable to perform the work of the
employee’s position. The City shall pay the cost of such examination.

The physician shall make a written report to the City. Information provided
by the City's physician shall be kept confidential. A copy of the physician's
report shall be given to the employee.

After consideration of the report and other pertinent information, the City
will take steps in accordance with State and Federal law regarding
disabilities. If the City concludes the employee is unable to perform the
work of his/her present position, the City may demote or transfer the
employee to an appropriate position, including one of less than full time. If
it is concluded that the employee is unable to perform the duties of his/her
position and the employee cannot be demoted or transferred to another
position, the employee's employment with the City may be terminated.
Any such action shall be considered nondisciplinary. An employee who is
terminated because he/she is unable to perform the duties of his/her
position shall be placed on paid administrative leave until the date of
separation.

An employee terminated pursuant to this section may elect, at the
employee's cost, to an examination by a physician of the employee's
choice. If the employee's physician finds the employee fit to perform
his/her job duties the employee shall have the right to submit the matter to
binding arbitration, pursuant to Article Xl of this MOU.

After weighing the evidence submitted by both parties, the employee may
be reinstated if the arbitrator determines that the employee is fit to perform
the duties of his/her former position. Reinstatement shall not require
current eligibility on any city employment list. The arbitrator may elect to
pay the employee for some or all of the time between the termination date
and the date of the arbitrator's award.

Page 36



FPOA Memorandum of Understanding
1/1/22 to 12/31/24

2,

This section shall not supersede any rights and/or remedies the parties
may have pursuant to the California Workers Compensation system and
Labor Code.

The parties agree to meet during the term of this agreement to review
policies and statutes that govern Fithess for Duty and insure compliance
with state law.

B. City Vehicle Use:

City vehicles shall be assigned at the discretion of the Chief of Police.

Probationary Period:

C.
1.
2.
3.
D.

The City will require a 12-month probationary period for all classes in the
police bargaining unit. All regular employees shall serve a 12-month
probationary period upon appointment to a classification in the police
bargaining unit; with the exception that employees appointed to the class
of Police Officer shall begin their 12-month probationary period at the
conclusion of academy graduation. Probationary periods may be
extended consistent with City Personnel Rules.

Notwithstanding Section C, subsection 1 above, employees in the class of
Crime and Intelligence Analyst shall not complete the probationary period
until the employee possesses the Crime and Intelligence Certificate as set
forth in Article V, Section J, subsection 6. Failure of any employee in the
class of Crime and Intelligence Analyst to possess the Crime and
Intelligence Certificate prior to conclusion of the probationary period shall
cause the employee to be released from employment in the class.

Notwithstanding Section C, subsection 1 above, employees in the class of
Dispatcher I/l, if starting in the entry level of Dispatcher |, will serve a
minimum 18-month probationary period. This involves 12 months in the
probationary trainee position of Dispatcher |, followed by another 6 months
of probation upon advancement to Dispatcher Il. Failure of any
Dispatcher | to attain POST certification prior to the conclusion of the 12
months Dispatcher | probationary period shall cause the employee to be
released from employment in the class.

Permanent Part-Time Emplovees:

Permanent part-time employees are employees hired off an eligible list and who
work at least 20 hours per week and not more than 39 hours per week.
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The City agrees to pay 100% of the health, dental, and vision insurance
premiums for the employee-only category for permanent part-time employees.
Permanent part-time employees shall have the option to purchase dependent
coverage through the City at rates established by the City's health, dental and
vision insurance carriers. When a permanent part-time employee purchases
dependent coverage, the employee shall pay the difference between the amount
paid by the City for employee-only coverage and the cost of the dependent
coverage.

Other benefits provided in the Memorandum of Understanding (MOU) between
the City and the FPOA shall be allocated to permanent part-time employees on a
pro-rata basis.

E. Voluntary Wellness Program:

The Police Department will implement a Voluntary Wellness Program for
employees in the classes of Police Officer, Police Corporal, Police Sergeant, and
Community Service Officer. The purpose of the program is to encourage the
proper physical conditioning and health of law enforcement personnel. The
department shall determine specific procedures and policies; however, key
elements shall include:

1. Regular exercise regimen. Employees shall be granted up to four hours
(not to exceed one hour per shift) of release time per workweek to
exercise, call load permitting. Such time shall be scheduled at the
discretion of appropriate supervisory personnel.

2. Participation in an annual “baseline” physical evaluation conducted by the
department.
3. The Chief of Police shall be authorized to implement program changes

which benefit additional members of the FPOA. Those additions will be
published consistent with department directives.

Nothing in this section shall be deemed to interfere or infringe upon the right of
the City to set work schedules and/or hours of work as set forth in Article 11,
Section 1 of this Agreement.

F. Personal Leave Time

1. Any Personal Leave Time (PLT) earned by employees and still remaining
on the books may be used by employees for time off on an hour for hour
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basis until the employee has exhausted the bank. Use of PLT time shall
be subject to the following:

PLT may be used by employees for time off on an hour for hour basis until
the employee has exhausted the bank. Use of PLT time shall be subject
to the following:

a. Use of PLT shall be subject to the operating needs of the Police
department.

b. Use of PLT shall not cause the Police department to backfill behind
an employee using PLT.

C. PLT shall have no cash value and may not be cashed out. If an

employee terminates employment with the City or retires, any PLT
remaining in the bank shall be surrendered with no value to the
employee.

2. At such time that the Chief of Police changes the work schedule for
Dispatchers from a 12-hour day shift to a 10-hour day shift, Dispatchers
shall accrue a one-time grant of 100 hours of Personal Leave Time.

Nothing in this section shall be deemed to interfere or infringe upon the
right of the City to set work schedules and/or hours of work as set forth in
Article Il, Section | of this Agreement.

G. Bi-Weekly Pay Schedule:

Should the City decide to implement a bi-weekly pay schedule (26 pay periods
per year) in lieu of the current bi-monthly pay schedule (24 pay periods per year),
the City shall notify FPOA and implement the bi-weekly pay schedule the first
month after July 1, 2011 or thereafter that contains three pay days. The parties
agree to further language changes of this MOU necessary to conform to a
biweekly pay schedule.

H. Mutual Aid Assignments:

All personnel assigned by the Chief of Police to provide Mutual Aid to another
public agency will be compensated (portal to portal) from time of assignment to
their return to the police headquarters. While on Mutual Aid assignment,
personnel will be compensated at their regular rate of pay during their normally
assigned shifts. Personnel assigned to work on days off shall be compensated
at the overtime rate.
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Specific policies and procedures applicable to Mutual Aid assignments shall be
determined by the department.

l. Lateral Hire — Police Officer/Dispatcher

As a recruitment incentive for the lateral hire of a Police Officer or Dispatcher, the
City may, at its discretion, offer one or more of the following employment
enhancements:

(N Accrual of Annual Leave pursuant to Article I1X, Section A, at the rate
consistent with the vacation accrual rate of the lateral hire’s last place of
employment as a Police Officer/Dispatcher.

2. Training and education incentives pursuant to Article V, Section H.

K3 Salary step placement consistent with the candidate’s previous experience
as a Police Officer/Dispatcher.

4, Crediting of up to forty (40) hours of personal leave time (PLT). PLT shall
have no cash value. PLT shall be taken in a manner consistent with
department vacation policy. Should a lateral hire terminate employment
with the City, any unused PLT shall be forfeit.

ARTICLE XI - GRIEVANCE PROCEDURE
A. Definition:

The term "Grievance" as used in this Agreement is limited to a complaint or
request of an employee, group of employees, or FPOA which involves the
interpretation, application, or compliance with the provisions of this Agreement or
City Rules.

B. Time Limits:

Grievances not presented within the time limits established for each step of this
procedure shall not be considered. Should the City fail to answer within the
established time limits, the grievance may be processed to the next level and the
failure to answer shall be given the appropriate weight by the arbitrator.

When days are used in this article for the purpose of establishing time limits,
those limits will be presumed to have been met when the appropriate forms are
either personally delivered to the affected party or deposited in the U.S. mail, as
evidenced by the appropriate postmark.
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Time limits may be waived by mutual agreement between the parties. As
referred to in this article, all "days" are "calendar days."

C. Presentation:

An employee and/or FPOA representative may present a grievance while on
duty, provided such presentations and discussions do not disrupt City operations
and are kept to a reasonable minimum.

D. Procedure:

All grievances as defined herein shall be processed in accordance with this
procedure. All grievances, beginning at Step 2 shall be filed on forms provided
by the City for that purpose. FPOA may refuse to represent a grievant and the
City may refuse to consider a grievance in those circumstances where the
aggrieved party has not followed this procedure.

1x STEP 1. Within fifteen (15) days of the act(s) and/or omission(s) giving
rise to the grievance or within fifteen (15) days of the time the employee or
FPOA should reasonably have been aware of said act(s) and/or
omission(s), the grievance shall be discussed informally with the person or
persons most directly responsible for the circumstances which gave rise to
the grievance. If the grievance is not resolved within fifteen (15) days of
the date on which it is first presented at Step 1, the grievant may proceed
to Step 2.

2. STEP 2. Within fifteen (15) days of receipt of the Step 1 answer, or if no
answer is given, within thirty (30) days of the Step 1 meeting, the grievant,
if still dissatisfied, shall file with the Police Chief, a formal written
grievance. Within fifteen (15) days of the receipt of the formal grievance
the Police Chief or designee shall meet with the grievant to discuss the
matter. The Police Chief or designee shall respond to the grievant, in
writing, within fifteen (15) days of the Step 2 meeting. The Step 2
response shall include the position of the Police Department and the
reasons therefore, as related to the grievance.

3. STEP 3. Within fifteen (15) days of the Step 2 response or, if no Step 2
response is received, within thirty (30) days of the Step 2 meeting, the
grievance may be presented in writing to the City's Employee Relations
Officer. The Employee Relations Officer shall conduct such investigation
as is deemed appropriate and shall issue a written determination within
thirty (30) days of the date on which the grievance is first presented at
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Step 3. If the Employee Relations Officer fails to issue a written
determination within the prescribed period of time or if the determination is
not satisfactory to the grievant, the grievant may request that the matter
be submitted to binding arbitration.

Matters involving the interpretation or application of this Agreement may
only be submitted to Step 4 by FPOA. Employees may submit matters of
discipline to arbitration pursuant to Article XI! of this Agreement.

4, STEP 4. A request for binding arbitration shall be made in writing to the
Employee Relations Officer within fifteen (15) days of the date which the
grievant received a copy of the written determination of Step 3, or in the
event that no Step 3 answer is received, within forty-five (45) days of the
date of the Step 3 meeting. An arbitrator may be selected by mutual
agreement between the parties. However, should the parties fail to
voluntarily agree upon an arbitrator, the parties shall make a joint request
to the American Arbitration Association or the Mediation and Conciliation
Service of the State of California. The parties shall request a list of five (5)
qualified arbitrators. Each party shall alternately strike one name from the
list and the last remaining name shall serve as arbitrator. The first party to
strike a name shall be determined by the toss of a coin.

The arbitrator's decision shall be final and binding on the City, FPOA, and
the grievant. The arbitrator shall have no authority to add to or delete from
the terms of this Agreement or City rules. All fees and costs of the
arbitrator and court reporter, if any, shall be borne equally by the parties.
In matters of discipline, which have not been submitted to arbitration by
FPOA, all costs will be split between the parties to the arbitration and shall
not include FPOA.

ARTICLE XII - DISCIPLINE PROCEDURE

A. Policy:

It is the policy of the City that discipline of City employees be imposed on an appropriate
and consistent basis. When an employee engages in misconduct or when job
performance is unsatisfactory in the judgment of the City, disciplinary action may be
initiated. This article modifies disciplinary procedures identified in City Personnel Rules.

B. Definition:

As used herein, "disciplinary action" means written reprimand, suspension without
pay, reduction in pay, demotion, or dismissal.

Page 42



FPOA Memorandum of Understanding
1/1/22 to 12/31/24

C. Persons Authorized to Initiate Disciplinary Action:

Discipline may be initiated by those authorized in the City Personnel Rules.

D. Application of Appeal Procedure:

1a

Permanent Status: This article shall only apply to employees with permanent
status with the City.

Probationary Status: An employee in probationary status shall have no right to
grieve or arbitrate release from probationary appointment.

Temporary Employee: An employee in a temporary position shall have no right to
grieve or arbitrate release from temporary appointment.

Temporary Upgrade (Out of Class): An employee in a temporary upgrade status
shall have no right to grieve or arbitrate release from temporary upgrade status.

A written reprimand shall be appealable only to the City Manager or his/her
designee with the right to present the employee’s position and supporting
evidence, but no right to confront or cross examine witnesses. The decision of
the City Manager or designee shall be final.

Upon the request of an employee, a written reprimand shall be removed from an
employee’s personnel file after two (2) years from the original date of issuance;
provided, however, that the employee has not been subject to disciplinary action
during the two (2) year period.

A counseling memorandum, letter of instruction or similar action shall not be
considered formal disciplinary action. Such measures shall be considered
corrective action. The Police Chief may issue General Orders defining corrective
action measures and identify those management personnel who can issue such
measures. Corrective action may not be appealed beyond the Police Chief.

E. Cause for Disciplinary Action:

1.

Discipline shall be for cause. Examples of conduct or performance
deficiencies that may warrant discipline include, but are not limited to
(more examples can be found in the City Personnel Rules):

a. Misstatement of facts during the hiring process
b. Falsification of an entry on a City document (e.g., time card, expense
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report)

Disclosure of confidential information

Insubordination or willful disobedience

Incompetence, inefficiency or unsatisfactory job performance
Discriminatory, discourteous, or unbecoming behavior

Theft, misuse or unauthorized use or possession of City property
Dishonesty

Misconduct, i.e., any behavior that brings harm or discredit to the City
Being under the influence of illegal drugs or alcohol or possessing illegal
drugs while on City property or on official business

Conviction of a felony or misdemeanor that involves moral turpitude, or
any other conviction or pleas of nolo contendere (no contest) or diversion
for such offense, which adversely affects, or brings discredit to, the City

I Excessive absence or tardiness

m. Absence without approved leave
n
o

T se@me oo

~

Violation of a City rule, policy, or procedure
Soliciting outside work for personal gain during the conduct of City
business; engaging in outside employment for any business under
contract by the City; participating in any outside employment that
adversely affects the employee’s City work performance; and engaging in
unauthorized outside employment

p. Loss or failure to maintain any license, certification, and/or clearance
which is required as a minimum qualification or condition of employment
for the employee’s position

F. Preliminary Notice of Disciplinary Action:

1.

A copy of the preliminary notice of disciplinary action shall be served upon the
employee either personally, or by first class mail and certified mail, return receipt
requested, to the last known address of the employee. The last known address
shall be deemed to be the address that is within the employee’s official personnel
file. If notice is provided by mail, the employee should be deemed to have
received notice ten (10) work days after the date of mailing.

The Preliminary Notice shall include:

a. A statement of the nature of the disciplinary action;
b. The effective date of the disciplinary action;
C. A statement of the reasons for the disciplinary action citing the item(s) under

Article XII, Section E, General Orders, or the Personnel Rules which have

been violated;
d. Any supporting material or documentation;
e. A Preliminary Notice of Disciplinary Action shall be valid provided it
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contains a statement advising the employee of the right to request
a Skelly Meeting, the manner and time in which the request for a
Skelly Meeting must be made, and the required content of the
request for a Skelly Meeting; and

f. The name and address of the person to whom all written
communication regarding this Skelly Meeting [alternatively, matter]
shall be sent.”

G. Skelly Meeting:

1.

An employee who is subject to disciplinary action shall have the right,
within five (5) work days after receiving a Proposed Notice of Disciplinary
Action to request a Skelly Meeting by filing a written request for a meeting
signed by the employee or the employee’s representative with the
employee’s consent with the City Human Resources Director.

Failure to respond or inaction within the specified time will result in the
waiver of the right to a Skelly meeting and the proposed discipline
becoming final.

Upon a written request for a Skelly meeting, the City shall appoint a
“Skelly Officer”. The Skelly Officer will meet with the employee, listen to
arguments and receive documents presented by the employee. Within a
reasonable time and in writing, the Skelly Officer shall respond to the City,
with a copy to the employee and the employee’s representative, if
applicable. The Skelly Officer may recommend that the City dismiss,
modify, or sustain the proposed discipline.

if the proposed discipline is sustained or modified by the City after the
Skelly Meeting, the disciplinary action shall be implemented. A Final
Notice of Disciplinary Action shall be served in the same manner as the
Preliminary Notice of Disciplinary Action, except that the Final Notice of
Disciplinary Action shall include a statement advising the employee of the
right to appeal the action, the manner and time in which the appeal must
be made, the required content of the appeal, and the name and address of
the person to whom all written communication regarding the appeal shall
be sent.

H. Appeal of Disciplinary Action:

1.

Within ten (10) work days after receipt of the Final Notice of Disciplinary
Action, disciplinary actions may be appealed to arbitration. Notice of the
appeal must be filed with the Human Resources Director. If the employee
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Layoff

fails to file a notice of appeal within this time period, the disciplinary action
shall become final and there shall be no further appeal.

The decision of the arbitrator shall be final and binding on the parties. No
appeal or review of the arbitrator’s decision by Writ or other mechanism
before any court, administrative tribunal or any other forum on any legal
theory or basis shall be possible.

Appeals of disciplinary actions to arbitration shall be pursuant to Article X
(Grievance Procedure) of this Agreement, except that on disciplinary
appeals:

a. An appeal of a disciplinary action is a complaint of a permanent
employee of whether there was cause for the disciplinary action
taken against the employee.

b. The parties to the discipline hearing and to the selection of the
arbitrator shall be the employee, who may be represented by
FPOA, self-represented, or independent counsel, and the City who
may be represented by the Human Resources Department or

counsel.

C. The employee shall be entitled to appear personally at the hearing
and produce evidence.

d. The fees and expenses of the arbitrator, a court reporter and
transcript if required by the arbitrator, shall be shared equally by the
parties.

ARTICLE XIII - LAYOFF

When it becomes necessary due to lack of work, lack of funds, or in the interest
of economy, to reduce the number of employees in the Police Department
bargaining unit, the order in which employees will be laid off within each class
affected by the layoff shall be based on seniority as provided in Section C.

1.

Area of Layoff:

The City shall determine the area(s) and positions in which layoffs may
occur, including the identification of the division, work unit, class, and
specific position. When a list of the affected areas and/or positions has
been prepared, the City will give notice to FPOA prior to implementation of
the layoff, and upon request, shall meet with FPOA in good faith regarding
the impact of the layoff (consistent with Section H). Unless agreed

otherwise, the following layoff procedure shall be followed:
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a. Employees holding temporary, seasonal, part-time, probationary, or
provisional appointments in the class shall be laid off first.
Employees serving in a regular part-time position shall be laid off

second. Employees who have completed probation (i.e. permanent
employees) shall be laid off last. Employees off work on approved
leave (workers compensation, disability leave, etc.) who are
identified for layoff shall be laid off in the same manner as if the
employee was on active duty.

b. Should it become necessary to lay off permanent employees, the
employees laid off shall be those with the least service credit within
the identified classifications in the department. If two (2) or more
employees in this circumstance possess essentially the same
amount of service credit, the Police department shall determine
which person shall be laid off.

2. Seniority Defined:

Seniority shall be defined by the date of the most recent appointment to
the classification. Time served as a probationary employee in the class
shall be included in determining seniority.

3. Notification:

Employees to be laid off shall be given final written notification by the City
of such action. Whenever possible, such notification shall be given a
minimum of thirty (30) calendar days prior to the effective date of the
layoff. Atits discretion, the City may also issue preliminary written layoff
notices.

4, Right to Demote:

Any employee who is scheduled for layoff shall have a right to demote to a
class in which the employee formerly held permanent status. Any
employee scheduled for layoff in a class outside the bargaining unit shall
bump into a class in the bargaining unit if they formerly held permanent
status in that class. If there is no authorized position in the class to which
the employee would otherwise have a right to demote, then the employee
shall be laid off from employment.

The right to demote shall be implemented as follows:
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a.

If there is only one other lower salaried class in which the employee
formerly held permanent status, the employee shall be demoted to
that class. If there is no vacancy in that class and the demoting
employee has less seniority than all other employees in that class,
the demoting employee shall be laid off from that class and from
employment.

If there are two or more lower salaried classes in which the
employee formerly held permanent status, the employee shall be
demoted to that class in which the employee formerly held
permanent status which has the highest salary. If there is no
vacancy in that class, and the demoting employee has less
seniority than all other employees in that class, the above process
shall continue until the demoting employee either reaches a class in
which the employee formerly held permanent status in which there
is a vacancy or in which the employee is not the least senior
employee in that class, or the employee is laid off from
employment.

An employee who is least senior in a class in which there is no
vacancy and to which an employee demotes from a higher class
shall be laid off from that class, and shall have the same right to
demote as does any other employee who is laid off.

An employee demoted under this procedure shall be deemed to
have exercised the employee's right to demote and to have
accepted each demotion, subject to the employee's right to resign
from employment.

An employee who is demoted from a class in which the employee
holds permanent status shall be deemed for all purposes to have
been laid off from each class from which the employee
subsequently demotes or is displaced, including classes which the
employee passes through because of the absence of a vacancy
and insufficient seniority to occupy a position.

5. Reemployment:

The names of employees laid off in accordance with provisions of this
section shall be placed on a reemployment list. Names shall be placed on
a reemployment list by classification in order of seniority. A reemployment
list will be used to fill vacancies in the classification before any other
eligible list that exists for that classification. In the event that a person on
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layoff declines reemployment to a vacant position in the classification from
which the employee was laid off, or cannot be contacted through
telephone and certified mail within fifteen (15) working days, such person's
name shall be removed from the reemployment list.

A reemployment list will remain in effect for two (2) years unless
specifically extended, or sooner if exhausted. Upon reinstatement an
employee will be eligible for all benefits acquired by the employee prior to

the layoff, including prior Annual Leave accrual rates, health benefits
provided in the current FPOA Memorandum of Understanding, retirement
tier (as permitted by PERS law) and seniority. An employee shall not
receive credit for time spent on layoff in computing time for any benefit
entittement. Rehire shall be subject to successful completion of pertinent
psychological, medical, polygraph, and background investigations.

6. Appeals:

Interpretations of the provisions of this section may be appealed through
the grievance procedure (Article XI) of this Agreement. Such grievances
must be filed within five (5) work days of final written notification of the
proposed layoff. For the purpose of appealing interpretations of this
section, grievances shall be filed directly with the City Manager (Step 3 of
the grievance procedure). The filing of a grievance shall not prevent the
City from implementing the layoff. The reasons or necessity for the layoff
shall not be subject to the grievance procedure or appeal.

7. Nothing in this section shall delay or limit the City’s right to lay off
employees.

ARTICLE X1V — TERM AND SIGNATURE CLAUSE

A. Term of Agreement:

This Memorandum of Understanding incorporates all modifications regarding
wages, hours, and other terms and conditions of employment. This Memorandum
of Understanding shall be effective as of January 1, 2022, and shall expire
December 31, 2024. Should either party desire to commence the meet and
confer process for the next subsequent Memorandum of Understanding, that
party shall notify the other in writing no earlier than one hundred twenty (120)
calendar days prior to the expiration date of the existing Memorandum of
Understanding, and the meet and confer process shall begin no later than ninety
(90) calendar days prior to the expiration date of this Agreement.
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B. Signature Clause:

The terms and conditions of this Memorandum of Understanding are executed
this ;l‘—l day of Jinwar W\, 2022.by the employer-employee
representatives whose signaft res appear below on behalf of their respective
organizations.

CITY OF FOLSOM FOLSOM POLIC ASSOCIATION

Vs /4

Elalnéﬁ(hd&eé\n/ k_/‘\/'-"
City Manag
: VL
plﬁ'l’eN_( Jerfy CAmous
sources Director, Interim bor Relations Consultant
/E"char& Hillman Patrick Thiebault
Chief of Police Board Member, FPOA
Dennis Batchelder Ashlee Antonelli™
City Representative Board Member, FPOA
Allison Garcla” Paul Rice "
Human Resources Manager Board Member

= John Tripleft—

Approved as toForm: Negotiations Team Member, FPOA
[ 1/24/ 3

~_Steven Wang
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